ISN'T IT TIMETO GIVE OD A CHANCE TO IMPROVE THE MARRIAGE
BETWEEN LESS INDUSTRIALIZED COUNTRIES
AND MULTINATIONAL CORPORATIONS?
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The past few decades, since the
end of World War |, have been a
period of swift economic growth in
most of the world. Even more
rapid in this period — and a major
factor in propelling this growth —
has been the expansion o multi-
national corporations (MNC),
which have grown in size, in the
scope of their operations and in
economic power. They have grown
briskly in al countries, but their
importance and impact has been
particularly great inthe less indus-
trialized countries (LIC), where
the scale of operations of one or
two companies makes the rest of
the country's economy seem small
in comparison. Examples are a
Firestone in Liberia, and a Bou-
gainville Copper in Papua, New
Guinea.

These MNCs frequently domin-
ate al or part of the mineral ex-
traction industry, the manufactur-
ing industry and the service indus-
tries — as can be seen in the case
of the Hilton and Sheraton hotel
chains. They constitute avery im-

portant source of employment for
the host country. Their power and
influence, even in political affairs,
is great. They are a source of
wealth and the foundation of econ-
omic development, notably in the
case of the oil producing countries.
Also they are "globalizing” the
world, making it into one homo-
geneous shopping center, and af-
fecting cultures and the lives of
people profoundly.

Are these MNCs benefitting or
harming the countries in which
their presence looms so large and
their influence is so pervading,
that is, the LICs? This is a hotly
debated issue. The extensive writ-
ing on the subject is characterized
by agreat deal of bias and polemic.
Some authors claim the impact is
definitely harmful, that the MNC
has exacerbated urban unemploy-
ment and widened the gap be-
tween "haves' and "have-nots."
Others say itsintroduction of tech-
nology and skilled management to
the LICs is a significant benefit.
Still others point out that the influ-
ence of the MNCs is both good and
bad, or sometimes good and some-
times bad, depending on the com-
pany, the industry and the kind of
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impact on the host country under
consideration.

What is agreed by just about
everyone is the prevalence of bad
feelings and conflict, both latent
and open, in the relationships be-
tween MNCs and LIC host coun-
tries.

Interdependence

The ever more pervasive pres-
ence of MNCs in LICs throws into
relief the decision already made by
most LICs to depend on the tech-
nology, marketing expertise and
financial organization that MNCs
bring to them. It also reflects the
MNCs' intense interest in continu-
ing to do businessin LICs. Tension
and conflict between them will
continue, and likely be accentuat-
ed. But the "marriage” between
them that ultimately benefits both
will not be dissolved.

With the shrinkage of interna-
tional space and the increasing
interdependence between nations
due to the growing complexity of
modern life, it has become im-
possible for any single country to
be amodern nation except through
extensive dependence on or intei -



dependence with other nations.
The world today is more than a
global shopping center. It is also a
global production complex.* In the
networking of al the countries of
the world into a single economic
system the prime agent has been
and will continue to be the MNC,
with its mastery and control of
technological knowhow and the ac-
cess to financing and markets in-
dispensable to the modernization
objectives paramount in LIC pri-
orities.

LICswill continue to be unhappy
about many of the consequences of
hosting MNCs. But the high priori-
ty virtually al of them give to
economic development and growth
will make them resist the tempta-
tion to totally reject the MNCs
that serve them as powerful mo-
tors of growth. For LICs MNCs
are not just problems. They repre-
sent opportunities. For this reason
even Russia and China, in spite of
the severe ideological pain it must
cause them, have made the deci-
son to welcome MNCs.

Fundamentally the position of
LICs vis-a-vis the MNCs is no dif-
ferent from that of more indus-
trialized countries. Governments
of Canada, Britain, and France
have expressed strong frustration
over the power of U.S.-based
MNCs. Still they have reluctantly
but pragmatically accepted their
presence. Small industrialized na-
tions like Switzerland and Belgium
long ago acquiesced to the hard
fact that a high standard of living
is contingent on allowing foreign
MNCs more freedom within their
borders than considerations of
caution and nationalistic feelings
would prefer. Just as these coun-
tries recognized the limits of their
independence, so must LICs. Dis-
tressed though they may be by the
handsome profitsearned by MNCs,
they are perceiving that these
profits are possible only because of
avacuum that domestic enterprise
has failed to fill.

