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during the first year. Concern for getting the job
done (rather than accounting for time and cost),
alignment, marketplace impact, and profit ver-
sus growth decreased over the same period, al-
though decreases were not seen as necessarily
detrimental in this case, since the company
moved through a desired period of well needed
readjustment. During the second year, reflection
time decreased, but work enjoyment improved,
even though workloads increased over both
years as a result of necessary readjustments. The
experiential training program was attributed by
company executive to have positively resulted
in these cultural changes (Priest, 1992).

Motivational climate changes were also
measured for the same Australian public service
delivery company by surveying 81 out of 100
managers with two tests (six months before and
six months after the year of training) of the Mo-
tivational Analysis of Organizations-Climate
(MAO-C) survey. Overall, -the organization be-
came more flexible around rules, more willing
to embrace or accept chaos as a valuable cata-
lyst for change, more concerned with the needs
or well being of employees and more relaxed
around the concept of empowerment of indi-
viduals and teams. To some extent the organi-
zation became open around the disclosure of
information or opinions and employees became
comfortable around the idea of interacting with
one another. Overall, managers perceived the
company to have undergone dramatic changes,
resulting in a new and completely different way
of motivating its employees. In summary, this
company was characterized as an organization
motlvated by control—expert influence” and
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entire transformation cannot be attributed solely
to the adventure training (change may have be
driven by environmental factors and financial
necessity), the executive were convinced that
the program was a powerful and supportive ad-
junct to their own efforts at making motivational
climate changes (Priest, 1992).

Goldman and Priest (1991) examined the
transfer of risk taking behaviors from adventure
training to the workplace for 27 financial man-
agers of a Canadian credit card corporation who
were involved in the one day risk taking exer-
cise of rappelling (the controlled descent of a
cliff face by using ropes and rock climbing
equipment). The hypothesis being tested was
whether a brief, but powerful, adventure training
session would alter the work-related perceptions
of risk and propensity to take risks for these
managers. The results of the study showed that
the session did indeed positively affect employ-
ees’ risk taking behaviors in the business set-
ting. As would be expected with repeated rap-
pelling descents, propensity levels began low,
but increased as people became more comfort-
able with the descents and willing to try more
risky ones. Perception of risk began high but
decreased as experience was gained. These out-
comes indicated that the treatment worked,
probably by reducing anxiety and enhancing the
desire to take risks. Subjects remarked that their
new sense of self-confidence (acquired from
rappelling) had been useful in changing their
risk taking behaviors at work. Managers re-
marked that they felt supported by their peers
and more willing to risk as a result of their
“belay and backup ” The terms used during the

U, USRSV U S ) IS SNSRI U, MR, ¥ S



Research in Outdoor Education, Vol. 3 [1996], Art. 11

70

fire fighting. For example, the high ropes course
experience consisted of 8 elements built within
a circle of six 40’ tall utility poles (Two Line
Bridge, Beam Walk, Criss Cross, Hebe Jebe,
Swinging Log, Tension Traverse, Burma Bridge
and Multivine). The standard program involved
completing these elements in the order listed
without structural alteration. The isomorphic
program involved a different order with key
modifications made to mirror the everyday
situation faced by fire fighters: time limits to
mimic limited oxygen supply pack, blindfolds
representing a smoke filled room, and working
closely with a safety buddy. Subjects were ran-
domly assigned to 8 groups of 12. Four control
groups (n = 37) did not receive a ropes course,
two groups (n = 20) enjoyed the standard one,
and two groups (n = 17) experienced the iso-
morphic modifications. All subjects were pre-
and post-tested with the Choice Dilemma Sur-
vey, which outlined 10 scenarios associated
with risk taking opportunities and asked sub-
jects to disclose the odds (out of a possible 10)
that they would consider acceptable before tak-
ing each risk. The control groups were not
found to change significantly in their risk taking
propensity. The standard and isomorphic ropes
course groups significantly decreased their ac-
ceptable odds, indicating that their risk taking
propensity had increased as a result of the ropes
course program. However, no experimental
groups were found to differ significantly on
their post-test means, suggesting that neither
type of ropes course experience was more ef-
fective than the other in changing risk taking
propensity. Perhaps the ropes course was so
powerful that the isomorphs were overshad-
owed, or the particular isomorphs were so weak
as to make little difference in the fire fighters’
risk taking.

