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broup Dynamics
Group

e A collection of individuals who have regular contact
and frequent interaction, mutual influence, common
feeling , and who work together to achieve a common
set of goals

e A Group is basically an assemblage of people. It can be
understood as a collection of individuals (two or more),
who come together and interact with each other, so as
to achieve the objectives of the organization
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Group Dynamics

e The social process by which people interact
face to face in small groups is called group
dynamics.

e |t focuses on the team work where in small
groups are constantly in contact with each
other and share common ideas to accomplish
the given tasks.




Need of group

1. The group can also bring team spirit among the members.

2. Introduce industrial democracy
3. Monitor work, make work life more lively

4. Make management involvement more effective

1

Group can perform bigger task, better output

o

Group can make better decisions
7. Discussion , suggestions, and communications

2. Job satisfaction

0

More creative and Innovative



Types ot Group
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Formal or
Functional Group

* Formal groups are
created to achieve
specific
organizational
objectives.

e They are concerned
with the
coordination of work
activities

* Goals are identified
by management

* rules relationships
and norms of

behavior
established.

e Permanent in nature

¢ Communication
move in direction

Informal Group

* created by the
employees
themselves, for their
own sake are known
as Informal Groups.

 Informal groups are
based more on
personal

relationships and
agreement of
group’s members

e They serve to Satisfy
psychological and
social needs

e They are
spontaneous

e Have Mutual
Interest

¢ Communication
move in all direction

Task Group

e temporary formal

groups created by
management

* For specific purpose
or task within
specified time

Command group

* A command group is
are relatively
permanent, formal
group with
functional reporting
relationships and is
usually included in
the organization
chart

Affinity groups

e Affinity groups are
collections of
employees from the
same level in the
organization who
meet on a regular
basis to share
information, capture
emerging
opportunities, and
solve problems




11. Which of the following describes “Command Groups” ?
(1) A group established to solve a particular problem.
(2) A unit established by the organisation to accomplish specific tasks.
(3) Group characterised by intimate, face-to-face association and cooperation.
(4) Formal groups that consist of managers and their direct subordinates.

Answer 4




Types of Informal Group

Interest Group Megrzzr;hlp Friendship group Reference Group
e An interest group e Belonging to e friendship group e Individuals shape

s relatively same profession is relatively their ideas and
temporary and permanent and beliefs, values
informal and is informal and e Such groups are
organized around draws its benefits formed
d common from the social v0|untari|y
activity or relationships

interest of its among its

members members



The group to which a person would like to belong 1s known as
(A) Primary Group
(B) Membership Group

(C) Reterence Group

(D) None of the above




The group to which a person would like to belong 1s known as
(A) Primary Group
(B) Membership Group

(C) Reference Group

(D) None of the above




A group consisting of members working together to attain a
specific objective with which each is concerned, is known

as(june 2019)
(1)informal group
(2) task group

(3) friendship group
(4) interest group
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Cliques:

Another type of informal groups is called cliques. These groups consist of colleagues or those who commonly
associate with each other and observe certain social norms and standards, but the number of members tends
to be smaller, and only rarely exceeds five or six. The objective is to provide recognition to each other and
exchange information of mutual interest.

M. Dalton has identified three types of cliques:

(a) Vertical Clique:

This group consists of people working in the same department drawing membership regardless of ranks. In
this case, the superior may be a member in the group consisting mainly of subordinates. Such groups which
cut across hierarchical lines develop because of the earlier acquaintance of people or because the superior is
dependent upon the subordinates for some formal purposes like filling gaps in his abilities.

(b) Horizontal Clique: This group consists of people of more or less the same rank and working more or less in

the same area. Members are able to find some points of commonness and keeping the objectives in mind,
come together. This is the commonest type of informal group.



(c) Random or Mixed Clique:
This group draws members from different ranks, departments and physical locations.

Again, people having some similarities come together for a common purpose. The
members may be residing in the same locality, travelling by the same bus or may be

members of the same club

Sub-Cliques:

This group consists of some members of a clique inside the organisation forming a
group along with persons outside the organisation. The members of the cliques give
these outsiders due recognition because of some members of their group being
associated with them. Such groups are regarded as partially external to the
organisation.



28. Horizontal Clique, Vertical Clique and Random Clique are the examples of :
(1) Formal group (2) Informal group

June - 2015

(3) Out-group (4) In-group




28. Horizontal Clique, Vertical Clique and Random Clique are the examples of :
(1) Formal group (2) Informal group

June - 2015

(3) Out-group (4) In-group

Answer : 2




Sayles’ Classification of Group: On the basis of the pressure tactics adopted by the
groups L.R. Sayles identified four kinds of groups in the organisations which are
discussed below

(a) Apathetic Groups:

This group is characterised by relatively few grievances and it hardly ever uses pressure tactics. In the
group, no one ever emerged as an acceptable leader and therefore, there is lack of clearly defined
leadership. These groups are composed of relatively low paid and low skilled assembly line workers who
lack unity and power and hardly ever use pressure tactics. Such groups are generally indifferent to
formal organisations.