It has been claimed, and rightly
so, that the history of Japan,
Russia, North Korea, and China al
prove that an LIC can speedily
achieve rapid growth without de-
pending on MNCs. While true that
tfiese countries have reached a

certain level of growth and devel-
opment without the MNC — and
conceivably the better because of
the absence of the MNC — their
recent actions show they want
MNCs to be part of their future.
The socialist countries have learn-
ed that socialism too has its short-
comings and have opted to dilute
ideological purity to get a piece of
the capitalist pie. The paradox and
dilemma facing LICs is strikingly
evidenced in the case of multi-
national computer systems. Initial-
ly LICs fear and distrust these;
later they learn how powerful a
tool they can be in the develop-
ment of their economy.2

So much for the stance of the
LICs. How about the MNCs? How
will they react to the increasing
constraints placed on them? Will
they decide it is not worth the
trouble to do business in them? In-
terviews | conducted with MNC
executives indicate that there are
some who feel this way.3 But they
are a minority, and are not repre-
sentative of the mainstream of
MNC psychology and operational

strategy.

Exactly what it is that drives a
large corporation to expand, be-
come multinational, and extend its
operations to other countries is
still being debated.4 Whatever the
fundamental reason or reasons un-
derlying this thirst to expand,
whether a desire for profits, the
need to avoid losses, concern about
survival or simply a "follow the
leader” syndrome, all genuine
MNCs demonstrate by their ac-
tions an operational policy to be
present in as many countries as
possible, to have access to as many
markets and labor pools as possi-
ble, and to be able to tap as many
sources of capital and raw ma-
terials as possible.

The typical, technologically bas-
ed and oriented MNC wants a foot-
hold in many countries in order to
possess maximum options in locat-
ing individual segments of its
globalized extraction, manufactur-
ing, marketing and research ac-
tivities. It feels driven to be ever
more global, ever less dependent
on the changing circumstances of
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any one country or group of
countries.

Ininterviews of MNC executives
| have been struck by the extent to
which not all, but almost all, saw it
desirable to be multinational and
to become more multinational.
And they gave evidence o this at
the same time they were showing
grave concern over the vexing and
perplexing problems encountered
in doing business in LICs. These
they were determined to solve, not
wak away from. Yes, MNCs see
the LICs as an integral part o
their future.

Survival Through Change

Inthe futurethe MNC operating
in the LICswill be adifferent kind
of MNC. It will survive and thrive
by changing its way of doing
business. In many instances it will
be willing to forego direct invest-
ment and the ownership of produc-
tion facilities. This metamorphosis
is already in process and is well
illustrated in the new roles multi-
national oil companies have as-
sumed in OPEC countries. In these
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they have lost their ail fields and
production facilities. Yet they are
still very much in the business of
transporting, refining, and mar-
keting ocil. OPEC's spokespeople
insist they need the oil MNCs,
their technology and skill.> And
the oil MNCs have been quick to
shift into the business of selling
technology and services to the
OPEC nations as an alternative
source of profits to augment those
from the oil that is no longer
theirs, and a means o continued
access to oil.

The shape o things to come is
not yet clear, but certain general
trends have emerged. Their cen-
tral feature is "unbundling." Most
MNCs no longer insist on maintain-
ing ownership, control and man-
agement of the entire bundle of
extraction, manufacturing, mar-
keting, and finance. These days
they are willing to enter into
ventures containing only afew ele-
ments, or even one part o the
whole bundle. Management con-
tracts, technical assistance agree-
ments, co-production arrange-
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ments, buyback arrangements, and
joint ventures have become com-
mon. Just a few years ago they
were either unheard of or cate-
gorically rejected by MNC man-
agers.®

The aboutface seen in oil may
not occur so dramatically in other
industries. But inexorably, indus-
trialized countries and MNCs will
become dependent on LICs. The
MNC, detaching itself more and
more from ties to its country of
origin, will take on the role of a
"broker," mediating the interests
o producer LICs and consumer in-
dustrialized countries. What has
already happened in oil will be-
come a generalized pattern. And
the MNC may even serve as a
bridge reducing the structural
dualism and gap between the have
and the have-not nations.

A new kind of third world multi-
nationalism has already emerged
in Hong Kong, Singapore, and
South Korea. The force behind
their lightning-like industrializa-
tion and their emergence as sg-
nificant exporters is MNCs. MNCs
are serving their nations as a
springboard in their effar to catch
up with_the highly industrialized
nations.

