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PREFACE

This bibliography is intended fo facilitate +the loca-
tion of materials having as their focus the improve-
ment of organizational performance. The books and
articles cited herein emphasize the social aspects of
organizational functioning. The term organization
development (0D} Is often associated with efforts in
this area.

The materials included present (|} theoretical state-
ments, (2) empirical analyses, (3) conceptual formula-
tions, (4) case studies, and (5) descripTions of tech-
niques commonly used in organizational change efforts.

Abstrécts of each book and article contain summary
descriptions of the major ideas and a listing of major
topics. ‘Where appropriate, the abstracts also include
" Tables of Contents and listing of Contributing Authors.
Materials are arranged according to the alphabetical
order of authors. Author and fopic indices follow the
abstracts.

Italics have not been added.to quoted materials. Thus,
when ifalicized materials appear within a duotation It
is tfo Indicate their original form.

Several persons. helped prepare this monograph. Cindy
Bunt, Jane Oelaney, Caral Shiriey, Edie Wessner, and
Anne Wissler each helped edit and type early forms of
the manuscript. Carrie Lewis typed tThe final manu-
script.

Financial support was provided by the Office of Naval
Research (Organizational Effectiveness Research Pro-
gram, Contract NOOOI|4-67-A-0181-0013) <and the Center
for Research on Utilization of Scientific Knowledge at
the Unlversity of Michigan's Institute for Social
Research.

The editors of +the Jowrnal of Applied Behavioral
Seience kindly granted permission to include materials
from that source.

I wish to thank each of the above for their help in
this effort.



Alderfer, C.P. The organizational syndrome. Administrative Science
Qudarterly, 1967, 12, '440-460.

A study In one:organization focuses on the effects of job enlargement on satis-
faction. "The major findirge were: (1) Satisfaction with respect from superi-
ors decreased as job complexity increased and as seniority increased. (2) Satis-
faction with use of skills and abilitiee inereased ag job ecomplexity inereased.”
Two explanations for the breakdown in superior-to-subordinate relationships are
suggested. The first Is that more complex jobs require levels of interpersonal
competence not reached in the organization studied. The second explanation fs
that rapld growth and technological change resultfs In career anxiety which puts
strains on the superior-to-suberdinate relationship.

TOPICS
Job Enlargement Superior-Subordinate
Organization Growth Relationships
Satisfaction Technological Change

Alderfer, C.P. Organizational diagnosis from initial client reactions
to a researcher. Human Organisation, 1968, 27, 260-265.

Meetings were held with key organizational managers to discuss a field study in

which organizational members were to participate., Sehavior of the managers was

used to predict behavioral {attendance at future meetings) and attitudinal. {sat-
isfaction with respect by superiors} ditferences in subordinates. Four types of
managers were distinguished on the basis of the presence or absence of "threat"

and "fantasy". The types are distinguised as follows:

Type Threat - Fantasy -
Pilot Present Present

Producer Present Absent

Checker Absent Present

Leveler Absent Absent

Attendance of subordinates at the first meeting was found to be related to per- -
ceived thréat by the manager. Where threat was judged as belng absent (Checker
and Lteveler) attendance was greater than where Is was Judged to be present {(Rf-
lot and Producer).

Satisfaction with respect by superiors was found to be related to fantasy. De-
partments headed by supervisors exhibiting fantasy (Pilot and Checker) were less
satisfied with respect by superiors than those in which the supervisor did not
exhibit fantasy {Producer and Leveler}.

The author suggests that this study supports the notlon that organizational re-
sistance can be determined from Initial interactions:between the researcher and
mnembers. of the organization to be studied.