(b) Erratic Groups:

Members in the erratic groups are easily inflamed and easily pacified. There is lack of consistency in
their behaviour. Sometimes they show antagonism towards the management while on other occasions,
they may be cooperative. In such a group, any active member could assume the reins of the group and
become the leader. These groups are composed of semiskilled workers who work together in performing
jobs that require some interaction. They display considerable unity, but it is very difficult to predict their
behaviour.



c) Strategic Groups: The members of such group are able to prepare a strategy for
putting pressure on other groups and the management. Members of such groups are
generally performing technologically independent jobs and are comparatively better
placed than members of earlier categories. It is difficult to apply exact time standards for
judging their performance as their jobs are of such a nature that personal judgment
matters. These people are highly united and actively participate in union activity. These
people maintain a relatively consistent antagonism.

(d) Conservative Groups:

These groups are composed of professionals and highly skilled employees in the plant.
They are found at higher levels of the organisation and display considerable self
confidence. They work on their own and the nature of their jobs is such that they can
shut down the plant if they so desire. These people are found to be very strong and very
stable among informal groups.



Uitterences Between Groups and Teams

Work group : A group that interacts primarily to share information and to make decisions to
help each group member perform within his or her area of responsibility.

Work team: A group whose individual efforts result in performance that is greater than the
sum of the individual inputs.

Exhibit 10-1 Comparing Work Groups and Work Teams

Work Groups Work Teams

=

Goal = Collective performance

Share information

Neutral (sometimes negative) Synergy —» Positive
Individual

Random and varied

Accountability —% Individual and mutual

Skills = Complementary




1. Problem-solving teams: Groups of 5 to 12 employees from the same
department who meet for a few hours each week to discuss ways of
improving quality, efficiency, and the work environment

2. Self-managed work teams: Groups of 10 to 15 people who take on
responsibilities of their former supervisors.

3. Cross-functional teams: Employees from about the same hierarchical
level, but from different work areas, who come together to accomplish
a task.

4. Virtual teams: Teams that use computer technology to tie together
physically dispersed members in order to achieve a common goal



b Reasons Why Individuals Join Groups

1. Security : feel stronger, have fewer self-doubts, and are more resistant to
threats

2. Esteem :increase his self-esteem through group membership

3. Affiliation : enjoy the regular company of other people, particularly those
who possess common interests

4. Power : Workers enjoy much greater power collectively , leadership
5. ldentity : “who am [”, If others praise us, we feel we are great

6. Huddling : informal get-togethers called huddles



Principles of Group Dynamics

1. Principle of Belongingness: A good sense of belongingness must exist
or develop in the members of the group

2. Principle of Perception: Changes can be implemented in the group by

creating a common perception in the minds of the members regarding
the need for change.

2. Principle of Conformity: When continuous efforts are made in the
direction of removing individual subparts of the group, it may result in
the conformity to the norms of the group




Principles of Group Dynamics

4. Principle of Change: All the relevant information concerning the need,

plan, strategy and outcome of change has to be shared amongst the
group members.

5. Principle of Readjustment: Changes in a particular part of the group is
likely to create stress in the other parts, which can be reduced either by

reversing the change or introducing readjustments in the related parts

5. Principle of Common Motives: A group is formed and operated
because of common or shared motives




Principles of Group Dynamics

7. Principle of Power: The higher the level of the group to its members,
the higher will be the influence which can be exercised on its members.

2. Continuous Process Principle: Every member who is a part of a certain
group is responsible for its continuous operation, so they must ensure

that the activities and tasks assigned to the group are performed
uninterruptedly.

9. Goal Orientation Principle: The survival of a group is ensured by
placing the members into an operational hierarchy and a goal-oriented

action.



Group Properties: Roles, Norms, Status, dize,
Lohesiveness, and Diversity

Group Property 1: Roles

e Role : A set of expected behavior patterns attributed
to someone occupying a given position in a social unit

e Role model: The term role model is credited to
sociologist Robert K. Merton, role model is a person
whose behaviour, example, or success is or can be
emulated by others, especially by younger people.




1. Role Expectation

2. Role Stereotypes

3. Role Identity

4. Role Perception

5.Behavior

Flements of Role

Role expectations may be viewed as actions or qualities expected of the occupant of a
position
How others believe a person should act in a given situation

A stereotype is an over-generalized belief about a particular category of people.
It is an expectation that people might have about every person of a particular group.

one assumes that the stereotype is true for each individual person in the category.

