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RESEARCH METHODOLOGY CORNER
In this section you can discover the philosophical differences and points of 
view of many of the researchers we studied and understand how their 
world view shaped their approach to studying group development.

You can also find out more about self-analytic groups used in many of the 
studies, methodological issues encountered by the researchers, and a cool 
timeline of group development researchers spanning 60 years. 

Learn about the research 
methodologies used in various 

group development models

Timeline of group 
development researchers



MODELS

A DEEPER DIVE INTO SELECTED MODELS

PUNCTUATED EQUILIBRIUM MODEL (1988, 1989, 1991)

THE HARTMAN AND GIBBARD MODEL OF TEAM DEVELOPMENT (1974)

THE TUCKMAN MODEL OF GROUP DEVELOPMENT (1965)

WILLIAM SCHUTZ FIRO THEORY AND FIRO-B ASSESSMENT (1958)

THE BENNIS AND SHEPARD MODEL OF GROUP DEVELOPMENT (1956)

MCGRATH TIP MODEL



MODELS

THE BENNIS AND SHEPARD MODEL
OF GROUP DEVELOPMENT
WARREN G. BENNIS, 1956
HERBERT A. SHEPARD, 1956 

Phase I
Dependence – Power Relations
1. Dependence-Submission
2. Counterdependence
3. Resolution

Phase II
Interdependence – Personal Relations

4. Enchantment
5. Disenchantment
6. Consensual Validation



MODELS

 This research outlines a theory of development in groups that 
have as their explicit goal improvement of their internal 
communication systems (Bennis & Shepard, (1974), p. 127). 

 The theory based “on observations made over a five-year period 
of teaching graduate students ‘group dynamics’. The main 
function of the seminar as it was set forth by the instructors was 
to improve the internal communication system of the group, 
hence a self-study group” (Bennis & Shepard, (1974), p. 127). 

THE BENNIS AND SHEPARD THEORY OF GROUP DEVELOPMENT

Source:  A Theory of Group Development



MODELS

 The theory states there are two major areas of 
internal uncertainty that create anxiety and 
interfere with valid communication within a group: 
dependence (authority relations) and 
interdependence (personal relations) (Bennis & 
Shepard, (1974), pp. 128-129). 

 Dependence – the group members’ orientations 
toward authority, or more generally toward the 
handling and distribution of power in the group.

 Interdependence – the group members’ 
orientations toward one another. 

THE BENNIS AND SHEPARD THEORY OF GROUP DEVELOPMENT

Dependence

Interdependence

Source:  A Theory of Group Development



MODELS

 Dependent/Counterdependent. Members who find comfort in rules of procedure, an agenda, an expert, etc. are 
dependent. Members who are uncomfortable with authoritative structures are called counterdependent.

 Overpersonal/Counterpersonal. Members who cannot rest until they have stabilized a relatively high degree of 
intimacy with all the others are called overpersonal. Members who tend to avoid intimacy with any of the others 
are called counterpersonal.

 Conflicted. Members who evidence some compulsiveness in the adoption of highly dependent, highly 
counterdependent, highly personal, or highly counterpersonal roles are regarded as conflicted.

 Independent. The unconflicted person or independent, is considered to be responsible for the major movements 
of the group toward valid communication. The actions of the members unconflicted with respect to the problems 
of a given phase of group development move the group to the next phase. Such actions are called barometric 
events.

RELEVANT ASPECTS OF PERSONALITY

Source:  A Theory of Group Development



MODELS

 Bennis & Shepard (1974) note that dependence and interdependence were made central to Schutz’s (1955) 
theory of group compatibility, where the strategic determinant of compatibility is the particular blend of 
orientations toward authority and orientations toward personal intimacy (p. 129). 

 “Schutz has developed a test, Fundamental Interpersonal Relations Orientations (FIRO), which is capable of 
measuring “conflictedness” and “independence” with respect to each of the dimensions, dependency and 
intimacy, as well as a third, “assertiveness” or the degree to which an individual will make his views felt in a 
group” (Bennis & Shepard, (1974), p. 131). 

 Schutz (1958) went on to publish his test in 1958 in the book FIRO: A Three-Dimensional Theory of Interpersonal 
Behavior.

COMPARISON TO WILL SCHUTZ’S THEORY OF COMPATIBILITY



MODELS

 Warren G. Bennis (1925 – 2014) was an American scholar, organizational consultant and 
author, widely regarded as a pioneer of the contemporary field of Leadership studies. Bennis 
was University Professor and Distinguished Professor of Business Administration and Founding 
Chairman of The Leadership Institute at the University of Southern California (Wikipedia). 

 Herbert Allen Shepard (1930–1985) was an American economist who made a significant 
contribution to Organization Development. He held faculty posts at several universities 
including M.I.T., where he received his doctorate in Industrial Economics. He founded and 
directed the first doctoral program in Organization Development at Case Western Reserve; 
developed a residency in administrative psychiatry at Yale University School of Medicine, and 
was also President of The Gestalt Institute of Cleveland and The Professional Development 
Institute (Wikipedia). 

WARREN G. BENNIS AND HERBERT A. SHEPARD



MODELS

 The model consists of two major phases and within each phase are three subphases, determined by the 
ambivalence of orientations in each area (Bennis & Shepard (1974), pp. 132-151). 

 “During the authority (“dependence”) phase, the group moves from the preoccupation with submission to a 
preoccupation of rebellion to a resolution of the dependence problem” (Gibbard et al., (1974), p.84). 

 “Within the personal (or “interdependence”) phase, the group moves from a preoccupation with inter-member 
identification to a preoccupation with individual identity to a resolution of the interdependence problem” 
(Gibbard et al., (1974), p.84).

BENNIS AND SHEPARD MODEL OVERVIEW

Phase I
Dependence – Power Relations

Phase II
Interdependence – Personal Relations

Subphase 1
Dependence-
Submission

Subphase 2
Counter-

dependence

Subphase 3
Resolution

Subphase 4
Enchantment

Subphase 5
Disenchant-

ment

Subphase 6
Consensual 
Validation

Click here for more detailed information on the phases and subphases. 



MODELS

 Bennis and Shepard (1974) state that the word development “implies not only movement through time but also 
a definite order of progression” (p. 141). The group must go through subphase 1 to get to subphase 2, and 
subphase 3 before it can move into Phase II. Depending on what happens in the group, it could get “stuck” at a 
certain phase of development and not go any further. 