Since the MNC has such ability,
once it has to, to alter the modality
of its operations, it could con-
ceivably become the principal tool
that will be used by LICs in what is
bound to become a more pressing
priority for them, the elimination
of poverty, unemployment, and
underdevelopment. It is quite pos-
sible that MNCs will begin to
develop products and processes
that are much more specifically
tailored to the needs of LICs. They
have not done so in the past
because it has been easier and
more profitable for them to apply
already developed technology and
products to LICs. But MNCs have
snown that when pressured to de-
velop more appropriate technology
and goods, they are quite capable
o doing s0.8

While some MNC managers are
still reluctant to adapt their ways
o doing business, the direction o
the future is already charted and
many MNCs have reoriented them-
selves. They will survive in the
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ing,” a "widening breach,” and a
"collision course."

How is this paradox explained?
With the escalation in MNC opera-
tionsin LICs there are ever more

opportunities" for conflict, and in
recent years many LI1Cs have come
of age and acquired a fresh aware-
ness and perception of the pres-
®"“e and position of the MNCs in
their midst_ They have gained
mor{. sophistication and under-
standi ng about the way MNCs con-
duct their business and their
impact on the host country's
economy and socia life. In conse-
quence LICs have begun to re-
evaluate questions of ownership,

ital, price structure, and tech-
nology.

Tension between MNC and LIC
has arisen because the MNC is
alien, powerful and rich, because
at timesit has not given respect to
LICs, and because the differing
perceptions and values of MNC
and LIC have bred misunderstand-
ings and suspicions regarding what
are caled "exorbitant profits" and
"questionable financial practices.”
But fundamentally the tension be-
tween the two derives from a con-
flict of interests that necessarily
produces a structure of opposition.

As a profit-making enterprise,
the MNC has little interest, at
least commercially, in utilizing its
management skills and production
technology to benefit the masses of
the poor. But its nature isits dedi-
cation to the private interest of a
particular group, its owners or
stockholders, for whom it is obli-
gated to earn profits. Moreover,
its profit motiveslead it to cater to
the wants of the affluent few.
These purposes run counter to
those of the LIC government,
which feels itself responsible for
the welfare of al its citizens and
for equalizing opportunity and
access to basic goods and services
for all.

The self-interest and the profit
motive of the MNC can and does
serve the socia interest, but in-
variably the contribution of the
MNC is highly specific and very
uneven. It islimited to the training
o a smal number of native em-
ployees, leaving hardly touched a
vast population of low income and
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heavy unemployment. The MNCs
contribution to the economic and
social development of an LIC is
further inhibited because its in-
vestments and operations are con-
fined to science-based, natural re-
source, technology intensive and
product differentiation industries.
These normally produce uneven
development.

A further aspect to note in the
opposition df interests and objec-
tives between MNC and LIC isthe
dynamic, constant flux in atti-
tudes, behavior, and relative pow-
er of LICs visavis MNCs.I" jrq,
example, once a large capital in-
vestment has been made within its
borders, an LIC government often
finds it appropriate to seek a
larger share o the enterprise, es
pecially if government expendi-
tures are running far above tax
revenues. And it may seek this
larger share not only once, but re-
peatedly, as seen in the case dof ail
in the OPEC countries and of cop-
per in Chile. The recurring, insis-
tent demand on the LIC's part to
get abigger piece df the pie is seen

by many MNC executives as a
violation of sanctity of contract.

The structure of conflict just
described is accentuated by the
MNC representing to the popular
mind an aien power and control
from outside the LIC border.
Effortson the part of many MNCs
to promote host country nationals
to positions of responsibility have
not yet succeeded in wiping away
the image of foreignness.*” In re-
cent years it has even intensified
due to the trend toward integra-
tion and control o MNC produc-
tion in a single worldwide system.

Wealth and knowledge breed
envy and resentment, even hatred,
in those deprived of them. When
the possessors of this wealth and
knowledge possess them in far
greater measure than others, and
this is often the case of the MNCs
in LICs, more fuel is added to the
fires of tension.”

