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Abstract  
 

This study examined the gap and inadequacy of current military foreign area training 

programs and their focus on overarching topics irrelevant to interpersonal skills 

development unique to individual cultures.  A qualitative intrinsic explanatory single case 

study with subunits research called for interviews with Unit Deployment Program 

Mangers to describe the current deployment cross-cultural education program that 

prepares service members for interpersonal interactions while serving abroad.  Inductive 

Reasoning was used to determine data patterns from the information gained from 

interviews for coding and analysis purposes resulting in the development of themes for 

pattern discerning and explanatory inference for theoretical application.   
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ONE: INTRODUCTION 

Introduction and Background 

 The United States (U.S.) National Security Strategy (NSS) is focused on global 

engagement with our foreign partners and allies to ensure a world-wide strategic plan of 

security in times of peace as well as contingencies (Obama, 2015).  The Department of 

Defense (DoD) Subcommittee Beyond the Defense Language Transformation Roadmap 

identified high priority requirements to improve foreign language and culture skills 

across the officer and enlisted corps (DoDS, 2010).  It also directed U.S. military 

academies and training institutions to expand language classes, cultural immersion 

programs, and study abroad opportunities.  The DoD Quadrennial Defense Review 

(2010), Center for a New American Security (CNAS) report of officer education (Barno, 

Bensahel & Sharp, 2011), the Chief of Staff of the Air Force (CSAF) (Moseley, 2007), 

and the DoD Language and Culture Summit White Paper all highlight the ongoing need 

and demand for language and culture education within the military (Stanley, 2011).   

 Current operations are dependent on understanding culture and being aware of its 

influence on human behavior and its criticality to operational success.  Military personnel 

who perform duties in cross-cultural environments must not only comprehend the 

mission but also the higher order effects of cross-cultural relationships and interactions.  

Proper interpersonal cross-cultural communication education and training will mitigate 

negative results of culture shock, stereotypes, and ethnocentrism.  These effects alone or 

in combination can have a degree of impact on mission effectiveness and overall 

operational outcome. (United States Army Research Institute [USARI], 2009).   
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 Military leadership concludes that culture is an important aspect of 

communication (Stanley, 2011).  Culture is an important factor in effectively conducting 

contingent and peace time operations (USARI, 2007).  Cultural interactions affect all 

levels of engagements from interpersonal interactions to societal encounters (Abbe & 

Halpin, 2009-10).   To preserve the strategic edge in worldwide operations, it is crucial 

that tomorrow’s military leaders are global thinkers and strategists (Barno, Bensahel & 

Sharp, 2011).  This cultural awareness goes hand in hand with Thompson, Peteraf, 

Gamble, and Strickland’s (2012) mention of organizations needing to think globally to 

retain the strategic edge.   

Statement of the Problem 

 Numerous countries have increased in strategic importance and establishing 

relationships with them has become an important military task for ongoing U.S. 

operations (DoD QDR, 2010).  Cultural communication aspects relevant to one partner 

nation could have a diverse effect on another.  In addition to an understanding of how 

human interaction orients to a culture, it is also important to be aware of cultural context 

behaviors.  This is relevant when some communication practices that are acceptable to 

one culture may negatively impact another.  Such impact and misunderstandings have 

hindered military forces’ ability to effectively conduct operations (Haskins, 2010).   

 For example, in 2004 during the Iraq War, a U.S. military gunner on a routine 

convoy mission had used a common American hand gesture signaling to an incoming 

vehicle to stop.  This familiar gesture involved the extending of the gunner’s hand with 

the palm facing the incoming driver.  The Iraqi driver misunderstood this foreign gesture 
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and continued to proceed directly towards the convoy.  The scenario ended with tragic 

results.  After further investigation, it was determined that the Iraqi driver was 

accustomed to European traffic hand signals.  What seemed to be familiar to one culture 

was foreign to the other.  The American gesture was misinterpreted to mean to continue 

driving towards the direction of the gunner (Haskins, 2010). 

Current military training programs focus on language education and overarching 

topics specific to a nation’s history, economics, government, and geography (Haines & 

Eachus, 1965).  However, there is little to no training provided in what researchers Knapp 

and Daly (2010) defined as interpersonal communication or “the process whereby one 

individual stimulates meanings in the mind of another through verbal and/or nonverbal 

means” (p. xxi). 

Purpose of the Study 

The purpose of this qualitative intrinsic explanatory single case study research 

was to engage in six in-depth interviews with Unit Deployment Program Mangers 

(UDM) to describe the current deployment cross-cultural education program that prepares 

service members for verbal and nonverbal interpersonal interactions.  Several levels were 

explored: 1) the cultural training program’s course construct; 2) the program’s culture 

training competencies; 3) training variations specific to deployable regions; and 4) the 

training managers’ knowledge in the development, process, and understanding of 

interpersonal cross-cultural communication training.  
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Research Question(s) and Hypotheses 

The driving force of this study was to determine if the currently existing cross-

cultural training program is designed to include interpersonal interaction education.  The 

overarching research question that guided this case reads:  Does the current deployment 

cross-cultural education program prepare service members for effective verbal and 

nonverbal interpersonal interactions? 

 Research question #1 

How is the cross-cultural communication training program conducted for deploying 

military personnel? 

Research question #2: 

What are the pre-deployment program’s culture training competencies?  

Research question #3: 

How is cross-cultural training providing interpersonal preparedness specific to a 

deployable location?  

Research question #4: 

Do training managers possess the knowledge necessary to effectively conduct 

interpersonal cross-cultural training for specific deployable locations? 

Aim of the Study 

The study explored the fundamental components of intercultural communication 

competence within the current cultural training program and formulated research-based 

strategies needed for effective interpersonal cross-cultural communication for deploying 

military personnel. 
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Methodology Overview  

 A qualitative intrinsic explanatory case study research design with subunits 

research was used to gather rich, substantial data about the current culture training 

deployment program service members are provided in preparation for potential 

interpersonal interactions while serving overseas.  A case study research design was 

chosen to provide a better understanding of the currently existing complex phenomenon 

so as to “add strength to what is already known through previous research” (Soy, 1997).  

Furthermore, this qualitative research method allowed for examining real-world 

circumstances through empirical inquiry to research the central theme of the study (Yin, 

1984, p. 23).  As per Merriam (1998), qualitative case studies provide a “holistic 

description and analysis of a bounded phenomenon such as a program, an institution, a 

person, a process, or a social unit” (p. xiii).  Yazan (2015) concluded by stressing that 

qualitative case studies, when properly designed, can best serve their research purposes 

(p. 134).  

This case study’s boundaries were delineated to Offutt Air Force Base (AFB).  

Offutt AFB operates a variety of aircraft responsible for conducting operations to 

numerous locations around the world.  Offutt AFB has operational control over eleven 

operations squadrons and two detachment units.  Two thousand and nine hundred 

personnel currently make up the Group which employs numerous aircraft through 

squadron management and execution.  Offutt AFB is composed of flying squadrons 

responsible for: air and space superiority, global attack, rapid global mobility, precision 

engagement, information superiority, and agile combat support (Air Force, 2017).  
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Helping to meet Offutt AFB’s core competencies include multiple squadrons responsible 

for different aspects of force provision.  Within Offutt AFB, the single case study 

incorporated subunits for a holistic qualitative approach.  Incorporating subunits into a 

single case study allowed the researcher to better explore the research phenomenon 

(Gustafsson, 2017, P. 9-10).    

These subunits, the units of analysis, included three operations flying squadrons 

responsible for carrying out worldwide deployments to meet global tasking.  Each 

squadron flies the same mission aircraft, has the same aircrew/personnel composition, 

and has a primary focus in meeting the Global Force Management Allocation Plan 

(GFMAP) through personnel deployments.  The personnel responsible for carrying out 

each of the squadron’s deployment training program are the Unit Deployment Managers 

(UDM).   

Gaining UDM participation for the study was key to the study since they are the 

focal point in the researcher seeking to address the problem regarding the lack of 

effective interpersonal cross-cultural communication for military deployers.  As 

determined by Baxter and Jack (2008), such complex cases require participants to partake 

in interviews to better provide an explanation that links the broader issues to a particular.  

In the present research, this approach allowed the investigator to evaluate the deployment 

training program in light of the real-life practice of Offutt AFB’s deployment cross-

cultural training program.  Finding the rationalization to the linkage between real-life 

complexities and the complexities of the research phenomenon required the case study to 

be explanatory (Yin, 2003).  The research phenomenon was far too complex for a survey, 
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thus the researcher elected to carryout interviews with UDM participants to gain insight 

on the stated problem.          

Each squadron has two UDMs serving as flight commanders and assistant flight 

commanders who are designated program managers for the deployment training program.  

Each UDM is responsible for carrying out deployment program management policy as 

per Air Force Instruction (AFI) 10-403.  AFI 10-403 (2017) “Deployment Manning and 

Execution” requires all squadron UDMs to abide by the same rules and policies outlined 

in the AFI.  Although it would have been ideal to interview all three squadrons’ UDM 

participant groups at the same time, this was not practical since the majority of squadron 

personnel were either getting ready to deploy or were unavailable simultaneously due to 

work scheduling conflicts.  As noted by Roberts (2010), when the opportunity is not 

available to incorporate a mass group into a study, selecting a proper sample that is 

representative of the total group is ideal (p. 149).  For the purposes of this study, six 

UDM participants representing Offutt AFB as a whole, were selected for one-on-one 

interviews on a non-interference basis so as to not obstruct with their program manager 

responsibilities. The interview results helped to identify potential shortfalls in the cultural 

training program currently being offered by its program managers.  

Definition of Relevant Terms 

 The U.S. Air Force uses many terms that may be unfamiliar to members of sister 

services and civilian personnel.  Many of these terms are derived from multiple 

government agencies and some are referenced as acronyms to keep the flow of content 

concise.  The terms listed will enhance the audience’s familiarization of government and 
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federal terms applicable to military-foreign relations context. The following operational 

terms were used specifically for this qualitative study: 

 Cross-cultural communication: Cross-cultural communication is the study of 

“face-to-face communication between people from different national cultures” 

(Gudykunst, 2003, p. vii). 

Cross-cultural competence: Pertinent behavior that facilitates effective adaptation 

to changing cultural environments is cross-cultural competence (Abbe, Gulick & 

Herman, 2007). 

Cross-cultural leadership: Cross-cultural leadership is a leader’s ability to respect 

cultural diversity while conducting operations (Harris, Moran & Moran, 2004, p. 25).  

 Culture: A set of shared traditions, beliefs and behaviors amongst members of a 

similar collective (Kuang, 2007). 

Cultural Awareness: Cultural awareness is “the ability to recognize and 

understand the effects of culture on people’s values and behaviors” (Wunderle, 2008, p. 

9).  

 Cultural competence: Cultural competence is using one’s knowledge to facilitate 

“communication and skill acquisition across cultures” (Barrera & Corso, 2002, p. 104). 

 Interpersonal communication: Interpersonal communication is the face-to-face 

interaction between people that involves the exchange of information, emotions, and 

meaning through either verbal communication, nonverbal communication, or both.  What 

is being said is just as important as how the message is being conveyed. (DeVito, 2016, p. 

3-7) 
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Non-verbal communication: According to Richard (2011), non-verbal 

communication is a key component of communication and is culturally specific.  

Samman, Moshell, and Brathwait (2009) also affirmed that nonverbal communication 

involves the transmission of information without the use of words and in a majority of 

conversations, people communicate both deliberately and unintentionally through 

nonverbal prompts such as body movement or facial expressions to further covey 

messages.  

Unit deployment manager (UDM): Plans, organizes, prioritizes, coordinates, 

trains, administers, and controls the deployment of unit personnel.  

Delimitations, Limitations, and Personal Biases 

  This qualitative intrinsic explanatory single case study with subunits was 

confined to a military assignment locale and mission with which the researcher is familiar 

as a result of ten years of experience.  Participants from this particular location were not 

representative of the Air Force’s whole population.  This study was not sponsored by the 

U.S. Department of Defense.  To ensure participant anonymity, individual names were 

not used in this dissertation.          

The major limitation to this study was the geographic separation among squadron 

components and their corresponding participants.  Unit participants were composed of 

personnel from Offutt Air Force Base (AFB).  The currently existing operations tempo 

and high number of deployments were contributing factors regarding participant 

availability for interviews and program analysis.  Because of these two limiting factors, 



INTERPERSONAL COMMUNICATION  10 
 
 
 
 
only two participants from each of the three operations squadrons at Offutt AFB were 

asked to participate in the study for collection and analysis.   

 As an officer in the Air Force, I have served multiple overseas tours as a foreign 

affairs officer conducting operations with several foreign allies.  I worked as an air 

operations officer in Peru; functioned as a liaison officer for the National Defense 

Academy in Japan; provided electronic warfare education at the Canadian Forces 

International Academy; managed numerous cadet international education programs for 

the Air Force Academy (USAFA); operated with the United States Agency of 

International Development (USAID) in Bolivia; served as a staff officer in the Southern 

Command headquarters providing counterdrug and humanitarian assistance to Latin 

American and Caribbean partner nations; and attended the Joint Staff College-Joint 

Professional Military Education course alongside with Chilean and Egyptian officers. 

   Due to my foreign affairs experience, I have learned a lot about partner nations’ 

views on the U.S. military and some of the misconceptions they have about American 

culture.  Conversely, I became well educated about their culture and tailored my behavior 

and communication accordingly.  From a trial and error perspective, I rectified any 

misconceptions I had about our partner nations.  This resulted in a heightened sense of 

awareness when working in a joint and multi-national operations environment.  To 

mitigate any bias and its impact on my own research, I also took into account that not all 

military personnel have had similar experiences and similar exposures to our partner 

cultures.   
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Leader’s Role and Responsibility in Relation to the Problem 

 Military leaders need to be aware of the diverse cultural environment in which 

they conduct operations.  Partner nations are composed of numerous ethnicities, cultures, 

customs, languages, religions, and beliefs.  Leadership should be responsible and ensure 

that military personnel are culturally prepared for deployments.  Culture awareness for 

effective immersion is a crucial part of a service member’s cross-cultural development.  

The United States has a global impact on the world, and it is important that military 

personnel are sensitive and understanding of other cultures.  The military and its 

members are expected to rapidly deploy and adapt to ensure a positive working 

environment with joint and coalition partner nations.  Military personnel who are not 

effective cross-cultural communicators lack awareness of their surroundings and are 

unable to lead effectively.   

Effective interpersonal cross-cultural communication advances the understanding 

and integration of cultural awareness for leaders to establish relationships.  Hill (2010) 

cited that helpers are leaders who provide assistance to those requiring it: “Helping can 

be defined as one person assisting another in making changes in his or her life” (p. 4).  

Hill also indicated that helpers and those they help, work in harmony to achieve 

established goals.  It is important that each service member strives to help their foreign 

counterparts in an effective and synergistic manner.  To be able to lead effectively, every 

leader should understand other cultures.  As per DeVito (2016), interpersonal 

communication recapitulates that what is being said is just as important as how the 

message is being conveyed (p. 3-7) 
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For interpersonal cross-cultural communication to be effective, leaders need to be 

able to mold themselves according to the operations environment.  The necessity to 

evolve culturally is where Transformational Leadership theory comes in to play.  Johnson 

(2012) recognized that transformational leaders are individuals who are self-motivated by 

their duty, ethical values, and commitment to those they serve (p. 190).  These leaders 

serving with foreign nations have a vested personal interest in developing relationships 

with their foreign counterparts for mutual benefit.  They are focused on the group with 

which they interact with on a daily basis and value the needs of their followers.  

Transformational Leadership is the essence to promoting effective culture education and 

culture learning.                     

 Along with Transformational Leadership, Servant Leadership is a trait that 

involves self-awareness (Johnson, 2012).  Leaders need to be aware of their weaknesses 

and work on strengthening those weaknesses.  Furthermore, Johnson (2012) claimed that 

leaders need to “know thyself” to be able to succeed (p. 210).  Knowing thyself is part of 

humility, and humility involves admitting to one’s own mistakes, learning from those 

mistakes, and applying lessons learned.  Johnson (2012) referred to lessons learned as 

“trigger events” (p. 211).  Trigger events serve as a moral compass to leaders so that 

repeat mistakes are not made.  A leader who understands past cultural scenario failures 

and makes improvements upon such failures is better suited for future international 

operations.   
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Significance of the Study 

 The 2010 DoD Subcommittee Beyond the Defense Language Transformation 

Roadmap identified high priority requirements to improve foreign language and culture 

skills across the military.  The DoD Quadrennial Defense Review (2010), CNAS report 

of officer education (Barno, Bensahel & Sharp, 2011), the CSAF (Moseley, 2007), and 

the DoD Language and Culture Summit White Paper all highlight the continuing demand 

for language and culture learning within the military (Stanley, 2011).  Although there is 

an agreement among military services that culture is necessary for effective joint and 

coalition operations, cultural awareness is insufficient.   

Cross-cultural and interpersonal competence comes from social skills rather than 

linguistic skills alone.  Wunderle (2013) remarked that nonverbal communication training 

has a greater impact on cross-cultural communication effectiveness and for some 

cultures, what is not said is far more important than what is being said.  Yager, Strong, 

Roan, Matsumoto, and Metcalf (2009) emphasized the importance of cultural training 

needing to be focused on interpersonal aspects of communication (p. v).   

This study researched the importance of incorporating nonverbal communication 

such as kinesics, expression, chronemics, proxemics, and haptics as part of a deployment 

cultural training program to enhance cross-cultural communication effectiveness for 

constructive interpersonal interactions.  Studies of cross-cultural and intercultural 

communication theories can enhance the operations environment.  Some of the theories 

discussed in this study apply to specific cultures but can be generalized to others.  These 
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theories explained effective communication between people from different cultures and 

across cultures.      

Summary 

  Since the end of the Cold War, circa 1989, the military has engaged in numerous 

overseas operations requiring close interface with partner nations.  Interaction with local 

populations is crucial to mission success.  Proper training in cross-cultural 

communication is a major challenge for soldiers, leaders, and civilians involved in 

foreign affairs.  Through qualitative research and application of applicable cultural 

communication theories, this qualitative intrinsic explanatory single case study with 

subunits, interviewed program managers and analyzed current cultural education 

programs to help identify areas of improvement needed to develop effective culture-

literate military members.    
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TWO: LITERATURE REVIEW 

Introduction 

 The literature review presents findings on the current cross-cultural environment 

in the military and addresses the limitations in those programs.  First, relevant sources of 

literature investigate concepts of cultural literacy and competence.  Second, definitions 

and theoretical applications are presented and analyzed.  Third, section two incorporates 

scholarly discussions and implications of nonverbal communication, its characteristics, 

properties, modality, and function in military operations.  Finally, findings are 

highlighted to address gaps within the current body of literature. 

Cultural Misreads 

 Haskins (2010) emphasized the importance required of military leaders to 

comprehend, work for, and work with partner nations.  The lack of understanding has led 

to numerous complications and calamities such as an event that took place in 2004 in Iraq 

involving a gunner on a routine convoy mission and a local national.  The gunner had 

used a common American gesture signaling to the incoming vehicle to stop.  This 

familiar gesture involved the extending of the gunner’s hand with the palm facing the 

incoming driver.  The Iraqi driver misunderstood this “common” gesture and continued 

to proceed directly towards the convoy.  Tragic results were the conclusion to this 

scenario.  It was later determined that the Iraqi driver was accustomed to European traffic 

hand signals and what seemed to be “familiar” to one culture was foreign to the other.  

The western gesture was misinterpreted to mean to continue in the direction towards the 

gunner. 
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       Other cultural misunderstandings have resulted in improper or insufficient 

application of U.S. programs and U.S. resources regarding humanitarian programs.  

Provisional Reconstruction Teams (PRT) are responsible for the reconstruction efforts for 

the local populace in regions of instability.  These PRT programs are supposed to enable 

and encourage effective self-governing among partner nations.  PRT programs satisfy 

U.S. initiatives but are not adequate for the intended target audience thus not meeting the 

intent of the PRT mission.  Haskins (2010) noted that as a result of such cultural 

misunderstandings, efforts to work effectively with partner nations have become more 

challenging. 

 To mitigate operational faults due to cultural mishaps, the military has 

implemented various changes to training doctrine, academics, and field operations.  

However, misunderstandings between cultures have continued to be prevalent in coalition 

environments.  Haskins (2010) reported that although the military has become more 

receptive to cultural awareness, cross-cultural competence is not being met.  Lessons 

obtained from cultural oversights are a result of operational examples that all too often 

lead to tragedy.        

Cultural Imperative 

 According to Lt Gen Peter Chiarelli and Michaelis (2005), “Understanding the 

effect of operations as seen through the lens of the Iraqi culture and psyche is a foremost 

planning consideration for every operation” (p. 14).  Current challenges in operations 

include the interaction of U.S. forces and a partner nation’s leader and corresponding 

populations.  The consideration of these challenges is necessary for current and future 
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operations.  Abbe and Halpin (2009-10) indicated that the problem of cultural education 

in the military is that teaching basic cultural knowledge is not a sufficient constituent to 

aiming for cultural understanding and awareness (p. 10). 

 There are current capricious approaches currently in place to increase a military 

leader’s ability to deal with cultural circumstances.  This study explains why military 

services must not settle for such approaches and must focus on developing and 

implementing more broad and clear strategies for competent cultural communication.  A 

shift in how soldiers perceive cultural education is essential in leadership development so 

as to ensure a thorough and persistent cross-cultural capability across U.S. military 

services deployed throughout the world. 

Momir, Petroman, Constantin, Mirea, and Marin (2015) discussed the importance 

and need for implementing cross-cultural education for people working abroad within 

global communities (p. 721).  They also wrote that in current U.S. society, there is little 

to no emphasis placed on culture, and culture is not viewed to be important.  As a result, 

the education of cultural knowledge takes the form of either region-specific or culture-

general.  Both are two terms that will be discussed later and in detail.  Although both of 

these factors did bring some awareness and understanding to military professionals 

regarding cross-cultural communication, there are pitfalls to these capabilities.                    

Region-Specific 

  Region-specific training provides information about a location relevant to a 

deployment.  This training usually covers material regarding the region’s demographics, 

history, belief system of the people, customs, and a list of dos and don’ts.  The 



INTERPERSONAL COMMUNICATION  18 
 
 
 
 
information is much generalized and acts more as reference material for tourists.  There 

are numerous gaps that result from this type of training which do not meet the intent of 

increasing cultural knowledge.  Momir, Petroman, Constantin, Mirea, and Marin (2015) 

emphasized that culture is not “tangible” since it is composed of concepts, values, 

behaviors, and make-up of a people (p. 723). 

 Abbe and Halpin (2009-10) declared the primary weakness of region-specific 

training as being too specific while at the same time to general resulting in inappropriate 

teachings (p. 11).  The training developed included particulars that apply to a specific 

region but did not account for the need to readily transfer the knowledge learned about 

one culture to another.  The training did not incorporate the fact that once units are 

deployed, the same units located in one continental region may deploy to multiple nations 

within that region.  The ability to adapt to multiple behaviors and communications 

required of different cultures is not possible for deployed personnel as a result of this 

inadequate preparation.  

 Another weakness Abbe and Halpin (2009-10) cited regarding region-specific 

training is that its effectiveness is heavily dependent on the quality of the information 

being conveyed which can be inaccurate, incomplete, or outdated.  This was due to 

military trainers not being knowledgeable or current on the deployed region, or their 

sources and training programs were not reviewed for compliance with goals resulting in 

irrelevant information being taught.  Bias also played a role in the quality of training and 

its effectiveness on cultural education.  Bonvillain (2010) applied Abraham Maslow’s 

hierarchy of needs to some Middle Eastern nations and determined that inappropriately 
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applying theories pertinent to one region’s population may not necessarily apply equally 

to another.  This bias carries a risk of stereotyping cultures which result in false 

assumptions of partner cultures being very much like their Western allies. 

 According to Hardison, Sims, Ali, Villamizar, Mundell, and Howe (2009), 

generalization was another key problem amongst current cultural education programs for 

military personnel (p. 13-14).  Being informed about a country and its people in broad 

terms doesn’t do any good when a particular U.S. operative is required to conduct 

operations in particular provinces, towns, or villages; each composed of various tribes 

with different cultural habits, polices, and beliefs.  This generalization ignores proper 

intercultural and interpersonal exchanges between U.S. leaders and local foreign 

personnel.  McFarland (2005) commented that intercultural communication is something 

that deployed soldiers experience on a daily basis but are unaware of, thus are unable to 

properly adapt or apply lessons learned regarding a specific culture (p. 66).  As a result, 

this added stress hinders a soldier’s ability to develop and establish an effective 

relationship with the local populace.  

 Region-specific training does not provide any actual cultural education.  Region-

specific training tends to focus more on contrast and comparisons in regard to U.S. 

culture.  Abbe and Halpin (2009-10) remarked that training that is focused on what is 

foreign, is not necessarily a true representation of a people’s culture (p. 11).  As a result 

of this type of training, military leaders are not given the tools or provided with the 

correct information to focus on the similarities in common with other cultures for 

collaboration and influential purposes.  Abbe and Halpin (2009-10) further highlighted 
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that people are more likely to establish relationships if an understanding of similarities is 

identified early so as to establish common goals (p. 11).  Just being aware of differences 

is not enough to institute common ground.  However, emphasizing similarities is very 

helpful in rapport development for interpersonal relationship building.  

Culture-General 

 Culture-general training varies from region-specific training in that its focus is 

primarily on culture.  Topics usually covered in this type of training include: politics, 

religion, societal connections, etc.  However, Abbe and Halpin (2009-10) cautioned that 

such training takes approaches that are very generic resulting in very broad relevance or 

irrelevant cultural training (p. 12).  Although general culture knowledge can be relevant 

to a leader’s deployment, this broad cultural education alone fails to provide the critical 

tools needed for continuous learning about a specific culture nor does it provide the 

know-how of flexibility in adapting in response to evolving cultural situations.  

Researchers Alguliev and Mahmudova (2011) observed that general knowledge 

education of culture cannot be applied to specific target groups or an intended target 

audience (p. 29-40).  As a result, this approach results in no true culture specialists or 

culture subject matter experts, but more of a “jack of all trades and a master of none” 

cultural expert.      

 According to McFarland (2005), the term value is a subject that is often 

overlooked in culture-general education for military members (p. 62-69).  The cultural 

dimension of value can be applied in real-world scenarios to help leaders predict and plan 

according to changing situations and operational environments.  Specifically, military 
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personnel can use education in values in order to understand how a people from a specific 

culture behave and react in relation to another culture.  In Afghanistan for instance, one 

ethnic group may value personal responsibility for the outcomes of a particular task; 

while another group may place value on external factors that affect the outcomes of the 

task and will not accept personal responsibility.   

Wan, Chiu, Pang, and Tam (2015) emphasized that an individual’s personal 

values are endorsed by the majority of the pertinent group’s cultural values (p. 213).  

Understanding the relative values of a culture and its people in relation to an individual’s 

is contingent on the culture’s normative preference of principals.  For deployed 

personnel, this means that an individual’s values may not necessarily be a reflection of 

the shared values within the group.  This becomes relevant when U.S. negotiations must 

take place between individuals and groups.  Culture is not static.  It is very dynamic and 

varies from person to person and from group to group.  Culture-general education too 

often fails to convey the importance of cultural values.  Its understanding is required to 

effectively learn from and engage with cultures.      

A main failure of routine area-study programs such as region-specific and culture-

general training, is that they are broad in nature.  They capsulate cultural influence factors 

such as geography, economics, and history but fail to highlight much needed 

consideration to the interaction skills and interpersonal means of culture dynamics.  Some 

of the cultural material provided to deployers may not necessarily be applicable to the 

actual area of operations.  What one individual thinks is important may not be important 

to the target audience.  Haines and Eachus (1965) noted that the saying “going native” 
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results in confusion, doubt, and ultimately in loss of respect (p. 50).  Being too general 

and too specific does not provide with the ease of flexibility required of effective 

interpersonal cross-cultural communication.     

Cultural Awareness 

 Selmeski (2007) remarked that cross-cultural competence is the ability to 

understand, act accordingly and effectively to any cultural complex situation without 

necessarily having had exposure to a particular culture, region, or language.  He points 

out that cultural education makes a greater contribution to reinforcing interpersonal cross-

cultural communication resulting in the mitigation of problematic situations.  Several 

authors also noted that cultural education is more effective in interactions with foreign 

nationals than language alone.  According to the Committee for Economic Development 

Education for Global Leadership (2006) report, military agencies are in need of leaders 

who are keen to world affairs and world cultures (p. 2).     