TOPICS

Diagnosis/Evaluation Resistance to Change
Fantasy Threat



Anderson, J. Giving and recaiving feedback. In G.W. Dalton, P.R.
Lawrence, & L.E. Greiner (eds ), Organizational change and de-
velopment. Homewood, i, Irwln Dorsey, 1970, 339-346,

Suggestions are presented for the use of feedback in a team laboratory. When
giving feedback, the following criteria should be met to maximize its usefulness:
{a) an intent of helpfulness should be present; (b) 1+ should be given directly
and with real feeling in an afmosphere of mutual trust; (¢} descriptive informa-
tion is preferable over evaluative feedback; (d) It should be specific and sup-
ported by clear and recent examples; (e) it should be given when the receiver is
raady to accept it; (f) 1t should be checked with others to Tnsure its validity;
tg) it should include only things over which the receiver has some powsr to
change; (h} it should be 1imited by what the person recelving the feedback can
handle at any glven time.

when receiving feedback one should (a) try not to be defensive; (b} try to help
find relevant examples to clarify the point; {(c) be sure he understands by sum-
marizing what has been said; {d) explore feelings about the feedback; (e} reserve
the right to evaluate and act upon the feedback.

TOPICS
Feedback Team Development Laboratory

Argyris, C. Peraonality and organization: The conflict between aystem
arid the individual. New York: Harper & Row, 1957,

The basic proposition of this book is that a mismatch exists between the princl-
ples of formal organlzation and the needs of healthy Individuals. This incon-
gruity increases "...as (1) the employees are of increasing maturity, (2) ae the
formal structure...is made more elear-cut and logically tight for maximum formal
organizational effectivenese, (3} as one goes dam the line of ocommand, and (4)
as the jobs becomae more and more machanized.” The results of the mismatch are
conflict, frustration, and failure on the part of organizational members. Each
of These negafive results Is decreased, however, through the informal organlza-
tion. "...It is a basie eonolusion of thie analysis that the apparently incon-
gruent behavior on the pari of the emplojees coerced by the informal organiza-
tiom is necessary if healthy individuale are to maintain a minimum level of
health and if the formal organiaation ie to cbtain opiinmm expression of its de-
mandsa.

CONTERTS

1. Baslc assumptions and vliewpoints of the book

2. The human personality

3. The formal organization

4. Individual and group adaptation

5. Management's reaction and [ts Impact upon the employees

6. Tha first-line supervisor

7. Decreasing the degree of Incongruence between the formal organization
8. The develcpmant of effective executive behavior

9. Summary and conclusions



TOPICS

Adaptation Individual-Organization
Adjustment Interface
Formal Organization Informal Organization

. Leadership

Argyris, C. Interpersonal competence and organlzational effectiveness.
In C. Argyris, Inierpersonal competence and organizational effective-
negs. Homewaed, 1ii.: lrwin, 1962, 38-54.

According to the model presented, the following values of formatl organizations
lead 10 decreased:organizational -effectiveness:
"{, The relevant human relationships are those related to the organi-
zaticnal objective. )

2. Human relations effectiveness Increases as behavior is rational,
logical, and clear|y ‘communicated. Personal attitudes, feelings
and values tend to decrease effectiveness.

3. Human relations are most effectively influenced through direc-
tlon, cosrcions, and control as well as rewards and penalties
that serve to emphasize the raticnal behavior snd getting the
Jjob done.™

Argyris notes that increasing interpersonal competence is a necessary but riot
sufficlent step in Increasing organizational effectiveness. Values alse must be
altered to support changes in organizational, techneological, and interpersonai
factors.

TOPICS

Formal Organization Organization Effectivenass
Interpersonal Competence Values

Argyris, C. T-groups: for organizaticnal effectiveness, Harvard Business
Review, 1964, 42 (2}, 60-74,

A rationale s presented for the use of T-groups as a means of impfoving organi-
zational effectiveness. Baslcally, this method provides a supportive situation
In which one is able To experiénce the ineffectiveness of old valués and increase
his abllities to use new values. The method 1's seeh as especially effective be-
cause the method of teachling is congruent with tha values belng taught.