Corresponding to particular role there are certain behavior patterns, they may give rise to
role identity.

a person may hold various identities such as a teacher, father, or friend.

An individual’s view of how he or she is supposed to act in a given situation

Determined by the basic ideology and how they are supposed to behave



Role Conflict

e Role conflict happens when there are contradictions between different roles that a person takes on
or plays in their everyday life.

e Assituation in which an individual is confronted by divergent role expectations
e When two individuals have roles which are in conflict in some respect, it is called role collision

e When there is a lack of agreement among group members about the expectations for a given role,
it is called role confusion

Role Ambiguity ]

e A lack of understanding about job responsibilities and knowing what is expected in terms of one’s
job performance is identified as role ambiguity or a lack of role clarity

A role model |

e Arole modelis a person whose behaviour, example, or success is or can be emulated by others,
especially by younger people. The term role model is credited to sociologist Robert K. Merton,
who coined the phrase during his career




The Role System

Role System

Role Space i

Role Set
The different kind of role which e oy ol
an individual occupies an perform The system of f°|e of which his
role is part




Role Set

Sociologist, Robert K. Merton (1957) emphasized on the need to distinguish between the
concept of multiple roles(refers to the roles associated with the various social statuses of an
individual) and role-set.

In contrast to Linton’s theory that each status has a single, associated role, Merton argues that
“each status has an array of roles” associated with it.

This is what Merton calls role set. It is a “complement of social relationships in which persons
are involved by virtue of occupying a particular status”

The role set is “the pattern of relationship between the role being considered and other roles”.
* Role Ambiguity (RA)

* Role Expectation Conflict (REC)

* Role Overload (RO)

* Role Erosion (RE)

e Resource Inadequacy (RI)

* Personal Inadequacy (Pl)

* Role Isolation (RI)



Multiple roles Role Set

Family
Brother

Peter Student
at IGNOU
NGO

partTime
volunteer




Role Space:

Each individual resides in and plays several roles. In the centre of the role space is the self. Role
space, thus, can be explained as "the dynamic interrelationship both between the self and the

numerous roles an individual occupies, and amongst these roles.

It had three main variables: self, the role under question, and the other roles he occupies
(Pareek, Purohit, 2011)

Any conflict among these is referred to as role space conflict and stress. These conflicts may take
several forms.

e Self-Role Distance (SRD)

e Intra-role Conflict
* Role Stagnation (RS)
e Inter-Role Distance (IRD)



The Role System

e A person performs various roles that e is a pattern of inter-relationships
are centered around the self and are between one role, called the focal
at varying distances from the self and role,
from each other e Arole set is a situation where a single

e a dynamic inter-relationship between status has more than
the self and the various roles an one role attached to it.
individual occupies. e A teacher of Management at a

e A person can be a daughter, a mother, university is an employee of the
a salesperson, a member of a club, a school and an educator of students
member of a voluntary organization
and so on.



Which of the following statements relating to role is/are true and false ?( nov 2017)

(a) The system of various roles that the individual carries and performs is role set.
(b) The system of various roles of which an individuals role is a part is role space.
(c) Self role integration, proactivity, creativity and confrontation are ingredients of
the Role making dimension of Role efficacy.

(d) Role stress is caused by both Role space conflict and Role set conflict.

Code :

(1)(a), (c) are true, (b), (d) are false

(2) (a), (b) are true, (c), (d) are false

(3) (a), (b) are false, (c), (d) are true

(4) (a), (d) are true, (b), (c) are false
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Role Stress

Role stress is the stress experienced by the persons because of their role (job) in the
organization.

Role Stress is caused due to
L. If expected and perceived roles differ

2. If the expectations remain ambiguous or are in conflict with one another, they have a
potential of generating role stress.

2. Role conflict and Role ambiguity are among the most widely studied role stress variables
and generally are negatively related to job outcomes.

According to Pestonjee (1992) there are three important sectors of life in which stress may arise
A) Job and organisation;
B) the social sector and

C) Intrapsychic sector.



- Asked by Aaisha Jag...
Please help me with this doubt

I WS YR IO

Role Stress %

Role stress is the stress experienced by the persons because of their role [job) in the
organization Conbnue brooo phar
deblbite h

Jhhn ban N}

Role Stréss 5 caused due to

if expected and perceived roles differ Blur cikh rhi aap

I LRl e patc Lation s remaaim ._II""||-.I'||:'-'I..I':_:I-..:- or are in conflict with one anolher, Lhary hamve & K

ootential of BEnErating no & siress

maeai b kel

Role conflict and Role ambigulty are among the most widely studied role stress variables

and generally are négativiedy related 1o job GuToomes Hehe

Acoorcing Lo f"l:'n.!"l|1_|l.'1.' {145 ?:I there are three impartant seclon al lille in which stress Imay anse b
A} lob and organisation; Wifl lo hwsband ka
B the woclal sector and g bets sharkt 0 C

C) Intrapsychic sector K by ool juant

Chuili g




12. Assertion (A) : Each role must have enough stressers which may help the role
occupant to stretch himself’herself to meet the challenge. In the role
where the scope 1s Iimited to routine work, the role occupants do not
perceive any challenge.