 Abbe and Halpin (2009-10) affirmed that cultural awareness makes a person more 

effective in interpersonal cross-cultural interactions more than training to speak a 

language fluently (p. 14).  There is no denying that language proficiency does play a part 

in contributing to positive cultural interactions.  However, culture awareness is the 

primary tool required for building long term cultural capabilities and relationships.  The 

American Council on the Teaching of Foreign Languages (2014) developed a position 

statement determining that learners should be able to communicate and interact with 

cultural competence when working with other cultures (p. 1-2).  Such cultural knowledge 

prepares leaders to effectively observe, decide, and take proper actions relevant to a 
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particular situation and culture.  Although offering leaders both language and cultural 

training would be of great benefit to the U.S. military and its partner nations, in reality it 

may not be feasible due to budget constraints, time limitations, and unknown emerging 

threats.   

 Proper interaction required of military leaders working with partner nations is 

being neglected in current military cultural education programs.  Haines and Eachus 

(1965) acknowledged that education programs should include topics such as values, 

history, habits, customs, and courtesies (p. 49).  They also declared that although some 

military advisors may have a familiarity with the target language, they lack knowledge in 

understanding, carrying out, and interpreting gestures and cues vital to interpersonal 

cross-cultural communication.  Altrov (2013) pointed out that culture is an important 

component in successful communication with people of cultural differences (p. 160).  

Language training and area studies may have been sufficient in the U.S. military in the 

past.  However, due to the ever-changing operational environment and unknown military 

threats, numerous advisors have claimed that interpersonal education is a necessity to 

effective operations of today. 

 The Air Force’s Air War College (2013) adduced that there is a difference 

between knowing the language and effectively communicating.  Communication 

competency is focused on being able to properly and successfully communicate with 

others.  The increased training in areas other than language alone will build up cross-

cultural competence.  According to McFarland (2005), communication amongst cultures 

entails receiving, transmitting, and decoding messages and information other than just the 
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meaning of spoken words (p. 110).  Knowing the language is a benefit to communication, 

however language alone is not the solution to interpersonal cross-cultural communication 

competence.  Altrov’s (2013) research further showed that although language is 

important to communication, a proper cultural education allows for proper decoding and 

transmitting of effective communication across cultures (p. 172).   

Yager, Strong, Roan, Matsumoto, and Metcalf (2009) highlighted that the current 

operational environment calls for military personnel to get directly involved with local 

civilian populations and foreign military personnel (p. v).  Due to high operations tempo 

and budgetary constraints, language education can be costly, time consuming, and 

difficult to teach and learn.  Yager, Strong, Roan, Matsumoto, and Metcalf (2009) further 

stressed the importance of training being focused on interpersonal skills which is a 

timely, cost effective, and overall a more effective alternative (p. v).   

 Although a holistic approach of both language and culture training is ideal, a 

study conducted by researchers Clark and Minami (2015) underlined numerous times the 

need for cultural education to be integrated in training programs belonging to 

multinational corporations which should also include the U.S. military (p. 184).  In this 

study, the MLA report (2007), World-Readiness Standards (2015), and 21st Century 

Skills Map (Magner, Saltrick, and Wesowlowski, 2011) explained that the development 

of cultural awareness is crucial to understanding actions, beliefs, and roles across other 

cultures (p. 1-20).           

 Global instability and military operations have made cross-cultural 

communication a necessity.  The U.S. military’s ability to quickly deploy anywhere in the 
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world has greatly increased the need for interpersonal cross-cultural communication 

leaders.  Yueqin (2013) remarked how intercultural awareness should be a prerequisite 

for organizations to be successful in cross-cultural communications (p. 5).  Even if 

someone was already familiar with the language, they must also be competent in 

effectively communicating it.   

Cultural communication is multi-dimensional requiring the ability for individuals 

to properly perceive and interpret socio-cultural scenarios so as to properly promote 

interpersonal cross-cultural communication competence (Yueqin, 2013, p. 5).  Yueqin 

(2013), in her research, focused on the fact that foreign language learners may be familiar 

with the target language.   However, they often fail to communicate appropriately and 

effectively due to a lack of holistic cultural education (p. 5).  Many military personnel do 

not have access to interpreters so it falls on each individual to bridge any cultural gaps 

through cross-cultural collaboration via effective cultural awareness, competence, and 

communication.              

Communication Theory 

 The study of communication has come to fruition well beyond traditional social 

sciences and is generally confused with the studies of language, cross-cultural 

psychology (CCP), and international relations (IR) (Air Force Air War College, 2013).  It 

has resulted in particular contributions to cross-cultural communication encompassing 

pertinent study of theories.  According to Haines and Eachus (1965), CCP for the most 

part applies to individual-level analysis of individual characteristics that predict 

competence whereas IR deals more with the study of politics and economics.  
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Interpersonal cross-cultural competence focuses on group-level normative behavior that 

is focused on communication across cultures to assist in identifying cultural differences 

and similarities so as to predict and mitigate misunderstandings.  (Air Force Air War 

College, 2013, p. 53-126/Gudykunst, 2003, p. 1-312) 

            Communication is a byproduct and producer of culture and has an essential role in 

cross-cultural communication competence.  As previously presented, the military defines 

cross-cultural communication competence as the ability to quickly and correctly 

understand the environment so as to fittingly engage with other cultures to accomplish 

objectives (Selmeski, 2007, p. 53).  Furthermore, McCorkle and Reece (2010) 

emphasized the fact that education and training in cross-cultural communication will 

improve interpersonal competence in relation to properly engaging with cultural 

differences to minimize conflict amid national, ethnic, and other cultural groups (Air 

Force Air War College, 2013, p. 53-126/p. 1-342).  Knowledge and skills to cooperate 

effectively and accordingly with other cultures is a necessary ability for military 

deployers working in diverse operational environments. 

 Culture can act with regard to analytical construct theories of communication 

which is accomplished through the focus on dimensions of variability across cultures, the 

breakdown of individualism and collectivism dimension of cultures, and the explanation 

of cultural variability regarding effective communication (Gudykunst & Lee, 2003).  The 

concept of culture has been conceived in numerous ways: 1) Herskovits (1955) affirmed 

that culture encompasses all things human made; 2) Hall (1959) pointed out that culture 

is communication and vice versa (p. 169); 3) Geertz (1973) wrote that culture is a system 
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of meanings; and 4) Keesing (1974) concluded that topics such as anthropology, history, 

politics, religion, and kinship are all integral to communication (p. 89).  Foschi and Hales 

(1979) asserted that when culture is treated as a theoretical value, dimensions on which 

cultures vary or are similar, can explain communication across multiple cultural plains (p. 

246).  As a result, communication theories provide a better explanation to highlight the 

importance culture plays in interpersonal cross-cultural communication competence.    

Individualism-Collectivism 

The term ingroup applies to a small group of people that share the same interests 

and identities (Gudykunst & Lee, 2003).  Further research declared that ingroups are a 

notable component for differentiating between individualistic and collectivistic cultures 

(Gudykunst & Bond, 1997).  Ingroups can be composed of either groups or individuals 

who are committed to the overall success of the whole (Triandis, 1988).  These ingroups 

are influenced differently depending on their ties to individualistic and collectivistic 

cultural upbringing.  People belonging to an individualistic culture apply the same values 

across every person.  Those that belong to a collectivistic culture are particular and apply 

their values differently to ingroups and outgroups (Gudykunst & Lee, 2003). 

Every culture exhibits unique patterns of individualism-collectivism.  

Individualism-collectivism compares and contrasts communication across cultures and 

provides logical explanation at the cultural and individual levels.  In individualistic 

societies, an individual’s personal goals are stressed more than the group’s goals whereas 

in collectivistic societies, the group takes priority over the individual.  In other words, as 

per Hofstede and Bond (1984), “people from individualistic cultures look after 



INTERPERSONAL COMMUNICATION  28 
 
 
 
 
themselves and their immediate families and those from collectivistic cultures typically 

belong to wider groups, which look out for everyone in exchange for their allegiance” (p. 

419).   

Triandis (2001) further explained that collectivistic people view themselves as a 

group and not as individuals; they give priority to ingroup goals (p. 907-924).  These 

same collectivists surrender their personal objectives for the good of the group at the 

expense of the self.  Davila de Leon and Finkelstein (2011) implied that collectivism 

exists in cultures that have strong ties and bonds to the ingroup’s well-being and ingroup 

identity (p. 402).  Davila de Leon and Finkelstein (2011) also revealed that individualists 

differentiate themselves from the ingroup based on personal accomplishments (p. 405).  

Researchers Kashima, Kim, Gelfand, Yamaguchi, Choi, and Yuki (1995) alluded to 

individualistic cultures considering personal goals a priority and subordinating their 

personal goals for the group’s goals (p. 925).   

 For example, the U.S. is a predominantly individualistic culture and influence 

exerted by ingroups is limited to the duration the individual spends actively engaging 

with the group.  In Japan for instance, which is predominantly collectivistic, those 

belonging to ingroups carry that influence throughout their entire lives including to 

situations not relevant to the ingroup they belong to.  Rank order is another trait relevant 

to collectivistic cultures such as Japan, Korea, African, and Latin countries.  The ingroup 

rank order differs depending on ingroup influence.  Some cultures rank the ingroup 

categories of family, business, and community differently even though the cultures are 

composed of a collectivistic society.       
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 Individualistic and collective cultures also differ based on the relation with culture 

that is either horizontal or vertical in nature (Figure 1).  Nordfjaern and Zavareh (2016) 

empirically verified that individualism and collectivism can be divided into horizontal 

and vertical dimensions (p. 9).  In horizontal-individualistic cultures, members are 

discouraged from standing out from their ingroup members since they are expected to 

view themselves as part of the whole, are the same as their peers, and value equality.  In 

cultures that are vertical-collectivistic, members are expected to stand out from the rest, 

and are expected to speak up for the group.  Diversity is highly encouraged and freedom 

is valued highly over equality (Triandis, 1995, p. 85-119).       

 

 

Figure 1. Cultural dimensions (Nordfjar & Zavareh, 2016, p. 9) 

Cultures can be both vertical and horizontal however, one sphere of influence 

typically predominates (Triandis, 1995, p. 85-119).  In vertical-collectivistic cultures such 

as Korea, individuals are required to conform to their ingroup, but are encouraged to 

stand out when the situation requires it.  Furthermore, in vertical-individualistic cultures 

such as the U.S., people are expected to be independent and to stand out from the rest.  
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The value of freedom is placed high above ingroup equality.  In Norway and Sweden, 

individuals can be open about themselves, however it is discouraged to stand out from 

members within their ingroup.  Equality is placed high above freedom.  There are 

exceptions, of course, to these categorizations.  Japan for instance, is a horizontal-

collectivistic culture that condones individualism.  

For military personnel to be able to effectively conduct negotiations or operations 

while abroad, it is important that their training cover basic theoretical concepts of 

ingroup-individualistic and ingroup-collectivistic effects on interpersonal communication 

(Gudykunst & Lee, 2003).  It is important to know that people of a collectivistic culture 

are concerned with the morale of its members.  Such ingroups have a higher concern over 

one’s personal needs than do people of an individualistic cultural background.  On the 

other hand, individuals from an individualistic culture are focused more on clear and 

concise conversations and value this as being effective interpersonal communication.   

Ingroups from collectivistic cultures view this type of interpersonal 

communication as rude, resulting in ineffective interpersonal communication.  For 

leaders in the military, such information regarding individualistic and collectivistic 

culture theory and corresponding argumentativeness-level findings are of importance for 

effective interpersonal cross-cultural communication.  Partner nation and U.S. 

collaboration efforts have been a challenge for the U.S. military due to lack of awareness 

of cultural comparative studies of individualistic and collectivistic cultures (Gudykunst & 

Lee, 2003). 
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High-, Low- Communication 

As previously discussed, individualism-collectivism theoretical concepts of 

communication are a facet used to provide an explanation for differences and similarities 

of behavior among cultures.  The principle of individualism-collectivism exists both at 

the cultural and individual levels of society.  High-context communication transpires 

when the information being communicated is in the physical context or internalized by 

the speaker (Hall, 1976).  In this case, very little information of the message being 

communicated is ever explicit or transmitted, because the listener gleans the information 

from context.  On the other hand, low-context communication takes place when the 

majority of the information being conveyed is clear, direct, and evident (Hall, 1976). 

Individualism-collectivism and low- and high-context communication both 

predominate cultures in one form or another.  Those belonging to collectivistic cultures 

apply high-context communication due to the sustainment of ingroup amity.  High-

context nations such as Afghanistan and Iraq rely on indirect communication due to 

preference in avoiding conflict and keeping harmony within the ingroup (Croucher, 

Bruno, McGrath, Adams, McGahan, Suits & Huckins, 2012, p. 64-73).  People of 

individualistic cultures generally apply low-context communication and are more direct 

in their communication to get the message across.  These same low-context individuals 

assume that indirect communication is ineffective.  As per Gudykunst and Lee (2003), 

this false assumption is due to low-context individualists lacking proper listening and 

observational skills or lacking in training required to interpret contextual message 

conveyed by high-context cultures (p. 67).   
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Kim, Pan, and Park (1998) made further distinction that high-context cultures are 

deeply committed to one another and as a result of such close kinship, information is 

communicated through easy to understand messages (p. 509).  This is due to high-context 

groups having strong bonds with each other resulting in the ingroup members’ abilities to 

be much more capable of understanding each other via nonverbal cueing within the 

context of the conversation.  Westbrook (2014) explained that in addition to nonverbal 

cueing and context, a “common awareness of cultural norms and values” also helps to 

guide communication (p. 282).  The closer the bond of a given culture, the more 

communication that is detected amongst the high-context ingroup members.      

Researchers Kim, Pan, and Park (1998) accentuated the further contrast of low-

context cultures in that people of this culture are typically highly individualized, 

alienated, and have little to no involvement with others who share the same low-context 

culture (p. 509).  As a result of such unfamiliarity with other members of the same 

culture, communication tends to be more explicit, direct, and much more impersonal.  

Low-context cultures lack the close-knit bond within ingroups that assist in the context 

structuring of messages and the overall communication.  Low-context messages are free 

of context and there is little to no information on background of participants resulting in 

direct and explicit communication with other parties.  Westbrook (2014) exclaimed that 

in low-context communication, nonverbal cues and contextual cues often go ignored or 

go unobserved (p. 282).    

The notion of high-context culture and low-context culture has proven to be a 

useful tool for understanding effective interpersonal cross-cultural communication 
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(Figure 2).  Hall (1976) had originally proposed this concept as a means to better 

understand cultural differences and the reasons behind such differences.  Such a concept 

is meaningful because it provides a summation of how people from one culture relate to 

another.  This understanding of cultural differences is crucial for military leaders to 

understand so as to grasp proper communication techniques for conveying and 

interpreting messages properly for effective interpersonal dialogue.   

 

Figure 2. Comparison of Low and High Context groups (Westbrook, 2014, p. 283) 

 

Croucher, Bruno, McGrath, Adams, McGahan, Suits, and Huckins (2012) 

classified the U.S. as being a nation predominantly composed of low-context individuals 

who prefer that communication and its message be “vested in the explicit code” (p. 65).  

Westbrook (2014) remarked that communication between low-context and high-context 

communication can be difficult due to cultural complexities and stereotyping.  It is 

important for U.S. military personnel working with partner nations of high-context 

backgrounds to heed the following: “How one observer perceives the context of another 

culture depends much on his or her point of view and position on the low- to high-context 

spectrum” (Westbrook, 2014, p. 282).  
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Nonverbal Communication (NVC) 

 Communication in today’s coalition and joint partnership environment requires 

daily collaborative interaction for operational success.  Communication is defined as an 

elaborate exchange of information, ideas, beliefs, and emotions among people of the 

same or different cultures (Matsumoto, 2000).  Human communication is composed of 

both verbal and nonverbal communication.  Verbal communication is dependent on 

actual speech whereas nonverbal communication involves the transmission of 

information without the use of words.  In the majority of conversations, people 

communicate deliberately via verbal communication and unintentionally via nonverbal 

prompts such as body movement or facial expressions. (Samman, Moshell & Brathwait, 

2009).       

Research demonstrated that more than sixty percent of communication involves 

nonverbal communication (DeVito & Hecht, 1990).  Other research assessed that 

communication via nonverbal means accounts for sixty five percent (Gheorhita, 2012, p. 

552).  Regardless of what percentage research shows, nonverbal communication is 

inevitable as it is present in interpersonal interactions.  Verbal communication is used to 

relay particulars and goals regarding an objective whereas nonverbal communication is 

applied to assist and properly construe thoughts, emotions, and candor of the interactions 

among the parties involved (Burgoon, 1985).  Overall, nonverbal communication 

provides additional information for further understanding or clarification not present in 

verbal communication alone.                      
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A crucial characteristic of communication involves the conscious or unconscious 

encoding or decoding of the message being transmitted.  Allen (1999) commented that in 

day-to-day communication, people rely on nonverbal cues to encode and decode 

messages for greater contextual understanding (p. 470 - 471).  Encoding is the method 

chosen to develop and transmit a message to another person or group.  The majority of 

the time, the development of the message entails the comprehension of rules governing 

grammar and its application of the specified language.  Decoding begins when the 

receiver receives the message and begins interpreting the information into meaningful 

data.  Decoding requires some familiarization with rules of the specified language and 

understanding rules specific to the culture’s nonverbal cues and cultural associations 

embedded in the communication (Taylor, 1990). 

Proper cultural education can better prepare U.S. military leaders in mitigating 

any misinterpretations that arise from unfamiliarity with culture, communication 

differences, and associated cultural nonverbal communications.  It is important to note 

that nonverbal communication differs from culture to culture and its purpose and reliance 

in communication varies as well.  Nonverbal communication is driven by societal rules 

and cultural expectations (Taylor, 1990).  Chang (2015) discussed that nonverbal 

communication is specific to cultural contexts and is guided by cultural norms which are 

embedded in daily life and, which through study, these underlying cultural norms that 

dictate behavior can be identified for effective interpersonal cross-cultural understanding 

for effective communication (p. 192).  Cultural norms can include: taking turns while 
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conversing, interrupting, context, humor, gestures, timing, sequence of the conversation, 

and silence.   

Understanding nonverbal communication through education or training can 

provide military leaders with guidelines for communicating competently and effectively 

in situations where much needed communication is required the most.  It is an art that 

should be taught especially in areas that revolve around interpersonal relations 

(Gheorghita, 2012, p. 552).  Military personnel are required to collaborate with a wide 

variety of cultures under different circumstances, and often these circumstances are not 

necessarily ideal or conducive to operational objectives.   

Kidwell and Hasford (2014) stressed the importance of understanding and using 

nonverbal communication as a powerful tool to form and establish relationships for 

communication quality enhancement (p. 526).  It is the U.S. military leader’s 

responsibility to identify and highlight problems and apply solutions to such problems.  

To do this, it is important that nonverbal communication be taken into account as part of 

cross-cultural communication training.  According to Hull (2016), nonverbal 

communication is more powerful and has more influence than what is said via words and 

can result in having a large impact on interpersonal relations for mission success (p. 23).           

Multidimension 

 Nonverbal communication is a multidimensional action used to transmit 

information without the spoken piece of communication.  This type of communication 

includes tone, volume, and rate of speech including body movement, facial expressions, 

and gestures.  These nonverbal actions provide clues regarding how the information 



INTERPERSONAL COMMUNICATION  37 
 
 
 
 
should be interpreted.  Some of the nonverbal communication taking place is either 

consciously done or carried out unconsciously.  Buck and VanLear’s (2002) research 

showed that some of these cues are learned overtime and at times operate automatically 

without thought (p. 526).  Regardless, it is important to know that nonverbal actions bring 

value and meaning to conversations.   

Nonverbal communication success is dependent on the ability to understand cues 

that are both transmitted and received (Kidwell & Hasford, 2014, p. 527).  Nonverbal 

communication is robust and can be broken down into separate categories for learning 

and observational purposes.  U.S. military leaders must rely on nonverbal communication 

to make certain their own communication is advantageous during cross-cultural 

communication relevant to mission objectives (Samman, Moshell, Clark & Brathwait, 

2009). 

 DeVito and Hecht (1990) reported numerous characteristics that apply to 

nonverbal communication in terms of how nonverbal communication is conducted, what 

the meaning of such actions are, and why specific nonverbal cues are used.  The how 

piece of nonverbal communication provides the ability to organize cues into distinct 

categories for easier understanding and processing cross-cultural communication.  Body 

communication can include one’s appearance, posture, and gestures.  Facial expressions 

include eye movement; spatial communication involves distance between speakers and 

the listener.  Tactile communication relates to body contact among people; paralanguage 

involves vocal sounds other than spoken word and also includes silence.  Lastly, 

temporal communication involves the use of time; smell plays a role as well during 



INTERPERSONAL COMMUNICATION  38 
 
 
 
 
conversations; and lastly, artefactual communication relates to objects that are associated 

with the person.  

 The what integral part of communication refers to understanding the meaning 

behind what is being transmitted.  DeVito and Hecht (1990) cited that there are three 

interpretations nonverbal cues have which include: immediacy, power, and 

responsiveness.  Immediacy applies to the judgment of character of the person partaking 

in the conversation.  For example, likeability can be expressed via facial communication 

such as when one smiles or via spatial communication of close proximity amongst 

participants.  For the interpretation of power, body communication such as when some 

superior leans over a subordinate, is a display of dominance.  Lastly, responsiveness is 

when people react differently towards others and their surroundings.  For instance, if a 

conversation appears interesting or serious, responsiveness is demonstrated via eye 

contact or via gestures such as the raising or movement of the arms and hands.   

 The why integral piece of communication provides the rationale behind the use of 

specific nonverbal cues and also provides management for the flow of the communication 

(DeVito & Hecht, 1990).  Nonverbal cueing such as finger pointing, expressing, or 

showing emotion to emphasize a part of the message all provide reinforcement and 

clarification to the overall communication taking place.  Grasping the what, how, and why 

in reference to nonverbal communication will assist military leaders in learning how to 

properly recognize and interpret communication via the nonverbal facets of functionality 

and modality.  Kidwell and Hasford (2014) warned that although some individuals are 

good at observing nonverbal communication in progress, some fail to grasp the true 
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contextual meaning behind each nonverbal cue and as a result, are unable to achieve 

desired effects (p. 527).  To have effective interpersonal skills, it is important to learn the 

culture’s specific communication rules when interpreting cues (Molinsky, Krabbenhoft, 

Ambady & Choi, 2005, p. 380). 

Function 

 Researchers Ekman and Friesen (1969) studied nonverbal behavior from the 

perspectives of origin, coding, and usage (Figure 3).  Origin pertains to the root of the 

nonverbal cue which could be rooted in our physical makeup, is part of our survival 

instinct, and varies from culture to culture.  Coding applies to the kinship among the 

nonverbal action and its meaning.  The third perspective, usage, describes the intended 

method the nonverbal cue is proposed to convey information: communicative, interactive 

or informative.  The decoding of a nonverbal cue has either an exclusive or common 

meaning.  It is exclusive if it is applied to a specific setting or if only the sender executes 

it.  A common nonverbal cue provides information that is universally understood among 

a specific cultural group.  Origin, code and usage perspectives are further categorized into 

emblems, illustrators, affect displays, regulators, and adaptors.  
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Figure 3.  Functional types (Samman, Moshell, Clark & Brathwait, 2009, p. 9) 

 

Emblems are intentional body movements that are clear, direct, and easily 

interpreted.  These cues can replace parts or the entirety of the verbal interaction.  

According to Andric, Solodkin, Buccino, Goldin-Meadow, Rizzolatti, and Small (2013), 

emblems are gestures that are used to accompany conversation or communicate a specific 

meaning (p. 1619).  Emblems lack personal attachment such as affect, emotions, feeling, 

and opinions, and take place of verbal speech when it is hindered by factors such as 

noise, distance, or special circumstances such as disabilities (Ekman & Friesen, 1969).   

The message is being transmitted via emblems in the absence of speech-making 

emblems critical to communication.  Such emblems can include actions such as a 

thumbs-up, which signifies approval, or it can be the shush sound to signify “be quiet” 

(Poyatos, 1988).  It is important that military leaders are aware that emblems vary from 

culture to culture and any incorrect deciphering of emblems can lead to 

misinterpretations.  Learning and applying correct usage of emblems will lead to 

competent cross-cultural communication resulting in effective interpersonal interactions 
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for valuable interpersonal relationship building (Molinsky, Krabbenhoft, Ambady & 

Choi, 2005, p. 380-395). 

 Illustrators are nonverbal cues that assist in reinforcing specific words for 

emphasis.  As per Allen (1999), illustrators involve nonverbal cues that are directly 

linked contextually (p. 471).  These cues exemplify the spoken word or message and help 

to establish the relationship between the speaker and the information.  Unlike emblems, 

illustrator cues are deliberate and only have meaning when used in conjunction with 

specifically linked words or phrases.  A person nodding their head in agreement while 

conversing is an example of an illustrator cue.  Some illustrator cues can be understood 

independently from speech however, it is important to note that context is always the 

driving factor (Ekman & Friesen, 1969). 

 Affect displays primarily reveal one’s reactions to negative situations through 

facial expressions to include body posture (Gregersen, 2005 p. 393).  App, McIntosh, 

Reed, and Hertenstein (2011) stressed that emotions are displayed nonverbally via facial 

expression, body movement, and touch (p. 604).  Such cues are dependent on context and 

can transpire without the sender’s awareness.  These affect displays are deemed 

important because of the type of feedback that is obtained during conversation.  This is 

due to the majority of affect display cues being carried out by the face which receives 

more attention than any other part of the body.  Affect displays can also be used to mask 

true emotions of an individual.  Being able to properly perceive emotions and 

understanding that affect display cues vary from culture to culture are crucial to 
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interpersonal skills development (Ekman & Friesen, 1969; Klaver, Lee & Hart, 2007; 

Castillo & Mallard, 2012). 

 Regulators also rely on facial expression for the majority of conversational 

cueing.  However, unlike affect displays, regulators rely on facial expression and other 

body movement to assist in regulating the flow of conversation (Magnusson, 2006,  

p. 422).  Without verbal context, these cues are meaningless and serve no purpose; 

nothing is present to regulate.  Regulators are interactive components of any conversation 

and without them, conversations would cease quickly.  Lastly, adaptor cues are actions 

taken by a person as a means to adapt to situations that are typically stressful.  These 

adaptor cues are used to comfort one’s or another’s needs.  Adaptor cues are typically 

observed during intense interactions and are typically not being transmitted intentionally 

(Gregersen, 2005). 

 

Figure 4. Functional types explained (Samman, Moshell, Clark & Brathwait, 2009, p. 11) 
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Modality 

 The second methodical approach to nonverbal communication that follows 

focuses on areas crucial to further comprehending and recognizing the modality of 

nonverbal communication (Samman, Moshell, Clark & Brathwait, 2009, p. 11-12).  The 

modality of body language involves kinesics, gestures, eye contact, facial expression, 

vocal behavior or paralanguage, spatial distance, and chronemics.  For communication to 

be effective, interpreting nonverbal cues is important.  Cues must be transmitted 

effectively for proper perception and interpretation by the other party.  The same is true if 

one is to interpret information that is not only being heard but also being observed.  

Comprehending the taxonomy of function and modality and considering culture and 

context is important to successful interpersonal communication competence.  U.S. 

military leaders must recognize that function and modality differ from culture to culture 

and their usages are not necessarily universal (Meadors & Murray, 2014).     

 Kinesics corresponds to body movement and behavior such as body posture.  

Body movement is a dominant trait in nonverbal communication and has been observed 

in social and interpersonal conversations (Kwon, Ogawa, Ono & Miyake, 2015).  

According to Hillen, Haes, Tienhoven, Bijker, Laarhoven, Vermuelen, and Smets (2015), 

verbal messages are important to interpersonal relationships however, nonverbal 

communication is crucial to communication in that body posture portrays a sense of 

involvement, conveys trust, and competence (p. 161-167).  Pitterman and Nowicki (2004) 

indicated that although the study of posture has had a slow start when compared to facial 
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expression studies, existing studies indicate that body posture is just as important (p. 