The memory of actionslikethose
o ITT in Chile in the 1970s and
United Fruit in the 1950s makes it
easy for denunciations of MNCs to
be believed. So it becomes both
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convenient and easy for LIC poli-
ticians, whenever they need to
shift the blame or attention from
themselves, to exploit the foreign
image of MNCs and use them as
scapegoats. And growing social
unrest, steep increase in urban un-
employment, and mounting class
friction — in part attributable to
MNC activities — is making LIC
governments more unstable and
more in need of convenient scape-
goats.

Another aggravating factor is
the startling success of OPEC
vis-a-vis the oil MNCs and the
highly industrialized nations. It
has made other LICs eager to
emulate OPEC's feat.

The conflict situation is not
helped by the tendency of MNCsto
be reactive rather than proactive
intheir relations with LICs. MNCs
spend much time planning how to
react when nationalized, but very
little in developing strategies am-
ed at bridging the gap between
themselves and LICs and thus
forestalling nationalization — ex-
cept in the area of marketing.
Ernest Dichter, the author of
Exxon's highly successful "Put a
Tiger in Your Tank" campaign, has
seen in cultural anthropology an
important tool o the marketer,
who must, Dichter says, be aware
o the similarities and differences
in the hopes, fears and desires of
people in different parts of the
world. Why should this sensitivity
to the validity of distinctive psy-
chological, social, political and
economic conditions have to be
limited to the sphere of marketing?

All the factors mentioned re-
inforee one another and cause the
perceptions, attitudes, and actions
of the representatives of MNCs
and LICs to be invariably distinct
and frequently in opposition.

Ignorance of the other's motives
and actions breeds suspicion and
distrust, foments an inability to
recognize the legitimacy of diver-
gent viewpoints and interests, and
a reluctance to achieve a mutually
satisfactory resolution.

The gap in perceptions and
values between MNCs and LICs
and the consequent lack of an ade-
guate common ground of under-
standing and communication were



clearly identifiablein interviews of
MNC executives. Noteworthy is
the fact that many of these execu-
tives perceived the MNC/LIC
problem in vague or general terms.

Yet either they had no idea how
they could begin to solveit, or they
felt that working on a solution was
not part o their job.

MNC managers rarely are con-
scious of the structure of conflict
built into their relationships with
LIC officias. It is therefore to be
expected that they will frequently
be unable to manage situations
created by this structure of con-
flict. True, some are capable ne-
gotiators and know how to con-
duct negotiations to a conclusion
mutually acceptable to opposing
interests. A few managers even
have the ability to forestall conflict
by eliminating or controlling its
main causes. But too many, though
very able in sophisticated finan-
cia transactions and marketing,
production technology, and plan-
ning techniques, do not have the
vital managerial skill of managing
conflict with LIC hosts.

Managers lacking this skill come
unequal to their task when they
meet LIC officialsin the arena of
managing differencesand reconcil-
ing opposing interests. And in-
stead of coming away from such
meetings having negotiated a
modus operandi with which both
MNC and LIC can live, they return
having accomplished nothing or
having made things worse.

MNC managers are dowly be-
coming more aware of the issues
that cause strained relations be-
tween them and their LIC hosts,
and more able in mediating differ-
ences with them. Usually, MNC
managers "are expected to possess
every managerial skill except the
critical and specificaly multina-
tiona one, that of reaching and
maintaining a satisfactory under-
standing with host countries. They
easly become soinvolved in the in-
ternal workings of their business
that there remains no time to pro-
tect it from external threats and a
potentialy hostile environment. In
the face of this future of increased
tension and conflict with LICs,
ftiNCs should make a more serious
effort to equip their managers with
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the understanding and skill they
need to cope with growing tension
that threatens MNC survival. Sur-
vive it will, because of the inter-
dependencetying LIC to MNC, but
at greater cost and anguish than
necessary.

The understanding MNC man-
agers need consists primarily in a
recognition of the conflict of inter-
est between MNCs and LICs. This
recognition keeps an MNC man-
ager from assuming that, because
the MNC intends no harm, al its
actions must be beneficial to the
LIC. It aso helps them appreciate
that because MNC and LIC have
differing objectives and serve dif-
ferent constituencies, they will at
times, likeit or not, be working at
cross-purposes to LIC politicians
who are under heavy pressure to
satisfy constituents insistent on
instant solutions to problems o
high unemployment, galloping
birthrates, scanty educational op-
portunities, and critical shortages
o skilled manpower.