Three years prior to participating in the pro-
gram studied by Klint and Priest (in press), a
major Canadian manufacturer formed several
business planning teams called B-PLANs. B-
PLANs were charged with the task of involving
company employees in the running of the com-
pany, shifting the responsibility of the day-to-
day operations and decisions from a higher
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management level to those who were closer to
the actual operation and performance of the
jobs. A cross-section or horizontal slice of 11
male employees on one B-PLAN participated in
a single day program consisting of simple so-
cialization games and typical group initiative
tasks. Subjects were observed during the pro-
gram and debriefs and were twice interviewed at
their workplace (four days and four months
later). Qualitative data were ftriangulated
(seeking multiple and corroborative opinions
about the same topic or issue), member checked
(asking subjects to confirm that what was writ-
ten about them was indeed accurate), and
audited (by a second researcher). Subjects
started the day as members of a very dysfunc-
tional group, unable to accomplish many simple
tasks, which grew into a group who felt that
could handle any problem thrown at them. They
moved from a starting point of not being able to
organize themselves into lineups to a finishing
point of being able to identify their own levels
of challenge and successfully move everyone
over “the wall” with concern for one another.
By the end of the day, they were truly working
together with a feeling of pride, and this contin-
ued on the job for up to four months. The single
day of training was perceived by the subjects to
be a strong metaphor for their efforts in formu-
lating a business plan for the company. As a
result of their brief but educational experience,
the group realized better teamwork, improved
interactions, increased trust, effective communi-
cation, and became willing to share in the roles
and responsibilities of solving problems in small
groups at work.

Priest (1995) found that using clients to be-
lay one another in rock climbing develops trust
between partners better than employing facili-
tators or technicians for this role (which may
reduce partnership trust). An American manu-
facturing company ‘was interested in developing
a new partnership arrangement for workers by
pairing them up to share responsibilities on as-
sembly lines. A total of 192 workers (involved
in parallel line functions of a four shift manu-
facturing process) were arranged into eight
groups of 24 employees containing three ran-
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domly assigned pairs of workers from each of
the shifts. All eight groups participated in a one
day program of rock climbing, where two
groups were belayed by facilitators, two groups
were belayed by technicians, two groups were
belayed by clients (their partners), and the re-
maining two groups acted as controls. The In-
terpersonal Trust Inventory-partner version
(ITI-p) was given four times: one month before
treatment, one week before, one week after, and
three months later. To account for possible pre-
test effects, one group from the two groups in
each of the four treatments completed an addi-
tional ITI-p instrument at the start and finish of
the treatment. No pre-test effects or differences
were found between groups with the same be-
layer type, therefore these two groups were
combined into one for analysis. For overall trust
and four of its five subscales, means for the cli-
ent (self) belay groups rose significantly after
the program and remained elevated three
months later. However, means for the facilitator
and technician belay groups dropped signifi-
cantly after the program and remained lowered
three months later. Obviously, having clients
belay one another enhanced trust between part-
ners, while employing others to belay dimin-
ished trust. No parallel patterns were found for
believability. Apparently, these subjects per-
ceived their partners to behave genuinely, re-
gardless of belayer type used.

Priest (in press) found that ropes courses
and group initiatives develop different trust
subscales by different means. A Canadian en-
tertainment company was interested in changing
the view employees held toward the corpora-
tion, since recent events had created the poten-
tial for some angry and distrustful feelings be-
tween the organization and its membership. Five
single day sessions (once a week with the same
facilitators) of either group initiatives (nitro
crossing, nuclear reactor, acid river, etc.) or high
and low ropes course elements (multivine, criss
cross, swinging log, etc.) were designed to re-
store trust within the corporate whole. The en-
tire company work force (156 employees) was
randomly assigned into three groups of 52. One
group was a control, another received group ini-
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tiatives only, and the last participated in high
and low ropes only. The Interpersonal Trust In-
ventory-organizational version (ITI-o) was ad-
ministered five times: one month before the
program began, at the program start, middle,
and end, and two months after the program fin-
ished. Both group initiatives and ropes courses
were effective in improving overall trustworthi-
ness toward the organization, and neither was
found to be more effective than the other. Par-
allel increases were noted for believability, con-
fidentiality and dependability sub-scales. How-
ever, the ropes course appeared to diminish ac-
ceptance of others’ ideas, while group initiatives
built acceptance. This may be due to the shared
responsibility of problem solving in group ini-
tiative versus the possible avoidance of advice
from others while individually engaged with the
ropes course. Furthermore, the ropes course ap-
peared to enhance encouragement of others’
efforts, while group initiatives didn’t influence
encouragement. This may be due to the ten-
dency of groups to offer support either from
their empathy of having tried the ropes course
or from their sympathy in imagining what it is
like to attempt in front of others. Program pro-
viders interested in creating gains in trust to-
ward an organization can apply either group
initiatives, ropes courses or a combination of
approaches to the need. If gains in accepting
new ideas are preferred, then a design heavy in
group initiatives is called for. On the other hand,
if gains in encouraging effort are desired, then a
design heavy in ropes courses is recommended.

In response to half a dozen fatal heart attacks in
males over the age of 40 while on high ropes
courses, Priest and Montelpare (1995) were able
to predict (64% explained variance) the highest
heart rates attained by middle aged males on
one high ropes course, from their age, height,
weight, body girths, the time it takes them to
walk a mile and their heart rate after walking
that mile. Eight groups of 12 subjects from a
Canadian financial corporation engaged in one
hour of physical measurement (basal heart rate,
blood pressure, height, weight, body girths,
cholesterol, maximum number of push-up, and
the Rockport walking test). A three-hour high