147). 

 Pitterman and Nowicki (2004) expressed that body posture can be broken down to 

“open” and “close” (e.g., crossed arms) categories and together convey emotions from a 

distance that can have an effect on the conversation (p. 147).  Coulson’s (2004) study 

demonstrated how posture, whether static or in motion, does convey states of emotion 

during a conversation (p. 118).  Aside from “open” and “close” postures, Coulson (2004) 

also wrote how angular, rounded, upward, and leaning-forwarded postures convey 

information about emotions as well as to a certain point, also conveys the characteristic 

of the person as being warm, friendly, angry, or mean (p. 119).  Body posture alone can 

offer a lot of information regarding emotions and feelings.  Body posture, depending on 

the circumstances, can provide more information than verbal speech and facial 

expressions alone.    

 For example, in comparison to Americans, Iraqis tend to posture their bodies in a 

more direct forward manner when conversing (Samman, Moshell & Brathwait, 2009).  

Americans on the other hand tend to stand at an angle or to the side when conversing.  

Iraqi men may also hold hands, hug, and kiss members of the same gender.  These 

actions indicate great respect, friendship, and trust among their peers and have no relation 

to sexual meaning.  Furthermore, if these same actions are acted upon an American 

soldier, it should be accepted and considered a high honor.  Iraq is an example of one 

culture whose body posture and cues are dependent on culture, code, and origin of 



INTERPERSONAL COMMUNICATION  45 
 
 
 
 
behavior.  Some of these body cues are universal whereas other cues may be culture 

specific. 

 Gestures are used in nonverbal communication to transmit information from one 

person to another.  As conveyed by researchers Montgomery and Haxby (2008), the 

primary means of nonverbal gestures involve both facial expressions and hand movement 

(p. 1866).  An obstacle foreigners encountered when wanting to immerse themselves in 

another’s culture was the lack of awareness of cultural differences.  This resulted in the 

inability to effectively learn a culture’s “secret code” that is written nowhere, yet 

understood by all ingroup members (Molinsky, Krabbenhoft, Ambady & Choi, 2005,  

p. 380-381).  Gestures make up part of the nonverbal communication component whose 

purpose is to further the communicated message.  Gestures are emblems that are 

intentional cues which hold a specific meaning contextually, vary in meaning from 

culture to culture, or have no meaning at all.  It is important to realize that some gestures 

that are acceptable in one culture may be highly insulting to another (Smith & Fox, 

1992).  U.S. military leaders wanting to function effectively in a foreign culture must 

realize that nonverbal gestures are a critical component to interpersonal communication 

for effective cross-cultural competence (Molinsky, Krabbenhoft, Ambady & Choi, 2005, 

p. 381).   

 Eye contact plays a fundamental part in social interactions.  Empirical studies by 

Samman, Moshell, and Brathwait (2009) indicated that eye contact is inherent and 

universally applied amongst humans.  Studies further suggested that eye contact 

behaviors are influenced by cultural norms thus varying from culture to culture.  For 
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example, Asian and Middle Eastern cultures display less eye contact than cultures from 

Europe and North America.  A person that displays a direct gaze is doing so to capture 

one’s attention whereas a person who displays an averted gaze is shifting attention 

toward the object.  Generally speaking, a person who makes eye contact while conversing 

is assumed to be more intelligent, credible, and politer when compared to a person that 

mitigates eye contact.  On the other hand, direct eye contact can also be perceived as rude 

or unpleasant.  In cultures such as Japan, less time is spent making eye contact as a sign 

of respect whereas in the U.S., the more eye contact that is made during a conversation, 

the more respectful participants are perceived as.  Researchers Akechi, Senju, Uibo, 

Kikuchi, Hasegawa, and Hietanen (2013) all agreed that culture influences how 

individuals perceive and process eye contact during conversations.  

 It is important to note that there are cultural differences regarding eye gaze due to 

difference in eye contact etiquette because of display rules and cultural norms.  Empirical 

research implied that direct and averted gazes do impact the conversation process and 

interaction results (Akechi, Senju, Uibo, Kikuchi, Hasegawa & Hietanen, 2013, p. 9).  

For U.S. military leaders to be cross-culturally competent, it is crucial to learn a culture’s 

eye contact behavior and norms (Samman, Moshell & Brathwait, 2009).  As per Uono 

and Hietanen (2015), eye gaze during communication is universal and helps to gage the 

progress of the social relationship however, the behavior of the eye contact varies from 

culture to culture (p. 2).  Any stereotypes related to direct and indirect eye contact are 

irrelevant when it comes to cultural interaction outside of one’s ingroup cultural norms.  
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Understanding the reasoning behind how eye contact is applied is crucial to cross-cultural 

competence.     

The human face is the predominant body part where expressions reside during the 

transmittal of emotions.  Facial expressions provide people with a means to convey 

meaning in relation to context.  According to researchers Elliot and Jacobs (2013), facial 

expressions are both innate and modular (p. 115).  When an expression is innate, a person 

makes an expression as a result of an experienced emotion.  In a modular expression, a 

person is acting out an innate expression to convey meaning to an observer during 

conversation.  Research also proposed that both innate and modular facial expressions are 

both universal and culture specific (Elliot & Jacobs, 2013).  Such variation of facial 

expressions and meanings is crucial to proper deciphering and conveying of 

communication.  

As per Jack, Garrod, Yu, Caldara, and Schyns (2012), research was accomplished 

on the universality hypothesis regarding emotional states that are supposed to be common 

in humans by virtue of biological makeup regardless of culture.  These emotions were: 

happiness, surprise, fear, disgust, anger, and sadness (p. 7241-7244).  The same 

researchers concluded that the hypotheses only applied to western cultures.  This 

particular test group shared six common emotional traits whereas those of eastern 

cultures did not.  Easterners tended to express emotions via intensity and distinctive eye 

patterns.  The study refuted the long-standing universality hypothesis by highlighting the 

fact that culture has a strong influence on shaping one’s behavior of emotion.  
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Throughout cultures, expressions of emotion have evolved due to differences in social 

beliefs (Wolf, 2015, p. 457-462). 

Hess, Blaison, and Kafetsios (2016) emphasized that facial expressions do not 

occur in a vacuum, but are part of a larger social context (p. 55).  This context applies to 

the group or culture an individual belongs to, or associates with.  Facial expressions of 

different emotions vary from person to person because of the way they learn to detect, 

interpret, and act out facial expressions within their culture.  Understanding that there are 

differences in facial expression for the same emotion is essential to interpersonal cross-

cultural communication competence (Du, Tao & Martinez, 2014, p. 1454).  It is 

important for military leaders to realize that during social interactions, people from the 

same cultural background are better able to decode facial expressions than outgroup 

individuals.  Not all facial expressions are universal and processing facial expression of 

emotion effectively through understanding is central to successful human interaction.      

Proxemics, or personal space, refers to the spatial distance cues between people in 

face-to-face communication (Samman, Moshell & Brathwait, 2009).  The amount of 

personal space that an individual exhibits is based on the individual’s cultural 

background.  Proxemics involve the use of space during a conversation and can also 

result in kinesthetics such as holding, hugging, or any other type of bodily closeness.  

Touch behaviors during conversation vary depending on culture and social status.  

Proxemics establish and accentuate the type of relationship amongst parties involved in 

the conversation.  Proxemics is crucial to effective communication in the Middle East due 
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to their extensive use of it in their cultures to complement, contradict, emphasize, and 

substitute speech.   

Researchers further defined proxemics as “the space that people maintain around 

themselves and the distances at which they interact compromise an important part of 

nonverbal communication” (Hasler & Friedman, 2012, p. 238).  It is important to 

understand the value a culture places on proxemics and its expectations placed on others 

when communicating.  Such expectations can include preference regarding interpersonal 

distances that are perceived as appropriate or inappropriate within a given context.  There 

are four primary categories assigned to spatial interactions that include: touch when in 

intimate situations, personal space when with family or friends, social space for 

interactions with acquaintances, and public space for outsider interactions (Hall, 1959).  

Each of these assigned categories to proxemics plays an important role in cross-cultural 

communication and proper behavior for both ingroup and outgroup members. 

Respecting an individual’s personal space is an affiliation that needs to be 

recognized, addressed, and respected for effective interpersonal interactions.  Two 

theories that address the importance of personal space include the Equilibrium Theory 

and the Nonverbal Expectancy Violations Theory (Argyle & Dean, 1965; Burgoon & 

Jones, 1976).  Equilibrium Theory pertains to individuals that balance interpersonal 

interactions by approach and avoidance behaviors.  When one’s space is disrupted, other 

nonverbal communication factors come into play such as eye contact, body posture, and 

facial expression changes.  In addition to changes in gesture, spatial distance among the 

individual may create space to reclaim equilibrium in the setting.  In contrast, depending 
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on the culture, individuals may do what is necessary to remove any spatial barriers in a 

social setting, thus decreasing space amongst the social setting.  This spatial game is a 

result of individuals compensating while interacting with others who have different 

cultural expectations regarding interpersonal space (Hasler & Friedman, 2012, p. 239-

240). 

The Nonverbal Expectancy Theory explains reactions of individuals when their 

spaces are violated.  This theory states that people’s spatial reactions are dependent on 

their perception of the violator and their expected nonverbal behavior.  Reactions to 

spatial violations can be small and unnoticeable to the outsider, or major and noticeable 

by all.  The further the spatial distance, the more offensive the violation, thus resulting in 

unwanted reactions and interactions.  Personal space and its distance vary based upon 

cultural norms.  Whereas Arabic and Latin American cultures are considered high-contact 

cultures and expect close-distance interactions, European and North American cultures 

are considered more as low-contact cultures whose personal space is much bigger than 

those preferring close quarters interactions.  Proxemics is important to social interactions 

and knowing and understanding its cultural norms is important when establishing 

interpersonal relationships (Hasler & Friedman, 2012, p. 240-241; Aliakbari, Faraji & 

Pourshakibaee, 2011, p. 1392-1395). 

Paralanguage applies to vocal behavior and oral cues spoken without actual word 

meaning.  Examples of paralanguage spoken sounds include changes in pitch, 

whispering, silence, laughing, crying, and whistling.  Paralanguage is of importance to 

social interaction as it can be used to convey meaning, emotion, expression, and various 
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related information important to the conversation. Qiang (2013) cited that paralanguage 

makes communication more accurate, vivid, and meaningful by making actual 

conversations more significant for effective communication (p. 222).  Paralanguage is an 

important aspect of nonverbal communication and its function is dependent on cultural 

habits and norms.  Paralanguage serves a special function in interpersonal 

communication. 

Paralanguage carries contextual meaning and has specific meaning to individuals 

who are part of the conversation (Samman, Moshell & Brathwait, 2009).  For example, 

when people make the “ur” sound while carrying out a conversation, it has a specific 

meaning to those involved in the conversation and to those who share the same cultural 

background and language.  This is due to individuals within the conversation having the 

same paralangual system in their culture.  Paralangual communication offers people a 

means to express significance of the communication, link words, substitute words, and 

enhance the conversational experience.  Understanding how this is done and what value 

paralanguage brings to a social situation is important to be able to communicate with both 

high and low-contact cultures since paralanguage usage varies within these cultures. 

(Qiang, 2013). 

Researchers Semnani-Azad and Adair (2013) concluded that nonverbal behaviors 

such as paralanguage are used to further develop interpersonal relationships.  It is cultural 

norms that dictate how an individual employs and communicates using paralanguage 

based on the established relationship with other participants.  Paralanguage drives the 

flow of the conversation via passive and active means.  Passive involvement consists of 
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vocal paralanguage cues that show disinterest, whereas active involvement consists of 

cues that convey interest and help with the flow of the conversation.  Research showed 

that paralanguage that is active, results in more effective relationship building and 

objective accomplishment depending on the context of the discussion (Semnani-Azad & 

Adair, 2013).  However, it is important to be aware that a culture’s display rules and 

social rules may pose a challenge to interpretation by foreigners when determining 

whether a situation is passive or active. This is of importance to military leaders 

especially when negotiations are at stake. 

Paralanguage, when used in conjunction with verbal and nonverbal 

communication, can provide cues needed for effective interpersonal cross-cultural 

communication (Semnani-Azad & Adair, 2013).  These cues can provide information on 

a situation to better gage the operational environment and determine how solid and 

effective relationships are amongst a culture’s ingroup and outgroup members.  

Paralanguage cues are diverse and vary from culture to culture which could result in 

confusion and misinterpretations of behavior.  Tone alone can be perceived as either 

submissive or influential and set apart individuals of different hierarchies.  In the Middle 

East for instance, it is important that one’s tone is portrayed in a manner that it will be 

interpreted correctly or else the message could be viewed as unimportant (Samman, 

Moshell, Clark & Brathwait, 2009).  Hanna and Nash (2012) summarize paralanguage’s 

importance as a capability, once understood, that can facilitate communication and/or 

negatively reinforce relationships with other cultures (p. 485).             
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Leadership Literature 
 
According to the United States Army Research Institute [USARI] (2009), current 

operations are dependent on understanding culture and being aware of its influence on 

human behavior and its criticality to operational success.  Military personnel who 

perform duties in cross-cultural environments must not only comprehend the mission but, 

also the higher order effects of cross-cultural relationships and interactions.  Stanley 

(2011) affirmed that communication is an important aspect of military leadership.  

Culture is an important factor in effectively conducting contingent and peace time 

operations (USARI, 2007).  Abbe and Halpin (2009-10) concluded that cultural 

interactions affect all levels of engagements from interpersonal interactions to societal 

encounters. 

The transformational leadership competency is a prevalent theme recognized 

throughout the literature.  Researchers affirmed that transformational leadership is the 

best method to establishing effective interpersonal cross-cultural communication (Bass, 

1985; Khunert & Lewis, 1987; Schein, 1991).  Transformational leadership is critical to 

helping military personnel work efficiently and successfully with foreign partners from 

various backgrounds and cultures (Burns, 1978).   Brake (1997) also added that 

transformational leadership is identified as a central part to improving cultural literacy 

and competency.     
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Summary 
 

The literature review analyzed numerous aspects of interpersonal cross-cultural 

communication in support of the overarching research question:  Does the current 

deployment cross-cultural education program prepare service members for verbal and 

nonverbal interpersonal interactions?  First, the review examined the cultural imperative 

and the need for the U.S. military to focus on developing and implementing cultural 

education that is conducive to effective interpersonal cross-cultural communication.  

Additionally, region-specific training and culture-general training methodologies were 

brought to light emphasizing that being aware of their differences and similarities is 

conducive to relationship building with other cultures (Abbe & Halpin, 2009-10). 

Next, the literature review covered communication theories and analytical 

constructs explaining the importance of understanding culture when establishing effective 

interpersonal relationships.  The individualistic and collectivistic cultural paradigms 

presented by the literature review highlight the multidimensional actions involving verbal 

and nonverbal communication.  Lastly, the literature review exhibited that there are 

limited empirical studies covering the research phenomena specific to the U.S. military.   

As per Bass (2008), House, Wright, and Aditya (1997), research lacks in the area 

of interpersonal cross-cultural communication specific to regions for which the U.S. 

military currently operates at.  Researchers Abbe, Gulick, and Herman (2007) also agreed 

that the effectiveness of interpersonal cross-cultural training specific to U.S. military 

personnel is lacking.  There is no supporting research for determining the level of cultural 

competence U.S. military members have obtained after serving abroad.  In conclusion, 
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the literature review highlighted the need for U.S. military leaders to instill proper and 

effective interpersonal cross-cultural communication education and training into normal 

daily operations. 
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THREE: METHODOLOGY 
 

Introduction 

Numerous countries have increased in strategic importance and establishing 

relationships has become an important military task for ongoing U.S. operations (DoD 

QDR, 2010).  Cultural communication aspects relevant to one partner nation could have a 

diverse effect on another.  In addition to an understanding of how human interaction 

orients to a culture, it is also important to be aware of cultural context behaviors.  This is 

relevant when some communication practices that are acceptable to one culture may 

negatively impact another.  Such impact and misunderstandings have hindered military 

forces’ ability to effectively conduct operations (Haskins, 2010).   

A study was needed to describe the nature of the military’s currently existing 

cultural training preparedness program particularly in the area of interpersonal cross-

cultural communication.  The researcher investigated the training program’s process and 

its competencies to evaluate the program’s overall effectiveness for interpersonal 

communication preparedness for deploying personnel.  This study could potentially aid in 

further developing service members’ cross-cultural preparedness for interpersonal 

communication efficacy.     

Research Question(s) and Hypotheses 

The driving force of this study was to determine if the current existing cross-

cultural training program was designed for educating in interpersonal skills development.  

The overarching research question that guided this qualitative intrinsic explanatory single 

case study with subunits research reads as follows:  Does the current deployment cross-
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cultural education program prepare service members for verbal and nonverbal 

interpersonal interactions? 

 Research question #1 

How is the cross-cultural communication training program conducted for deploying 

military personnel? 

Research question #2: 

What are the pre-deployment program’s culture training competencies?  

Research question #3: 

How is cross-cultural training providing interpersonal preparedness specific to a 

deployable location?  

Research question #4: 

Do training managers possess the knowledge necessary to effectively conduct 

interpersonal cross-cultural training for specific deployable locations? 

Research Design 

A qualitative intrinsic explanatory single case study with subunits was used to 

gather substantial data about the current cultural training program military deployers 

receive in preparation for potential interpersonal interactions with partner and host nation 

personnel.  The study helped to identify any existing shortfalls in the deployment culture 

training program’s curriculum.   

Intrinsic Case Study 

As per Creswell (2013), a qualitative intrinsic case study allows for research to be 

focused on the evaluation and study of a program that is unique to a specific situation (p. 
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100).  Researchers Hammersley, Foster, and Gomm (2000) also remarked that some 

researchers study cases that have “sufficient interest in themselves” in that the study 

applies to a specific group or specific organization leading to findings with intrinsic value 

(p. 99).  Stake (1995) and Zainal (2007) both indicated that intrinsic case studies are 

specific for their “own sake” because they address specific problems for an individual 

case with results that could potentially address the larger population.  Furthermore, 

researcher Yin (2013) stressed that qualitative analysis within intrinsic case studies, help 

to describe real-life situations not captured through survey research.  

Case Selection  

A qualitative intrinsic explanatory single case study with subunits research design 

was used to gather rich, substantial data about the current culture training deployment 

program service members are provided in preparation for potential interpersonal 

interactions while serving overseas.  The complexities of this study included finding the 

rationalization to the linkage between real-life challenges and the complexities of the 

research phenomenon required this case study to be explanatory in nature (Yin, 2003).  

This particular case study articulated a better understanding of the currently existing 

phenomenon adding “strength to what is already known through previous research” (Soy, 

1997).  Merriam (1998) explained that qualitative case studies provide a “holistic 

description and analysis of a bounded phenomenon such as a program, an institution, a 

person, a process, or a social unit” (p. xiii).  Yazan (2015) concluded by stressing that 

qualitative case studies, when properly designed, can best serve the intent of the research 

(p. 134).  
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Although Offutt AFB is the established boundary for the research, the single case 

study incorporated subunits for a holistic qualitative approach.  These units of analysis 

allowed for the researcher to better explore the research phenomenon (Gustafsson, 2017, 

P. 9-10).  The units of analysis consisted of three operations flying squadrons responsible 

for managing deployment operations.  The personnel responsible for each squadron’s 

deployment training are the Unit Deployment Managers (UDM).  UDM participants were 

key in providing information to address the training’s lack of effective interpersonal 

cross-cultural communication for military deployers.  

The qualitative intrinsic explanatory single case study with subunits framework 

addressed the research questions articulated in this dissertation.  Through the analysis of 

the information gained from these interviews, crucial themes arose that were pertinent to 

the developed research questions.  The research questions guided the study to better 

capture information that aided in understanding the interpersonal cross-cultural 

communication capability and effectiveness of the training program for deployed military 

members.  The results of this study contributed pedagogical information to literature 

relevant to future research on military interpersonal interactions during coalition efforts. 

Participants/Data Sources 

The participants for this qualitative intrinsic explanatory single case study with 

subunits were composed of six military personnel serving as Unit Deployment Managers 

(UDM) at their assigned operations squadrons.  UDMs are the squadron’s program 

managers responsible for the deployment program.  Each squadron has a lead UDM and 

an assistant UDM responsible for the deployment program.  UDMs were composed of 
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both enlisted and officer ranks; all are aircrew members on an assigned aircraft and have 

deployment experience to numerous overseas locations.  These UDMs were interviewed 

to gain insight on the cultural training program for worldwide operations.   

Every UDM was required to have had deployment training and served on a 

deployment staff.  Of the total number of operational units on base, only the UDMs 

assigned to flying squadrons were asked to participate in the study.  As per the Global 

Force Management Allocation Plan, Offutt Air Force Base operations squadrons have a 

high deployment rate and rotate crews constantly to multiple overseas locations.  The 

participation of these six UDMs assigned to flying squadrons was important to the study 

since these squadron personnel are constantly deploying and rotating to different 

operating locations throughout the year. 

According to Air Force Instruction 10-403 (2017), the UDM staff is responsible 

for ensuring squadron personnel are properly equipped, trained, and prepared for 

upcoming deployments (p. 2).  UDMs manage each individual’s deployment status and 

track pertinent training requirements for deployment.  This includes medical readiness, 

aircrew mission qualifications, and deployment training.  The UDM staff from each 

squadron work in conjunction with the corresponding squadron’s Assistant Director of 

Operations to coordinate and establish deployment training events for soon-to-be 

deployed personnel.  As a whole, each squadron is responsible for ensuring that 

deploying personnel are briefed on security issues regarding a particular country and are 

provided with culture education.   
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Although it would have been ideal to interview an entire squadron participant 

group, this was not practical since the majority of squadron personnel were serving 

multiple tours abroad at multiple geographic locations.  Adding to the challenge of 

geographic separation was the fact that service members had limited to no access to the 

internet due to the nature of their operations.  This made it very difficult to establish 

interviews via telecommunications or other similar technological means.  As highlighted 

by Roberts (2010), when the opportunity is not available to incorporate a mass group into 

a study, selecting a proper sample that is representative of the total group is ideal (p. 

149).  For the purposes of this study, six UDM participants were selected for interviews 

from three operations squadrons providing insightful information that addressed the 

research questions for this qualitative intrinsic explanatory single case study with 

subunits.   

The six UDMs responsible for the development and execution of the training 

program, partook in open-ended conversational-style interviews.  These interviews 

provided detailed background information on the cultural training education being 

provided to military deployers.  Comprehensive research data was gained to allow for 

further exploration of this complex subject.  The information obtained was used to help 

explain both the process and particulars of the research phenomenon.  The six UDMs 

interviewed served as sources of evidence to evaluate the validity of the current training 

program.    

For this study, open-ended conversational-style interviews were necessary to 

explore the research phenomenon.  Yin (2013) commented that open-ended interview 
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questions help researchers gain a better understanding of the research phenomena since 

participants are not restricted to simple “yes” or “no” responses and are allowed some 

longitude when providing in-depth explanations.  Baxter and Jack (2008) agreed that 

such complex cases require participants to partake in interviews to better provide an 

explanation that links the issues within the deployment training program to the real-life 

situation of Offutt AFB’s deployment cross-cultural training program.  Yazan (2015) also 

added that interviews help in exploring the realities of a setting which are not obtained 

through history, experiments, or surveys (p. 138).    

 
Ops Squadron UDM (Lead)   UDM (Asst.) 
   
Squadron A 01 01 

Squadron B  01 01 

Squadron C   01 01 

   

Figure 5. Interviewee depiction 
*Each operations squadron has an assigned deployment manager who oversees deployment 
program and provides overall training to deploying personnel (Air Force Instruction 10-403, 2017, 
p. 3) 

  

 

Data Collection Tools 

 The data collection tool of interviews and the artifacts gained from these 

interviews were the two approaches for this qualitative intrinsic explanatory single case 

study with subunits.  The proposed research design encompassed the study of the site’s 

culture training program along with interviews of the individuals responsible for the 

research site and its deployment training function.  To gain access to the site’s 

participants, and ensure that the design of the study appropriately protected the research 
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subjects, special permissions were obtained from the Institutional Review Board (IRB) of 

the researcher’s academic institution.  A proposal was submitted outlining the procedures 

of the project and its overall general purpose (Creswell, 2013).  Once the permission was 

granted, an official request was submitted to the program site managers requesting their 

authorization for the researcher to conduct the case study.            

Conducting open-ended interviews was an important tool used to better 

understand the interpersonal cross-cultural communication phenomenon (Creswell, 

2013).  Data collection via the interview process resulted in the researcher, in this case 

the interviewer, being the sole instrument of data collection (Finlay, 2009).  The 

researcher had no direct affiliation to the research site thus no hierarchical influence was 

placed on the study’s participants.  The hierarchical separation encouraged the free-flow 

of information throughout the interview process (Yin, 2013).  In the military, this 

hierarchical structure is also referred to as a top-down chain of command structure 

(Thompson, 2017).  Decision making comes from senior management, composed of 

senior ranking officers, which is filtered down to the lower-ranking military personnel for 

implementation.  The researcher is a senior ranking officer however, he is not affiliated to 

the participants’ direct top-down chain of command structure.    

The interviews consisted of four questions that were designed to be open-ended 

and focused on the understanding of the central phenomenon.  These questions were 

designed for theme and pattern detection.  For all interviews, each participant was 

afforded the right to choose the time and place that was convenient for them.  This 

ensured that the interviewees were comfortable participating on their own terms.  
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Creswell (2013) stressed that encouraging open dialogue through one-on-one interviews 

is a practical interview method that will “net the most useful information” when 

addressing the questions (p. 164).   

The structure of the questions for the interviews encouraged participants to 

respond openly and share their thoughts and experiences about the subject matter.  Using 

their own words, interviewees were able to provide a deeper understanding of the 

phenomenon that surrounded the case study.  Achieving a depth of understanding was 

crucial to this qualitative intrinsic explanatory single case study with subunits.  Yin 

(2013) wrote that achieving an effective interview will establish the credibility of the 

research resulting in the overall contribution and fulfillment in addressing the research 

problem. 

Validity 

The validity and reliability of a qualitative intrinsic case study can positively or 

negatively impact the value obtained regarding the research phenomenon being studied 

(Leedy & Ormrod, 2015).  Researchers Noble and Smith (2015) stated that the quality of 

research is crucial to the credibility of the findings for future utilization (p. 34).  No 

qualitative research case study is of value unless the validity and reliability of the 

methodology is addressed prior to conducting the study.  Even though validity and 

reliability are independent factors of qualitative research; a good study should incorporate 

both.  As said by Creswell (2013), a qualitative researcher must strive for understanding 

and truth-telling in order to provide insight on the problem (p. 243). 
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 To ensure validity of the study’s findings, the researcher designed and integrated 

methodological studies to ensure the faithfulness of data results.  One such strategy 

previously discussed was self-admittance bias that could potentially influence the 

findings (Noble & Smith, 2015).  Acknowledging and accounting for bias throughout the 

methodology process was mitigated through periods of reflection.  This allowed the 

researcher to take a step back and analyze any opinions that could have impeded with the 

proper methodology for execution.  

 In addition to reflections, meticulous record keeping was another strategy that was 

adopted to mitigate the potential for influencing the data’s results.  Detailed record 

keeping helped to ensure that the obtained information was consistent with the study and 

captured for proper transcription.  Through detailed note taking, the participants’ 

perspectives and viewpoints were represented as intended.  During the interview process, 

the researcher confirmed the participants’ responses and provided ambiguity resolution if 

any questions arose.  The use of a voice recorder, note taking, observations, data logging, 

collecting artifacts, and providing disambiguation resulted in methodological 

triangulation of continuous cross-checks for increased validity (Denzin, 2006; Stake, 

1995).  This validity helped the researcher to capture holistic data as it was being 

transmitted real-time to ensure that nothing was missed for later analysis.  The accuracy 

of the information obtained, helped to support the study’s objectives (Noble & Smith, 

2015).         

 Reliability of the research was crucial to the credibility of the study’s findings.  