According to this author, a change cannot really be effective and permanent un-
+il the new values are accepted throughout the organization. (n addition, he
notes that the results of l|labaratory education are "individuallistic™. They are
a rasult of a particular individual in a particular organization.

TOPICS

Laboratory Training T-Group
Organization Effectiveness



Argyris, C. Interpersonal barriers to declslon-making. Harvard
Business Review, 1966, 44 (2), 84-97.

An Incongruency is identifled between the norms (innovatlon, risk-taking, flex-
ibility and frust in the executive system) that top managers suggest are the
basis for effective decislon- -making and .actual behavior. The consequences of
this lack of congruence include restricted commitment, subordinate gamesmanship,
lack of awareness, the wlitholding of negative feelings toward superiors, distrust
and antagonism, and poor interactions. These factors are seen as Impeding good
decision-making. It is suggested further that the forces operating against good
decision-making operate most strongly when the most important declsions are: taced.

TOPICS
Commitment Management
Decision-Making Norms
Flexibitity Risk/Risk-TaklIng
Innovation Trust

Argyris, C. On the future of laboratory education. Jowrnal of Applied
Behavioral Seience, 1967, 3 (2}, 153-187.

Issues of . learning are discussed with specfal focus on the laboratory approach.
The laboratory approach is distinguished from more traditional approaches by the
emphasis placed on teelings, group maintenance, and student control. Argyris
argues, however, that feelings are valuable only when valid, and not as ends In
themsalves. The validity ot feelings is esteblished through multiple percep-
tions by different individuals.

A danger of the laboratory approach is related to the artificiality of the situ-
ation. '"Learning that Is laboratory-bound is ‘of Interest, but it can be danger-
ous because the individual could leave, feeling that the only worid that is a
good one 1s the one in the laboratory." This feeling would not motivate the Tn-
dividual to increase hls linterpersonal competence in the "real" world.

Additional comments relate to learning in sltuations where psychological success,
contirmation and essentiality are maximized or minimized; the value of here-and-
now data; and the motives and needs of those attracted to laboratory education.

oo TOPILS
FeelIngs Laboratory Training
Here-and-Now Data ’ Motivation
Interpersanal Competence Transfer of Training

Argyris, C. Conditions for competence acquisition and therapy. Journal
of Applied Behavioral Seience, 1968, 4 (2), 147-178,

Competence acquisition and therapy are defined as learning processes that-are

distinguisbed from each other on several key dimensions. Baslcally, they differ
w[th respect to the individuais who can be helped and the conditions. desmed
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necessary for each to occur. Competence acquisition focuses on the development
of interparsonal competencies. Therapy stresses survival.

"Competence acquisition requiree psychological éuccess, the giving and receiving
of information that is directly verifiable, minimally evaluative, and mirdimally
eontradictory.” Therapy. requires ".,.indireatly verifiable knowledge, knowledge
that ie evaluative and can lead to peychological failure."

TOPICS

Interpersonal Competence Therapy
Learning

Argyris, C. Intervention theory and -method. Reading, Mass.: Addison-
Wesley, 1970,

Argyris describes interventions In human soclal systems-and presents a series of
case Illustrations. Three baslc requirements are suggested for effective inter-
ventions: (1} the generation of valld Information, (2) the making of free, In-
formed cholices, and {3) internal comm[tment to the cholces made.

Behaviors leading to system competence are described. System competence itself
Is datined In terms of six criterfa: "(i) awarenass of relevant information,
(2) understanding by the relevant parts, (3) manlpulability, (4) realistic cost,
(5) leading 1o a solution that prevents recurrence of the probiem without deter-
lorating, and (6} preferably increasing the problem-solving, decision-making,
and Implementing processes.” The condltions necessary for achieving these crl-
teria are presented.

in elaborating the-advantages and disadvantages of mechanistic and organic re—-
search, the author expresses a preference for the |atter.