Reason (R) :  While every role has some routine elements, challenge can also be
incorporated into every role. However, the challenge should not
exceed an optimal limit, otherwise it may produce dysfunctional
stress, resulting in poor performance or damage to the health of the
employee in the long run.

Codes :

(1) (A) and (R) both are true, (R) does not explain (A).
(2) (A)and (R) both are true, (R) explains (A).

(3) (A) s true, (R) does not explain (A).

(4) (A)1snot true, (R) explains (A).
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Forms of Role Conflict

(1) inter sender conflict occurs when incompatible
expectations or demands are communicated by two or
more members of a role set;

(2) intra sender conflict occur when; incompatible
expectations or demands are communicated by a single
member of a role set;

(3) inter role conflict occurs when incompatible
expectations or demands are communicated by members
of different role set.



"Group Property 2: Norms

e Acceptable standards of behavior within a group that are shared by the
group’s members

e A norm is a standard against which the appropriateness of a behavior is
judged.

' Conformity

e The adjustment of one’s behavior to align with the norms of the group.

Deviant workplace behavior

e Voluntary behavior that violates significant organizational norms and, in so '
doing, threatens the well-being of the organization or its members. Also
called antisocial behavior or workplace incivility.




Norms

1. Prescriptive Norms: the socially appropriate way to respond in a social
situation, or what group members are supposed to do (e.g. saying thank you
after someone does a favour for you)

/. Proscriptive Norms: actions that group members should not do; prohibitive
(e.g. not belching in public)

2. Descriptive Norms: describe what people usually do (e.g. clapping after a
speech)

2. Injunctive Norms: describe behaviours that people ought to do; more
evaluative in nature than a descriptive norm



broup Property d: Status

Status—a socially defined position or rank given to groups or group members by others—permeates
every society.

Status is a significant motivator and has major behavioral consequences when individuals perceive a
disparity between what they believe their status is and what others perceive it to be.

Status characteristics theory, : status tends to derive from one of three sources:

1. The power a person wields over others. Because they likely control the group’s resources, people
who control the outcomes tend to be perceived as high status.

2. A person’s ability to contribute to a group’s goals. People whose contributions are critical to the
group’s success tend to have high status. Some thought NBA star Kobe Bryant had more say over
player decisions than his coaches (though not as much as Bryant wanted!).

3. Anindividual’s personal characteristics. Someone whose personal characteristics are positively
valued by the group (good looks, intelligence, money, or a friendly personality) typically has higher

status than someone with fewer valued attributes.



broup Property 4: dize

1. @Group size is the number of members of the group; group size affects the number
of resources available to perform the task.

2. Smaller groups are faster at completing tasks than larger ones, and individuals
perform better in smaller groups. However, in problem solving, large groups
consistently get better marks than their smaller counterparts.

Groups with a dozen or more members are good for gaining diverse input. So if the
goal is fact-finding, larger groups should be more effective. Smaller groups of about
seven members are better at doing something productive with that input

One of the most important findings about the size of a group concerns social
loafing, the tendency for individuals to expend less effort when working
collectively than alone



Related to group, when the tendency for individuals to
expend less effort when working collectively than when
working individually is called(2019)

(1) Group think

(2) Group cohesiveness

(3) Social loafing

(4) Group conflict
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broup Property a: Lohesiveness

Groups differ in their cohesiveness—the degree to which members are attracted to each other
and motivated to stay in the group. Some work groups are cohesive because the members have
spent a great deal of time together, or the group’s small size facilitates high interaction, or
external threats have brought members close together.

Cohesiveness affects group productivity : relationship between cohesiveness and productivity
depends on the group’s performance-related norms. If norms for quality, output, and

cooperation with outsiders, for instance, are high, a cohesive group will be more productive than
will a less cohesive group.

But if cohesiveness is high and performance norms are low, productivity will be low. If

cohesiveness is low and performance norms are high, productivity increases, but less than in the
high-cohesiveness/ high-norms situation.

When cohesiveness and performance-related norms are both low, productivity tends to fall into
the low-to-moderate range



Exhibit 96




Which of the following decreases group cohesiveness? (Dec 2012)
(A) Agreement on group goals
(B) Frequency of interaction

(C) Large group size

(D) All the above




1.Which of the following decreases group cohesiveness? (Dec
2012)

(A) Agreement on group goals
(B) Frequency of interaction
(C) Large group size

(D) All the above



Factors That Affect
Group Cohesiveness
and Consequences
of Group
Cohesiveness

The factors that
increase and decrease
cohesiveness and the
consequences of high
and low cohesiveness
indicate that although
it is often preferable 10
have a highly cohesive
group, in some situa-
tions the effects of a
highly cohesive group
can be negative for the
organization.