For interviews to be reliable, the structure and process were tightly controlled.  Interview 
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questions were developed carefully to ensure the interview addressed the research 

phenomenon.  All six participants were asked the same four questions and their responses 

were captured and assessed equally.  The interview questions were systematic and 

followed a specific chronological order.  Researchers declared that there are two reliable 

methods for structuring interview questions: experience-based questions and situation-

based questions.  Experience-based questions typically focus on past events whereas 

situation-based questions focus on the person’s ability to deal with future events (Pulakos 

& Schmitt, 1995, p. 289). 

For the purposes of this study, only experienced-based questions were used.  

Experience-based questions are good predictors for determining current performance 

capabilities of individuals based on past events (Pulakos & Schmitt, 1995, p. 289-290).   

By asking experienced-based interview questions, the researcher was able to assess the 

UDM’s current cultural training program and its effectiveness.  Only data that was 

purposeful and pertinent in understanding the research problem was collected for later 

analysis.  The merit of the data was important so as to be able to provide a detailed 

description of the deployment context and setting resulting in highlighting emerging 

themes and patterns in relation to the study’s four guiding questions. 

Data Collection Procedures 

All participants were briefed on the background of the research and its overall 

purpose in conducting the case study.  Each participant was given a copy of the interview 

questions in advance for familiarity.  Participants who were willing and available to 

partake in the study were asked to review the Bill of Rights for Research Participants 
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(Appendix A).  Each member gave their verbal permission for the researcher to record 

their responses digitally for later transcription.  Each participant also agreed to have their 

responses further analyzed by the researcher after interviews were completed.   

Each participant was interviewed one-on-one and their responses to the questions 

were recorded via digital means using an Apple iPhone.  This ensured that all recordings 

were of high fidelity for ease of playback and listening during post-interview 

transcription and analysis.  While the interviews were being recorded, the researcher also 

annotated any descriptive notes and reflective notes as a form of data logging.  Post-

interview, the data collected was submitted for transcription using the Rev Audio 

Transcription app software.  All information that was transcribed was then coded by hand 

using Microsoft Excel for data examination.   Huberman & Mile’s analysis strategy of 

Inductive Reasoning method was used for determining data patterns for coding and 

analysis purposes (Creswell, 2013, p. 181).  Inductive reasoning takes a “bottom up” 

approach in that specific observations and measures are made in order to detect patterns 

and themes to formulate hypotheses to further explore the research phenomenon 

(Trochim, Donnelly & Arora, 2016).  The formulation of such hypotheses results in the 

development of conclusions or theories that apply to the case study.     

 Creswell (2013) underlined the importance of data storage for qualitative research 

(p. 175).  All transcribing and note taking was stored on an external hard drive.  This 

particular hard drive was used specifically for academic purposes only and ensured 

personal information was kept separate, safe, and secure and not confused with other 

information stored in the computer or on other hard drives.  A secondary means of 
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backup was that of paper copies.  All notes and transcripts were captured on Microsoft 

Word for printing and were placed in the researcher’s dissertation binder for safekeeping. 

As previously mentioned, the researcher is an Air Force service member having 

served at numerous overseas locations working alongside foreign allies.  The researcher 

managed USAFA’s international exchange programs and was a guest instructor at the 

Canadian Forces International Academy.  He also served as a staff officer at the Southern 

Command Headquarters located in Miami where he provided counterdrug and 

humanitarian assistance to multiple Latin American and Caribbean nations.  Lastly, the 

researcher was selected to attend the Joint Staff College-Joint Professional Military 

Education course where he served as the class lead for both Chilean and Egyptian 

military officers.   

Due to the researcher’s unique exposure to the foreign affairs field, his resume 

vastly differs from the typical aviator career path of other flight officers of the same 

career field.  The result of such unique exposures and experiences gained from working 

with foreign allies presented a concern for inducing bias.  This bias was addressed prior 

to conducting interviews.  Researchers Pannucci and Wilkins (2010) cautioned that bias 

can occur at any and all steps of the research process, and it is important that researchers 

address it preemptively and establish safety nets to avoid bias from contaminating the 

study’s results (p. 620).   

To mitigate systematic errors that could negatively influence research results, the 

researcher took into account that not all UDMs have had similar experiences and 

exposures to foreign cultures.  These program managers who manage the deployment 
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program may or may not have received any formal training in course curriculum 

development in the academic field of culture and interpersonal education.  The UDMs 

interviewed varied in rank, time-in-service, and gender which were considered irrelevant 

to the study due to the study’s overall focus on the construct of the deployment program, 

its implementation, and the UDM’s program manager certification process and training.  

Pannucci and Wilkins (2010) concluded that, “when a study population is identified”, 

selection criteria must account for negating “outcome interests” (p. 620).   

The United States military has always strived to improve its effectiveness in 

maintaining relationships with its foreign allies and partner nations.  As indicated in the 

literature review, there are many cases where ineffective cultural communication and 

understanding has stymied military operations.  Some of the root causes pointed to 

inefficiencies and gaps within the cultural training programs.  As a result, some 

participants may have citation bias concerns due to personal belief that sharing negative 

information could discredit their credibility as managers and the efficacy of their program 

(Pannucci and Wilkins, 2010).  To mitigate citation bias, the researcher ensured 

participants that any information they shared would not have adverse impact on their 

careers as military service members.  Their open and honest contributions to the study 

were instrumental to the research phenomenon. 

Bias can occur anywhere along the phases of the research.  Understanding 

research bias and its potential influence on research results was critical to bias mitigation.  

Roberts (2010) remarked that data collected must be accurate and suggested that multiple 

collection strategies and their validation should be employed in research to mitigate bias 
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(p. 38).  The inclusion of both open ended conversational style interviews from multiple 

UDM staff members in addition to the deployment program analysis served to guard 

against any potential bias that were inherent in the study as a result of the researcher’s 

familiarity and own experiences of the subject matter. 

Ethical Considerations 

 As revealed by Creswell (2013), researchers must always consider the possibility 

that ethical issues will surface throughout the study (p. 56).  It is the researcher’s 

responsibility to address such issues as they arise.  Considering the nature of the 

established methodology, the personal interaction between participant and researcher can 

be challenging (Sanjari et al., 2014).  Consequently, formulating specific ethical 

guidelines was essential for conducting the qualitative study regarding the researcher and 

participant roles.  Through the development of practical guidelines and protocols of the 

study, the researcher addressed ethical issues that pertained to each research phase. 

 To mitigate concerns with power issues, the researcher selected participants 

outside his assigned span of control.  The study process and its findings had no impact on 

the participants’ careers or their quarterly and annual performance reports.  This study 

was carried out independently for the researcher’s academic purposes only.  The study 

was not sponsored by the Department of Defense and its findings are not representative 

of the United States military services.   

When the study began, each participant received full disclosure of the study’s 

overall purpose and intent (Appendix A).  Unit deployment managers were consulted and 

asked to participate on a volunteer basis only.  Although the researcher is of senior rank 
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and carries a lot of experience in the field of international affairs, the existing power 

imbalance was monitored throughout the research process.  The researcher ensured his 

seniority status did not influence the process and outcome of the study by “building trust 

and avoiding leading questions to help remove some of this imbalance” (Creswell, p. 60, 

2013).  To further avoid the potential of any existing power imbalance concerns, the 

researcher selected participants not directly linked to the researcher’s chain of command.  

Doing this ensured all participants did not feel pressured into signing consent forms, did 

not feel obligated partaking in the study, and participated only because they were 

available and willing.  

The military has had a high operations tempo since September 11 of 2001.  As a 

result, aircrews have been deploying at a higher rate (Serbu, 2016).  To meet readiness 

requirements, Unit Deployment Managers (UDMs) are constantly providing training to 

deploying personnel.  Squadrons are continually conducting mission-preparedness 

exercises and ensuring aircrews are trained and mission qualified so that they are ready to 

deploy at a moment’s notice.  Due to emergent operational requirements throughout the 

world and the UDM’s constant churning of mission deployment requirements, the 

researcher respected each participant’s workspace and their limited availability outside 

their primary duty hours.  The researcher discussed and coordinated the case study details 

well in advance with each UDM to ensure the least amount of disruption to their normal 

day to day operations.  Proper coordination was key to participant cooperation (Creswell, 

2013, p. 60). 
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Upon the completion of each interview, the researcher reminded each participant 

of the purpose of the data being collected and how it would be used to support the 

research.  Maintaining an open communication throughout the process helped to establish 

and build trust amongst all the participants involved.  Part of gaining and maintaining 

trust involved the sharing of information while respecting privacy and confidentiality 

(Creswell, 2013, p. 59).  The participants each had full trust in the researcher’s ability to 

properly conduct the interviews and accurately interpret the information. Roberts (2013) 

maintains that honest reporting, maintaining clear communication, and straightforward 

analysis results in honest and accurate data collection (p. 31).    

Summary 

 Haskins (2010) articulated that there have been numerous cultural 

misunderstandings that have hindered the U.S. military’s ability to effectively conduct 

operations.  These misunderstandings have resulted in tragic outcomes.  In a 2004 Iraq 

mission, a U.S. military gunner on a routine convoy mission used a common American 

hand gesture signaling to an incoming vehicle to stop.  This familiar gesture to audiences 

from a U.S. cultural context involved the extending of the gunner’s hand with the palm 

facing the incoming driver.  The Iraqi driver misunderstood this foreign gesture and 

continued to proceed directly towards the convoy.  The American gesture was 

misinterpreted to mean to continue driving towards the direction of the gunner.  Tragic 

results were the conclusion to this scenario (Haskins, 2010). 

In a recent New York Times article, Goldstein (2015) described deployed 

American soldiers witnessing Afghan soldiers sexually abusing young boys. These 
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American soldiers wanted to stop the behavior but were told by their leadership to not 

interfere.  Goldstein wrote of different instances where soldiers took it upon themselves 

to try to stop this behavior by physically attacking Afghan soldiers.  As a result, these 

American soldiers were sent home and discharged from the military for disobeying 

leadership.  In the United States, sexually abusing minors is illegal and not culturally 

accepted.  According to Goldstein’s article, this type of behavior is not considered a 

crime in Afghanistan but is culturally considered taboo.   

In the spring of 2007, I was selected to work at the embassy in Lima, Peru as an 

air operations officer.  I was selected due to my language and regional expertise.  My 

primary duties were to assist the Peruvian military with counter drug operations through 

training and equipment.  When procuring military equipment from the United States for 

the Peruvian military, dealing with the Peruvian port of entry customs agency was 

challenging.  Customs agents were either always late or never present to recover the 

materiel from the port of entry.  They would often take their time getting back to me, or 

they would ask for me to stop by later.  I never understood their lack of urgency since the 

equipment I was trying to retrieve was for their own military use.  

 Whenever there were diplomatic meetings at the U.S. Embassy, Peruvian officials 

were either late or never showed up.  This was an ongoing issue and sometimes 

operations were put on hold until Peruvian officials made contact.  No matter the event, 

Peruvian officials were either late or not present.  There was no sense of urgency on their 

part, and it was very frustrating.  I experienced the same theme throughout my other 

Latin American interactions.  Having come from a culture where time is of the essence 
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and critical to mission success, the experience was culture shock.  I was not prepared to 

deal with the phenomenon of culture-chronemics thus making my job more challenging. 

 Lastly, at the Air Force Academy I managed the Semester Abroad Program for 

the Department of International Programs.  I was responsible for the twice-yearly forward 

deployment of up to three hundred cadets to numerous foreign military academies. 

During the Fall semester of 2012, two U.S. military cadets were sent to the Japanese 

National Defense Academy for a six-month academic deployment.  During their 

deployment, the goal was for them to immerse and interface with the host nation military 

academy’s faculty and military personnel. 

 During this cadet semester exchange, I received two emails from my Japanese 

officer counterpart regarding one of my cadets.  Aside from the language-writing barrier, 

his emails were always ambiguous.  I could discern from the emails that something was 

not right and whenever I would ask for more information, the response was either the 

same or even more ambiguous.  As a result of this repeated ambiguity, I made a decision 

to personally address the issue while in Japan to get some resolution.  I chose to do this 

for two reasons: 1) In the past I had never received direct emails from my Japanese 

counterpart; and 2) I wished to maintain good relations with Japan for future cadet-

exchange programs.   

 As it turned out, my cadet was not abiding by the local Japanese customs and 

courtesies regarding military bearing and behavior.  My Japanese officer counterpart did 

not divulge negative information to me about the cadet via email because he did not wish 

to shame me.  It also took a few conversations with him for me to finally piece together 
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the root of the problem.  In all of our conversations, the Japanese officer was never direct 

with me.  The officer did not wish to “disgrace” my cadet since she was viewed as an 

honorary guest hence the reluctance to report it.  This was my first time experiencing an 

interpersonal interactional conflict between a low-context culture and a high-context 

culture.   

These are only some examples of cultural misunderstandings in the military.  This 

study will help to better prepare soldiers to understand that not all cultures are the same 

and that no group of people can be generalized.  U.S. military personnel need to be open-

minded and learn to accept other cultures’ behaviors.  Even though all U.S. personnel 

can’t be fully knowledgeable about another culture, they can at least prepare for it.  This 

study could potentially aid in further developing service members’ cross-cultural 

preparedness for interpersonal communication efficacy.     
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FOUR: FINDINGS AND THE EVIDENCE-BASED SOLUTION 
 

Introduction 

The purpose of this qualitative intrinsic explanatory single case study research 

was to determine if the current existing cross-cultural training program prepares service 

members for verbal and nonverbal interpersonal interactions for deployment.  This case 

study solicited six Unit Deployment Managers (UDM) from three operations squadrons 

to partake in individual in-depth interviews to explore: the cultural training program’s 

course construct, the program’s culture training competencies, training variations specific 

to deployable regions, and the training managers’ knowledge in the development, 

process, and understanding of interpersonal cross-cultural communication training.  This 

study could potentially aid in further developing service members’ cross-cultural 

preparedness for interpersonal communication efficacy. 

The following overarching research question guided the study:  Does the current 

deployment cross-cultural education program prepare service members for verbal and 

nonverbal interpersonal interactions?   

Research question #1 

How is the cross-cultural communication training program conducted for deploying 

military personnel? 

Research question #2: 

What are the pre-deployment program’s culture training competencies?  

Research question #3: 



INTERPERSONAL COMMUNICATION  77 
 
 
 
 
How is cross-cultural training providing interpersonal preparedness specific to a 

deployable location?  

Research question #4: 

Do training managers possess the knowledge necessary to effectively conduct 

interpersonal cross-cultural training for specific deployable locations? 

This research study called for six in-depth interviews with UDMs to describe the 

current deployment cross-cultural education program that prepares service members for 

interpersonal interactions while serving tours of duty abroad.  The aim of this qualitative 

study was to explore the fundamental components of intercultural communication 

competence within the current cultural program and formulate research-based strategies 

needed for effective interpersonal cross-cultural communication for deploying military 

personnel.  This study originated from a professional practice problem and the 

acknowledgement of gaps and inadequacies of current military foreign area training 

programs.  Qualitative analysis findings of the research interview data are presented in 

this chapter. 

Data Organization and Analysis 

This case study’s boundaries were delineated to Offutt Air Force Base (AFB).  

Offutt AFB operates a variety of aircraft responsible for conducting operations to 

numerous locations around the world.  Offutt AFB has operational control over eleven 

operations squadrons and two detachment units.  Two thousand and nine hundred 

personnel make up the Group which employs numerous aircraft through squadron 

management and execution.  Offutt AFB is further composed of numerous flying 
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squadrons responsible for: air and space superiority, global attack, rapid global mobility, 

precision engagement, information superiority, and agile combat support (USAF, 2017).  

Helping to meet Offutt AFB’s core competencies reside multiple squadrons responsible 

for different aspects of force provision.  Although Offutt AFB is the established boundary 

for the research, the single case study incorporated subunits composed of three operations 

squadrons, for a holistic qualitative approach.  Incorporating these units of analysis into a 

single case study allowed the researcher to better explore the research phenomenon 

(Gustafsson, 2017, p. 9-10).    

These units of analysis included three operations flying squadrons responsible for 

carrying out worldwide deployments to meet global tasking.  Each squadron flies the 

same mission aircraft, have the same aircrew and personnel composition, and have a 

primary focus in meeting the Global Force Management Allocation Plan (GFMAP) 

through personnel deployments.  The personnel responsible for each of the squadron’s 

deployment training are the Unit Deployment Managers.  Gaining UDM participation for 

the study was key to the study since they are the focal source for the researcher seeking to 

address the problem regarding the lack of effective interpersonal cross-cultural 

communication for military deployers.   

As determined by Baxter and Jack (2008), such complex cases require 

participants to partake in interviews to better provide an explanation that links the issues 

within the deployment training program to the real-life situation of Offutt AFB’s 

deployment cross-cultural training program.  Finding the rationalization to the linkage 

between real-life complexities and the complexities of the research phenomenon required 
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the case study to be explanatory (Yin, 2003).  The research phenomenon was far too 

complex for a survey, thus the researcher elected to carryout interviews with UDM 

participants to gain insight on the stated problem.          

Each squadron has two UDMs serving as flight commanders and assistant flight 

commanders who are the designated program managers for the deployment training 

program.  Each UDM is responsible for carrying out deployment program management 

policy as per Air Force Instruction (AFI) 10-403.  AFI 10-403 (2017) “Deployment 

Manning and Execution” requires all squadron UDMs to abide by the same rules and 

policies outlined in the AFI.  Although it would have been ideal to interview all three 

squadrons’ UDM participant groups at the same time, this was not practical since the 

majority of squadron personnel were either getting ready to deploy or were unavailable 

due to work scheduling conflicts.  As noted by Roberts (2010), when the opportunity is 

not available to incorporate a mass group into a study, selecting a proper sample that is 

representative of the total group is ideal (p. 149).  For the purposes of this study, six 

UDM participants representing Offutt AFB as a whole were selected for one-on-one 

interviews on a non-interference basis so as to not obstruct with their program 

management responsibilities. The interview results helped to identify potential shortfalls 

in the cultural training program currently being offered by its program managers. 

In-depth interviews were the primary approach for data collection and analysis.  

First, via corresponding squadron commander consent, the researcher secured the 

cooperation of three operations squadrons to ascertain a rich sampling of research 

participants.  Next, the researcher reached out to potential program managers from these 
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squadrons to inquire as to their participation willingness and availability for the study.  

The researcher, with participant consent and coordination, scheduled and conducted 

interviews with each of the participants.  All interviews were conducted one-on-one via 

face-to-face.  Interviews were recorded for later transcription and analysis using the Rev 

Voice Recorder Audio Transcription iPhone App.   

Huberman and Mile’s analysis strategy of Inductive Reasoning method was used 

to determine data patterns for coding and analysis purposes (Creswell, 2013, p. 181).  

Inductive Reasoning takes a “bottom up” approach in that specific observations and 

measures are made in order to detect patterns and themes so as to formulate hypotheses to 

further explore the research phenomenon (Trochim, Donnelly & Arora, 2016).  Inductive 

Reasoning allows for broad generalizations from specific data-analysis observations.  

These generalizations allow for pattern discerning and explanatory inference for 

theoretical application so as to address a particular intrinsic problem.   

The interview questions were designed to investigate the cultural training 

program’s course construct, the program’s culture training competencies, training 

variations specific to deployable regions, and the training managers’ knowledge in the 

development, process, and understanding of interpersonal cross-cultural communication 

training.  The questions, in conjunction with the Inductive Reasoning method of analysis, 

helped to further explore the interpersonal communication competencies, characteristics, 

and desired behaviors deployers need to successfully lead and influence their coalition 

partners.  What follows is a descriptive analysis of each participant’s responses to the 

corresponding interview questions.      
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Results 

Research Site Background 

As depicted in Figure 6, a Wing’s task is to develop and sustain the capability to 

conduct warfare in times of hostility and to provide support during peace time operations.  

The Wing, which is usually commanded by a Brigadier General, is the only level of 

command that is capable of deploying and sustaining itself for an indefinite length of 

time.  Under the Wing Commander, there is typically a Wing Staff and four groups that 

make up the typical Air Force organizational structure.  This military hierarchy increases 

the Air Force’s warfighting capability due to its centralized control and decentralized 

execution.  The four groups under the Wing Commander are composed of expeditionary 

units made up of multiple squadrons that include: operations, maintenance, mission 

support, and medical groups.  These Groups are typically commanded by a Colonel who 

oversees all local and overseas flying operations (French, 2015).   
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Figure 6.  Typical Wing Structure (French, 2015) 

The operations squadrons are the basic building block for the entire Air Force and 

are the lowest echelon of command.  The operations squadrons are responsible for 

conducting day to day missions for the Wing and are also required to forward deploy to 

carry out the Wing’s operational missions abroad.  Although operations squadrons have a 

high deployment rate and rotate on a fixed Global Force Management Allocation Plan, 

they cannot sustain themselves indefinitely without the Wing’s support.  Some examples 

of operations that squadrons forward deployed personnel to included: Operation Iraqi 

Freedom, Operation Enduring Freedom, and Hurricanes Irma, Maria, and Harvey relief 

support.  A Squadron Commander’s span of control is typically delegated to that of a 
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Lieutenant Colonel.  The Squadron Commander appoints Unit Deployment Managers 

(UDM) as Program Mangers for the overall deployment training and readiness of its 

flying personnel (SOUTHCOM, 2017).          

In-Depth Open-Ended Interviews 

Six squadron personnel were asked to participate in the in-depth, open-ended 

interview, which netted a 100% response rate.  These participants were all Unit 

Deployment Managers and came from three separate flying operations squadrons.  

According to Air Force Instruction 10-403 (2017), Unit Deployment Managers are 

responsible for ensuring squadron personnel are properly equipped, trained, and prepared 

for overseas deployments (p. 2).  The participants varied in rank and were all responsible 

for the deployment training program of their corresponding squadrons.  This study 

attempted to answer the following four research questions, derived from the overarching 

question:  Does the current deployment cross-cultural education program prepare service 

members for verbal and nonverbal interpersonal interactions?   

1. How is the cross-cultural communication training program conducted for   

deploying military personnel? 

2. What are the pre-deployment program’s culture training competencies?  
 

3. How is cross-cultural training providing interpersonal preparedness specific to  

      a deployable location?  

4. Do training managers possess the knowledge necessary to effectively conduct  

     interpersonal cross-cultural training for specific deployable locations? 
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These questions were designed to investigate the cultural training program’s 

course construct, the program’s culture training competencies, training variations specific 

to deployable regions, and the training managers’ knowledge in the development, 

process, and understanding of interpersonal cross-cultural communication training.  The 

questions, in conjunction with the literature review, helped to further explore the 

interpersonal communication competencies, characteristics, and desired behaviors 

deployers need to successfully lead and influence their coalition partners (DoDS, 2010).  

What follows is a descriptive analysis of each participant’s response to the corresponding 

interview questions.       

Description of Participants  

All three operations squadrons have Unit Deployment Managers composed of a 

flight commander and an assistant flight commander.  All participants interviewed held 

the rank of Captain and had served overseas on multiple deployments.  Both the flight 

commanders and the assistant flight commanders from each of the three operations 

squadrons are program managers of the overall training and deployment program.  Two 

personnel are required for program oversight due to the high operations tempo at each of 

their corresponding flying squadrons.  Having two program managers also ensures 

continuity of training, and constant supervision and management of the program.   

It is not unusual for only one Unit Deployment Manager to be available for 

program management due to UDMs also being required to deploy or being tasked to 

accomplish their annual flying requirements.  For these reasons, UDMs were interviewed 

separately and at their corresponding squadrons to mitigate any interference with their 
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daily tasks.  Although UDMs have their own dedicated offices to carry out their program 

management duties within their corresponding squadrons, there is no official classroom 

dedicated for deployment training.  All deployment training is made available via 

computer modules which affords individuals to self-pace their training and gives 

deployers the luxury to get their training accomplished in the office or at home.      

Deployment Requirements  

 Figures 7 through 9 depict the pre-deployment requirements UDMs are 

responsible for ensuring military personnel accomplish within a two-week period prior to 

deploying.  Once accomplished, all training is current for the duration of each 

individual’s deployment cycle regardless of its duration (JKO, 2017).  Figure 7 depicts 

four training events focused on 9mm weapons handling and training, chemical warfare 

defense, counter-improvised explosive device detection and avoidance, and local area 

evasion and survival in a hostile environment.  This first tier of the two-week deployment 

requirement does not cover any culture related education or communication training.     
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Figure 7.  Home Station Pre-Deployment training 1 (JKO, 2017) 

 
Figures 8 and 9 depict the second tier of the two-week deployment training 

period.  There are 14 total training events that include enhanced chemical warfare defense 

training, first aid, rules of engagement when conducting warfare, and professional and 

unprofessional relationships, and proper behavior in the military.  There is a 

Communication Engagement course that is offered, however the course only applies to 

effective oral and written communication within the U.S. military hierarchy.  The course 

has nothing to offer in reference to interpersonal communication with other cultures.  Of 

note, course ZZ133104 titled Culture General Course, is the very first and only 

introduction to cross-cultural communication training that is presented to deployers.  As 

per the course description provided by the UDMs, the primary focus of this course is to 

help deployers achieve cross-cultural competence.  The course specifically states that 
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deployers do “not need to be fluent in any particular culture to be able to understand and 

adapt to a new culture” (AFI 36-2201, 2017). 

  
Figure 8. Home Station Pre-deployment training 2 (JKO, 2017) 

 

 
Figure 9.  Home Station Pre-Deployment training 3 (JKO, 2017) 

  

This culture course is made available via a self-paced Computer Based Training 

(CBT) and focuses on three skills associated with being a cross-culturally competent 

military member.  These three skills include: Perspective Taking, Cultural Awareness, 

and Impression Management.  Perspective Taking is the ability to recognize one’s own 

cultural perspective, and use that personal understanding to recognize the cultural 

perspective of others (Galinsky & Mosokowitz, 2000).  Cultural Awareness involves 

learning how to recognize and analyze the domains of culture, which are the 

subcategories of culture that are shared by every culture (Abbe & Halpin, 2009-10).  
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Impression Management refers to how an individual can maximize one’s ability to 

communicate across language barriers (Leary, 1995).  The Culture General Course is 

required to be accomplished every 24 months.  Although this course covers some aspects 

of culture, the lesson focuses primarily on the political, military, economic, social, 

infrastructure, and physical environment of a country (JKO, 2017).  This is a stand-alone 

lesson that applies to only those deploying to the Middle Eastern region (AFI 10-421, 

2015).       

On average, CBT courses are self-paced and can take anywhere from one to two 

hours to thoroughly complete.  However, there are some CBT modules that require no 

testing thus making these CBTs less time consuming.  The CBTs, such as the Culture 

General Course, exist for informational purposes only (Appendix B).  There is no test that 

is provided to measure the level of effectiveness of the lesson material.  CBTs are not 

proctored nor facilitated by anyone and have no designated timeline of completion.  They 

are self-paced.  Some CBTs are required to be completed once a year while others, such 

as the Culture General Course, are required to be completed every two years.   

The Culture General Course only applies to the Middle East regions thus only 

deployers serving in that region are required to take it.  It is also important to note that 

although the deployment requirements are all made available via CBTs, these courses are 

only mandatory if available on the CBT database.  If someone requires a course that is 

not available via CBT due to system errors or CBT course log-on issues, a waiver can be 

gained through UDM assistance.  These waivers are referred to as “time-in-training 

waivers” and require coordination and approval from a Wing Commander or delegated 
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authority such as the Operational Support Squadron’s Director of Operations (AFI 36-

2201, 2017, p. 21).          

Inductive Reasoning 

Through Miles and Huberman’s inductive reasoning method, participant 

perspective coding was used to review and examine participant responses (Creswell, 

2013, p. 181).  This inductive inference took place when the researcher discerned patterns 

stemming from specific wordings of participant responses.  Such participant responses, 

also referred to as directional views, were used to generate categories that shared similar 

relations emerging from the process of inductive reasoning.  Through the process of 

perspective coding, the researcher was able to establish logical themes and conclusions 

stemming from the interview data.  Each transcript entered for analysis was coded into 

one of several themes: computer based training (CBT), generic, broad, overview, basic, 

not specific, not mandatory, not required, familiarization, “big picture”, respect culture, 

basic, uninformative, doesn’t help, Middle East, and lacking. 