 “The evolution from Phase I to Phase II represents a change in emphasis not only from power to affection but 
also from role to personality. Phase I activity generally centers on broad role distinctions such as class, ethnic 
background, and professional interests. Phase II activity involves a deeper concern with personality modalities, 
such as reaction to failure, warmth, retaliation, and anxiety” (Bennis & Shepard (1974), p. 153). 

GROUP DEVELOPMENT PROGRESSION AND MOVEMENT

SECTION END
Return  to  menU



MODELS

FUNDAMENTAL INTERPERSONAL 
RELATIONS ORIENTATIONS (FIRO) THEORY
WILLIAM SCHUTZ, 1958

Inclusion

Control

Affection

Affection-Control-Inclusion
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FUNDAMENTAL INTERPERSONAL RELATIONS ORIENTATIONS (FIRO)

 Based on what Schutz refers to as Social Needs Theory

 Not focused on a stage of optimal performance rather on phases of progression through emotional 
concerns in the group and increased self-revelation

 Categorized as an Emotional Climate Model

 Unlike most others, Shultz includes a fourth phase focused on the termination process of groups

 Seeks to help people self-access and then self-regulate, next, people use the understanding of self and 
others to manage relations

 In other words: Who is going to click and who is going to clash?

 Explored areas of feelings, mind, and body and where interactions crossed and uncovered… 
Transformation happens from the inside out!

Source:  What Makes Groups Productive? and FIRO® Assessments: Overview

https://pepperdine.worldcat.org/title/what-makes-groups-productive/oclc/4646714369&referer=brief_results
https://www.youtube.com/watch?v=ut_CtgcT8zM&t=20s
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FUNDAMENTAL INTERPERSONAL RELATIONS ORIENTATIONS (FIRO)

 Two central problems identified

 Concept of "leadership“ – Relations between the structure of a group and factors such as decision-making, 
communication, and influence

 Concept of “cohesion” – The groups "sticking-togetherness" general efficiency and morale of the group or some 
general notion of the internal strength of the group

 Two things are necessary for groups to be maximally productive

 Technical competence

 Compatibility

 Compatibility is directly related to productivity

Source:  What Makes Groups Productive? and The Human Element Story: The Evolution of FIRO

https://pepperdine.worldcat.org/title/what-makes-groups-productive/oclc/4646714369&referer=brief_results
https://www.youtube.com/watch?v=eQt1jwgYrLI
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WILLIAM C SCHUTZ

William Schutz (1925) is an eminent scientist and research psychologist 
who was recalled back to the U.S. Navy during the Korean War and 
commissioned to discover what makes teams compatible.

Biography 

 Direct focus was determining high levels of productivity amongst 
teams of men working while under pressure

 Revolutionized elements from modern group therapy, from group 
dynamics research through ‘T’ groups to create a new form of 
clinical study which he coined ‘Open Encounter’

 His findings were published as the FIRO theory and FIRO-B 
instrument

Source:  The Human Element and The Human Element Story: The Evolution of FIRO

https://thehumanelement.com/will-schutz-phd/
https://www.youtube.com/watch?v=eQt1jwgYrLI
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FUNDAMENTAL INTERPERSONAL RELATIONS ORIENTATIONS (FIRO) PHASES

The area concerned with 
achieving an optimal amount of 
contact with people. 

Think: relationships and 
associations with others 

Explores: extent of connection 
and distinction one sees out

Involves a sense of:
• belonging 
• participation

The area concerned with 
achieving an optimal amount of 
control over people. 

Think: power and persuasion 
over others 

Explores: extent of degree of 
dominance one seeks out

Involves a sense of:
• authority
• influence

The area concerned with 
achieving an optimal amount of 
personal warmth with people. 

Think: emotional ties and 
connections to others 

Explores: extent of closeness 
one seeks out 

Involves a sense of:
• support
• personal ties

*The fourth phase of Affection-Control-Inclusion is driven by the termination process; 
however, there is not sufficient information or evidence to reference it clearly. 

INCLUSION CONTROL AFFECTION

Source:  FIRO Theory a brief intro

http://www.edgecon.co.uk/firo-theory
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FIRO-B,

as of 2009:

• One of the most widely used instruments ever constructed

• Was judged “the most generally useful instrument in training” in an 

authoritative 1983 survey of over 70 instruments. (Pfeiffer, et al, 1976)

• Has been completed by millions of people over the past 30 years

IMPACT OF THE THEORY

“It was all a mistake!” Schutz states he never meant for it to be a general usage instrument outside of what it 
was developed for within the navy. 

After his work with the navy, he refocused his attention to the Human Potential Movement for the next fifteen 
years. When he resurfaced he found FIRO-B everywhere along with several publications about how to interpret 
the instrument. He then made the decision to further his works on the FIRO-B instrument realizing it could be 
vastly improved. 

Source: Element B: Behavior

https://thehumanelement.com/wp-content/uploads/2016/03/T910US_EvolutionOfFIROB_2016_03.pdf
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THE EVOLUTION OF THE FIRO THEORY AND FIRO-B INSTRUMENT

Source: The Human Element

At the heart of all human functioning is the self. The best 

solutions to organizational and leadership issues require 

self-awareness as an essential first step. Deeper self-

awareness leads to self-acceptance and then self-

esteem. As individuals gain self-awareness and self-

esteem, they become more open and honest with their 

co-workers. They redirect the energy they now use for 

defensiveness, withholding, and other interpersonal 

struggles into productive work.

- Will Schutz, Ph.D.

https://thehumanelement.com/pages/methodology/
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REVISIONS AND ADDITIONS MADE BY SCHUTZ

 Changing: Affection to Openness

 Determined the term “affection” was misused
 Found it refers primarily to feeling rather than to behavior
 Was changed to the essential behavioral ingredient of affection, “openness”

 Distilled all learning into Three essential principals

 Truth – each solve problems speaking own truth
 Choice – each of us is capable of creating change
 Awareness – understating one’s own motivations and feelings is key to making change happen and sustain it

 Experiential methods incorporated into methodology

 Self perception
 Imagery/visualization
 Feedback
 Structured experiences 

Source:  The Human Element and The Human Element Story: The Evolution of FIRO

https://thehumanelement.com/pages/firo-elements-of-awareness/
https://www.youtube.com/watch?v=eQt1jwgYrLI
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THE LEGACY CONTINUES

Schutz continued his work, along with his wife Ailish, from 
1980 until 2001. Together, they had many things to 
celebrate:

Created and led an international community of 
participants and practitioners

 Individuals, leaders, trainers, consultants, coaches, and 
organizational development specialists—devoted to the 
principles of The Human Element

 Purchased by Business Consultants, Inc. of Japan in 2001.