Factors Thatincrease |  _  Consequences of High |

Homogeneous Composition Gosl Accomplishmant

Mature Development Personal Satistaction of

Relatively Small Size Members

Frequent Interactions Increased Quantity and

Ciear Goals (Competition or SNy 1% oo

Extemal Threat) Groupthink

Success

Factors That Decrease » Consequences of Low

Cohesiveness Cohesiveness

Meteropenaous Composiiion Difficulty in Achieving Goals

Recent Formation Increased Likelihood of

Large Size Disbanding

Ambiguous Goals individual Orientation

Failure Lower Commitment to Group

Goals

D Cergaye Leaniyg



broup Property b: Diversity

The final property of groups we consider is diversity in the group’s
membership, the degree to which members of the group are similar
to, or different from, one another.

Diversity appears to increase group conflict, especially in the early
stages of a group’s tenure, which often lowers group morale and
raises dropout rates. One study compared groups that were
culturally diverse (composed of people from different countries) and
homogeneous (composed of people from the same country)



docial identity theory of Group

L. Perspective that considers when and why individuals consider themselves members of
groups.

2. Our tendency to take personal pride or offense for the accomplishments of a group is the
territory of social identity theory

Social identity theory proposes that people have emotional reactions to the failure or
success of their group because their self-esteem gets tied into the group’s performance.

wal s

4. " Social identities also help people reduce uncertainty about who they are and what they
should do.

Social identities help us understand who we are and where we fit in with other people, but
they can have a negative side as well



When do people develop a social identity? Several
characteristics make a social identity important to a person:

1. Similarity. Not surprisingly, people who have the same values or characteristics as other
members of their organization have higher levels of group identification. Demographic
similarity can also lead to stronger identification for new hires, while those who are
demographically different may have a hard time identifying with the group as a whole.

2. Distinctiveness. People are more likely to notice identities that show how they are different
from other groups. Respondents in one study identified more strongly with those in their
work group with whom they shared uncommon or rare demographic characteristics

4. Status. Because people use identities to define themselves and increase selfesteem, it makes
sense that they are most interested in linking themselves to high-status groups.

4. Uncertainty reduction. Membership in a group also helps some people understand who they
are and how they fit into the world



" What is group mind or group think?

e Hypothetical mental force linking group members where the norm for consensus
overrides an alternative course of action

e A hypothetical unifying mental force linking group members together; the fusion of
individual consciousness or mind into a transcendent consciousness.

Group shift or Group Polarization

e A change between a group’s decision and an individual decision that a member within
the group would make; the shift can be toward either conservatism or greater risk but
it generally is toward a more extreme version of the group’s original position

Group cohesion

e the solidarity or unity of a group resulting from the development of strong and mutual
interpersonal bonds among members and group level forces that unity the group, such
as shared commitment to group goals and esprit de corps



lechniques to Eliminate broupthink & Groupshitt

1. Brainstorming

2. Nominal group thinking
2. Didactic technique
.. Delphi technique



Brainstorming

1. Brainstorming is a technique used in the idea-generation phase of decision making that
assists in development of numerous alternative courses of action.

NS

Brainstorming can overcome the pressures for conformity that dampen creativity

1. To encourage members to “think the unusual,” no criticism is allowed, even of the most
bizarre suggestions, and all ideas are recorded for later discussion and analysis.

4. “production blocking.” : When people are generating ideas in a group, many are talking
at once, which blocks the thought process and eventually impedes the sharing of ideas.

5. The intent of brainstorming is to produce totally new ideas and solutions by stimulating
the creativity of group members and encouraging them to build on the contributions of
others.

&. Brainstorming does not provide the resolution to the problem, an evaluation scheme,
or the decision itself. Instead, it should produce a list of alternatives that is more
innovative and comprehensive than one developed by the typical interacting group



Nominal group technique

With a nominal group technique, group members follow a generate-discuss-vote cycle until they
reach a decision

The nominal group technique restricts discussion or interpersonal communication during the

decision-making process, hence the term nominal. Group members are all physically present, as in
a traditional committee meeting, but they operate independently.

Specifically, a problem is presented and then the group takes the following steps:

1. Before any discussion takes place, each member independently writes down ideas on the
problem.

2. After this silent period, each member presents one idea to the group. No discussion takes place
until all ideas have been presented and recorded.

3. The group discusses the ideas for clarity and evaluates them.

4. Each group member silently and independently rank-orders the ideas. The idea with the highest
aggregate ranking determines the final decision.