As transcripts were being examined, additional themes emerged and were added 

as additional categories.  These included the following: not SERE specialist, baseline 

understanding, not specifically trained, self-taught, and reliance on experience.  These 

codes, although far different from the previously mentioned coded themes, provided an 

additional framework to understanding the overall research.  These themes were not 

necessarily directly related to the cross-cultural themes identified in the literature review 

but ultimately served as additional interview data that provided further insight to the 

overall case study findings. 
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Presentation of the Research Findings 

The purpose of this study research was to determine if the currently existing 

cross-cultural training program prepares deployers for interpersonal interaction while 

deployed.  Data results from the in-depth and open-ended interviews were entered into 

the Rev Audio Transcription software program and coded with an intent to gather themes 

and patterns that emerged from the information collected.  The initial framework of the 

study explored the following categories derived from the importance of an effective 

training program needed for military deployers for interpersonal preparedness: 1) the 

cultural training program’s course construct; 2) the program’s culture training 

competencies; 3) training variations specific to deployable regions; 4) the training 

managers’ knowledge in the development, process, and understanding of interpersonal 

cross-cultural communication training.  The tables that follow are matrixes that list the 

overarching themes that apply to the specific topic being explored.  Each participant’s 

(UDMs) response in relation to the applicable themes is depicted as a grey container.  

The findings for this case study were reported in relation to the following research 

questions:    

Research Question 1: How is the cross-cultural communication training program 

conducted for deploying military personnel? 

Table 1:  Themes developed from Research Question 1 
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This open-ended interview question was designed to get interviewees to open up 

about their training program.  The question helped to solicit responses from all six 

participants with regard to the training provided to deployers.  Patterns associated with 

words such as broad, overview, basic, and mandatory were noted by the researcher.  An 

overall theme of computer based training (CBT), generic, not specific, and not required 

was noted as a pattern with the interviewees.  One code from the responses was how 

interviewees described the deployment training program as being very basic.  Initial 

codes included: generic, broad, overview, basic, not specific, not mandatory, and not 

required.   

 Participant A noted the training programs as generic, broad, and very basic.  

These “basic requirements” are meant to serve a “very general course”.  The course is a 

“broad strokes kind of thing” used just to “teach people how to pick up information” 

while deployed.  It is not “really specific to any culture” and is purely “generic”.  

Participant C also articulated that the program is a “broad overview” and serves more as a 

“heads up” to those that take the course.  Participant E too cited that the program was 

generic and as a result not very specific and the training only touched on “average 

information” that a deployer should be aware of.   

Participant F went on to state that prior to 2013, culture courses were not done via 

CBTs and were once taught by intelligence specialists and Survival, Evasion, Resistance, 

and Escape (SERE) instructors.  Participant F claimed that once deployers in-process 

arrive at their deployed location, they are supposed to receive further cultural education.  

The interviewee concluded that is not the case.  At a minimum, deployers are briefed on 



INTERPERSONAL COMMUNICATION  92 
 
 
 
 
the local customs and courtesies and are provided with a list of do’s and don’t’s.  

Participant E stated that he found other CBTs tailored for other regions in addition to the 

Middle East.  However, these CBTs are not readily available nor are they mandatory for 

all deployers.  Figure 10 depicts CBTs focused on language training specific to 

Afghanistan.  As depicted in the small note of figure 10, there are other CBTs for other 

languages; however, these CBTs serve a different purpose not related to interpersonal 

cross-cultural communication.  Lastly, participants B, D, and F all declared that these 

additional cultural training events are neither mandatory nor required for deployers.   

Figure 10. Home Station Pre-deployment training 4 (JKO, 2017) 
 

Research Question 2: What are the deployment program’s culture training 

competencies? 
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Table 2:  Themes developed from Research Question 2 

The intent of this question was to determine the UDM’s familiarity with their 

responsibilities in preparing cross-cultural training to its deploying personnel.  As per 

Sanchez and Heene (1997), competencies are the result of “collective learning” 

embedded in an organization’s processes.  The usage of words such as: general 

familiarization, basic, not informative, and doesn’t help, were all terms that surmised the 

central theme of the program’s training competencies not being informative thus resulting 

in very general training or “big picture” education being taught to deployers.        

Organizational competencies are a framework used for measuring a program’s 

effectiveness (Edgar & Lockwood, 2008, p. 28).  This competency framework helps to 

manage and assess a particular organization’s procedures.  An organization’s 

competencies are essential to its effective capability.  Organizational competencies 

provide individuals with an understanding of their products and services for which they 

are responsible for.  Furthermore, researchers Agha, Alrubaiee, and Jamhour (2012) all 

agreed that an organization’s core competencies have a direct effect on their ability to be 

effective.  The intent of this question was to determine the UDM’s familiarity with their 

own organizational requirements and the service it offers in properly preparing its 

customer base.  Sanchez and Heene (1997) further suggested that competencies are the 

result of “collective learning” embedded in an organization’s processes.        
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The term familiarization came up three times with participants A, B, and F.  As 

program managers, the participants claimed responsibility for only providing 

familiarization training for the regions of Iraq and Afghanistan.  Participant A voiced no 

responsibility of training for other regions.  Participant B insisted that the program’s 

competency is to only provide the “big picture” as a broad baseline for those deploying.  

This broad baseline, according to participant B, leads to an understanding of respecting 

other cultures.  Participant E on the other hand declared that although the program’s 

competency is to prepare troops for deployment, the preparation for cultural education is 

very generic and not country specific.  Lastly, participant E reemphasized that the 

deployment training competency only requires “basic level” familiarization.  This basic 

familiarization was a common theme shared by the majority of the participants 

interviewed.  Participant B concluded the interview by stating that the program’s 

competency for preparing deployers is “nothing that’s going to help anyone” at their 

deployed location.      

Research Question 3: How is cross-cultural training providing interpersonal 

preparedness specific to a deployable location? 

Table 3:  Themes developed from Research Question 3 

This question inquired if the deployment training program provides interpersonal 

education specific to each deployers assigned region.  Interviews regarding the 

interpersonal preparedness training provided to deployers produced patterns with words 

such as: basic familiarization, generalities, customs and courtesies, specific location, and 
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lax training.  Results of the cross-coding suggested that the training that is currently 

provided is generic, lacks in interpersonal training, and the CBT that is provided only 

covers customs and courtesies applicable to only the countries of Afghanistan and Iraq.             

The driving force for this question was to determine if the deployment training 

program provides interpersonal education tailored to each deployers region of 

responsibility.  As per DeVito (2016), interpersonal communication is the face-to-face 

interaction between people that involves the exchange of information, emotions, and 

meaning through either verbal or nonverbal communication or both (p. 3-7).  

Interpersonal communication is crucial for the advancement of understanding of cultural 

awareness when establishing long-term relationships.  Yager, Strong, Roan, Matsumoto, 

and Metcalf (2009) all reiterated the importance of providing interpersonal education to 

military leaders who have direct contact with civilian and military personnel from other 

nations (p. v).  Effective interpersonal education is crucial to deployers assigned to 

overseas U.S. Embassies or to foreign military training exchange programs, requiring 

daily interactions with host nation participants. 

The responses to this particular question all pointed towards basic and generic 

cultural training aimed only for deployers headed to the Middle East.  Participant A said 

that although the training provided is geared mainly towards the Middle East, the training 

only covers a basic knowledge of familiarization for the region.  Participant B added that 

the training only provides generalities with no preparation for any interpersonal 

interactions.  Aside from generalities, all that the training really teaches is the respect 

military personnel must have for other cultures.  To best summarize participant B’s 
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statement, the following quote is presented: “In reality, all I know when I walk up to 

someone is that I should be respectful of their culture but, I don’t know in what way that 

should be implemented.”  Participant C also commented that the training only focuses on 

why it is important to respect other cultures but lacks in providing the “how”.  CBTs on 

customs and courtesies are not enough.  What is being said is just as important as how the 

message is/should be conveyed (DeVito, 2016, p. 3-7).     

Participant D asserted how generic the culture training is because it only provides 

a quick overview.  Participant D also stressed of how the topic of interpersonal skills is 

something that “we could maybe have a few classes on.”  All participants agreed that 

emphasizing the importance of proper cultural education is crucial to those deploying so 

that they can have a better idea of what can be expected while serving abroad.  The 

currently provided training is only used to “check the box” and to “get people out the 

door.”   

Participant E affirmed that the program is “lax” because there is no training that is 

truly tailored to a specific deployed location.  Participant E also stated that “crews are 

being sent out with neither language nor specific culture training.”  For any training that 

is available and mandatory, it only covers portions of the Middle East.  Participant F’s 

response to this specific question was unintelligible.  The researcher believed that 

Participant F did not fully understand the question even after explaining the intent of it.   

Research Question 4: Do training managers possess the knowledge necessary to 

effectively conduct interpersonal cross-cultural training for specific deployable locations?     
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Table 4:  Themes developed from Research Question 4 

This question solicited information on each participant’s duty preparedness 

gained from the training received for UDM execution.  Participants’ responses regarding 

the training they received to become certified program managers were of concern.  When 

asked to provide a response to the interview question, interviewees seemed somber and 

gave despairing disclosures.  Discussions mentioned that the lack of knowledge of 

interpersonal cross-cultural communication had resulted in a lack of preparedness and the 

know how to effectively train deployers for interpersonal encounters.  There are 

limitations to what they are taught since they take the same culture CBT, and as a result, 

UDMs are limited to what they can teach.  Phrases used to describe the type of training 

the participants received included: baseline UDM academics, no professional academic 

training, limited experience of the subject area, no specific or tailored academics, and 

heavy reliance on self-teaching.  Of note was the admittance by the participants that due 

to not being properly equipped to train interpersonal cross-cultural communication, they 

mentioned that cultural training should be accomplished by subject matter experts from 

other military career fields.       

Question four was utilized to encourage interview participants to reflect upon 

their own level of skill, knowledge, and familiarity of the subject of interpersonal cross-

culture education.  The reasoning behind this question was to gain further information on 

whether each participant received formal or informal training prior to their UDM 
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certification.  Skills and knowledge are essential competencies for training and 

developing personnel for specific job tasks and situations (Palan, 2014, p. 23).        

Participant A admitted to having had a basic knowledge in the field of cross-

cultural communication.  However, the same cultural training they received prior to 

becoming certified UDMs is the same CBT that is offered to deployers.  The CBT serves 

as a baseline training tool, but does not go beyond the basic customs and courtesies 

pertinent to a particular culture.  Participant A also declared that beyond the CBT, each 

UDM is taught to access the Electronic Clearance Guide for further familiarization 

purposes only.  He went on to say that this also is a very generic tool that doesn’t provide 

much regarding interpersonal communication preparedness.  Lastly participant A 

affirmed that there are other experts in the military that could provide better training in 

the field of interpersonal cross-cultural communication but are not responsible for the 

deployment program.  The Air Force’s SERE and intelligence specialist are some 

individuals that specialize in cultural education but do not offer this training specifically 

to deployers.  

Participant B admitted that no UDM is fully prepared or equipped to provide 

cross-cultural communication training.  There are no specific courses that are provided to 

UDMs nor are there currencies that track what type of training UDMs should receive to 

be able to properly train deployers.  There is nothing more available beyond the CBT and 

what one has gained through personal experiences from past deployments.  Participant B 

finished the interview by stating that “some changes need to be made” for any viable 

solution.  On the other hand, Participant C added that aside from the CBT that is offered, 
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each UDM should make the effort to teach themselves so that they can better train others.  

Since UDMs are not provided with the knowledge of what is expected of personnel while 

deployed, there is no baseline for them to reference hence the self-teaching dependability. 

Participant D confessed that none of the UDMs receive further training education 

on interpersonal cross-cultural communication education other than what the CBT 

provides.  In fact, participant D went on to stress that because of the lack of proper UDM 

certification training, UDMs are not prepared to teach the required interpersonal skills 

that deployers need.  All that the UDMs have going for them, besides the CBT, are their 

own personal experiences from past deployments.  When they are able to, these 

experiences and lessons learned are shared with the deployers.  Participant D concluded 

by also mentioning SERE specialist as being the right individuals who should be 

providing some type of interpersonal education.       

Participant E responded that his past experience studying Japanese in college and 

past deployments to Japan played an essential role in preparing deployers for that 

particular region.  If it had not been for these past experiences, nothing beyond the CBT 

would have been provided to deployers.  However, as a UDM, he mentioned that he had 

no prior experience with Middle Eastern cultures and as a result, could not offer 

deployers additional training beyond the CBT.  Anything beyond Japan was foreign to 

participant E and he could not provide any further guidance to deployers going to other 

geographic locations.  Participant F did not have much different to say aside from UDMs 

needing to make an initiative to reach out to other experts for training guidance and 

advise.       
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Cross-Coding/Themes 

Huberman and Mile’s analysis strategy of Inductive Reasoning method was used 

to determine data patterns for coding and analysis purposes (Creswell, 2013, p. 181).  

Inductive Reasoning allowed for broad generalizations from the specific data-analysis 

observations.  These generalizations allowed for pattern discerning and explanatory 

inference for theoretical application so as to address a particular intrinsic problem 

(Trochim, Donnelly & Arora, 2016).  Cross-coding occurred when the researcher 

identified relationships among the open codes (reference tables 1-4).  Coding allowed for 

the researcher to establish relationships from the interview transcripts based on words 

that shared similar meaning.  These relationships resulted in the identification of three 

particular themes depicted in table 5.  These themes were present throughout the 

transcription findings for each of the four open-ended questions.  These themes included: 

generic/nonspecific cultural training, reliance on personal experiences, and the lack of 

informative training that is applicable to military members serving abroad.  

Generic/Not Specific 

Cross-codes   Count 

Generic/ 
Not Specific 

  20 

          Training Program   
          Program Competencies   
          Interpersonal Preparedness 
Experiences   9 
Not Informative   7 

Table 5:  Cross-code themes 
 

Training program. The terms generic or not specific are interchangeable terms 

that were mentioned a total of twenty times by all interview participants.  Some 
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participants mentioned these specific words repeatedly when responding to each 

of the four questions.  As previously highlighted, question one was designed to 

get interviewees to open up about their training program.  This question solicited 

similar responses from at least fifty percent of those interviewed.  For the first 

question, these responses were narrowed down to the themes of generic and not 

specific. 

An inadequacy of current military foreign area training programs is the focus on 

overarching topics such as history, economics, government, and geography 

(Haines & Eachus, 1965).  Very little to no training is provided on the 

interpersonal skills development that is unique to individual cultures.  The 

Computer Based Training that the participants mentioned does not provide culture 

education.  The participants repeated that the CBT alone did not address the 

human interaction makeup that is essential to effective interpersonal 

communication.  Participants A, D, and E all voiced that the generic and non-

specific CBT training that is provided to military personnel does not prepare 

them to properly adjust to personal and interpersonal behaviors when interacting 

with local nationals and partner nations.  

As stated in the literature review, culture-general training focus is primarily on 

culture.  Topics usually covered in this type of training include politics, religion, 

societal connections, and government.  Abbe and Halpin (2009-10) cautioned that 

such generic and non-specific training take approaches that are very broad 

resulting in irrelevant cultural training (p. 12).  They also mention that generic 
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culture education fails to provide the critical tools needed for continuous learning 

about a specific culture nor does it provide the “know how” of flexibility in 

adapting in response to evolving cultural situations.  Generic or broad education 

of a particular culture is not effective when working with specific target groups 

(Alguliev & Mahmudova, 2011, p. 29-40).  Participant A described this general 

education as a “Sociology 101 course”.  It is neither specific nor relevant.  

Participant D said that the education provided is “very generic”.  Participant E 

stated that it is all for “general culture awareness” only.  As a result of this generic 

and non-specific education, there are no true culture specialists or culture subject 

matter expert deployers.   

Furthermore, the literature review showed that a main failure of culture-general 

training is that it can be broad in nature.  It focuses on factors such as geography, 

economics, and history but fails to highlight the much-needed consideration to the 

interaction skills and interpersonal means of culture dynamics.  Some of the 

cultural material currently provided to military personnel may not necessarily be 

applicable to the corresponding deployment location.  Being too generic or broad 

does not provide with the ease of flexibility required of effective cross-cultural 

communication (Haines & Eachus, 2013, p. 50).   

Generic or broad cultural training is a problem amongst current cultural education 

programs for military leaders (Hardison, Sims, Ali, Villamizar, Mundell & Howe, 

2009, p. 13-14).  Being informed about a country and its people in broad terms 

doesn’t do any good when military personnel are required to conduct operations 
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in particular provinces, towns, or villages each composed of various tribes with 

different cultural habits, polices, and beliefs.  This generalization in training 

ignores proper intercultural and interpersonal exchanges between U.S. personnel 

and other cultures.  Appendix B depicts the Middle East lesson overview that 

supplements the CBT.  This artifact substantiates the need for a robust and 

effective training program.   

Intercultural communication is something that deployed soldiers experience on a 

daily basis but are unaware of it, thus they are unable to properly adapt their 

behaviors to certain situations (McFarland, 2005, p. 66).  The participants’ coded 

responses resulting in the themes of generic and not specific training have created 

a barrier that hinders a deployer’s ability to develop and establish an effective 

working relationship with the host populace.  Broad area studies may have been 

sufficient in the U.S. military in the past however, due to the ever-changing 

operational environment and unknown military threats, numerous advisors claim 

that interpersonal education is a necessity to effective operations.  

Program competencies.  Regarding the interview question inquiring as to the 

program’s training competencies, there were very few organizational 

competencies established for the training program.  An organization’s 

competencies are essential to its effective capability since these organizational 

competencies provide individuals with an understanding of their products and 

services for which they are responsible for (Agha, Alrubaiee & Jamhour, 2012).  

The existing deployment training competency requires that “basic level” training 



INTERPERSONAL COMMUNICATION  104 
 
 
 
 

be provided for familiarization purposes only.  This basic level requirement was a 

common theme shared by the majority of the participants interviewed.  For 

example, participants A, B, E, and F all voiced that the program’s competency for 

preparing deployers is not helpful to anyone due to its generalities and focus on 

familiarization only.   

Although the Department of Defense (DoD) Language Transformation Roadmap 

identified high priority requirements to improve culture skills across the military 

and directed U.S. training institutions to expand cultural immersion programs and 

study abroad opportunities (DoD, 2010), specific program competencies were not 

established thus having individuals, in this case UDMs, conduct training based on 

a very broad DoD competency.  A lack of specific program competencies results 

in the education overarching topics not relevant to deployments.  Very little to no 

training is provided on the interpersonal skills development unique to individual 

cultures.  Participant A stressed that what is taught is mostly “basic stuff”.  

Participant B emphasized that the program competency is to provide a “big-

picture understanding”.  Participant E referred to this big-picture education as a 

“general” competency.  Nothing more is provided to deployers beyond the CBT.  

After all, as participant F put it, the pre-deployment competencies stress “basic 

level” education for “familiarization” purposes only.   

The literature review stressed that culture education is not easy since culture is 

composed of concepts, values, behaviors, and make-up of a people (Momir, 

Petroman, Constantin, Mirea & Marin, 2015, p. 723).  The current generalist 
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competency does not provide service members with the ability to adapt to 

multiple scenarios when interacting with other cultures.  Generalizing culture 

education results in inappropriate teachings (Abbe & Halpin, 2009-10, p. 11).  

Without proper program competencies, military training programs are not 

reviewed for compliance or for effectiveness.  This is supported by researchers 

Hardison, Sims, Ali, Villamizar, Mundell, and Howe (2009) who state that 

generalization is a key problem for cultural education programs (p. 13-14).  

Cultural education about a country and its people in broad terms is not good for 

military personnel who are required to conduct operations in provinces, towns, or 

villages.  Generalist competencies ignore proper education for intercultural and 

interpersonal exchanges with other cultures.  The goal of the program’s 

competency should be to enable interpersonal communication focused on proper 

education and not suggesting a generalist approach that only focuses on basic 

familiarization principles.                                  

Interpersonal preparedness.  Regarding question three, five of the six 

participants interviewed all stated that if any training was provided to deployers, it 

was very generic and specific to countries in the Middle East.  The countries of 

focus that were mentioned included Iraq and Afghanistan.  Although military 

personnel deploy world-wide, any type of cultural training provided was focused 

strictly on the countries of Iraq and Afghanistan.  This “regional familiarization”, 

as participant A put it, provided deployers with some simple suggestions when 

communication was required with the local populace.  That was about the best 
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training individuals received in regard to a specific deployable location.  

Participant B professed that no interpersonal preparedness resulted from the 

training.  It was all just generalities specific to the deployed region.   

Participant C went on to say that these generalities included basic customs and 

courtesies with an emphasis on respecting other cultures.  Participant E admitted 

that there is no interpersonal training being accomplished and that the program 

and the UDMs as a whole are ineffective because there is no proper training for 

the deployment program.  What exists is generic and applicable to Afghanistan 

and Iraq only.  Lastly, participant D declared that the training program is lacking 

in proper interpersonal education.  What exists serves as a quick overview, is 

generic, and only specific to particular regions.  But even then, the broad training 

that is provided, could use additional classes for the benefit of deployers.  

Although there is some training being provided that is specific to the Middle East 

regions, the training serves as a quick overview and provides no interpersonal 

preparedness.      

The literature emphasizes that region-specific training covers generalized material 

regarding a region’s demographics, history, belief system, customs, and reference 

material.  Region-specific training does not increase cultural awareness since it 

can be too specific while at the same time generic resulting in ineffective 

teachings (Abbe & Halpin, 2009-10, p. 11).  The training that is provided applies 

only to a specific region but does not account for the need to readily transfer the 

knowledge learned about one culture to another.  Training does not incorporate 
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the fact that once military personnel are deployed, they may deploy to other 

regions as well.  Researchers emphasized the importance and need for having 

interpersonal cross-cultural education for people working abroad (Momir, 

Petroman, Constantin, Mirea & Marin, 2015, p. 721).  The same researchers 

agreed that in current U.S. society, there is little emphasis placed on culture 

education because it is not viewed as important.  As a result, the education of 

culture takes the form of either region-specific or culture-general.  It is very broad 

and generic.       

A concern that Abbe and Halpin (2009-10) indicated regarding region-specific 

training is that its effectiveness is heavily dependent on the quality of the 

information being conveyed which can be inaccurate, incomplete, or outdated.  

This is due to program managers not being current on the region or not properly 

trained to provide culture education.  Another concern for conducting region-

specific training is highlighted by researcher Bonvillain (2010) when he applied 

Abrahams Maslow’s hierarchy of needs to Iraq and determined that 

inappropriately applying concepts that apply to one region may not necessarily 

apply equally to other regions (p. 22-27).  This inadvertent bias carries a risk of 

stereotyping cultures when one assumes that nations that are regionally co-located 

are all the same.  Region-specific training does not provide any interpersonal 

cultural education.  Region-specific training tends to focus more on contrast and 

comparisons to U.S. culture only.  Abbe and Halpin (2009-10) proclaimed that 
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this type of training focused on what is “foreign”, is not necessarily a true 

representation of a people’s culture (p. 11).  

Experiences 

Cross-codes   Count 

Generic/ 
Not Specific 

  20 

          Training Program   
          Program Competencies   
          Interpersonal Preparedness 
Experiences   9 
Not Informative   7 

Table 5: Cross-code themes 
 

 

The words, “personal experiences”, were mentioned a total of nine times by 

participants throughout the interview process.  The responses mainly applied to interview 

question four regarding training manager knowledge of the subject matter.  Skills and 

knowledge are essential competencies for training and developing personnel for specific 

tasks and circumstances (Palan, 2014, p. 23).  Question four encouraged participants to 

reflect on their level of skill, understanding, and expertise in the subject of interpersonal 

cross-cultural communication.  Based on the responses provided, the researcher 

determined that not all the UDMs had much experience working with international 

partners. 

Participant A discussed that the only knowledge gained from the cultural training 

program, came from taking the same CBTs offered to deployers and from doing personal 

research from government travel websites such as the Foreign Clearance Guide and any 

other reporting instruction material that is specific for a particular country.  Survival, 
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Evasion, Resistance, and Escape specialists (SERE) are sought out by UDMs for further 

guidance.  Participant A noted that SERE individuals are very familiar with the deployed 

location and have a wealth of knowledge regarding culture education.  However, there 

are still limitations to the culture training that is provided since SERE personnel are not 

deployment program managers.  

As participant B put it, “They, the training managers, don’t know any more than 

they have just gathered being there themselves.”  In other words, training managers rely 

on personal experiences gained from prior deployments and sharing those same 

experiences with their colleagues.  Participant B concluded with admitting that no 

training manager is fully prepared to start managing or teaching any type of interpersonal 

cross-cultural communication course to deployers.  Participant C on the other hand stated 

that individuals should be held responsible for their own culture training.  Each individual 

should take the initiative to educate themselves.  They should know what to expect when 

working with the host nation.  Participant C concluded with mentioning that all deployers 

should already know the basics when it comes to customs and courtesies through 

personal experiences.    

Participant D disclosed that no UDM possesses any more knowledge than those 

deploying when it comes to providing basic culture training to deployers.  Participant D 

made further mention that he and his fellow UDMs lack the proper training and education 

to teach interpersonal skills for any applicable region.  Their knowledge taught in the 

class is dependent on their personal experiences gained from prior deployments.  

Training managers have no particular certification that states whether they are qualified 
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to teach culture education for a specific region.  Participant D also affirmed that besides 

the CBT, there is nothing for UDMs to reference aside from their deployment 

experiences.   

Expanding on the reliance of personal experiences, participant E added that for 

those deploying to Japan for instance, participant E is well prepared to provide culture 

education.  This was due to the participant’s prior education of the Japanese language and 

culture while in college.  This education that was gained in the past is shared with those 

deploying to Japan.  However, if deployers were headed to other locations besides Japan, 

there was not much the training manager could do aside from offering the generic 

material that is presented in the CBT.  Lastly, participant F also sustained that training 

managers don’t possess any type of formal education required to effectively conduct 

culture training thus their reliance on experience. 

 

Not Informative 

Cross-codes   Count 

Generic/ 
Not Specific 

  20 

          Training Program   
          Program Competencies   
          Interpersonal Preparedness 
Experiences   9 
Not Informative   7 

Table 5: Cross-code themes 
 

The participants interviewed all agreed that the training that is provided to 

deployers is broad and the quality of the material is dependent on the personal 

experiences the training managers and the deployers have gained from past deployments.  
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There is no interpersonal education being taught and the participants admitted that 

training managers are not trained themselves in the subject matter and as a result, are not 

suited to teach interpersonal cross-cultural communication.  The overall theme of the 

training being provided is that the current deployment training program lacks informative 

culture education to better equip soldiers with effective interpersonal cross-cultural 

communication.  Interpersonal communication is important for military leaders to 

comprehend and work for and with partner nations effectively (Haskins, 2010).  The lack 

of interpersonal education has led to numerous obstacles for deployed personnel.  One 

example previously mentioned in the literature review was that of a U.S. military gunner 

that took lethal action on an Iraqi over a misinterpreted gesture.  Although the military 

has become more receptive to cultural awareness, interpersonal cross-cultural 

competence is not being met.     

Cross-cultural competence is the ability to understand, act accordingly and 

effectively to any cultural complex situation without necessarily having had exposure to a 

particular culture, region, or language (Selmeski, 2007, p. 1).  Selmeski (2007) also 

mentions that proper culture education reinforces interpersonal cross-cultural 

communication.  For example, researchers Haines and Eachus (2013) articulated that 

some military personnel lack the education for understanding, carrying out, and 

interpreting gestures vital to interpersonal cross-cultural communication (p. 49).  Cultural 

education programs should include topics such as values, habits, customs, haptics, 

chronemics, and proxemics.  Altrov’s (2013) research shows that proper interpersonal 
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cross-cultural education helps with proper decoding and transmitting of communication 

across cultures (p. 172).   

According to the United States Army Research Institute (2009), today’s 

operations are dependent on understanding culture and its influences on human behavior.  

Military deployers with obligations in cross-cultural environments must have a complete 

understanding of the mission and its reliance on effective interpersonal relationships. 

Communication is an important aspect of military leadership.  It is an important factor to 

effectively conduct worldwide operations (USARI, 2007).  Cross-cultural interactions 

affect all levels of interpersonal interactions (Abbe & Halpin, 2009-10).  The participants 

interviewed stressed the need for instilling proper and effective interpersonal cross-

cultural communication education and training for today’s and tomorrow’s U.S. military 

personnel.  Does the current deployment cross-cultural education program prepare 

service members for verbal and nonverbal interpersonal interactions?  The consensus 

amongst all the participants was “no”. 