Today, the Human Element is led by Will’s son, Ethan 
Schutz, whose company, The Schutz Company, has been 
appointed to continue the work of The Human Element.

Source:  The Human Element

Different Instruments for Different Depths

Series of FIRO based instruments were later developed 
from his updated theory:

•Element B – used for training based on behaviors
•Element F – based on feelings
•Element S – based on self-concept 

The final result was The Human Element, created in 
1980, an integrated solution to the human issues in 
organization. Characterized by a way to help people 
work better together, solving organizational problems, 
maximizing potential of individuals, team, and 
organizations. Among the first organizations to test the 
theories were Kodak, Esso, Ampex, Mattel, United 
Biscuit, the U.S. Army.

SECTION END
Return  to  menU

https://thehumanelement.com/will-schutz-phd/
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THE TUCKMAN MODEL 
OF GROUP DEVELOPMENT
BRUCE W. TUCKMAN, 1965
BRUCE W. TUCKMAN AND MARY ANN CONOVER JENSEN, 1977 

Forming

Storming

Norming

Performing

Adjourning
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THE TUCKMAN MODEL OF GROUP DEVELOPMENT

 Commisioned by the U.S. Navy, Bruce W. Tuckman (Bonebright, 2010, p. 113) developed a performance-based
model of group development (The Tuckman Model of Group Developed) in 1965 (Gillette and McCollom, 1990, p. 
144).

 Most of his research was done through literature reviews of 50+ studies (Smith, 2005, para. 3) of small therapy 
groups, T-groups, and naturally existing groups or groups formed to study specific group phenomena 
(Bonebright, 2010, p. 116).

 His original model included four hierarchical stages* (Gillette and McCollom, 1990, p. 139, 143). In 1977, the 
model was revised (by Tuckman and Mary Ann Conover Jensen) and a final “adjourning” stage was added to it 
(Gillette and McCollom, 1990, p. 135).

*Hierarchical stages: belief that a group progresses over time towards better group performance.

Source:  40 years of storming: A historical review of Tuckman's model of small group development; 
Groups in context and Forming, Storming, Norming and Performing in Groups

http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
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BRUCE W. TUCKMAN

Biography Bruce Tuckman

 In 1960 Bruce Tuckman obtained his Bachelor’s degree (B.S.) in Psychology from the Rensselaer Polytechnic 
Institute.  He earned his Master’s degree (M.A.) from Princeton in 1962 and his doctorate (PhD) in 
Psychology in 1963.

 From 1965 to 1978 he held a variety of posts at Rutgers University before moving to the City University of 
New York. Between 1978 and 1983 Bruce Tuckman was Dean and Professor at the School of Education, 
Baruch College of the City University of New York.

 After 1983 he took on a post as Professor of Education at Florida State University. In 1998, Bruce Tuckman 
took up a new challenge as the Founding Director and Professor of Education at the Walter E. Dennis 
Learning Center at The Ohio State University.

 Bruce Tuckman’s research focuses on motivation. His work is primarily concerned with exploring the links 
between motivational factors and school achievement and interventions that enhance the self-regulatory 
behavior of students (such as goal setting, planning, and incentives). Bruce Tuckman has written various 
books and articles and is a world renowned and respected scientist.

Source:  ToolsHero

Bruce Tuckman (1938) is a scientist, consultant and Professor Emeritus of Educational Psychology at The Ohio State 
University. He is best known for his five stages of group development, also known as the Forming, Storming, Norming, 
Performing theory.

https://www.toolshero.com/toolsheroes/bruce-tuckman/
https://www.toolshero.com/toolsheroes/bruce-tuckman/
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A HISTORY OF THE MODEL, BY BRUCE W. TUCKMAN

Below an extract from Bruce W. Tuckman regarding the history of his famous model (as cited in Smith, 2005, para. 3):

My first professional job was as part of a small group of social psychologists in a think tank setting studying small group
behavior as the US Navy prepared for a future of small crew vessels and stations. Nine of us at the Naval Medical Research
Institute were busy studying small groups from all perspectives and under all conditions. I was fortunate to have an experienced
and talented boss by the name of Irwin Altman, who had been collecting every article he could find on group development. He
turned his collection over to me and suggested that I look it over and see if I could make anything out of it…

..The collection contained 50 articles, many of which were psychoanalytic studies of therapy or T-groups. The task of organizing
and integrating them was challenging. After separating out two realms of group functioning, namely, the interpersonal or group
structure realm and the task activity realm, I began to look for a developmental sequence that would fit the findings of a
majority of the studies. I hit on four stages going from (1) orientation/testing/dependence, to (2) conflict, to (3) group
cohesion, to (4) functional role-relatedness. For these I coined the terms: ‘forming,’ ‘storming,’ ‘norming,’ and ‘performing’.

Source:  Bruce W.  Tuckman: Forming, Storming, Norming and Performing in Groups

http://infed.org/mobi/bruce-w-tuckman-forming-storming-norming-and-performing-in-groups/
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TUCKMAN MODEL OF GROUP DEVELOPMENT

Independence Interdependence Return to independence

Forming:
Testing and dependence; 
interpersonal and task 
behavior boundaries are 
tested; members seek to 
be accepted, check each 
other out.

Storming:
Intergroup conflict; lack 
of unity and 
polarization; emotional 
response to task; some 
teams get stuck here.

Norming:
Group cohesion 
developed; roles and 
norms established; 
group becomes an 
entity; members work 
towards team’s success.

Performing: 
Group as a “problem-
solving instrument;” 
group energy focused 
on task; members are 
competent, 
autonomous, and can 
make decisions. 

Adjourning:
Introduced in 1977; 
separation of group 
life; some call it a 
“mourning” stage

Source:  40 years of storming: A historical review of Tuckman's model of small group development and Group Dynamics

http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
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IMPACT OF THE MODEL

 Responded to the growing importance of groups in the workplace and to the lack of applicable research that 
existed at the time.

 Described new ways that people worked together.