With such understanding as a
basis it becomes easier for the

IS HO W

MNC manager to build skills of
putting themselvesin the LIC offi-
cial's shoes, trying to make sense
d hisviewpoint, and searching for
the halfway point that contains
enough of a win to satisfy the
objectives and constituencies of
both MNC and LIC. These are
skills that are hard to describe to
someone who has not acquired
them. They are skills that cannot
be taught, and are learned only by
those willing to concede the validi-
ty of ways of thinking, feeling and
acting other than their own.
Mechanisms for Mutuality

Since so many MNC managers
lack the knowhow and skills to
carry to a successful conclusion the
management of their, differences
with LICs, are there mechanisms
they can turn to for help? Appar-
ently so. The conflict resolution
models and mechanisms used in
organization development (OD),
though still untested in the MNC/
LIC arena, seem eminently appli-
cable to it.

OD techniques and mechanisms
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have been utilized with successin a
variety of contexts for the purpose
o reducing or eliminating conflicts
o interest, misunderstandings,
suspicions, differing expectations,
and ignorance of the other's situa-
tion and intentions. Sincethese are
the identical factors that produce
or accentuate strained relations
between MNC and LIC, why
shouldn't OD techniques work also
in their case?

One OD technique, which seems
particularly applicable to the
MNC/LIC situation, is the inter-
group meeting. In it two groups
who have been experiencing dys-
functional tension and conflict are
brought together for a series of
short meetings, some with both
groups together and some with
them separated. The meetings are
structured and controlled in a way
that makes it possible to surface,
understand, confront, negotiate,
and resolve differences in a sys
tematic, open, and orderly pro-
cess, designed to eliminate coun-
terproductive backbiting and in-
criminations. Such intergroup
meetings, when planned and guid-
ed by skilled facilitators, normally
result in notably improved and
more productive work relation-
ships.

The fundamental conflict of in-
terests between LIC and MNC
forcesthem to engage in bargain-
ing and negotiation from time to
time. It seems these would be
carried to a successful conclusion
more quickly and more often if use
were made of the intergroup meet-
ing technique.

Another common OD technique
that seems applicable to the MNC/
LIC situation is survey-feedback.
It consists of a comprehensive
overview of work relationships.
The opinions and feelings of those
surveyed are organized and fed
back to those expressing them
without identifying the individual
sources o the survey data. Sur-
vey-feedback is an appropriate
mechanism if there is interest in
knowing the point of view of others
across awide spectrum of work re-
lationships or issues. Besides serv-
ing a function of informing, it is
agenda building; it identifies the
critical issues which a consensus o



those involved feel merit discus-
sion and action. Once people, with
the help of this mechanism, are
able to recognize common con-
cerns, it becomes relatively easy
for them to collaborate on finding
solutions.

Audits have been accepted as an
essential tool of effective manage-
ment. Through audits of various
kinds al the systems or elements
of an organization vital to its
functioning are checked periodical-
ly. Audits are conducted on a
periodic basis even when there is
no particular reason to believe that
something is awry and needs
checking. A survey-feedback can
perform the same function. One
should not be conducted because
conflict or tension is known to ex-
ist, but rather to detect it, on the
chance it is present below the
surface.

Wouldn't it be worthwhile for
MNCs and LICs to use survey-
feedbacks in order to periodically
audit their relationships and pin-
point any problems there might be
between them? Invariably critical
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issues not yet given merited atten-
tion would emerge into the light
and their significance recognized.
And if a survey-feedback should
reveal that al is right and well
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sions at stake are far-reaching.
One outcome feared is the passing
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outcome of events.

Intergroup meetings, survey-
feedback, and every other OD
technique have a common denom-
inator, areflection on relationships
carried out by the very actors in
the relationships. Therefore the
role of the professional OD facili-
tator is not to prescribe, but to
facilitate; not to direct, but to pro-
vide mechanisms and a set of ques-
tionswhich enable the actorsin the
relationships to reflect on them to-
gether, negotiate differences, and
reach accords.

Conceivably, then, an OD inter-
vention could occur without the
help of a professional OD facilita-
tor or consultant. | have come
across such a case, an intergroup
seminar in which the participants
were the top-management team of
an MNC and high-ranking govern-
ment officials of L1Cs. The seminar
was designed by an MNC execu-
tive, who, though not conversant
with OD techniques, had an inti-
mate understanding of conditions
in LICs as well as familiarity with

Effective

the application of behavioral sci-
ence. Probably it is the only event
o thistypethat has ever occurred.