Points of Difference    

 Although majority of the participants shared similar views in regard to the 

deployment program’s training competencies, its regional relevance, and its process, 

there was a minor difference of opinion.  This difference was in regard to the following 

research questions: Do training managers possess the knowledge necessary to effectively 

conduct interpersonal cross-cultural training for specific deployable locations?    

Some participants mentioned that the only knowledge gained from the cultural 

training program came from taking the same CBTs offered to the same deployers.  Other 
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knowledge came from doing personal research using websites and other reporting 

instruction material specific to a country.  On the other hand, some participants were 

adamant in that program managers should be held responsible for their own culture 

training.  Each individual should make the initiative to educate themselves so as to 

become better deployment program managers.  These differences in opinion regarding 

their personal responsibility for the knowledge of their program highlighted the need to 

streamline the program’s competencies and the UDM certification process.  

Saturation 

Based on the triangulation of the data collected from interviews, artifacts, and 

Inductive Reasoning, data saturation was achieved.  Triangulation via multiple sources of 

data enhanced the reliability of the data results (Stavros & Westberg, 2009).  Cross-

coding among the participant group’s responses in conjunction with reviewing the 

program management artifacts and literature review was feasible resulting in gaining new 

and relevant information that addressed the purpose and aim of the study.   

Methodological triangulation for correlating data from multiple sources is a 

method of reaching data saturation (Fusch & Ness, 2015).  Data triangulation allowed the 

researcher to capture relevant and important data that was crucial to the validity of the 

case study.  Methodological triangulation allowed for enough data collection for research 

replication, the ability to obtain new information, and to determine when further coding 

would result in being no longer feasible.     

According to researchers Fusch and Ness (2015), data saturation is reached when 

enough information exists resulting in new information for coding. The unique nature of 
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the study, the site’s boundaries, its operational climate, and high operations tempo, 

deemed the six participant interviewees as the proper sample representative of the total 

group (Roberts, 2010, p. 149).  Guest, Bunce, and Johnson (2006) noted that addressing 

the number of interviewees and their relevance for the study is crucial to any qualitative 

research that requires data collection from interviews.  Those interviewed had a key role 

in the program being investigated.  Having two individuals from each of the three 

operations squadron was the proper representation of the total group.  After all, 

Burmeister and Aitken (2012) concluded that a sample size will not guarantee data 

saturation since it is more about the depth of the data.  Fusch and Ness (2015) also agreed 

that “more is not necessarily better than less” (p. 1413).  They stressed that “it is what 

constitutes the ample size” that matters most (p. 1409).  Bernard (2012) also highlighted 

that the researcher must seek a relevant participant group that will all be asked the same 

question in order to obtain data saturation.        

Furthermore, cross-coding referenced the overarching question which guided this 

qualitative intrinsic case study.  Four sub-questions were developed to further investigate 

the cultural training program’s course construct, the program’s culture training 

competencies, training variation for applicable deployment locations, and determine the 

training manager’s level of knowledge of the subject matter.  Data saturation is 

accomplished when there exists relevant information for coding that is feasible and 

practical (Guest, Bunce, & Johnson, 2006).  The questions that were developed 

specifically for this study provided the researcher with relevant and ample information 

for data analysis and applicable coding.  Data saturation is not about the number of 
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questions, but is about the “depth of the data” gained from those questions (Burmeister 

and Aitken, 2012).    

Lastly, as per Jackson’s (1990) concept of a personal lens, the researcher ensured 

that any bias did not interfere with the research process.  The data collected remained the 

full interpretation of the research participants and not the personal perspective of the 

researcher.  Throughout the study, the researcher recognized his role in the study and that 

of the participants.  Such lateral separation mitigated any concerns during data collection 

(Chenail, 2011).  The researcher’s prior experiences and knowledge of the subject matter 

remained in the background so as to mitigate the potential for bias, value inference, and 

any ideological presumptions (Chenail, 2011).    

 

Summary 

Chapter four provided research findings resulting from open-ended, 

conversational-style interviews exploring the research phenomenon.  The researcher 

brought to light various themes affiliated with the interpersonal cross-cultural 

communication training that is offered to military deployers.  Further research analysis 

and the literature will be discussed in chapter five.  Using the research framework 

established from this qualitative intrinsic explanatory single case study with subunits; 

current implications, conclusions, and suggestions will also be presented in the following 

section.  
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FIVE: CONCLUSIONS AND RECOMMENDATIONS 
 

Introduction 

Section five covers additional discussion of the findings assessed in chapter four.  

Recommendations for leadership stemming from research evidence and the professional 

experience of the researcher are also discussed.  Proposed solutions, prospective 

implementation, further assessments, leadership implications, and conclusions regarding 

understanding interpersonal cross-cultural communication education and training are also 

presented in this chapter.  The study’s conclusions and recommendations stemmed from 

scholarly research, the data collected from multiple artifacts, and analysis that all 

culminated from the previous chapters.  

Overall, the interview participants noted the multiple thematic problems with the 

deployment training program and the lack of policy to mandate cross-cultural academic 

courses focused on interpersonal skills development.  These participants provided a clear 

picture in describing the currently existing deployment program.  Participants affirmed 

that deployers received little to no education specific to interpersonal communication 

tailored to their applicable deployed location.  Based on the data gained from interviews, 

proper training of Unit Deployment Program Managers (UDMs) and redefining the 

current deployment program would help to develop an effective cross-cultural training 

curriculum for program managers to manage, evaluate, oversee its development, and 

implement it. 
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Purpose of the Study 

The purpose of this qualitative intrinsic case study research was to engage in six 

in-depth interviews with Unit Deployment Program Managers to describe the current 

deployment cross-cultural education program that prepares service members for verbal 

and nonverbal interpersonal interactions.  Several levels were explored: 1) the cultural 

training program’s course construct; 2) the program’s culture training competencies; 3) 

training variations specific to deployable regions; and 4) the training managers’ 

knowledge in the development, process, and understanding of interpersonal cross-cultural 

communication training.  

Aim of the Study 

The study explored the fundamental components of intercultural communication 

competence within the current culture training program and formulated research-based 

strategies needed for effective interpersonal cross-cultural communication for deployed 

military personnel.  This study originated from a professional practice problem and the 

acknowledgement of gaps and inadequacies of current military foreign area training 

programs.  Based on the literature review and interview data, this analysis of the current 

cross-cultural training program could assist in the development of an updated 

interpersonal cross-cultural training program and education model for program managers 

and U.S. military deployers. 
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Proposed Solution 

 As previously noted in chapter four, themes that surfaced throughout the 

interviews and transcription analysis were as follows:  

1. Generic/Nonspecific cultural training 

2. Uninformative/Inapplicable training 

3. Reliance on self-experiences 

4. Inadequate training program competencies 

This section expands upon the information obtained from the previous chapter   

through the implementation of Miles and Huberman’s inductive reasoning method 

(Creswell, 2013, p.181).  Inductive inference allowed the researcher to discern patterns 

stemming from specific wordings of participant responses.  Participant responses, or 

directional views, were used to generate categories that shared similar relations emerging 

from the process of inductive reasoning.  Through the process of perspective coding, the 

researcher established logical themes and conclusions stemming from the interview data 

to suggest a proposed solution of restructuring the cultural training program for UDMs 

and military deployers.   

 Research results gained from the interview data indicated inconsistencies in cross-

cultural communication training due to a lack of effective program management, lack of 

training competencies, and lack of formal academic training.  As a result of these 

highlighted predicaments, the proposed solution suggests three initiatives: 1) The 

development of a robust and formal training initiative for proper UDM certification; 2) 

incorporate SERE instruction expertise as part of the deployment training curriculum for 
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deployers; and 3) establish policy mandating training of all deployers and total program 

management by UDMs.  This section further identified and described a newly proposed 

program framework, training, education, and curriculum associated with an academic 

approach for the proposed solution.  Influences leading to the development of the 

proposed solution included: the researcher’s personal experiences gained from past 

interpersonal encounters, this case study’s interview data analysis and results, and 

information obtained from the literature review.  

Transformational Leadership 

For interpersonal cross-cultural communication training to be effective, program 

managers must tailor their curriculum to fit the operational environment.  Johnson (2012) 

wrote that transformational leaders are individuals who are self-motivated and are bound 

by their duties, values, and commitment to those they serve (p. 190).  These leaders, the 

program managers, must have a vested and personal interest in developing fully qualified 

deployers who can effectively serve alongside foreign counterparts.  Transformational 

leadership is the essence to promoting effective interpersonal cross-cultural 

communication education and training for proper culture awareness.  For this proposed 

solution to be carried out, program managers must be made aware of their lack of 

education and training to effectively teach the subject matter, and they also need to 

understand their program’s limitations and constraints.   

Organizational Change 

The proposed solution suggests the development of a prescribed training and 

program management initiative for program managers and for those deploying.  Such 
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an organizational change will require the implementation of Kotter’s (2012) methodology 

process of Organizational Success Factors (p. 9-12).  Kotter noted how organizational 

transformation often fails due to a lack of clear vision.  The data obtained from the 

research participants highlighted the deficiency of interpersonal cross-cultural 

communication training inconsistencies due to a lack of effective program management, 

lack of training competencies, and lack of formal academic training.   

Furthermore, Kotter’s (2012) accelerators enable organizations to successfully 

implement change that provides both leadership and program managers with further 

comprehension for the need of deployment program improvements.  This is accomplished 

by addressing the sense of urgency that is linked with effective interpersonal cross-

cultural training and its education for UDMs and deployers.  Establishing a formidable 

guiding coalition and developing, communicating, and empowering others to create buy-

in would address the current obstacles associated with the current deployment training 

program.   

What follows are Kotter’s applicable steps for organization transformation that 

would pave the way for military leadership to realize the urgent need for implementing 

change for program improvement: 

1.  Create a Sense of Urgency 

2.  Build a Guiding Coalition 

3.  Form a Strategic Vision and Initiatives 

4.  Generate Short-Term Wins 

5.  Sustain Acceleration  
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6.  Institute Change 

Sense of Urgency   

Establishing a sense of urgency is absolutely critical to raising awareness so that 

an organization can instill change for adaptation for overall program success (Kotter, 

2012, p. 9).  Since 2010, numerous Department of Defense organizations have 

emphasized the ongoing need and demand for culture training program changes within 

the military (Stanley, 2011).  The success of the military mission depends on a deployer’s 

ability to understand culture and to become fully aware of its potential to influence 

human behavior for the success of ongoing operations.  Cultural interactions affect all 

levels of engagements from interpersonal interactions to societal encounters (Abbe & 

Halpin, 2009-10).  To preserve the strategic edge in worldwide operations, it is crucial 

that today’s and tomorrow’s U.S. military personnel become global thinkers and astute 

strategists (Barno, Bensahel & Sharp, 2011).   

 The current gaps in the quality of the cross-cultural training currently being 

offered to deployers must be brought to the attention of squadron leadership.  Kotter 

(2102) claimed that urgency must start at the top so that senior leaders acknowledge the 

problem first hand and reinforce a sense of urgency within their organizations (p. 9-10).  

The study’s findings clearly indicate that the cross-cultural training program overseen by 

UDMs requires numerous changes to the training curriculum and process of how UDMs 

are prepared and certified to carry out the training.  The presentation of the research 

findings, in conjunction with meeting the ongoing global force deployment plan, will 

raise awareness to senior leaders of the urgency required for an updated deployment 
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training program.  Establishing a sense of urgency within the organization’s senior 

leadership will not pose a challenge with a proposed implementation of said solution.  Air 

Force leadership is constantly promoting innovation and is always seeking ways to 

improve training and education.   

Coalition 

Once organizational buy-in is achieved, Kotter’s (2012) objective of forming a 

guiding coalition will follow suit.  Subject matter experts with the applicable skills can 

culminate to further gather and process information to make good decisions to improve 

upon the deployment training program.  These subject matter experts will make up the 

coalition team that will commence the initiation of program change to formulate the 

organization’s vision.  These visionaries must be composed of Survival, Evasion, 

Resistance, and Escape (SERE) professionals and USAFA International Programs 

educators.  These individuals are the Air Force’s subject matter experts who specialize in 

culture education and training.  Gaining their buy-in in addition to garnering senior 

leadership buy-in will be crucial to taking initial steps in promoting change.   

Vision   

Kotter (2012) underlined how on numerous occasions, institutions suffered in 

establishing organizational transformation due to lacking a unified vision.  Data obtained 

from research participants noted the lack of program competencies, generalized training, 

little to no management training, and self-reliance on personal experiences.  All program 

managers interviewed during this study concluded that there is a strong need for better 

training and program improvement.  This vision for new program initiative and training 
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improvement would address the program managers’ many frustrations.  The vision and 

its strategy starts with the buy-in of all parties involved, the understanding of why and 

how to communicate the problem, and each stakeholder’s initiative to address the much-

needed improvement of the overall deployment training program and proper certification 

process of UDMs.   

Short-term Wins/Goals 

The proposed solution of suggesting the development of a prescribed training and 

program management initiative for UDMs, and for those deploying is attainable if 

developed in conjunction with the implementation of Dr. Kotter’s (2012) Organizational 

Success Factors with a focus on establishing short term wins/goals.  Short-term goals 

allow program managers to take immediate action to ensure that changes are 

implemented.  Planners are afforded ample time to think about what can be done in the 

moment to vector change in the right direction in order to avoid negative consequences in 

the long-term.  Establishing short-term goals can result in positive response from those 

involved in the process of change (Harackiewicz, Barron, Tauer, Carter & Elliot, 2000).                

To determine whether any changes that are implemented are effective, it is crucial 

that short-term goals are established along with attainable and realistic objectives for 

monitoring further improvement initiatives of the deployment training program.  These 

short-term goals are a process for confirming that any changes that are put into place are 

benefiting the overall program and all parties involved (Kotter, 2012).  These short-term 

goals should be clear, timely, and relevant to the overall vision of the coalition involved.  

Such coalition needs to be composed of squadron leadership, SERE specialists, academic 
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culture instructors, and most importantly UDMs who will have ultimate responsibility for 

their program.  Any information that is obtained after short-term goals are established 

will serve as useful feedback to further modify and implement change.  This type of 

feedback process through goal measurement would serve to further improve the cross-

cultural training program and to also develop best practices for program execution and 

program continuity.   

Sustain Acceleration/Institute Change  

The proposed solution of restructuring the cultural training program for military 

deployers calls for the development of a robust formal training program and certification 

initiative for program managers.  Currently, program managers are not cultural experts or 

specialists that are specifically trained in the subject matter.  They have a very basic 

knowledge of cross-cultural education and interpersonal communication.  Training 

managers do not possess the knowledge necessary for effective and applicable training 

for any existing deployable location.    

 Regarding the training that is being offered to deployers, study participants 

mentioned that what is being taught is basic, generic, broad, or irrelevant.  What is 

offered is taught via computer based training (CBT) that serves more as a broad overview 

and only applies to the Middle East (Appendix B).  As per the participant interview 

response, the CBT serves as a baseline Middle East overview training tool that does not 

go beyond the basic customs and courtesies pertinent to a particular culture.  Because of 

this lack of efficient interpersonal cross-cultural training, both program managers and 

deployers are left to rely on their personal experiences gained from previous deployments 
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and past interactions with the local populace.  However, if a member has never been 

deployed in the past or has never been deployed to a location other than the Middle East, 

the successful deployment could not rely on personal experience or the currently 

inadequate training.  As a result, the people upon whom the Air Force depends are left to 

seek out skills and knowledge on their own accord.   

 The first part of the proposal refers to the revitalization of training and education 

for program managers in preparation for certification as UDMs.  To do this, it is essential 

all UDMs receive exposure to some type of formal education in the field of interpersonal 

cross-cultural communication.  Based on the researcher’s personal experiences as a 

former faculty member at the United States Air Force Academy (USAFA), USAFA’s 

Department of Foreign Languages (DFF) and the Department International Programs 

(DFIP) would be the ideal organization to provide UDMs with the knowledge and tools 

necessary to be effective interpersonal cross-cultural communication trainers.   

Both DFF and DFIP are responsible for culture training programs that include 

culture awareness education.  DFIP is responsible for executing the Air Force’s vision of 

global outreach and global security.  This is accomplished through multiple international 

programs established for the continuous development of culture awareness and regional 

expertise.  The Air Force’s International Affairs agency sets policy, guidance, and 

regulations for all DFIP culture training programs.  This is something that operations 

squadrons are lacking due to the nature of their mission (AFA DFF Annual Report, 2013, 

p. 1-12).  USAFA’s mission is to develop future leaders while an operational squadron’s 

mission is to train and equip forces.               
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According to Air University (2013), the purpose of culture learning in the military 

is to develop service members who are able to conduct operations competently in a 

culturally demanding environment.  Program managers must be trained to have cultural 

know-how so that those they train are able to influence the local populace in a productive 

and positive manner without having had prior experience with the specific language, 

culture, or region.  For culture learning to be effective in the military, Air University 

(2013) stresses the importance of understanding behaviors and beliefs manifested within 

a particular culture.  These behaviors and beliefs are further broken down into categories 

to fit service members’ learning needs and learning capacities. 

 For deployers to succeed in culturally complex situations, program managers need 

to have the knowledge for properly teaching communication effectiveness so that 

deployers learn to mitigate miscommunications, overcome cultural differences, and 

establish long-term relationships through interpersonal cross-cultural interactions.  

Through proper education, program managers will be taught skills they can use to put 

into practice in their program to better train and prepare deployers.   

At the United States Air Force Academy, the Dean of Faculty sets policy and 

guidelines based on Higher Headquarter Plans and Program (HHQ/A8) requirements 

regarding specific cultural training initiatives for the Air Force’s military commands.  

Based on HHQ/A8’s guidance, the Dean of Faculty will focus its academic strategy to fit 

the overall Air Force mission needs for culture development.  Through USAFA’s 

departmental organization, the Department of International Programs tailors its culture 
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curriculum requisites to meet the overall Dean of Faculty objective of developing future 

leaders (AFA DFF Annual Report, 2013, p. 1-12).              

   Establishing academic connectivity with both operations squadrons’ program 

managers and USAFA’s DFIP faculty would prove beneficial to U.S. military deployers 

as a whole.  Properly trained and educated learners develop effective cultural competence 

for interpersonal interactions with other cultures.  Such cultural knowledge will better 

prepare deployers to make applicable decisions relevant to a specific society and a 

particular situation.  As per McFarland (2005), communication amongst cultures entails 

receiving, transmitting, and decoding messages and information.  Proper culture 

education is composed of analytical construct theories of communication focused on 

dimensions of variability across cultures, the breakdown of individualism and 

collectivism dimension of cultures, and the explanation of cultural variability regarding 

interpersonal communication (Foschi & Hales, 1979, p. 246).    

Through Sustainment of Acceleration, the change management practitioners of 

DFIP and SERE professionals along with program managers would identify the issues 

that currently impede the deployment training program.  This coalition front of 

professionals would ensure that policies, education, and the UDM certification process 

would align with their overall organization’s vision and initiatives for proper training and 

preparation of forces for deployment.  If any inconsistencies should arise, the education 

that is provided to program managers will better prepare them to continuously align the 

vision, manage the training program, and further develop new initiatives for sustainment 

of the organization and its deployment program.  To ignore such initiatives of bringing 
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about change would only derail the establishment and its stakeholders.  What follows are 

the literature review’s primary aspects of interpersonal cross-cultural communication that 

when incorporated as part of the training curriculum, will prepare service members for 

verbal and nonverbal interpersonal interactions while serving abroad.   

Individualism-Collectivism.  Every culture exhibits unique patterns of 

individualism-collectivism.  Individualism-collectivism compares and 

contrasts communication across cultures and provides logical explanation at 

the cultural and individual levels.  In individualistic societies, one’s personal 

goals are stressed more than the group’s goals whereas in collectivistic 

societies, the group takes priority over the individual.  In other terms, 

Hofstede and Bond (1984) declared that people from individualistic cultures 

look after themselves and their families and those from collectivistic cultures 

typically belong to groups which look out for everyone in exchange for their 

allegiance (p. 419).  

For military deployers to effectively conduct operations, it is important that 

training incorporate the basic theoretical concepts of individualistic and 

collectivistic effects on interpersonal communication (Gudykunst & Lee, 

2003, p. 60).  It is important to know that people of a collectivistic culture are 

concerned with the morale of its members.  Such ingroups have more concern 

over one’s personal needs than do people of an individualistic cultural 

background.  On the other hand, individuals from an individualistic culture are 

focused more on clear and concise conversation and view this as being 
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effective communication.  Ingroups from collectivistic cultures view this type 

of communication as impolite thus resulting in ineffective communication.  

For deployers in the military, such information regarding individualistic and 

collectivistic culture theory are of importance for effective interpersonal 

cross-cultural communication.   

High-, Low- Communication.  The communication terms of individualism-

collectivism are a facet used to provide an explanation for differences and 

similarities of behavior among cultures.  The principle of individualism-

collectivism exists both at the cultural and individual levels of society.  Hall 

(1976) wrote that high-context communication transpires when the 

information being communicated is in the physical context or internalized by 

the speaker (p. 70-79).  Very little information of the message being 

communicated is explicit or transmitted.  He went on to mention that on the 

other hand, low-context communication takes place when the majority of the 

information being conveyed is clear, direct, and evident. 

Individualism-collectivism and low- and high-context communication both 

predominate cultures in one form or another.  Those belonging to collectivistic 

cultures apply high-context communication due to the sustainment of ingroup 

amity.  High-context nations such as Afghanistan and Iraq rely on indirect 

communication due to preference in avoiding conflict and keeping harmony 

within the ingroup (Croucher, Bruno, McGrath, Adams, McGahan, Suits & 

Huckins, 2012, p. 64-73).  People of individualistic cultures such as the U.S. 
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military, typically apply low-context communication and are direct in their 

communication to get the message across.  These same low-context 

individuals assume that indirect communication is ineffective.  Gudykunst and 

Lee (2003) assumed this was due to low-context individualist lacking proper 

listening and observations skills or effective training required for interpreting 

contextual messages conveyed by high-context cultures (p. 67).   

Croucher, Bruno, McGrath, Adams, McGahan, Suits, and Huckins (2012) 

classified the U.S. as being a nation predominately composed of low-context 

individuals who prefer that communication and its message be “vested in the 

explicit code” (p. 65).  Westbrook (2014) further noted that low-context and 

high-context communication can be difficult due to cultural complexities and 

stereotyping (p. 282).  It is important for U.S. military deployers working with 

partner nations of high-context backgrounds to heed the following: “How one 

observer perceives the context of another culture depends much on his or her 

point of view and position on the low- to high-context spectrum” (Westbrook, 

2014, p. 282).  

NVC.  Research demonstrated that more than sixty percent of communication 

encompasses nonverbal communication (DeVito & Hecht, 1990).  Similar 

research assessed that communication via nonverbal means accounts for sixty 

five percent (Gheorhita, 2012, p. 552).  Regardless of what percentage 

research showed, nonverbal communication is always present in interpersonal 

interactions.  Verbal communication is used to relay particulars and goals 
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regarding an objective, whereas nonverbal communication is applied to assist 

and properly construe thoughts, emotions, and candor of the interactions 

among the parties involved (Burgoon, 1985).  Overall, nonverbal 

communication provides additional information for further understanding or 

clarification not present in verbal communication alone.                      

Understanding nonverbal communication through education can provide 

deployers with guidelines for communicating effectively.  It is a skill that 

should be taught for effective interpersonal interactions (Gheorghita, 2012, p. 

552).  Military personnel are required to collaborate with a wide variety of 

cultures under different circumstances, which may not necessarily all be ideal 

or conducive to operational objectives.  Kidwell and Hasford (2014) 

proclaimed the importance of understanding and using nonverbal 

communication as a powerful tool to form and establish interpersonal 

relationships (p. 526).  Nonverbal communication needs to be a part of a 

program manager’s interpersonal cross-cultural communication training.  

With the support of DFIP’s culture academics, proper culture training can be 

made available for deployment program managers.  A program manager’s 

exposure to the analytical construct of cultural communication theories 

focused on: the dimensions of variability across cultures, the breakdown of 

individualism and collectivism dimensions of cultures, and the explanation of 

cultural variability regarding interpersonal communication, is crucial to 

fostering highly competent and educated program managers that can take back 
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the knowledge to implement in their units.  The education of these analytical 

cultural communication constructs and theories provides the necessary 

knowledge required for effective interpersonal cross-cultural communication 

program management.  The academic incorporation of DFIP educating and 

properly certifying program managers as UDMs can bring positive change to 

the current outcome of the overarching question: Does the current deployment 

cross-cultural education program prepare service members for verbal and 

nonverbal interpersonal interactions?   

SERE instructors.  According to the United States Army Research Institute 

[USARI] (2009), current operations are dependent on understanding culture 

and being aware of its influence on human behavior and its criticality to 

operational success.  Military personnel who perform duties in cross-cultural 

environments must not only comprehend the mission but also the higher order 

effects of cross-cultural relationships and interactions.  Proper interpersonal 

cross-cultural communication education and training will mitigate negative 

results of culture shock, stereotypes, and ethnocentrism.  These effects alone 

or in combination, can have a degree of impact on mission effectiveness and 

overall operational outcome (USARI, 2009).  

Stanley (2011) reiterated that military leadership concludes that culture is an 

important aspect of interpersonal communication.  Culture is an important 

factor in effectively conducting contingent and peace time operations 

(USARI, 2007).  Abbe and Halpin (2009-10) emphasized that interpersonal 
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interactions affect all levels of engagements from interpersonal interactions to 

societal encounters.  To preserve the strategic edge in worldwide operations, it 

is critical that military deployers are trained and culturally equipped with the 

know-how to be global thinkers and strategists.  In addition to having DFIP 

provide interpersonal cross-cultural education to program managers for UDM 

certification, it is also crucial to ensure deployers receive the most current 

cultural information about a deployment location.   

As mentioned by some of the participants interviewed, in the past, SERE 

instructors were used as subject matter experts for current intelligence and 

cultural awareness training about a particular nation’s government, its local 

populace habits, belief system, mannerisms, and language.  These instructors 

specialize in cultural education and their role should be incorporated into the 

deployment program training syllabus as lecturers.  Among cultural education, 

other SERE instructor primary areas of responsibility include personnel 

recovery training, local area survival training, and other courses applicable to 

the deployed location (Table 6).   
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   Table 6. SERE Training Events (SECAF AFI 16-1301, 2017, p. 28) 

 

The SERE program provides military personnel with preparation, planning, 

and adaptation to the full spectrum of operations (SECAF AFI 16-1301, 

2017).  SERE training provides an efficient and effective training continuum 

for all deploying personnel.  Military personnel receive formal SERE training 

followed by refresher courses on an annual basis.  The same could be 

accomplished for deployed personnel with a tailored course for culture 

education.  This culture course would focus on interpersonal cross-cultural 

communication tailored to different geographic locations.  SERE functional 

area managers (FAM) would work hand-in-hand with deployment program 

managers to establish a robust formal culture training course for first-time 

deployers.  For returning deployers, a refresher culture training course would 
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be made available either via a more robust CBT or an actual face-to-face 

instructional setting.   

As one interview participant put it, in addition to having program managers 

properly educated for effective deployment program management, SERE 

FAM specialists would be the ideal individuals to assist in providing current 

interpersonal cross-cultural education to deploying personnel.  Although 

SERE specialists focus their training on personnel survival and recovery, a 

tailored SERE training course should be incorporated into all military 

deployment programs to ensure deployers are well prepared, are mission 

oriented, and are positively enabled with essential skills and knowledge to 

effectively communicate with nation partners (SECAF Air Force Instruction 

[AFI] 16-1301, 2017).  Once this benchmark is established, it will allow for 

military instillations to take what already exists, the SERE program and 

deployment program, and unify the effort to develop a tailored program 

specifically for deployers requiring interpersonal cross-cultural training.      