 Helped group members understand the group development process.

 Provided consultants with a way to predict the stages of development in groups.

 Created a common language and a simple way to discuss and explore team dynamics.

Source:  40 years of storming: A historical review of Tuckman's model of small group development

http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
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LIMITATIONS OF THE TUCKMAN MODEL OF GROUP DEVELOPMENT

The Tuckman Model of Group Development:

 Has been generalized beyond its original framework (Gillette and McCollom, 1990, p. 147)

 Contains independent variables that were not adequately controlled in studies (Bonebright, 2010, p. 115)

 Contains methodological weaknesses (Gillette and McCollom, 1990, p. 147) i.e. the literature review did not 
represent a representative sample of settings where small group development processes are likely to occur 
(Bonebright, 2010, p. 115)

 Does not explain how changes from one stage to the next take place (Bonebright, 2010, p. 115)

 Lists conflict as occurring in the “storming” stage, yet it may occur at a different stage (Bonebright, 2010, p. 115)

Despite warnings to these limitations, some provided by Tuckman himself (Gillette and McCollom, 1990, p. 135), 
the model is the most recognized and referenced model of group development (Bonebright, 2010, p. 111).

Source:  40 years of storming: A historical review of Tuckman's model of small group development and Groups in Context.

http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
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DID YOU KNOW?...

 As cited by Bonebright, 2010, p. 113, Tuckman had to rewrite his article before it was considered worthy of being 
published:

The study <performed by Tuckman, from where the model was developed> was undertaken for practical reasons and, in
fact, publishing it in an academic journal was not an easy task. The paper was initially turned down by the Psychological
Bulletin on the grounds that the articles cited in the literature review were not ‘of sufficient quality to merit publication’.
Tuckman persevered, rewriting the document and making the case that it was not focused on the cited articles but rather
used them to draw inferences about groups (Tuckman 1984).

 The Tuckman Model of Group Development is the most recognized and referenced model of group development 
– a 2008 research found it cited in 1196 articles in its original form and in 544 articles in its revisited form 
(Bonebright, 2010, p. 112).

Source:  40 years of storming: A historical review of Tuckman's model of small group development

SECTION END
Return  to  menU

http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
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THE HARTMAN AND GIBBARD MODEL
OF GROUP DEVELOPMENT
JOHN J. HARTMAN, 1974
GRAHAM S. GIBBARD, 1974 

Phase 1
Uncertainty-Revolt

Phase 4
Termination

Phase 3
Competition-Intimacy

Phase 2
Group Fusion-Utopia
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THE HARTMAN AND GIBBARD THEORY OF GROUP DEVELOPMENT

 Hartman and Gibbard’s theory suggests a broad scheme which integrates prior theories on group development 
from various researchers, Bales (1955), Jaques (1955), Bion (1959), Mills (1964), Slater (1966), Dunphy (1966, 
1968), and Mann (1966, 1967)

 Their empirical study examined two related but previously isolated sets of observations and conceptualizations 
about group development (Hartman & Gibbard (1974), p. 154)

 Ego-state distress - painful affects which appear to be universal parts of social experience and which trigger 
both adaptive and defensive responses by individuals and groups

 Boundary evolution - the struggle to develop and maintain personal and group identity by shifts in the 
psychological boundaries of the collectivity

 Boundaries are seen as the psychological basis of group structure; shifting affects are seen as barometric 
indicators of the stability and effectiveness of the structure

Source: Analysis of Groups: Contributions to Theory, Research, and Practice and Group in Context
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RESEARCH METHODOLOGY

 Employed an act-by-act scoring system based on an expansion of the member-leader process analysis scoring 
system developed by Richard Mann and his associates (1966, 1967, 1970). The expanded system extends the 
scoring to include all interaction between member and member.  Two new categories, expressing guilt and 
denying guilt, have been distinguished from expressing depression and denying depression (Hartman & Gibbard, 
(1974), p. 160).

 Much of the scoring involves inferences about the symbolic meaning of discussions of concerns external to the 
group, discussions which are seen as disguised statements about or messages to the leader or members 
(Gibbard, et al., (1974), p. 9).

Click here for more information about Ego-State Categories
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JOHN J. HARTMAN AND GRAHAM S. GIBBARD

 John J. Hartman was Associate Professor in the Psychiatry Department at the University of 
Michigan. He is currently Clinical Associate Professor in the Department of Psychiatry at the 
University of South Florida. His scholarly work has focused on the application of psychoanalysis 
to groups, propaganda, ethnic conflict, and artistic productions (Hartmann, (n. d.)). 

 Graham S. Gibbard was a clinical and research psychologist at the Mental Hygiene Clinic, West 
Haven Veterans Administration Hospital, and professor of psychology in the Department of 
Psychiatry at Yale University (Gibbard, et al., (1974), p. xxiii). 



MODELS

HARTMAN AND GIBBARD MODEL OVERVIEW

 Four major phases demarcated by the occurrence of high levels of Expressions of Distress (consisting of three 
ego-state categories – anxiety expressed, depression expressed, and guilt expressed – each equally weighted).

 Changes in group development from phase to phase are signaled or anticipated by a shift in equilibrium, which is 
signaled by an increase in ego-state distress.

 The phases do not follow a linear-progressive course. Boundary evolution (reflected in a sense of we-ness, 
groupness, differentiation, autonomy) does not follow a linear course. Although there is an evolution toward a 
clearer sense of group boundaries and of each individual’s relationship to that group entity, the oscillations and 
deviations from that path suggest a pendular pattern.

Phase 1
Uncertainty-Revolt

Phase 2
Group Fusion-Utopia

Phase 3
Competition-Intimacy

Phase 4
Termination

Peak Expression of Distress

Source: Anxiety, Boundary Evolution, and Social Change
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HARTMAN AND GIBBARD MODEL OVERVIEW

Phase 1
Uncertainty-Revolt 

Marks the group’s reaction to a leader who does not lead in the customary manner. This reaction leads to a revolt 
against the authority of the leader and the structure of the class. The first peak expression of distress is associated 
with the revolt against the leader. 

Phase 2 
Group Fusion-Utopia 

Involves an attempt to create a “utopian group” by instituting new values of closeness and honesty not ordinarily 
associated with a classroom. The second peak expression of distress is associated with the failure of the utopian 
solution to group problems and the emergence of sexual rivalry. 