Delphi Technique : The Delphi technique is a method of systematically
gathering judgments of experts for use in developing forecasts.

This technique is the improvised version of the nominal group technique,
except that it involves obtaining the opinions of experts physically distant
from each other and unknown to each other.

This isolates group members from the undue influence of others.

Basically, the types of problems sorted by this technique are not specific
iIn nature or related to a particular situation at a given time.

Electronic meeting :A meeting in which members interact on computers,
allowing for anonymity of comments and aggregation of votes. The most
recent approach to group decision making blends the nominal group
technique with sophisticated computer technology. It’s called a
computer assisted group, or an electronic meeting



Didactic Interaction

The group that makes the decision is divided into two sub-groups, one in favor of the “go” decision
and the opposing in favor of the “no go” decision.

/. The type of problem should be such that it generates output in the form of yes or no. Say for example,

a decision is to be made whether to buy or not to buy a product, to merge or not to merge, to expand
or not to expand and so on.

+. These types of decision requires an extensive and exhaustive discussion and investigation since a
wrong decision can have serious consequences.

4. After tiring discussions, the groups switch sides and try to find weaknesses in their own original
standpoints.

This interchange of ideas and understanding of various viewpoints results in mutual acceptance of the

facts as they exist so that a solution can be put together around these facts and ultimately a final
decision is reached.



Entitativity

e As described by Donald Campbell, the extent to which an assemblage of
individuals is perceived to be a group rather than an aggregation of
independent, unrelated individuals; the quality of being an entity.

- Essentialism

e The belief that all things, including individuals and groups, have a basic
nature which makes them what they are and distinguishes them from
others; this basic essence, even though hidden, is relatively unchanging
and gives rise to surface-level qualities.

i Group fallacy

e Explaining social phenomena in terms of the group as a whole instead of
basing the explanation on the individual-level processes within the group;

* ascribing psychological qualities, such as will, intentionality, and mind, to a



‘ interacting groups

e Typical groups in which members interact with each other face to face.

‘The law of interactionism , B=f(P, E)

e the law of interactionism that states each person's behavior (B) is a
function of his or her personal qualities (P), the social environment (E),
and the interaction of these personal qualities with factors present in
the social setting (proposed by Kurt Lewin)

Reference Group

e a group or collective that individuals use as standard or frame of
reference when selecting and appraising their abilities, attitudes, or
beliefes; includes groups that individuals identify with and admire and
categories of noninteracting individuals




Theories of Group Formation

— 1.Propinquity Theory

— 2.Homan’s Theory
Theories of Group =

Formation 3 e
= 3.Balance Theory

— 4.Exchange Theory




. Propinquity Theory

1. The basic theory explaining affiliation is Propinquity.

/. The individuals affiliate with one another because of spatial or
geographical proximity.

<. Ex. In an organisation employees who work in the same area of
the plant or office or managers with offices close to one another
would more probably form into groups than would those who are
not physically located together



Pyq)--The Propinquity Theory of group formation explains
that groups are formed on the basis of :

(1) Spatial or geographical proximity

(2) Similar attitudes towards commonly relevant objects
and goals

(3) Activities, interactions and sentiments

(4) Reward-cost outcomes of interactions



Pyq)--The Propinquity Theory of group formation explains
that groups are formed on the basis of :

(1) Spatial or geographical proximity

(2) Similar attitudes towards commonly relevant objects
and goals

(3) Activities, interactions and sentiments

(4) Reward-cost outcomes of interactions



2. Homan's Theory

According to George C. Homans:

1. “The more activities persons share, the more numerous will be there
interactions and the stronger will be their shared activities and
sentiments, and the more sentiments people have for one another, the
more will be their shared activities and interactions.”

- Three elements of Homans theory : ACTIVITIES, INTERACTION
SENTIMENTS

NS

AJ

The key element is interaction because of which they develop
common sentiments for one another.



2. Homan's Theory

1. Group share activities and interact with one another not just because of
physical proximity but also to accomplish group goals.

2. These sentiments gradually get expressed through the formation of
informal groups.

2. If any disturbance is caused to any of the three-activities, interactions and
sentiments, it is likely to disturb all the others.




J. Balance Theory

.. This theory as proposed by Theodore Newcomb states :

N

“Persons are attracted to one another on the basis of similar attitudes towards
commonly relevant objects and goals.

2. Once a relationship is formed, it strives to maintain a symmetrical balance between
the attraction and the common attitudes.

Z.If animbalance occurs, attempts are made to restore the balance. If the balance
cannot be restored, the relationship dissolves.”

5. The balance theory is additive in nature in the sense, that it introduces the factor of
balance to the propinquity and interaction factors

5. There must be a balance in the relationship between the group members for the
group to be formed and for its survival



4. Exchange Theory

L. The theory propounded by Thaibaunt & Kelly

/. This theory is based on reward-cost outcomes of interactions.