Factors and Stakeholders Related to the Implementation of the Solution 

 Improving and developing a new culture education program involves many 

stakeholders throughout the military chain of command. These stakeholders are 

composed of the operations group commanders, squadron commanders, and our host 

nation partners.  With respect to course development and program management, 

stakeholders include SERE professionals and DFIP scholars who would be responsible 

for the overall UDM culture education and certification process.   
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Ensuring that all applicable stakeholders have buy-in is crucial to implementing a 

solution to the currently existing deployment training program.  The Operations Group 

(OG) commander is the sole senior leader with overall responsibility of deployment 

operations for all assigned operational units.  The OG is the key stakeholder in 

establishing a formidable guiding coalition to develop, communicate, and empower 

others to further create buy-in and vision-sharing ideas to address the current obstacles 

associated with the current training program.  Once the sense of urgency for change is 

established due to OG buy-in for vision direction, subject matter experts from the 

Operations Group squadrons would work in conjunction with subject matter experts, the 

coalition, to further gather and process information to make good decisions in improving 

the deployment training program. 

These subject matter experts include the staff at USAFA’s DFIP department 

working in conjunction with squadron program managers for initial interpersonal cross-

cultural education.  With this initial education, program managers would bring back this 

knowledge to work in unity with SERE professionals for the development of a valid and 

viable deployment training course for annual and refresher purposes.  This would ensure 

that all first time deployers and those returning from a deployment receive competent 

culture training on a regular basis.  As far as updating policy requirements and handling 

certification for all operations squadron deploying personnel, each squadron’s program 

managers would handle such matters for tracking purposes.  Aside from policy and 

certification management, the designated program managers would also be responsible 

for ensuring UDM flight commanders and assistant flight commanders are fully qualified 
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and certified as UDMs, and that each squadron conducts deployment training as per 

established policies and requirements. 

 It is important to reiterate that overall stakeholder buy-in is important to 

organizational change and program development.  With command buy-in, a formulated 

vision of change of the deployment program will instill a sense of urgency among the 

coalition composed of UDMs, SERE specialist, squadron commanders, and DFIP 

instructors.  Once leadership establishes and shares a newly defined vision, change can 

begin.  This vision needs the full support of the squadron units if buy-in is to be expected 

of all stakeholders.  It was noted by Kotter (2012) of how numerous times organizations 

failed in transformation as a result of a lack of vision and lack of leadership buy-in (p. 10-

11).  The vision for program change exists, but needs to be communicated and supported 

by leadership so that stakeholders and those who make up the coalition garner the skills 

and talent required to address the improvement of the deployment training program.           

Policies Influenced/Influencing the Proposed Solution 

Interview data suggested that the updating, development, and enforcement of new 

policies would influence the proposed solution.  Program managers interviewed 

mentioned that currently existing training competencies are generic and do not provide 

specific guidance of what training material is required to effectively train deployers.  

Current deployment competencies only require basic level familiarization specific to the 

Middle East.  The overall theme that was summarized by one of the participants is that 

the program competency for preparing deployers is “nothing that’s going to help anyone” 

regardless of their deployed location.   
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The lack of effective program competencies is due to a lack of an existing policy  

clearly stating rules of engagement when providing cross-cultural training and making 

cultural training a mandatory and required event for all deployable regions.  As per Edgar 

and Lockwood (2008), organizational competencies are a framework used for measuring 

a program’s effectiveness (p. 28).  This competency framework helps to manage and 

assess a particular organization’s procedures.  An organization’s competencies are 

essential to its effective capability.  Organizational competencies provide individuals an 

understanding of their products and services for which they are responsible for.  Further-  

more, researchers Agha, Alrubaiee, and Jamhour (2012) all state that an organization’s 

core competencies have a direct effect on its ability to be effective.            

All operations squadrons are required to have policy guidelines that provide 

direction to its flight personnel.  As a solution is presented for implementation to address 

the problem highlighted in this study, some program policies will be affected.  New 

policies will need to be developed to implement the proposed solution.  In addition to 

creating new policies, it is just as important that the solution also require continuous 

policy analysis and evaluation of training and program management.  In other words, to 

determine whether change is effective, it is crucial short-term goals are established for 

monitoring program execution.  Short-term goals are a process of confirming that policies 

put into place are benefiting the program and the people it serves (Kotter, 2012).  

Leadership must consider and ensure that any instituted policies and corresponding 

competencies are in line with the proposed solution.   

The following policies govern the Department of Defense SERE and UDM  
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programs and would require to be updated to reflect new program initiatives: 

1.  Air Force Instruction 10-403, “Deployment Planning and Execution,” Jan 2017 

2.  Air Force Instruction 16-1301, “SERE Program,” August 3, 2017   

Potential Barriers and Obstacles to Proposed Solution 

The proposed solution may not occur without some resistance.  Resistance could 

derive from numerous areas and for multiple reasons that may deter implementation of 

the proposed solution.  Two potential barriers that could stymie implementation for a 

viable solution include: 1) operational timing; and 2) resistance to change.  The timing 

for implementing an improved deployment training program is vital to operations tempo.  

Offutt Air Force Base operations squadrons have a high deployment rate and rotate crews 

constantly to multiple overseas locations.  With such a high turnover rate, it will be 

challenging to ensure all deployers are scheduled well in advance to receive training prior 

to deployments.  Initial program modification and development will need to be instituted 

in a timely manner that can be tailored to the operations deployment rate without 

interference to local flying operations.   

Resistance to change will pose a challenge initially for a short period of time 

however, in the military, flexibility is the key to operational success.  As long as policy is 

established mandating the new program requirements, immediate change would take 

effect through leadership discussions and program management guidance.  Ensuring all 

stakeholders receive thorough explanation of the proposed coming changes would 

encourage expedient change.  Once leadership establishes new policy requirements 
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providing careful explanation of why new initiatives are necessary, change will be 

instituted as policy for military personnel to execute.   

Financial/Budget Issues Related to Proposed Solution  

Fortunately, the evidence-based solution relies only on the military and base-to-

base engagements to implement the solution.  No external or contracting support is 

required.  There are no major associated costs that will impact the squadron’s feasibility 

to train program managers at USAFA via DFIP staff.  The only cost tied to sending 

program managers temporarily to USAFA for training would be for: transportation, base 

housing, and base lodging.  Squadrons all have funding set aside for such training 

initiatives.  All training for home unit deployers is accomplished at the local base 

resulting in no additional cost expenditures.   

Legal Issues to Proposed Solution   

The proposed solution does not call for any legal ramifications therefore, 

implementing the solution will be transparent.  Air Force Instructions 10-403 Deployment 

Planning and Execution and 16-1301 SERE Program, are already in place and further 

modifications to the programs do not require legal review aside from Headquarters Air 

Force directorate coordination.   

Other Issues or Stakeholders Related to Proposed Solution 

The Global Force Management Allocation Plan (GFMAP) outlines the current 

and future fiscal year assignments, allocations, and combat forces apportionment to 

worldwide operations (JDTC, 2013).  The GFMAP acts as an overall guide for combatant 

commanders to address the nation’s National Defense Strategy.  As a result of the 
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GFMAP’s high operational demands, Offutt Air Force Base operations squadrons have a 

high deployment rate and are rotating crews constantly to numerous overseas locations.  

As a military and force provider, leadership must address the broader outlook beyond the 

immediate GFMAP context.  Leadership must be forward thinking and looking beyond 

the one, two, and three-year operational GFMAPs.  This forward thinking will highlight 

potential training issues requiring further changes to the training program beyond what is 

being proposed in this Dissertation in Practice.  Such changes to the program could 

include new processes, requirements, and mission flow requirements in response to future 

GFMAP requirements.           

Change Theory 

For interpersonal cross-cultural communication to be effective in an organization, 

leaders need to adjust themselves accordingly to the operations environment and the 

needs of its military force.  The necessity to evolve culturally is where the 

Transformational Leadership theory comes in to play.  Johnson (2012) wrote that 

transformational leaders are individuals who are self-motivated by their duty and ethical 

values, and have a commitment to those they serve (p. 190).  These leaders serving with 

foreign nations have a vested personal interest in developing relationships with their 

foreign counterparts.  They are focused on the group with which they interact with on a 

daily basis and value the needs of their followers.  Transformational leadership is the 

essence to promoting effective culture education and culture learning in any organization.  

For this proposed solution to be carried out, all stakeholders involved must be made 

aware of the need for education and training so as to effectively develop subject matter 
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experts that understand the deployment program’s limitations and constraints.  The 

upcoming section that follows will discuss how organizational change will drive the 

proposed solution. 

Implementation of the Proposed Solution 

 This section of the study confers how a military leader would implement the 

solution discussed in this Dissertation in Practice.  For this professional practice problem, 

the researcher’s military commitment and devotion to his subordinates resulted in looking 

to better the unit.  Developing and establishing guidance for leadership to improve the 

existing deployment training program and its program management was the researcher’s 

top priority.  Implementation will follow a tiered approach via Kotter’s steps for 

organizational transformation that would build upon the study results gained from both 

interviews and program artifacts.  

Factors and Stakeholders Related to the Implementation of the Solution 

The improvement and development of an enhanced culture education program 

involves many stakeholders throughout the military chain of command. These 

stakeholders are composed of the operations group commanders, squadron commanders, 

and host nation partners.  With regards to course development and program management, 

stakeholders must include SERE professionals and DFIP scholars who are responsible for 

the program manager culture training and education for UDM certification.   
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Leader’s Role in Implementing Proposed Solution   

Guaranteeing that all applicable stakeholders share the same interest in 

implementing a solution to the currently existing deployment training program is crucial.  

The Operations Group (OG) commander is the overall unit senior leader responsible for 

deployment operations of all assigned operational squadrons.  The OG is the key enabler 

in establishing a formidable guiding coalition to develop, communicate, and empower 

other leaders thus creating buy-in and vision-sharing ideas to address the further 

development of a more refined deployment training program and its management.  

Appointed subject matter experts from the Operations Group squadrons would work in 

conjunction with the established coalition, to further gather and process information to 

make good decisions for improvement of the deployment training program. 

This coalition would include the staff at USAFA’s Department of International 

Programs (DFIP) working in conjunction with squadron program managers for initial 

interpersonal cross-cultural education for UDM certification.  With this initial education, 

program managers would bring back this knowledge to work in conjunction with SERE 

professionals for the development of a more viable deployment training course for annual 

and refresher purposes.  This would ensure that all first time deployers and those 

returning receive the same outlined culture training.  As far as updating policy 

requirements and handling certification for all operations squadrons’ deploying 

personnel, each squadron’s program managers would handle such matters for currency 

purposes.  In addition to policy and certification management, the designated program 
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managers would also be responsible for ensuring UDM flight commanders and assistant 

flight commanders are fully qualified and certified as UDMs. 

Building Support for the Proposed Solution  

It is important to reiterate that overall stakeholder buy-in is key to organizational 

change and program development.  With command buy-in, a formulated vision of 

innovation of the deployment program will instill a sense of urgency among the coalition 

composed of UDMs, SERE specialist, squadron commanders, and DFIP instructors.  

Once leadership has established a newly defined vision, change can commence.  This 

vision would require the full support of the squadron units if buy-in is to be expected of 

all stakeholders.  It was noted by Kotter (2012) of how numerous times organizations 

failed in transformation as a result of a lack of vision and lack of leadership buy-in (p. 10-

11).  The vision for program change exists, but needs to be communicated and supported 

by leadership so that stakeholders and those who make up the coalition garner the skills 

and talent required to address the improvement of the deployment training program.           

Additional Considerations for Implementation and Assessment   

Interview data suggested that the updating, development, and enforcement of new 

policies would further help to ascertain the proposed solution.  The lack of program 

competencies is due to no existing policies that clearly outline an official process for 

providing cross-cultural training and its mandatory requirement for all deployable 

regions.  Organizational policies and guidelines will help to provide individuals with an 

understanding of their products and services for which they are responsible for.  As a 

solution is presented for implementation to address the problem highlighted in this study, 
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some program policies will be affected.  New policies will need to be developed to 

implement the proposed solution.  Leadership must consider and ensure that any 

instituted policies fall in line with the proposed solution.   

Evaluation and Timeline for Implementation and Assessment 

In addition to creating new policies, it is just as important that the solution also 

require continuous policy analysis and evaluation for review of the training and program 

management.  The proposed solution of suggesting the development of a prescribed 

training and program management initiative for UDMs, and for those deploying is 

attainable if developed in conjunction with the establishment’s short-term goals.  Short-

term goals allow for an organization to take immediate action to ensure that any changes 

implemented, do not veer off course from the intended path.  Establishing short-term 

goals will result in positive outcomes during the process of instilling change.  

Furthermore, any information that is obtained from the evaluation of any short-term goals 

will serve as useful feedback to further modify and implement change.  This type of 

feedback process through goal and evaluation measurement will serve to further improve 

the cross-cultural training program and to also develop best practices for program 

execution and program continuity.   

The timing for implementing an improved deployment training program is vital to 

operations tempo.  Offutt Air Force Base operations squadrons have a high deployment 

rate and rotate crews regularly to multiple overseas locations.  With such a high turnover 

rate, it will be necessary to ensure that an evaluation process is grounded well in advance.  

Initial program modification and development will need to be instituted in a timely 
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manner that can be tailored to the operations deployment rate without interference to 

global operations.  

Implications 

Practical Implications 

A researcher should always consider the following: 1) who is to likely benefit 

from a study; 2) what will they learn from the study and; 3) what knowledge will be 

gained from it (Roberts, 2010, p. 181).  By revisiting these three considerations, this case 

study contributes to the overall greater good of the aim of the study by exploring the 

fundamental components that are much needed in formulating an effective cross-cultural 

communication training program for deploying military personnel.  New insights that 

derived from the study identified real-world problems that require practical application 

for making fully-qualified UDMs subject matter experts in the field on interpersonal 

communication for a better deployment training program and its effective management 

for long-term application.        

Implications for Future Research 

Further research needs to focus on the sensitivities of interpersonal cross-cultural 

communication between the U.S. military and its host nation counterparts.  Research 

lacks in the area of interpersonal cross-cultural communication specific to regions for 

which the U.S. military currently operates at (Bass, 2008; House, Wright & Aditya, 

1997).  Researchers Abbe, Gulick, and Herman (2007) noted that the effectiveness of 

interpersonal cross-cultural training specific to U.S. military personnel is lacking.  There 

is no supporting research for determining the level of cultural competency U.S. military 
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members have obtained when serving abroad.  Lastly, future research should also 

incorporate the investigating of training and education strategies for military leaders who 

are more likely to have operational ties to cross-cultural encounters.      

Implications for Leadership Theory and Practice 

Servant Leadership is a trait that involves self-awareness.  Leaders need to be 

aware of their weaknesses and must have the know-how to work on strengthening their 

weaknesses.  Leaders need to “know thyself” to be able to succeed (Johnson, 2012, p. 

210).  Knowing thyself indicates one’s humility which signifies being able to admit to 

one’s own mistakes, having the courage to learn from those mistakes, and having the 

ability to apply any lessons learned.  A leader who understands past lesson failures and 

makes improvements, is better suited for future operations.     

Summary of the Study 

Proper training in cross-cultural communication is a major challenge for soldiers 

involved in foreign affairs.  This Dissertation in Practice in conjunction with cultural 

communication theories, analyzed current culture education programs to help identify 

areas of improvement needed to develop effective culture-literate military members.   

The literature review examined the cultural imperative and the need for the U.S. military 

to focus on further developing and implementing culture education that is conducive to 

effective interpersonal cross-cultural communication.  

This study brought to light various themes affiliated with the interpersonal cross-

cultural communication training that is offered to military deployers.  Using the research 

framework established from this qualitative intrinsic case study, several levels were 
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explored: 1) the cultural training program’s course construct; 2) the program’s culture 

training competencies; 3) training variations specific to deployable regions; and 4) the 

training managers’ knowledge in the development, process, and understanding of 

interpersonal cross-cultural communication training.  The analysis of the current cross-

cultural training program will help to assist operations squadrons at Offutt Air Force Base 

in the development of an effective interpersonal cross-cultural training program and 

educational model for squadron units and its military deployers. 
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Appendix A – Data Gathering Materials 

Bill of Rights for Research Participants 
 
As a participant in a research study, you have the right: 

1. To have enough time to decide whether or not to be in the research 
study, and to make that decision without any pressure from the people 
who are conducting the research.  

2. To refuse to be in the study at all, or to stop participating at any time 
after you begin the study. 

3. To be told what the study is trying to find out, what will happen to 
you, and what you will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the 
study. 

5. To be told about the possible benefits of being in the study. 

6. To be told whether there are any costs associated with being in the 
study and whether you will be compensated for participating in the 
study. 

7. To be told who will have access to information collected about you 
and how your confidentiality will be protected. 

8. To be told whom to contact with questions about the research, about 
research-related injury, and about your rights as a research subject. 

9. If the study involves treatment or therapy: 

a. To be told about the other non-research treatment choices you 
have. 

To be told where treatment is available should you have a research-related 

injury, and who will pay for research-related treatment. 
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Research Consent Letter 
 
Dear Participant, 
 

My name is Kenny Dailey, and I am a Doctoral Candidate in the Doctor of 
Education in the Interdisciplinary Leadership program at Creighton University.  My 
topic, Interpersonal Cross-Cultural Communication Competence in the U.S. Military, 
would greatly benefit from your experience as a Unit Deployment Manager.  This 
research could lead to improvements in the currently existing cross-cultural 
communication training program for military personnel deploying.  Your experience 
as a UDM makes you an ideal research candidate for my Dissertation in Practice.  
Participation is voluntary, and can be withdrawn at any time.   
 
 Your participation will involve an in-person interview process that will last 
approximately 20 to 30 minutes in which you will be asked to respond to open-
ended questions.  Your interview will be audio recorded, in an effort to ensure 
participant remarks are saved for later analysis.  The results of the research study 
may be published but your identity will remain anonymous and identifiable 
information will not be disclosed to any outside party.   
 
 In this research, there are no foreseeable risks to you.  There will be no costs 
or compensation associated with your participation in this study. 
  
 Thank you for your time and consideration.  If you have any questions 
regarding research subject rights, your contact is the Institutional Review Board at 
402-280-2126.  If you have any further questions, you can feel free to reach out to 
me by email at kennydailey@creighton.edu or by phone at 402-xxx-xxxx. 
 
 
 

Sincerely, 
 
 
Kenny W. Dailey 
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Data Collection Questions 

1. How is the cross-cultural communication training program conducted for 

deploying military personnel? 

2. What are the pre-deployment program’s culture training competencies?  

3. How is cross-cultural training providing interpersonal preparedness specific to a 

deployable location?  

4. Do training managers possess the knowledge necessary to effectively conduct 

interpersonal cross-cultural training for specific deployable locations? 
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Appendix B – CBT Lesson Overview 

Lesson Supplement: USCENTCOM Overview 
 

The United States Air Force Culture and Language Center (AFCLC) 

provided considerable open-source content beyond what could 

be included in the development of the interactive multimedia 

instruction (IMI) lesson, USCENTCOM Overview. This additional 

UNCLASSIFIED content is provided for your reference. This 

content was current as of 28 September, 2016 
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Demographics 
Population Growth Rate 

"The average annual percent change in the population [in 2014], resulting from 
a surplus (or deficit) of births over deaths and the balance of migrants entering 
and leaving a country.  The rate may be positive or negative. The growth rate is 
a factor in determining how great a burden would be imposed on a country by 
the changing needs of its people for infrastructure (e.g., schools, hospitals, 
housing, roads), resources (e.g., food, water, electricity), and jobs. Rapid 
population growth can be seen as threatening by neighboring countries." 

References: 

1. "Population growth rate – Middle East," 2014, Index Mundi, accessed 20 
October 2016. 

2. "Population growth rate – Africa," 2014, Index Mundi, accessed 20 October 
2016. 

3. "Population growth rate – Asia," 2014, Index Mundi, accessed 20 October 
2016. 

 

"The immediate reason for the slower population growth is a fall in the number 
of children born to the average woman over her lifespan, known as the "total 
fertility rate" (TFR). While contraception availability and urbanization played a 
part in the declining TFR, the main factor was the empowerment of women.  In 
recent decades, Middle Eastern women have made great progress at gaining 
more equal access to education, but that has not yet translated into more 
access to employment outside the home." 
Reference: 

1.   Patrick Clawson, "Demography in the Middle East," March 2009, 
The Washington Institute, accessed 20 October 2016. 

 
Predominate Age of Population 

"More than 28% of the population of the Middle East is aged between 15 and 29. 
[13] Representing over 108 million young people, this is the largest number of young 
people to transition to adulthood in the region’s history. Young people 15 to 24 
constitute approximately 20% of the populations in Egypt, Iraq, Lebanon, Libya 
[AFRICOM], Morocco [AFRICOM], Oman, Sudan [AFRICOM], Syria, Tunisia 
[AFRICOM], Yemen, Jordan, Algeria [AFRICOM], and Saudi Arabia.  In the Arab 
countries’ populations, young people are the fastest growing segment, some 60% of 
the population is under 25 years old, making this one of the most youthful 
regions in the world, with a median age of 22 years compared to a global 
average of 28." 
Reference: 

http://www.indexmundi.com/map/?v=24&amp;r=me&amp;l=en
http://www.indexmundi.com/map/?t=0&amp;v=24&amp;r=af&amp;l=en
http://www.indexmundi.com/map/?t=0&amp;v=24&amp;r=as&amp;l=en
http://www.washingtoninstitute.org/policy-analysis/view/demography-in-the-middle-east-population-growth-slowing-womens-situation-un
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1.   "Middle East and North Africa: Youth Facts," Youth Policy.org, accessed 
21 October 2016. 

 

"Until recently most South Asian populations were marked by high fertility and 
mortality, and therefore a younger age structure. In the 1950s fertility across 
South Asia was uniformly high. By 2050 all countries are projected to reach 
replacement level fertility. The decrease in mortality is reflected in increasing 
life expectancy at birth. In the 1950s the South Asian countries under 
consideration had shorter life spans for women than for men (contrary to global 
mortality norms), for a variety of reasons ranging from discrimination against 
girl children to high maternal mortality rates. By 2000 female life expectancy at 
birth equaled or exceeded that of males in the countries being studied reflecting 
amelioration of the female mortality disadvantage." 
Reference: 

1.   "South Asia – Trends in Population Aging," Medicine Encyclopedia, 
accessed 21 October 2016. 

 

"The median age is about 25 in Central Asia, but those who set policies are 
decidedly older and less reform- inclined. While the World Bank classifies the 
states of Central Asia as "Young Countries" in its aging report— titled ‘Golden 
Aging: Prospects for Healthy, Active and Prosperous Aging in Europe and Central Asia’ and 
released today in Vienna—the report nonetheless warns that in the coming 
decades the region may age rapidly due to lower fertility rates. Increases in 
longevity, which make other regions older but not necessarily less populous, 
are negligible—the average life expectancy across the five states of Central Asia 
is now 68 years, it  was 64 years in 1995. The report nonetheless stresses that ‘the 
social and economic consequences of aging societies are complex and diverse 
– but not necessarily negative.  The World Bank’s report says that aging in eastern 
Europe and Central Asia is occurring somewhat differently than it has in western 
Europe and East Asia. All of Europe and East Asia are considered to be 
advanced in aging terms, but the rise in average age in eastern Europe and Central 
Asia is ‘largely attributable to low and declining fertility rates rather than to increases in 
longevity.’ People in East Asia have been having fewer children, but they have also 
been living longer.  The same is not true in Europe and Central Asia.  This carries 
the threat of sharply slowing population growth and ‘in more than half the countries in 
Europe and Central Asia the population is already shrinking.’  In addition, emigration 
has accelerated population declines—the young leave and don’t necessarily return. 
Interestingly, for the whole region ‘the mortality rates of middle-aged men were 
higher in 2009 than in 1959." 
Reference: 

1.   Catherine Putz, "Central Asia: Neither Forever Young Nor Getting 
Much Older," 17 June 2015, The Diplomat, accessed 21 October 2016. 

 

http://www.youthpolicy.org/mappings/regionalyouthscenes/mena/facts/
http://medicine.jrank.org/pages/1624/South-Asia-Trends-in-population-aging.html
http://thediplomat.com/2015/06/central-asia-neither-forever-young-nor-getting-much-older/
http://thediplomat.com/2015/06/central-asia-neither-forever-young-nor-getting-much-older/
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Other Demographic Information 

"Middle East: 

• Bahrain: 
o Bahrain population is equivalent to 0.02% of the total world 

population 
o Bahrain ranks number 152 in the list of countries by population 
o 87.6 % of the population is urban (1,226,456 people in 2016) 

• Egypt: 
o Egypt population is equivalent to 1.25% of the total world 

population 
o Egypt ranks number 15 in the list of countries by population 
o The total land area is 995,560 Km2 (384,388 sq. miles) 

• Iran: 
o Iran population is equivalent to 1.08% of the total world population 
o Iran ranks number 17 in the list of countries by population 
o The total land area is 1,630,207 Km2 (629,426 sq. miles) 

• Iraq: 
o Iraq population is equivalent to 0.5% of the total world population 
o Iraq ranks number 37 in the list of countries by population 
o 68.2 % of the population is urban (25,576,081 people in 2016) 

• Jordan: 
o Jordan population is equivalent to 0.1% of the total world 

population 
o Jordan ranks number 101 in the list of countries by population 
o The total land area is 88,749 Km2 (34,266 sq. miles) 

• Kuwait: 
o Kuwait population is equivalent to 0.05% of the total world 

population 
o Kuwait ranks number 131 in the list of countries by population 
o The total land area is 17,817 Km2 (6,879 sq. miles) 

• Lebanon: 
o Lebanon population is equivalent to 0.08% of the total world 

population 
o Lebanon ranks number 112 in the list of countries by population 
o The total land area is 10,229 Km2 (3,950 sq. miles) 

• Oman: 
o Oman population is equivalent to 0.06% of the total world 

population 
o Oman ranks number 125 in the list of countries by population 
o The total land area is 310,298 Km2 (119,807 sq. miles) 

• Qatar: 
o Qatar population is equivalent to 0.03% of the total world population 
o Qatar ranks number 144 in the list of countries by population 
o The total land area is 11,608 Km2 (4,482 sq. miles) 
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• Saudi Arabia: 
o Saudi Arabia population is equivalent to 0.43% of the total world 

population 
o Saudi Arabia ranks number 41 in the list of countries by population 
o The total land area is 2,143,865 Km2 (827,751 sq. miles) 

• Syria: 
o Syria population is equivalent to 0.25% of the total world population 
o Syria ranks number 61 in the list of countries by population 
o The total land area is 183,616 Km2 (70,895 sq. miles) 

• United Arab Emirates: 
o the United Arab Emirates population is equivalent to 0.12% of the 

total world population 
o the UAE ranks number 93 in the list of countries by population 
o The total land area is 83,637 Km2 (32,292 sq. miles) 

• Yemen: 
o Yemen population is equivalent to 0.37% of the total world 

population 
o Yemen ranks number 49 in the list of countries by population 
o The total land area is 528,415 Km2 (204,022 sq. miles) 

South Asia: 

• Afghanistan: 
o Afghanistan population is equivalent to 0.44% of the total world 

population 
o Afghanistan ranks number 40 in the list of countries by population 
o The total land area is 653,032 Km2 (252,137 sq. miles) 

• Pakistan: 
o Pakistan population is equivalent to 2.57% of the total world 

population 
o Pakistan ranks number 6 in the list of countries by population 
o The total land area is 770,998 

Km2 (297,684 sq. miles) Central Asia: 

• Kazakhstan: 
o Kazakhstan population is equivalent to 0.24% of the total world 

population 
o Kazakhstan ranks number 64 in the list of countries by population 
o The total land area is 2,705,361 Km2 (1,044,545 sq. miles) 

• Kyrgyzstan: 
o Kyrgyzstan population is equivalent to 0.08% of the total world 

population 
o Kyrgyzstan ranks number 111 in the list of countries by population 
o The total land area is 191,548 Km2 (73,957 sq. miles) 

• Tajikistan: 
o Tajikistan population is equivalent to 0.12% of the total world 
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population 
o Tajikistan ranks number 95 in the list of countries by population 
o The total land area is 140,056 Km2 (54,076 sq. miles) 

• Turkmenistan: 
o Turkmenistan population is equivalent to 0.07% of the total world 

population 
o Turkmenistan ranks number 116 in the list of countries by 

population 
o The total land area is 468,851 Km2 (181,024 sq. miles) 

• Uzbekistan: 
o Uzbekistan population is equivalent to 0.41% of the total world 

population 
o Uzbekistan ranks number 45 in the list of countries by population 
o The total land area is 425,568 Km2 (164,313 sq. miles)" 

Reference: 

1.   "Population: World," 2016, Worldometers, accessed 21 October 2016. 