Phase 3 
Competition-Intimacy 

Arrives when competition, rivalry, sexuality, and the emerging disappointment at the breakdown of the new order 
appears. The third peak expression of distress is associated with the sadness over the group’s end, the concern over 
whether the group was a success or failure, and the apprehension about the examination and the grading of the 
course.

Phase 4 
Termination 

is concerned with the end of the group and the evaluation of previous performance as well as sadness associated 
with termination.

Phase 1
Uncertainty-Revolt

Phase 2
Group Fusion-Utopia

Phase 3
Competition-Intimacy

Phase 4
Termination

Peak Expression of Distress

Source: Anxiety, Boundary Evolution, and Social Change
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CONCLUSIONS REGARDING
BOUNDARY EVOLUTION AND EGO-STATE DISTRESS

 The research concludes that “the foundation of group development is boundary establishment, boundary 
maintenance, and boundary transformation” (Hartman & Gibbard, (1974), p. 174). 

Hartman and Gibbard go on to say:

The intrapsychic processes of introjection and projection on a group-wide basis lead to the formation of psychic boundaries

and other group structures—differentiated roles, hierarchies, ideologies. These processes and structures, in turn, can be

viewed as ways of experiencing, expressing, containing, and neutralizing potentially disruptive and disorganizing affects. The

primary affects explored in this study were anxiety, depression, and guilt. Ego-state distress emerges at those times when

the equilibrium between inclusive and exclusive processes is breaking down or threatens to break down. Group solutions

then have to be found to deal with the distress. The affects thus serve as marker variables to indicate that failures of

equilibrium are occurring, and these affects point to the boundary activities which aim at correcting them.

Source:  Analysis of Groups: Contributions to Theory, Research, and Practice and Group in Context

SECTION END
Return  to  menU
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TRANSITION FROM 1ST TO 2ND GENERATION MODELS

 The next two models that you learn about we have dubbed as “2nd Generation Models.” They depart from the 
prior models when it comes to their research approach, model structures, and the factors they they look at group 
development factors.

 Research approach – In terms of research, the following models view group development through a more holistic lens, 
expanding beyond the narrower perspectives of their predecessors in regards to:

 Group purpose – what is the role of the group? Each of the categories discussed in earlier models (i.e. performance 
models, emotional models, and revolt models) all viewed group purpose differently.

 Type of group researched – many of the earlier models were produced from the analysis of particular

 Model structure – Traditional models viewed group development through a lens of linear progression, where groups 
developed in a hierarchical progression towards accomplishing their goal.

 Factors in group development – These more recent practitioners/theorists felt that the earlier models failed to reflect the 
structure and processes of naturally occurring groups seen in everyday life by often examining therapy groups, academic 
groups, and military groups. 



MODELS

PUNCTUATED EQUILIBRIUM
CONNIE GERSICK



MODELS

WHO IS CONNIE GERSICK?

 Connie Gersick, Ph.D. was a professor of Human Resources and Organizational behavior at UCLA’s Graduate 
School of Management for seventeen years.  She earned her Ph.D. in Organizational Behavior from Yale 
University, where, before entering graduate studies, she was Director of the Office on the Education of Women. 
Gersick worked as assistant to the inaugural director of that office for the first year of co-education in Yale 
College.

 Currently, she is preparing a book on women’s adult development (based on the life histories of 40 women 
leaders in business, social services, and the arts) and co-authoring a study on Women in Asian Enterprise 
Families. 

 Her research interests include human change and adaptation processes; professional relationships and careers; 
and the effects of time and deadlines on work and learning.

 She has taught adult development, organizational behavior and theory, field research, and group effectiveness for 
MBA and doctoral students, and in executive training for such groups as Simmons’ “Leading Edge” program, the 
Head Start-Johnson and Johnson Management Fellows Program, the Los Angeles City Government, and the 
Reardon Programs for outstanding minority high school and college students.



MODELS

OVERVIEW - WHAT IS PUNCTUATED EQUILIBRIUM?

 Roots in Biology – The punctuated equilibrium model is a derived from a biological definition of evolutionary 
change that occurs rapidly in between the long periods of stasis or equilibrium. Gersick utilized this model of 
evolutionary change to design her own model/thesis around the development naturally occurring, small groups. 

 Differences from earlier models: Gersick's study of naturally occurring groups departs from the traditionally 
linear models of group development, where types of behavior are organized into “stages.” Her findings instead 
suggest that “groups develop through the sudden formation, maintenance, and sudden revision of a "framework 
for performance"” (Gersick, 1988, 1989, 1991).

 Impact of time: This framework is viewed through a temporal lens, where group development is broken down 
into what she refers to as “phases.” Each phase identifies a temporal period, where group activities differ, but do 
not progress through a hierarchical order as is the case with “stages.” 

 A more holistic approach: It should be noted that Gersick was a part of a later group of thought leaders that took 
a more holistic approach to their research by taking into account the influence that external environments had 
on group development and progression. The specific issues and/or activities that dominate groups' work and 
external environment are left unspecified in the model, since groups' historical paths vary. 



MODELS

PUNCTUATED EQUILIBRIUM MODEL 

Phase I

• Phase 1 is defined by the the first half of a group's' project timeline. It is an initial period of inertial movement, 
whose direction is set in motion by the end of the group's first meeting. This sets a framework of behavioral 
patterns and norms that dominate the first half of each group's life.

• Visible progress may not be made during this time, as members may be unable to perceive a use for the 
information they are generating until they revise the initial framework.

Midpoint

• At their calendar midpoints, a major transition occurs, where the the group drops its old behavior patterns and 
norms, with the emergence of new behavior and working relationship.

• During this transition, the group has the opportunity to capitalize on gradual learnings and alter the course of its 
life midstream.

Phase 2

• This phase is defined by a second period of inertial movement, whose direction and approach are crystallized 
during the transition. The group’s behavioral patterns, norms and approaches toward their outside contexts 
clearly changed. 

• Transitions did not advance every team in these areas, nor did every team use its transition equally well. 

Completion

• Defined as the final meeting or adjournment of the group. There are three patterns that characterized final 
meetings: “(1) groups' task activity changed from generating new materials to editing and preparing existing 
materials for external use; (2) as part of this preparation, their explicit attention toward outside requirements and 
expectations rose sharply; and (3) groups expressed more positive or negative feeling about their work and each 
other.”