Argyris sets forth thése quallties he consliders basic for effective activity on
the part of the interventlionisti (1) confidence In his own Intervention phi'los-
ophy, (2) an accurate perception of a stressful reallity, (3 an acceptance of
the client's attacks and mistrust, (4) a trust in one's own exparience of real-
[ty, and (5) an investing of stressful environments with growth experiences. The
interventionist behavior nesded to produce effectiveness Includes {|) ownlng up
to, being open toward, and experimenting with [deas and feelings, (2) helping:
others to own up, be open, and experiment with ideas and feelings, (3) contri-
buting to the norms of .indlviduality, concern and trusf, Ty] communicating En
observed, dlirectly verifiable categories, wifh minimal attribution, evaluation,
and ln+erna| centradiction.

-CONTENTS

Part One THEORY AND METHOD
I. The primary tasks of Intervention activities
‘2. Competent and effsctive interventions and organizations
3. Organizational entropy
4. The unintended consequences of rigorous research
. Organlc research
6, Effective intervention activity
7. The primary intervention cycle and levels of dialogue



8. Ineffectlve intervention activilty
9, Cases of ineffective Intervention activity

Part Two EFFECTIVE INTERVENTION ACTIVITIES: CASE |LLUSTRATIONS
10. Meeting with the prospective client system
Il. lofroductory sessions with two top management groups
12. Selecting a cllent system
13, Diagnostic activities
|4, Diagnostic results of a fop management system
5. Feedback of diagnosis
16, Terminating ineffective cllent relationships

TOPICS

Attribution Organic Research
Commitment Organization Entropy
Conflict/Conflict ResIstance to Change

Resolution System Competence/
Defens|veness "Effectiveness
Diagnosis/Evaluation T-Group
Intarvention Termination
Manipulation Trust
Mechanistic Research Valid Information

Aronoff, !. & Litwin, G.H. Achievement motivation training and execu-
tive advancement. Journal of Applied Behavioral Seience, 1971, 7
(2), 215-229.

An experimental study describes the effects of achlievement motivation training
on promctions and raises of middle-level managers, Two partially matched groups
ware used. The |6 members of the experimental groups participated In a one-week
motivation training course. Mambers of the contrel group participated in a four-
weok management devalopment course.

Unusual rates of advancement (job level and salary) were examined two years af-
ter the courses were given. Five members of the experimental group were not
available at this time. "The results...show that the relative performances of
those executives. who attended the n Achievement tralining course evidence a slg-
nificantly hligher rate of advancement than the control group.”

According to J.R. Hurley (see pages 230-233 of the same journal) the results are
not clear. Several methodological problems are demanstrated which favor the
authors' position.

TOPICS
Management Training/ Motivation Tralning
Deve | opment Need Achievement
Barnes, L.B. Organizational change and field .experiment methods, In

V.H. Vroom (ed.), Methods of organisational researeh, Pltisburgh,
Penrt.: University of Pittsburgh Press, 1967, 57-111.
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This two-part chapter [ncludes discussion of organizational change in ferms of
approaches, relationships, and processes as well as a review of fleld experiment
methodologies as they might be used to study these Issues. The first part sum-
marlzes the following: (a} Leavitf's (1965) article describing three approaches
to change {pecple, 5Truc+ura| and technological); (b} Bennis' {|966) discussion
of change styles other than planned change” (indoctrination, technoeratic, In-
teractional, soclallzation, emulative, natural); (&) Greiner's (1965) Identlifi-
cation of the most often used approaches To‘organlzafncnal change (decree, re-
placement, structural, group decision data discussion, group problem-selving, T-
group) .

Individuals within organizations who suppart and resist changes are dliscussed
and delineated Into four types besed on the following dimensions: Advocates, Re-
sisters, Rational Objective, Emoticnal Subjective. The four types are defined
as follows: (a) "Rational Advocates" are Advocates who are Rational Objective;
{b) "Radicals" are Advocates who are Emctlonal Subjective; (c) "Rational Resis-
tars" are Reslsters who are Rational Objective; (d) "Tradltionallsts" are Reslis-
ters who are Emotional Subjective.