Religion 

"The annual growth of the Muslim population in the region is projected to be 
1.4% between 2020 and 2030, down from 1.8% between 2010 and 2020 and 2.1% 
between 2000 and 2010. 
 
The Muslim population in the Middle East has been growing at a faster rate than 
the Muslim population in North Africa. 28 From 1990 to 2010, the Muslim 
population in the Middle East increased by roughly 80%, from about  70 million 
to 127 million. During the same period, the Muslim population in North Africa 
increased by about 44%, from 135 million in 1990 to 195 million in 2010. 
 
The number of Muslims in the Middle East will continue to grow at a faster rate 
than the number of Muslims in North Africa, largely because Muslims in the 
Middle East have a higher fertility rate than those in North Africa. But neither 
sub-region is expected to grow as fast in the next 20 years as it did in the 
previous two decades. 
Between 2010 and 2030, the Muslim population in the Middle East is projected to 
increase by about 47%, from 126.6 million to 186.5 million, while the Muslim 
population in North Africa is projected to grow by about 30%, from 195.2 million to 
nearly 253 million." 
 
Reference: 

1. "The Future of the Global Muslim Population: Region: Middle East-
North Africa," 27 January 2011, Pew Research Center, accessed 21 
October 2016. 

 

http://www.worldometers.info/population/world/
http://www.pewforum.org/2011/01/27/future-of-the-global-muslim-population-regional-middle-east/
http://www.pewforum.org/2011/01/27/future-of-the-global-muslim-population-regional-middle-east/
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Economy 
Natural Resources 

"Saudi Arabia: Saudi Arabia produced more than 11.6 million barrels of oil per 
day in 2014, nearly 12.5% of world output or about one out of every eight 
barrels.  The country ranked as the world's biggest oil producer in the decade 
from 2003 to 2012, after which it fell to second place due to surging oil 
production in the United States. Saudi Arabia remains the world's largest 
petroleum exporter. With proven oil reserves of about 266 billion barrels and 
relatively low production costs, Saudi Arabia should maintain its position as a 
top-three oil producer for the foreseeable future. 

United Arab Emirates: The United Arab Emirates (UAE) is a federation of seven 
emirates, including Dubai and the capital of the federation, Abu Dhabi. UAE 
produced nearly 3.5 million barrels of oil per day in 2014 to rank as  the world's 
sixth-biggest producer. Each of the seven emirates controls oil production 
within its borders. 
However, Abu Dhabi is home to about 94% of the proven oil reserves in UAE 
territory and, thus, it has an outsized role in establishing the federation's oil 
policy. 
 
Iran: Iran produced about 3.4 million barrels of oil per day in 2014, the third 
consecutive year of depressed production. Prior to 2012, Iran produced more 
than 4 million barrels of oil per day for eight consecutive years. Most of the 
recent production downturn can be attributed to the effects of international 
economic sanctions placed on Iran during this period. According to the US 
Energy Information Administration (EIA), sanctions have had especially severe 
effects on upstream oil and gas investment, including numerous cancelled 
investment projects. 
 
In July 2015, Iran came to an agreement with the permanent members of the UN 
Security Council and Germany on the Joint Comprehensive Plan of Action 
(JCPOA), in which Iran agreed to strict limits on its nuclear program in 
exchange for the removal of international economic sanctions. As of September 
2015, implementation of the agreement on Iran's part is expected no earlier than 
the first half of 2016.  Once Iran has met all of its initial obligations with respect 
to the JCPOA, sanctions are to be lifted. 
 
Iraq: Iraq produced nearly 3.4 million barrels of oil per day in 2014, just a few 
thousand barrels per day fewer than Iran. The country has achieved 
production gains in every year since 2005, two years after the start of the Iraq 
War. Production in 2014 was higher than any other year since at least 1980, 
when the country produced just more than 2.5 million barrels per day. The EIA 
reports that ambitious development plans are in place to increase oil 
production in Iraq to as many as 9 million barrels per day by 2020.  However, 
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the country faces numerous challenges that could limit progress toward these 
goals, including political instability, continuing violence and inadequate 
infrastructure. 
 
Kuwait: Kuwait produced almost 2.8 million barrels of oil per day in 2014, placing 
it just outside the top 10 oil producers in the world. It has maintained consistent 
production of between about 2.5 million and 2.8 million barrels per day for more 
than a decade. However, according to the EIA, Kuwait has been struggling to 
raise production to 4 million barrels per day during this period, falling short due 
to inadequate foreign investment and related delays in new oil production 
projects." 
 
Reference: 

1.   William Carpenter, "The Biggest Oil Producers in the Middle East," 
15 October 2015, Investopedia, accessed 21 October 2016. 

 
"Washington was ecstatic about the findings and in 2010 claimed that at least 
$1 trillion in resources was up for grabs. US officials said that the deposits 
could sustain the Afghan economy and generate thousands of jobs, reducing 
corruption and reliance on foreign aid.  Currently, with 60 percent of the country’s 
budget provided by foreign donors, outside investment is crucial.  
Acknowledging the inability of the Afghan Ministry of Mines and Petroleum to 
handle a burgeoning resource industry, the US government pledged to help 
implement accountability mechanisms. However, regulations like the mining 
law—revised in 2014 to bring greater transparency—have little effect on illegal 
mining and the non-payment of royalties. 
 
Mining and Petroleum Minister told Iranian mining officials in October that only 25 percent 
of Afghanistan’s mines had been identified, indicating that the US mineral survey 
perhaps was not as comprehensive as claimed. In 2015, according Saba, the 
government will earn only $30 million from resources for the third consecutive 
year—far less than the projected %1.5 billion. ‘Unfortunately, we have failed to well 
manage and well control our mining sector,’ the mister told Bloomberg News in 
October [2015].  ‘With the current fragile and messy situation, it’s really hard to say when 
Afghanistan should expect any profits from it.’" 

Reference: 

1.   Anthony Loewenstein, "Natural Resou rc es Were Suppo s ed t o M ake Afg 
hanist an Ric h. Here’s What ’s   Happening to Them." 14 December 2015, The 
Nation, accessed 21 October 2016. 

 

"Agricultural products are wheat, cotton, rice, sugarcane, eggs, fruit, 
vegetables, milk, beef, and mutton. Primary industry includes textiles, food 

http://www.investopedia.com/articles/investing/101515/biggest-oil-producers-middle-east.asp
https://www.thenation.com/article/resources-were-supposed-to-make-afghanistan-rich
https://www.thenation.com/article/resources-were-supposed-to-make-afghanistan-rich
https://www.thenation.com/article/resources-were-supposed-to-make-afghanistan-rich
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processing, pharmaceuticals, construction materials, shrimp, fertilizer, and 
paper products. Major exports are textiles, rice, leather goods, sports goods, 
carpets, rugs, and chemicals. Pakistan imports petroleum, machinery, plastic, 
edible oil, iron, steel, tea, and paper." 

Reference: 

1.   Terra, "Natural Resources of Pakistan," 12 February 2011, Pakistan Insider, 
accessed 21 October 2016. 

Percentage of GDP that reflects trade 

"The following figures are the percentage of the GDP that is from trade for each 
individual country within their respective CENTCOM sub-region. 
 
Middle East: Bahrain 115.281%, Egypt 34.855%, Iran 43.063%, Iraq 50.415%, Jordan 
97.872%, Kuwait 99.145%, 
Lebanon 121.883%, Oman 115.415%, Qatar 90.878%, Saudi Arabia 72.528%, Syria 
76.476% (2007), United Arab 
Emirates 175.875%, Yemen 82.076% (2006). 

South Asia: Afghanistan 53.21%, Pakistan 28.052%. 

Central Asia: Kazakhstan 53.304%, Kyrgyzstan 125.126%, Tajikistan 87.511%, 
Turkmenistan 117.651%, 
Uzbekistan 

42.839%." 

Reference: 

1.   "Trade (% of GDP)," 2015, The World Bank, accessed 21 October 2016. 
 
Percentage of GDP that reflects manufacturing 

"The following figures are the percentage of the GDP that is from manufacturing 
for each individual country within their respective CENTCOM sub-region. 

Middle East: Bahrain 16.794%, Egypt 16.587%, Iran 11.83%, Iraq - No Data 
Available, Jordan 18.467%, Kuwait 5.381%, Lebanon 9.081%, Oman 10.022%, 
Qatar 9.883%, Saudi Arabia 12.3%, Syria 7.994% (2002), United Arab 
Emirates 9.02%, Yemen 7.758% (2006). 

South Asia: Afghanistan 12.778%, Pakistan 12.349%. 

Central Asia: Kazakhstan 10.786%, Kyrgyzstan 13.728%, Tajikistan 11.187%, 
Turkmenistan 21.666% (2004), 

http://insider.pk/national/natural-resources-of-pakistan/
http://data.worldbank.org/indicator/NE.TRD.GNFS.ZS
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Uzbekistan 

11.249%." 

Reference: 

1.   "Manufacturing, value added (% GDP)," 2015, The World Bank, accessed 
21 October 2016. 

 

"The latest value for Manufacturing, value added (current US$) in Iraq was 
$6,524,957,000 as of 2014.  Over the past 46 years, the value for this indicator 
has fluctuated between $8,665,809,000 in 1989 and $264,911,800 in 1968. 
 
The value for Manufacturing, value added (annual % growth) in Iraq was 13.27 
as of 2014.  Over the past 45 years this indicator reached a maximum value of 
913. 14 in 1980 and a minimum value of -61.93 in 1991." 

Reference: 

1.   "Iraq Manufacturing," 2014, Index Mundi, accessed 24 October 2016. 

Income Status 

"Qatar primarily owes its preponderance of millionaires to a burgeoning 
petroleum and natural gas industry, which boasts the third largest proven gas 
reserves in the world.  The Gulf state has made a point of promoting the 
advancement of Qatari nationals within the petroleum industry, ensuring that 
much of the wealth created remains in the country. As a result, Qatar currently 
has the highest GDP per capita in Asia and the fourth highest in the world. 
 
BCG’s report did not provide much good news for advocates of greater income equality.  
The group estimates that those households already holding $100 million or 
more are projected to see their wealth grow at the highest rate of any cohort of 
the population, a full 9.2 annual percent increase.  By 2017, these ultra-high-net- 
worth households are projected to hold 6.8 percent of the world’s total wealth. 
 
Qatar has the fourth highest density of ultra-high-net-worth households 
worldwide, with 8 per 100,000 households. Kuwait is tied for sixth highest 
density of ultra-rich households. 

With 4.9% of American households boasting seven-figure assets, the US came 
in sixth for density of millionaires, tied with Bahrain. Overall, though, the US 
has the most millionaires of any country in the world, a total of 5,876,000 
households, and the most hundred-millionaires, with a full 3,016 households 
holding $100 million or more." 
 
Reference: 

http://data.worldbank.org/indicator/NV.IND.MANF.ZS
http://www.indexmundi.com/facts/iraq/manufacturing
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1.   "World’s Highest Density Of M illi onaires In Q atar, St udy Finds," 11 June 
2013, The World Post, accessed 24 October 2016. 

 
"Afghan households tend to be large. They include numerous children and 
several generations that share the same dwelling. Agriculture is traditionally 
the major activity for a large portion of the population, but the sector has 
suffered from nearly 30 years of conflict, low investments and natural disasters.  
The average size of landholdings is small, and as a result agriculture is rarely 
the main source of food or income.  About two thirds of rural households own 
some livestock, and farmers also sell their labour." 
Reference: 

1.   "Rural poverty in the Islamic Republic of Afghanistan," Rural Poverty 
Portal, accessed 24 October 2016. 

 

"Pakistan’s per capita income grew by a tenth to $1,513 but targets to increase investment 
and savings—the two most critical economic indicators—were missed again 
during the outgoing fiscal year. Worryingly, there was a continuous decline in 
new private investment in the electricity and gas distribution sectors that 
slipped to only 0.3% of Gross Domestic Product (GDP) in the outgoing fiscal 
year 2014-15, according to estimates of the Economic Affairs Wing of the 
Ministry of Finance. In dollar terms, the per capita income has grown by an 
impressive rate of 9.5% to $1,513—up by $129 per person in the outgoing fiscal 
year 2014-15, according to estimates. The appreciation of rupee against the US 
dollar remained one of the main factors behind the significant increase in per 
capita income. Despite the increase, the country continues to be in the league of 
low middle-income countries. It needs to enhance per capita income to $4,000 
to be labelled a middle-income country." 
 
Reference: 

1.   Shahbaz Rana, "Per capita income: A Pakistani now makes $1,513 a 
year," 20 May 2015, The Express Tribune, accessed 24 October 2016. 

 
"The Caucasus and Central Asian sub-region or CCA is comprised of Armenia 
[EUCOM], Azerbaijan [EUCOM], Georgia [EUCOM], Kazakhstan, Kyrgyzstan, 
Tajikistan, Turkmenistan and Uzbekistan.  The sub-region is a mix of low- and 
middle-income economies. 
 
Kazakhstan is the sub-region’s wealthiest country. Kyrgyzstan and Tajikistan are at 
the other end of the spectrum. Both countries have seen very poor 
improvements in their per capita incomes since 2000 and are largely 
economically dependent on remittances, mainly from Russia. 
 
Specifically, remittances in Kyrgyzstan account for 31 percent of that country’s GDP.  In 
Tajikistan this share stands at 48 percent, which is the highest in the world 

http://www.huffingtonpost.com/2013/06/10/highest-density-millionaires_n_3417275.html
http://www.ruralpovertyportal.org/country/home/tags/afghanistan
http://tribune.com.pk/story/889024/per-capita-income-a-pakistani-now-makes-1513-a-year/
http://tribune.com.pk/story/889024/per-capita-income-a-pakistani-now-makes-1513-a-year/
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(World Bank, 2013) In general, poverty is more prevalent in rural areas than in 
urban areas throughout the sub-region. It is also closely related to the number 
of children in a household with the risk of poverty increasing with each 
additional child. 
 
Another way to measure poverty is by analyzing the share of household income 
spent on food.  Data provided by the US Department of Agriculture (USDA) 
(2012) suggests that in most CCA countries, household final consumption 
expenditure on food consumed at home accounted for more than 30 percent of 
total household expenditure in 2012. In comparison, the average German 
consumer spends about 10 percent, and the average Czech spends 13 percent. 
However, as is with many indicators that measure food security, these are only 
average shares. The poorest segments of the population tend to spend a much 
higher percentage of their incomes on food." 
 
Reference: 

1.   David Larrimore, "Over Five Million People Undernourished in 
Central Asia," 25 August 2014, Children of Central Asia Foundation, 
accessed 24 October 2016. 

Economic Climate of the Region 

"Fifteen million people have fled their homes, many to fragile or economically 
strapped countries such as Jordan, Lebanon, Djibouti [AFRICOM] and Tunisia 
[AFRICOM], giving rise to the biggest refugee crisis since World        War II. 
Blockades and repeated cycles of violence have made Gaza’s unemployment rate the 
highest in the world and with Gross Domestic Product at only 40 percent of its 
potential. 

This year appears to be one of the toughest for the region as MENA 
governments face serious policy challenges. The biggest challenge for oil 
exporters is managing their finances and diversification strategies with oil 
prices below $45 a barrel. Fiscal consolidation in a difficult sociopolitical 
environment and spillovers from conflicts are creating challenges for oil 
importers as well. Persistently low oil prices, lower fiscal revenues and 
currency shortages have forced MENA governments to take austerity measures 
including cutting capital and current spending. For example, more than $20 
billion of projects may be canceled in Saudi Arabia.  This comes at a time when 
ongoing conflict and war in Syria, Iraq, Libya [AFRICOM] and Yemen are 
ravaging these economies and the refugee crisis is draining fiscal space in 
neighboring countries. Furthermore, private sector growth, a source of job 
creation, has slowed down making it difficult to absorb the large of number of 
unemployed.  The latest labor market data show that the unemployment rate 
has remained stubbornly high Egypt, Iran, Iraq, Jordan, Morocco [AFRICOM] 
and Tunisia [AFRICOM] in 2016. Real GDP growth in MENA is projected to stay 

http://childrenofcentralasia.org/news/34-over-five-million-people-undernourished-in-central-asia
http://childrenofcentralasia.org/news/34-over-five-million-people-undernourished-in-central-asia
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at its lowest level for the fourth consecutive year, at around 2.7% in 2016, half a 
percentage point less than that predicted in April 2016. 
 
Growth in oil exporters in MENA will remain subdued due to a sharp drop in 
growth in the GCC countries. Growth in the Gulf countries is expected to fall to 
1.8 percent in 2016, half the rate seen in 2015.  Prolonged low oil prices are 
forcing governments to take austerity measures mostly through spending cuts, 
concentrated on capital expenditure. Spending cuts have also lowered growth 
in non-oil sector. Non-oil growth in Oman is estimated to fall to 3.7 percent in 
2016 compared to 7 percent a year ago.  The economies of developing oil 
exporters in the region are doubly hit by the slump in oil prices and civil wars.  
Growth is expected to turn positive in 2016 from negative 0.3 percent but this is 
due to expectations of Iran and Iraq producing more oil. 
These countries are facing major fiscal and external imbalances due to the high 
cost of war, low oil prices and a decline in trade. 
 
For developing oil importers, the outlook is slightly better but remains weak.  
Oil importers were badly hit by terrorist attacks, spillovers from conflict in the 
region and lower financial outflows from the Gulf.  Growth is expected to fall to 
2.6 percent in 2016 for the subgroup as a whole, before improving slightly to an 
average of 3.5 percent for the projection period. Fiscal and external account 
deficits are expected to remain stubbornly high throughout the projection 
period." 
 
Reference: 

1. "Middle East and North Africa: Overview," 30 September 2016, The 
World Bank, accessed 24 October 2016. 

 
"It’s not all bad news. The World Bank predicts economic growth to rise steadily 
for the next few years.  There have been major successes in health and 
education, as well as training and equipping the Afghan military, which is now 
facing a rising insurgency from not only the Taliban, but from other groups 
including the so-called Islamic State. Worsening security is feeding the 
economic crisis, and fractures in the government are not helping, said Byrd." 
 
Reference: 

1.   Jared Ferrie, "A fg hanist an’s su rpris ing ly predic t able ec onomic c rash ," 14 
March 2016, IRIN News, accessed 24 October 2016. 

 
"Pakistan has made great progress in restoring macroeconomic stability but 
much more needs to be done to put Pakistan on a solid, economic growth footing,’ 
said Illango Patchamuthu, World Bank Country Director for Pakistan. ‘Persistent, steady 

http://www.worldbank.org/en/region/mena/overview#1
http://www.irinnews.org/analysis/2016/03/14/afghanistan%E2%80%99s-surprisingly-predictable-economic-crash
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progress on the structural reform agenda will be necessary if Pakistan is to 
accelerate its growth recovery and lift millions more out of poverty.’ 

The report highlights that the pace of Pakistan’s economic growth will accelerate modestly 
through to 2019. However, significant risks remain and the country should guard 
against global slowdown by continuing to make key reforms, including 
expanding the electricity supply, boosting tax revenues, strengthening the 
business environment and encouraging private sector to invest. 
 
The report identifies services and large-scale manufacturing as the key supply-
side drivers of growth. Services are expected to grow over 5 percent in FY2016 
while large-scale manufacturing, benefitting from low global commodity prices, 
is expected to grow between 4 and 4.5 percent. On the demand side, 
consumption is driving growth, fueled by rising remittances and a loose 
monetary stance." 

Reference: 

1.   "P akist an’s Ec onomy - Need to Accelerate Growth," 28 April 2016, The 
World Bank, accessed 24 October 2016. 

 
"Since they gained independence from Moscow a quarter of a century ago, the 
five ex-Soviet republics of  Central Asia have demonstrated a remarkable 
capacity to muddle through. While policymakers and journalists have 
habitually depicted the region as a hotbed of instability, specialists have instead 
drawn attention to the astonishing capacity of entrenched regimes to maintain 
control despite persistent economic and political stagnation—what Sarah 
Kendzior called in Democracy Lab three years ago the ‘curse of stability.’ As the experts 
note, governments have always managed to quickly tamp down disorder even 
after horrific bouts of anti-regime violence. 
 
The region’s economies have been pushed to the brink by Russia’s economic crisis and the 
plunge of global commodity prices—and the worst is yet to come. In 2016, Central 
Asia’s economies will finally hit bottom, robbing its authoritarian governments of 
any remaining credibility.  In such conditions, any sudden destabilizing 
event—the death of a leader, the violent dispersal of a protest—could spiral into 
widespread unrest. As a result, the possibility of collapse, in one Central Asia 
country or several, has suddenly become far more likely than at any other point 
in recent history." 
 
Reference: 

1.   Nate Schenkkan, "A Perfect Storm in Central Asia," 22 January 2016, 
Foreign Policy, accessed 24 October 2016. 

http://www.worldbank.org/en/news/press-release/2016/04/28/pakistans-economy-need-to-accelerate-growth
http://foreignpolicy.com/2016/01/22/a-perfect-storm-in-central-asia/


INTERPERSONAL COMMUNICATION  187 
 
 
 
 
Recommended Resources 
 
Demographics 

1. "Afghanistan Population 2016," 2016, World Population Review, accessed 
20 October 2016. 

2. Casey Michel, "Central Asia’s Population Growth," 14 August 2015, The 
Diplomat, accessed 20 October 2016. 

3. "The Future of the Global Muslim Population: Region: Middle East-
North Africa," 27 January 2011, Pew Research Center, accessed 21 
October 2016. 

4. Muhammad Qasim, "Pakistan fails to control rapid growth of 
population," 11 July 2016, International The News, accessed 20 
October 2016. 

5. Patrick Clawson, "Demography in the Middle East," March 2009, The 
Washington Institute, accessed 20 October 2016. 

6. "Population growth rate – Africa," 2014, Index Mundi, accessed 20 October 
2016. 

7. "Population growth rate – Asia," 2014, Index Mundi, accessed 20 October 
2016. 

8. "Population growth rate – Middle East," 2014, Index Mundi, accessed 20 
October 2016. 

9. "Population: World," 2016, Worldometers, accessed 21 October 2016. 

Economy 

1. Asian Development Bank, "Central Asia Atlas of Natural 
Resources" (Manila, Philippines: Asian Development Bank, 
2010) 26, online text, accessed 21 October 2016. 

2. "GDP, PPP (current international $)," 11 October 2016, The World Bank, 
accessed 24 October 2016. 

3. Glenn Phelps and Steve Crabtree, "Worldwide, Median 
Household Income About $10,000," 16 December 2013, Gallup, 
accessed 24 October 2016. 

4. J. William Carpenter, "The Biggest Oil Producers in the Middle East," 
15 October 2015, Investopedia, accessed 21 October 2016. 

5. Nate Schenkkan, "A Perfect Storm in Central Asia," 22 January 2016, 
Foreign Policy, accessed 24 October 2016. 

6. "Rural poverty in the Islamic Republic of Afghanistan," Rural Poverty 
Portal, accessed 24 October 2016. 

7. Terra, "Natural Resources of Pakistan," 12 February 2011, Pakistan Insider, 
accessed 21 October 2016. 

 

http://worldpopulationreview.com/countries/afghanistan-population/
http://thediplomat.com/2015/08/central-asias-population-growth/
http://www.washingtoninstitute.org/policy-analysis/view/demography-in-the-middle-east-population-growth-slowing-womens-situation-un
http://www.indexmundi.com/map/?t=0&amp;v=24&amp;r=af&amp;l=en
http://www.indexmundi.com/map/?t=0&amp;v=24&amp;r=as&amp;l=en
http://www.worldometers.info/population/world/
http://data.worldbank.org/indicator/NY.GDP.MKTP.PP.CD
http://www.gallup.com/poll/166211/worldwide-median-household-income-000.aspx
http://www.gallup.com/poll/166211/worldwide-median-household-income-000.aspx
http://foreignpolicy.com/2016/01/22/a-perfect-storm-in-central-asia/
http://www.ruralpovertyportal.org/country/home/tags/afghanistan
http://insider.pk/national/natural-resources-of-pakistan/


INTERPERSONAL COMMUNICATION  188 
 
 
 
 
Pandemics and other Diseases 

8. Alexander Sims, "Cutaneous leishmaniosis: Disfiguring tropical 
disease sweeps across Middle East," 30 May 2016, Independent, 
accessed 25 October 2016. 

9. "Cholera," 6 November 2014, Centers for Disease Control and Prevention, 
accessed 25 October 2016. 

10. "Country Work," World Health Organization: Regional Office for Europe, 
accessed 25 October 2016. 

 
11. "Crimean-Congo hemorrhagic fever," January 2013, World Health 

Organization, accessed 25 October 2016. 
12. "Dengue Fever – Egypt," 12 November 2015, World Health Organization, 

accessed 25 October 2016. 
13. Helen Colledge, Marijane, and Tim Jewell, "Bacterial Gastroenteritis," 

28 July 2016, Healthline, accessed 25 October 2016. 
14. "Hepatitis A," July 2016, World Health Organization, accessed 25 October 

2016. 
15. "Hepatitis C," July 2016, World Health Organization, accessed 25 October 

2016. 
16. Mayo Clinic Staff, "Lyme Disease," 3 April 2016, Mayo Clinic, accessed 26 

October 2016. 
17. Mayo Clinic Staff, "Typhoid Fever," 11 July 2015, Mayo Clinic, accessed 25 

October 2016. 
18. "Measles," March 2016, World Health Organization, accessed 25 October 

2016. 
19. "Middle East Respiratory Syndrome (MERS)," 13 July 2016, Centers for 

Disease Control and Prevention, accessed 25 October 2016. 
20. "Ministry of Health reports outbreak of deadly virus in Afghanistan," 

28 August 2015, Afghani Today, accessed 25 October 2016. 
21. "Polio: Global Update," 14 September 2016, Public Health Agency Canada, 

accessed 26 October 2016. 
22. "Schistosomiasis," February 2016, World Health Organization, accessed 

25 October 2016. 
23. "Tuberculosis," 14 October 2016, MedlinePlus, accessed 25 October 2016. 

"Where are you Traveling," August 2016, Public Health Agency of Canada, 
accessed 25 October 2016. 

 

 
 
 
 
 

http://www.independent.co.uk/news/world/middle-east/cutaneous-leishmaniasis-disfiguring-tropical-disease-sweeps-across-middle-east-a7056741.html
http://www.independent.co.uk/news/world/middle-east/cutaneous-leishmaniasis-disfiguring-tropical-disease-sweeps-across-middle-east-a7056741.html
http://www.cdc.gov/cholera/general/
http://www.who.int/mediacentre/factsheets/fs208/en/
http://www.who.int/csr/don/12-november-2015-dengue/en/
http://www.healthline.com/health/bacterial-gastroenteritis#Overview1
http://www.who.int/mediacentre/factsheets/fs328/en/
http://www.who.int/mediacentre/factsheets/fs164/en/
http://www.mayoclinic.org/diseases-conditions/lyme-disease/basics/definition/con-20019701
http://www.mayoclinic.org/diseases-conditions/typhoid-fever/basics/definition/con-20028553
http://www.who.int/mediacentre/factsheets/fs286/en/
https://www.cdc.gov/coronavirus/mers/
http://www.afghanistan-today.org/en/articles/society/2111/
https://travel.gc.ca/travelling/health-safety/travel-health-notices/93
http://www.who.int/mediacentre/factsheets/fs115/en/
https://medlineplus.gov/tuberculosis.html


INTERPERSONAL COMMUNICATION  189 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

This page is intentionally left blank. 


	Sanjari, M., Bahramnezhad, F., Fomani, F. K., Shoghi, M. & Cheraghi, M. A. (2014).
	Ethical challenges of researchers in qualitative studies: The necessity to develop a specific guideline. Journal of Medical Ethics and History of Medicine, 7(14), 1-6. Retrieved from https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4263394/
	Bill of Rights for Research Participants
	Demographics
	Population Growth Rate
	Predominate Age of Population
	Other Demographic Information
	Religion

	Economy
	Natural Resources
	Percentage of GDP that reflects trade
	Percentage of GDP that reflects manufacturing
	Income Status
	Economic Climate of the Region

	Recommended Resources
	Demographics
	Economy
	Pandemics and other Diseases