MODELS

HOW THIS MODEL DIFFERS FROM ITS PREDECESSORS 

 Traditionally, group development is depicted as a series of stages or 

activities rooted in a hierarchical framework, where progression trends 

upwards.

 Groups are expected to follow the same historical path where neither 

the mechanisms of change nor the role of a group's environment are 

taken into account. 

 Punctuated equilibrium differs from this, as it is set into a temporal 

framework where the group’s natural development is observed over 

time, rather than the researcher focusing on the distinction group 

behavior into being specific stages. 

 The proposed model highlights the processes through which 

frameworks are formed and revised and predicts both the timing of 

progress and when and how in their development groups are likely, or 

unlikely, to be influenced by their environments. 



MODELS

LIMITATIONS OF THIS MODEL

 One limitation, is that Gersick’s studies are hypothesis-generating, not hypothesis-testing.

 That is, she was not testing the validity of an existing hypotheses, but forming a new one based on her observation of 
group development.

 She notes that the use of a single judge is important in discourse analysis, where the goal is to create an in-depth 
understanding of a whole event, but it increases the need for further research.

 There are limits on the type of group to which the findings might apply.

 The transition involves groups' revising their understanding of and approach to their work in response to time limits.

 Accordingly, results should apply only to groups that have some leeway to modify their work processes and must orient 
themselves to a time limit.

 Gersick states that the length of the time span should not matter, though that is a question for empirical 
research.



MODELS

RECOMMENDATIONS AROUND UTILIZING THIS MODEL

 Impact of first meeting – Traditional models imply that group leaders have plenty of time at a project's beginning 
before the group will choose its norms and get to work, but this model found a group's first meeting will set 
lasting precedents for how the group will use the first half of its time. 

 Storming Phase – According to traditional theory, a group must also expect an inevitable storming stage. In 
contrast, the proposed model suggests that groups use the first meeting to diagnose the unique issues that will 
preoccupy them during phase 1.

 Group Progression – The proposed model also suggests that a group does not necessarily need to make visible 
progress with a steady stream of decisions during phase 1 but does need to generate the raw material to make a 
successful transition.

 Importance of Midpoint – the midpoint is a particularly important opportunity for groups and external managers 
to renew communication. The challenge of the transition is to use a group's increased information, together with 
fresh input from its environment, to revise its framework knowledgeably and to adjust the match between its 
work and environmental resources and requirements.

SECTION END
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MODELS

TIME, INTERACTION, AND PERFORMANCE (TIP) 
A THEORY OF GROUPS
MCGRATH, J.E. 



MODELS

WHO IS JOSEPH E. MCGRATH?

 Joseph E. McGrath was an American social psychologist from July 17, 1927 to April 1, 2007. In 1955 McGrath 
completed a Ph.D. in Social Psychology from the University of Michigan.

 Upon graduation, McGrath became research scientist and project director of Psychological Research Associates in 
Arlington Virginia for two years, and then vice president of Human Sciences Research, Inc. in McLean Virginia for 
three years. 

 He returned to academia in 1960, accepting a visiting position in the Department of Psychology at the University 
of Illinois as research assistant professor and associate director of the Group Effectiveness Laboratory.

 He is best known for his work on small groups, time, stress, and research methods and for his excellence in 
mentoring graduate students.

 McGrath taught several courses popular among Ph.D. students at the University of Illinois. These included, among 
other courses, a recurring seminar on Small Groups.



MODELS

TIME, INTERACTION, AND PERFORMANCE (TIP) MODEL BACKGROUND

 As with the Punctuated Equilibrium model, TIP comes out of later work in small group research and differs from 
its predecessors by having a greater focus on the temporal aspect of small groups. 

 McGrath, as well as his peers at the time, noted that there were serious limitations to prior small group research, 
as it failed to adequately reflect the structure and processes of naturally occurring groups seen in everyday life. 

 This is why practitioners at this time took a more holistic approach to analyzing groups, treating them as dynamic 
entities by taking into account the group’s physical, temporal and social context.

 McGrath also disagreed with the “directional causal relations among isolated factors,” which can be seen with the 
flexibility in his own model. 

 Findings in this article were deduced from the meta-analysis of other research literature, as well as from first-
hand research the team had performed themselves. 



MODELS

MCGRATH’S TIME, INTERACTION, AND PROCESS MODEL

 Modes: potential, but not certain or required, 
forms of activity.

 All group actions takes place in one of four modes, 
which is discussed in greater detail on the 
following slides.

 Modes 1 & 4 are involved in all group tasks and 
projects.

 Models 2 & 3 may or may not be involved in any 
group activity. 

Mode Description

Mode 1: Inception
Inception and acceptance 
of a project (goal choice)

Mode 2: Technical 
Problem Solving

Solution of technical issues 
(means choice)

Mode 3: Conflict 
Resolution

Resolution of conflict, that 
is, of political issues (policy 
choice)

Mode 4: Execution

Execution of the 
performance requirements 
of the project (goal 
attainment)

Source: McGrath’s Article



MODELS

IMPACT OF MULTIFUNCTIONAL NATURE OF GROUPS ON MODE

 Groups are multi-functioning and make contributions to the 
system in three levels: the systems in which they are embedded, 
their component parts (group members), and to the group itself.

 McGrath defined these functions as: production function, well-
being function, and member support function.

 Modes transcend all group functions: The group is always acting 
in one of the four modes with respect to the three functions 
above. 

 That being said, they are not engaged in the same mode for all 
functions, nor are they engaged in the same mode for any 
specific function. 

 Lastly, groups do not progress through the modes unilaterally 
within one function. They instead flow through the modes given 
the needs of the system.  

Production Well-Being
Member 
Support

Mode 1: 
Inception

Production
Demand/ 

Opportunity

Interaction
Demand/ 

Opportunity

Inclusion
Demand/ 

Opportunity

Mode 2: 
Problem 
Solving

Technical
Problem 
Solving

Role
Network 

Definition

Position/
Status 

Attainment

Mode 3: 
Conflict 

Resolution

Policy
Conflict 

Resolution

Power/
Payoff 

Distribution

Contribution/
Payoff 

Relationships

Mode 4: 
Execution

Performance Interaction Participation

Source: McGrath’s Article



MODELS

TIP MODEL

Production

Wellbeing
Member-
Support

Conflict 
Resolution

Inception

Execution

Problem
Solving



MODELS

IMPACT OF GROUP ACTS OR TASKS

• Most systems for observing and coding interaction process are built on the implicit assumption that a given act 
has the same meaning regardless of who performs it and when it occurs in the group’s activity. TIP theory on the 
other hand, attempts to map types of acts to mode-function sequences to examine the different types of 
meanings that may be involved in a task. 