A further discussion regarding change processes Includes Lewin's (1947) concepts
of unfreezing, change, and refreezlng. an expansion of these concepts as describ-
od by Scliein (1961); and Greiner's (1965} findings of factors differentiating
successful from unsuccessful change efforts,

The tirst part of this chapter concludes In caution: "The underlying dilemma
exists for a behavioral sclentist when he feels forced to Identify himselt either
with the values of scientific inquiry or with the values of change advocacy.”

Part Two elaborates problems insherent in applying classical research designs to
studies of Grganizational change, focusing on alternative designs "...that could
beé worked out around émvirommental alterations, subjeet involvement alterations,
and experimenter involvement alterations.”

TOPICS

Change Pracesses Resistance to Change
Change .Strategy Support
Research Dasigns ’

Barrett, J.H., Individual goals and organizational objeetives: A study
of integrating mechamismg. Ann Arbor, Mich,: Instltute for Secial
Research, 1970.

This study was conducted with data collected from .|,78] employees of & refinery
using the Institute for Social Research's Survey of Organizations questionnaire.
Integration was examined with regard to the three mechanisms of (a) accomoda-
t+ion, {b) sociallzation, and {(c) exchange.

"The overall results...justify the conclusicn that the degres of goal integra-
titon present is slgnificantly related to the quaiity of an organization's func-
tloning and the reactions of Indlviduals to their membership In the organization."



"...the three models differ in the strength of their relationships to goai in-
tegration, the accomodation model showing the strongest relationships, with the
socialization model in second place and the exchange model shawing low and some-
times negative relationships to goal Iategration."

"Rather than calling for elther (a) the unlversal application of participative
practices and universal rejection of classical methods or (b} the use, in a given
situation of either participative or classical practices, our data suggest a
third alternative, namely the universal application of participative managsment
practices, supplemented In particular situations by the use of some practices
called for by classical theories."

TOPICS
Accomodation Participation
Goals (lndividual/ Soctallzation
Organizational) Survey of Organizations

Bass, B.M. The anarchist movament and the T-groups. Jowrnal of Applied
Behavioral Seience, 1967, 3 (2), 211-226.

Bass offers cauticgns regarding ?he use ¢f T-groups in organlzaticnal development.
of speciai concern is that more "mature" individuals may make less effective or-
ganizations. The emphasis on freedom in T-groups does not seem to be matched by
an equally necessary emphasis on individual responsibilbity.

A second major issue refers to the transfer of diegnostic skills and self-aware-
ness to the organizational setting. According to-Bass, participants-must be
taught for transfer. if that process Is to be effective. He suggests elght ap-
proaches (with exampies) for lncreasing the transfer of T-group trainring. T-
groupling without some supplementary activities is not deemed sufficlent for or-
ganizational development.

ToPICS

Dlagnosts/Evaluation T-Group
Sel f-Awareness Transfer of Training

Beckhard, R. An organizatien improvement program in a decentralized
organization. Jowrnal of Applied Behavioral Science, 1966, 2 (1),
3~25. .

A five-year project in an organization operating 26 hote| propertles 1s reported
during which the following series of events took place: (a) interviews; (b) 3-
day off-site feadback meetlng; (c) follow-up meeting; (d} 3 meetings held 6
months apart for feedback with hotel managers and their teams; (e) problem-solv-
ing conterences; (f) training laboratory for president, two vice presidents,
several hotel general managers, and 2 or 3 staff directors; (g) 2-day planning
conference to |ook at progress toward management by objectives or Theory Y; (h)
management school to provide cognitive awareness regarding {|) the menagers' own
behavior, (2) concepts relevant to organizational development, and (3) management

8



by objectives; (1} technical seminars to broaden fechnlcal skills; (j} team
training for new hotels; (k) operations improvement committees; (1) cost reduc-
tion program.