- To be attracted towards a group, a person thinks in terms of what he will get in
exchange of interaction with group members.

A

4. A minimum positive level (rewards greater than costs) of an outcome must exist in
order for attraction or affiliation to take place.

5. Rewards from interactions gratify needs while costs incur anxiety, frustrations,
embarrassment or fatigue.

> Propinquity, interaction and common attitudes all have roles in the exchange theory.



J otages of Group formation - Bruce Tuckman
In 1965, a psychologist named Bruce Tuckman said that teams go through 5

stages of development:

. Forming,

. Storming,

1
2
2. Norming,
4. Performing and
>

Adjourning.

The stages start from the time that a group first meets until the project ends.



~ a atages of broup Formation

1. Forming

 The formation of a new group begins, wherein the members
come together and get to know each other through the

Interactions.

e The individuals are excited and anxious to know about the
scope of the task and the ways to approach it.

 The individuals come with a desire to get accepted by others
and avoid controversy or conflicts.



2.5torming

e The individuals will start interacting with each other in the
context of the task to be achieved.

e The conflict and competition among the group members will
be highest at this stage

e The most dominant group members come in the front while
the confrontational members remain silent and continue to
be in the security or calm stage (forming).

e The issues related to the leadership, responsibility, strategies,
rules, authority, evaluation, reward system, etc. arises at the
storming stage.



3. Norming

eOnce the role of every member is cleared
along with the authority and responsibility of
each, the team members start settling in a

group
e Everybody works cohesively towards the

target and appreciate each other’s
experience and skills.




4.Performing

e synergy gets created between the team members, where
everyone works towards the accomplishment of a goal.

e This stage is characterized by flexibility and interdependence

e The team members know each other so well that they can
handle any complex problem that comes before the team.

e The roles and responsibilities of member changes according to
the situation frequently, because at this stage everyone is
equally a task-oriented and people-oriented and thus can
perform efficiently.




5. Adjourning

e This is the last stage of group development, where the '
group is terminated, and the group members are
separated from each other.

e Every group is created for a purpose, and once the
purpose is fulfilled the group is adjourned.

e Also called as “mourning or deforming,” because, the
sense of loss is felt by the group members, at the time
of separation from each other.




1. Forming 2. Storming

e First interaction e Disagreement, e Acceptrole e Flexibility, ¢ Disengagement,

e Excited and conflict e Authority and openness separation,
anxious to know e Struggle of responsibility e Performance sadness

it leadership, e Cohesivness e Task oriented * Deforming

* Uncertain, tension e Self evaluation
confusion



Which of the following stages of group development will witness the
following trend of group members behaviour : Confront the
differences, feel angry or frustrated, result formal leadership, lot of
competition, and hostilities ?

(1)Forming

(2) Storming

(3) Norming

(4) Adjourning



Which of the following stages of group development will witness the
following trend of group members behaviour : Confront the
differences, feel angry or frustrated, result formal leadership, lot of
competition, and hostilities ?

(1)Forming

(2) Storming

(3) Norming

(4) Adjourning



Given below are different stages of group formation :

(a)Storming (b) Norming (c) Adjourning (d) Forming (e)
Performing

Choose the right option which gives the correct sequence

of the steps starting from the beginning

(1) (a), (d), (e), (b), (c)

(2) (d), (a), (b), (e), (c)

(3) (a), (b), (e), (d), (c)

(4) (e), (d), (b), (a), (c)



Group Development Models

s
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broup development models

Mennecke et al. identified three types of group development
models, with subsets in each:

1. Progressive Models: Equilibrium Model; Linear-Progressive
Models (e.g. Tuckman & Jensen,1977);

2. Cyclical Models: Life-Cycle Models; Recurring Cycle Models (e.g.
Schutz, 1982);

3. Non-Sequential Models: Contingency Model (Poole, 1983); Time,
Interaction & Performance(TIP) Model (McGrath, 1991); Punctuated

Equilibrium Model




1. Role Structure

e Role structure is
the set of defined
roles and
interrelationships
among those roles
that the group
members define
and accept.

Lharacteristics of Mature Group

2. Behavioral
Norms

e Although informal
groups do not have
any specific goals
to accomplish, but
they have some
goals over a period
of time.

e Defined Norms

e Each informal

3. Informal

leadership 4. Cohesiveness

e Cohesiveness is

group has one or defined as the

more leaders. attractiveness of
These leaders group members
come forward on towards the group.
the basis of e work more
acceptance of all consistently and
the group make greater
members. contribution to the

achievement of the
organizational
goals.




broup Norms

Group norms are the informal guidelines of behavior and a code of conduct that
provides some order and conformity to group activities and operations.