• McGrath breaks acts down into three categories: type of act, source of act, and time of act.

• Acts in relation to the model – Acts are related to modes, functions and paths of group process, and fall into one 
of two categories in relation to the focal task of the group.  (The focal task of the group refers to what the group is 
explicitly trying to accomplish at the time).

• They are described as either germane or nongermane to the focal task. That is, they are either directly 
contributing/relevant to the focal task (germane acts), or not (nongermane acts).

• The flow of work in groups can be reflected in the different aggregation of acts. For McGrath, this allowed for the model 
to account for non-unitary directional flow to exist and better represented the naturally occurring groups as groups may

SECTION END
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OUR INDIVIDUAL ADVENTURES

“IRONIC” “STURM UND DRANG”

“BALANCING THE POLARITY OF 
INTERPERSONAL CONNECTION 

AND TASK MANAGEMENT”

“PERSEVERENCE AND 
SIMPLICITY”

https://www.youtube.com/watch?v=Ycw7j0SNLsE
https://www.youtube.com/watch?v=9Yk4BWLcGfE&feature=youtu.be
https://youtu.be/5iEPKOF3140
https://www.youtube.com/watch?v=GBycOP6cek4


TEAM INSIGHTS
JOHN CRAMER JAIME PARTLOW
FABIOLA FAJARDO CAMERON WILK



 Much of the study on group development comes from Psychology and work with Therapy groups.

 There are many different group development models available for OD practitioners to use in their work with 
client groups. Each has its shortcomings. However, we could not find one overarching, unifying model which can 
support every group or every interventional need. Practitioners are left to choose a model which fits their own 
point of view and supports the purpose for their research.

 i.e. Some well-known models have been generalized beyond their original framework

 i.e. Some models include hierarchical, progressive stages while others do not

 i.e. Some models contain a final stage whereas others do not

 There are a variety of output measures, data sampling and measurement techniques specific to each study. This 
creates a challenge when comparing models and study findings. 

 Researchers acknowledge that selection of data involves a bias of some kind and can distort the findings. A key 
question is: are their observations objective or merely effects of their own interpretation and associations, 
faithfully reenacted by helpful group members? 

TEAM INSIGHTS FOR OD PRACTITIONERS



It may be time to rescue group research from the 
hands of the scientists. It may be time to create a 
new vision of what it means to try to understand 
things that really matter, things in which you are 
involved but which continue to baffle or upset you… 
the problem lies not with the people in groups but 
with the definition and conduct of research.

72

- Richard D. Mann, Analysis of Groups, 1974

72

SECTION END
Return  to  menU



ADDITIONAL RESOURCES AND GLOSSARY



ADDITIONAL LEARNING

THE BENNIS AND SHEPARD MODEL OF GROUP DEVELOPMENT (1956)

Analysis Of Groups; Contributions To Theory, Research, And Practice, Graham S Gibbard; John J Hartman; Richard 
Dowey Mann, Editors, Jossey-Bass Behavioral Science Series

Bennis and Shepard's Theory of Group Development: An Empirical Examination, Elish Y Babad, Liora Amir

Warren G. Bennis (Wikipedia)

Herbert A. Shepard (Wikipedia)

WILLIAM SCHUTZ FIRO THEORY AND FIRO-B ASSESSMENT (1958)

EPISODE #028: TRUTH, CHOICE & AWARENESS: DESIGNING SPACE FOR THE HUMAN ELEMENT IN TEAMS

What is EMOTIONAL CLIMATE? What does EMOTIONAL CLIMATE mean? EMOTIONAL CLIMATE meaning & 
explanation

Group Development and Team Effectiveness

Joy : expanding human awareness

The interpersonal underworld

http://pepperdine.worldcat.org.lib.pepperdine.edu/title/analysis-of-groups-contributions-to-theory-research-and-practice/oclc/220155555
https://pepperdine.worldcat.org/title/bennis-and-shepards-theory-of-group-development-an-empirical-examination/oclc/425879877&referer=brief_results
https://en.wikipedia.org/wiki/Warren_Bennis
https://en.wikipedia.org/wiki/Herbert_A._Shepard
http://www.teamcoachingzone.com/ethanschutz/
https://www.youtube.com/watch?v=pTtxtmRKDFo
https://pepperdine.worldcat.org/title/group-development-and-team-effectiveness/oclc/440419313&referer=brief_results
https://pepperdine.worldcat.org/title/joy-expanding-human-awareness/oclc/1975829&referer=brief_results
https://pepperdine.worldcat.org/title/interpersonal-underworld/oclc/301521554&referer=brief_results


ADDITIONAL LEARNING

THE TUCKMAN MODEL OF GROUP DEVELOPMENT (1965)

Episode 9: Stages of Group Development: The Deliberative Creative: Leading Innovation in Teams; with Amy Climer

Five Stage Teambuilding Model

Developmental sequence in small groups, Bruce W. Tuckman 

Stages of Small-Group Development Revisited, Bruce W. Tuckman and Mary Ann C. Jensen

Bruce W. Tuckman: Forming, Storming, Norming and Performing in Groups

Forming, Storming, Norming, and Performing Your 10-Minute Guide to Developing an Effective Team

40 years of storming: a historical review of Tuckman's model of small group development, Denise A. Bonebright

Groups in Context, Ch. 6 (MSOD 613 assigned reading): Reevaluating Group Development: A Critique of the Familiar 
Models, Marion McCollom

Stages of Group Development: An Empirical Test of Tuckman’s Hypothesis, Philip J. Runkel et all.