Interestingly, the executive who
designed and implemented this
seminar planned it as an event to
broaden the horizons and under-
standing of his own company's top
management. This objective was
realized. So was another notable
benefit, not planned or anticipat-
ed, namely, learning and change in
the LIC opinion-makers.

This event illustrates an impor-
tant dimension of OD, which ex-
tends beyond facilitating the solu-
tion o specific, individual prob-
lems. While accomplishing this, it
can be simultaneously educating
the participants in improving their
understanding of the other's point
o view and the grounds for his
action. Thus as well as being atool
for change, OD serves as an
instrument of learning.

OD isrelatively new. The tech-
nologiesit has developed date back
only a decade or two. Its limits
have not yet been sharply defined,
and may never be. Itslack of sharp
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definitionisreflected inthe various
names used to characterize OD
specialists, caled either consul-
tants, facilitators, or change
agents, depending on the way they
understand and play their role.

The objective of OD was in its
inception, and has continued to be,
the negotiating of differences. It
works on the assumption that,
when individuals or groups with
common interactions reflect in a
planned and controlled manner on
their work processes and relation-
ships, valuable learning will occur.
With this learning as a basis, they
can then improve their relation-
ships, with the result that work
effectivenessis improved and job
satisfaction enhanced.

The OD professional or specia-
ist, depending on circumstances
and his own skills and preferences,
may work with a single work
group or team, or may intervene at
the interface between two groups.
He may aso work one-with-one
with an individual manager, help-
ing him to reflect on work pro-
cesses and relationships with his
management team or with other
groups.

Because of the varying accents
and focusesthat OD can take and
since it has not yet become opera-
tive at the MNC/LIC interface, it
is not possible at this time to
predict or prescribe the forms o
OD best fitted for this interface.
OD embraces a spectrum of highly
adaptable techniques. It permits a
variety of designs and a variety o
roles for the OD specialist. The
"right" design to use is determined
only after preliminary data collec-
tion and diagnosis. Therefore it is
conceivable that in the case of the
MNC/LIC interface the OD spe-
cialist will never, because of con-
siderations of delicacy and secrecy,
play the role of facilitator on the
actual scene df interaction between
the two groups. The person's role
might have to be restricted to
working with one group only.

If as indicated, OD has the po-
tential to play a significant role in
reducing the conflict and tension
that contaminates MNC/LIC rela
tionships, why has its appearance
in this arena been delayed? Sever-
al factorsaccount for the lag. OD is



new and not well known to high
level executives. If they do know
OD, they know it as atool to make
employees more motivated or to
reduce counterproductive compe-
tition within or between groups at
the level of middle management or
below, but not at their own level.
Thereforeit does not occur to them
that they might apply OD to prob-
lems with LICs. Furthermore,
high-level executives are generally
dow to admit they need training in
a new technique.

In conducting interviews with
top-level MNC executives to col-
lect data for a seminar on the
management of political risk, |
found ample substantiation for my
supposition that OD has great po-
tential for assisting MNCs to get
along better with LICs. When
these executives brought up cer-
tain problems they were experi-
encing in the LICs, | tested their
interest in OD techniques by men-
tioning a few that appeared appro-
priate to the situation described.
Some responded with instant en-
thusiasm. One executive remarked
that he had participated in OD in-
terventions and had been quite

satisfied with the results. But until
then he had not realized that the
same mechanisms could be adapt-
ed and utilized to improve MNC/
LIC relationships.

Much of the LIC dissatisfaction
with the modus operandi of MNCs
within their borders has a basis in
past history or in the present
reality. The operations of MNCs
have exerted aharmful aswell as a
healthy impact on LICs, with the
ratio of harmful to healthy varying
with the industry and with the in-
dividual company.’ The tension
between the MNC and the LIC is
going to continue. The nature and
mission of each produces a conflict
o interest between them that will
be dow to fade away. Factors that
aggravate this built-in conflict can
bealleviated and at times eliminat-
ed: factorslike the misunderstand-
ing, suspicion, and distrust that
exacerbate already tense relations
between the two. OD techniques
nave proved their value in such
conflict situations. Isn't it time to
give OD a chance to improve the
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