Bettenhausen & :
Murnighan, 1991). Feldman, 1984 Michael Argyle

e Norms give rise to e Group norms are the e Norm refer to rules or
acceptable and stable informal rules that guidelines or accepted
behavioural patterns groups adopt to behavior which are
and influence how regulate and regularise established by group to
members perceive and group members’ monitor the behavior
interact with one behaviour e Beliefs, attitude,
another, approach traditions, expectations
decisions and solve shared by group
problems



Iypes of broup Norms

1.Behaviour Norms 2. Performance Norms
e Behavior norms are rules that e Performance norms are rule
standardize how individuals act that standardize employee
while working on a day-to-day output and number of hours
basis. worked

e reflect motivation, commitment

to the organization and
therefore result in high level of

performance.




Norm Conformity

1. Norms have the power to force a certain degree of conformity.

/. Some groups may exert more pressure for conformity than others because
of the personalities of the group members.

2. The history of the group and its members also plays a part in conformity

4. For example, if the group has always been successful by following certain
behaviors, new group members are also asked to follow the same



Conflict and Negotiation - Group

1. Conflict : A process that begins when one party perceives that another part has negatively affected, or
Is about to negatively affect, something that the first party cares about.

/. Traditional view of conflict: The belief that all conflict is harmful and must be avoided.

Interactionist view of conflict : The belief that conflict is not only a positive force in a group but also
an absolute necessity for a group to perform effectively.

4. Functional conflict: Conflict that supports the goals of the group and improves its performance
Dysfunctional conflict : Conflict that hinders group performance
Task conflict: Conflict over content and goals of the work
Relationship conflict: Conflict based on interpersonal relationships

Process conflict occurs when the parties agree on the goals and content of work but disagree on how
to achieve the goals and actually do the work

7. Legal conflict may arise when there are differences in perceptions between organizations



Intergroup Conflict- Task Interdependence

1. Task Interdependence : Task interdependence can also result in conflict across any of the levels
noted previously. The greater the interdependence between departments, the greater the
likelihood that conflict will occur.

There are three major forms of interdependence: pooled, sequential, and reciprocal.(In the 1967
book "Organizations in Action," sociologist James D. Thompson )

1. Pooled interdependence represents the lowest level of interdependence, and therefore results in
the least amount of conflict.

4. In sequential interdependence, the output of one unit becomes the input for another in a
sequential fashion; this creates a moderate level of interdependence and a somewhat higher

potential for conflict.

5. Reciprocal interdependence exists when activities flow both ways between units; this form has
the highest potential for conflict.



When one group’s performance depends on another group’s
performance, it may result

into inter-group conflict. Such dependence is described as : (DEC 2014)
(A)Pooled interdependence

(B) Classical interdependence

(C) Reciprocal interdependence

(D) Sequential interdependence



Sl E M The Conflict Process

Stage | Stage | Stage Il Stage IV Stage V
Potential opposition Cognition and  Intentions Behavior Outcomes
or incompatibility personalization

Perceived o
conflict

Felt |
conflict




FIVE STAGES UF GUNFLIGT(Louis K. Pondy)

Louis R. Pondy in his book Conflict, “Organisational Concepts and Models” has written that there
are five stages of a conflict and they may be mentioned as follows:

Latent Stage: Participants not yet aware of conflict.
Perceived Stage: Participants aware a conflict exists.
Felt Stage: Stress and anxiety.

Manifest: Conflict is open and can be observed.

Aftermath: Outcome of conflict, resolution or dissolution.



1. Latent Conflict: It is the first stage of conflict-promoting situations appears on the scene between individuals
and groups. In this stage potential conflict inducing forces exit. For example, demand for various resources by
departments when some may get and be satisfied and others may not get and be dissatisfied.

2. Felt Conflict: When one party frustrates the desire of other party, people perceive that a conflicting situation
exists.

3. Manifest Conflict: At this stage, there is not only recognition or acknowledgement of conflict but also
manifestation of conflict by covert or overt behaviour. It is a stage of open dispute. Both parties devise their

strategies to face each other.

4. Conflict Resolution: There can be resolution of conflict and once the conflict is resolved between two parties,
there is always a party, which is looser because the resolution is the outcome of win-lose or the compromise
strategy, a stage is set for subsequent conflict episode.

5. Conflict Aftermath: A party, which feels defeated, may start preparations and be on the lookout for the assault
to take the revenge. Conflict aftermath is a direct function of the results of the conflict resolution style adopted
and exercised in any given situation.



13. A situation which refers to the consequences that different conflict handling strategies

may have antecedent conditions. It may either resolve the conflict or make for future
conflict. July 2016

This may be termed as :

(1) Behavioural view of conflict
(2) Conflict containment strategy
(3) Conflict Aftermath

(4) Conflict Manifestation

Answer 3