https://itunes.apple.com/us/podcast/deliberate-creative-creativity-leadership-team-development/id999593405?mt=2&i=1000393033936
https://www.youtube.com/watch?v=nRYRZg8YSso&feature=youtu.be
http://web.b.ebscohost.com.lib.pepperdine.edu/ehost/detail/detail?vid=19&sid=4f0f5d70-47d7-47fc-aa57-4a525f9494a5@sessionmgr104&bdata=JmxvZ2luLmFzcD9jdXN0aWQ9czg0ODAyMzgmc2l0ZT1laG9zdC1saXZlJnNjb3BlPXNpdGU=#AN=1965-12187-001&db=pdh
http://web.b.ebscohost.com.lib.pepperdine.edu/ehost/detail/detail?vid=6&sid=44c3fb05-986c-475e-a310-186f789c7eb4@sessionmgr103&bdata=JmxvZ2luLmFzcD9jdXN0aWQ9czg0ODAyMzgmc2l0ZT1laG9zdC1saXZlJnNjb3BlPXNpdGU=#db=buh&AN=49049910
http://infed.org/mobi/bruce-w-tuckman-forming-storming-norming-and-performing-in-groups/
https://www.mindtools.com/blog/corporate/wp-content/uploads/sites/2/2014/01/Forming-Storming.pdf
http://www.tandfonline.com.lib.pepperdine.edu/doi/full/10.1080/13678861003589099?scroll=top&needAccess=true
https://courses.pepperdine.edu/access/content/group/c0141142-7a7a-4c59-94e9-3715012e17ed/Readings/Groups in context chapter 6.pdf
http://journals.sagepub.com.lib.pepperdine.edu/doi/pdf/10.1177/002188637100700204


ADDITIONAL LEARNING

THE HARTMAN AND GIBBARD MODEL OF TEAM DEVELOPMENT (1974)

Analysis Of Groups; Contributions To Theory, Research, And Practice, Graham S Gibbard; John J Hartman; Richard 
Dowey Mann, Editors, Jossey-Bass Behavioral Science Series

Dr. John J. Hartman’s website

PUNCTUATED EQUILIBRIUM MODEL (1988, 1989, 1991)

"Time and Transition in Work Teams: Toward a New Model of Group Development” Connie J. G. Gersick. 1988.. The 
Academy of Management Journal. 31 (1): 9-4

"An Investigation of Collaboration Processes in an Online Course: How Do Small Groups Develop over Time?"Jahng, 
Namsook. 2012. International Review of Research in Open and Distance Learning. 13 (4): 1-18.

Dr. Connie Gersick’s website

http://pepperdine.worldcat.org.lib.pepperdine.edu/title/analysis-of-groups-contributions-to-theory-research-and-practice/oclc/220155555
http://www.johnjhartmanphd.com/index.html
http://web.mit.edu/curhan/www/docs/Articles/15341_Readings/Group_Dynamics/Gersick_1988_Time_and_transition.pdf
https://files.eric.ed.gov/fulltext/EJ1001703.pdf
https://www.lgassoc.com/connie-j-g-gersick-phd/


ADDITIONAL LEARNING

MCGRATH TIP MODEL (1991)

Time and human interaction: toward a social psychology of time. McGrath, Joseph Edward, and Janice R. Kelly. 
1986. New York: Guilford Press. 

Time, interaction, and performance (TIP)".McGrath, Joseph E. 1991. Small Group Research. 22 (2)

Temporal matters in social psychology: examining the role of time in the lives of groups and individuals.McGrath, 
Joseph Edward, and Franziska Tschan. 2004. Washington, DC: American Psychological Association.

http://psycnet.apa.org/record/1986-98714-000
http://journals.sagepub.com/doi/abs/10.1177/1046496491222001
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.895.3331&rep=rep1&type=pdf


GLOSSARY

TERM DEFINITION

Encounter group

A type of self-analytic group. Encounter group experiences have been developed largely within the personal growth 
movement and represent an attempt to help participants more easily express their emotions and become more aware of 
their emotional life. The guides and facilitators in these encounter experiences are concerned with developing techniques 
and creating group climates that assist members to express and become conscious of intense but suppressed feelings 
about group members or significant others in their lives.

Humanistic psychology

It is a psychological perspective that rose to prominence in the mid-20th century in answer to the limitations of Sigmund 
Freud's psychoanalytic theory and B. F. Skinner's behaviorism.[1] With its roots running from Socrates through the 
Renaissance, this approach emphasizes individuals' inherent drive towards self-actualization, the process of realizing and 
expressing one's own capabilities and creativity.
It adopts a holistic approach to human existence and pays special attention to such phenomena as creativity, free will, and 
positive human potential. It encourages viewing ourselves as a "whole person" greater than the sum of our parts and 
encourages self exploration rather than the study of behavior in other people. Humanistic psychology acknowledges 
spiritual aspiration as an integral part of the psyche. It is linked to the emerging field of transpersonal psychology.

Learning group

One type of self-analytic group. The leader-teachers of these groups are primarily concerned with teaching the members, 
through a direct experience, about the complexity of interpersonal relationships. These leaders are not much involved in 
trying to change the behaviors or attitudes of the members in any particular direction except insofar as they want the 
members to examine group process. They do not provide a therapeutic experience that promises to alleviate the personal 
sufferings of the members. The participants tend to be college students, and the group experience is usually part of a 
course on group and interpersonal relationships.



GLOSSARY

TERM DEFINITION

Psychoanalytic theory

Psychoanalytic theory is the theory of personality organization and the dynamics of personality development that guides 
psychoanalysis, a clinical method for treating psychopathology. First laid out by Sigmund Freud in the late 19th century, 
psychoanalytic theory has undergone many refinements since his work. Psychoanalytic theory came to full prominence in 
the last third of the twentieth century as part of the flow of critical discourse regarding psychological treatments after the 
1960s, long after Freud's death in 1939,[1] and its validity is now widely disputed or rejected

Self-analytic groups

Groups such as therapy and T-groups, where a major part of the group task is the development of a greater sensibility to 
and understanding of the motivations, emotions, and the defenses of the group members (including oneself) and to 
interpersonal and group processes within the group itself. The term "self-analytic" is used in a generic way to refer to all 
types of experiential group situations that are designed to achieve educational, remedial, or therapeutic aims by 
encouraging participants to discuss their performances and perceptions in the immediate context of the group.

T-Group 
(sensitivity training group)

Refers to group experiences designed to foster and develop interpersonal and social effectiveness among the participants. 
The trainers, as educators, are concerned that the members learn from the group experience how to be productive and 
effective member-leaders in their back-home work and community settings. The participants tend to come to the T-group 
experience as members of organizations in which they hold supervisory, managerial, or instructional positions. They hope 
that the experience will help them become more effective in their work roles, so that their contributions will enhance the 
overall effectiveness of their organizations and communities.
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