Ne clear measures of change were available; however, improvements in profits,
turnover, performance {(costs related to sales), and crisis management were re-
ported.

Included in the article are several general notes on the phases and necessary
cenditlons for effective planned change. In addition, Beckhard notes that prior-
Ities should be set among the various types of changes (attitudes, skitls, cli-
mate) that can be sought.

TOPICS
Attitude/Attitude Change Laboratory Training
Change Phases Management by Objectives
Climate Prob lem-Solving
Feedback Skill
Interview Team Building/Development

Beckhard, R. The confrontation meeting. Harvard Business Review, 1967,
45 (2), 149-154, )

Beckhard describes a technique developed to invelve ail levels of an organization
in getting a rapid reading of its own health and setting action plans for idiprov-
ing it. - ’

The method is deemed appropriate where the following conditions exist: "There Is
a need for the total management group to examine I+s own workings. Very limited
time is avallable for the activity. Top management wishes to improve conditions
guickiy. There is enough cohesicon in the top team to ensure follow-up. There

15 real commitment to resolving the Issues on the part of top management. The
organization is experiencing, or has recently experienced, some major change."

The technique includes the following components: (a) climate setting, (b) Infor-

mation col-lecting, (c) information sharing, {d) priority setting and group action
planning, (e) organization action planning, {f) immediate follow-up by top team,

and (g) progress review.

TORICS

Climate Giagnosis/Evajuation
Confrontation Mseting Management

Beckhard, R. Organizational development--Strategies and models. Reading,
Mass.: Addison-Weslay, 1969,

Beckhard presents a conclise view of organizational development in terms of goals,
strategies and conditions leading to success or fallure. |llustrations are made
through a presentation of case studies focusing on change in five different as-

pects of organizational |ife: (a) culture, {b) managerial strategy, (c) the way

9



work is done, (d) adaptation to a new environment, amnd (e) communication and In-
fluence patterns, In addition, the .auther explores four different types of In-

terventions and a variety of possible contractual relaTionéhips between the or-
ganization and outsice help.

TQPICS
Adaptation Culture
Change Goals Environment
Change Strategy Influence
Communications Intarvention
Contractua! Relationship Management

Beckhard, R. Optimizing feam—building efforts. Journal of Contemporary
Businesa, 1972, 1 (3), 2332,

four general purposes (other than sharing information} are suggested for group
meetings: {1I) establishing goals or priorities, (2} analyzing and distributing
the work, (3) examining how the group works, and (4) examining the relationships
among the group members as they work. '

Beckhard notes that consuitants and managers fend to rank-crder these purposes
differently in terms of importance. This situation is the cause of misused ener-
gy in team-building efforts. The proposed selution is to sort out the rank-or-
derings to select a single primary purpose. |t is the responsibility of the team
leader to select this purpose and the responsiblility of the third-party consul-
tant to facilitate the work within the 1imits of that purpose.

TORICS

Consul tant Team-Bui lding/Deve lopment
Leadership Third-Party

Beer, M. & Huse, E.F. A systems approach to organization development.
Journal of Applied Béhavioral Science, 1972, 8 (1), 79-101.

An input-process—output model of organization is suggested as a useful basis for
planned change efforts. Several strategies and technologies ware used to change
important dimensions included In the model. Generalizations are presented in-
cluding the following: (1) OD efforts must not aqluvaye start at the top; (2) the
organization itself is the best laboratory for learning; (3) struetural and inter-
personal changes must complement and reinforce each other; (4) adult learming
starts with behavior change rather than cognitive change; and (5) the gelection
of cha':nge leaders as initial targets for the change program ie a useful OD stra-
tegy. "



TOPICS

Change Mechanisms
Change Phases
Change Strategy
Change Technology
Cormini trment
Communications
Feadback

Influence:

Job Enrichment
Laboratory Approach
Learning

Planned Change
System Model
T-Group

Benedict, B.A., Calder, P.H., Callahan, D.M., Hornstein, H.A,, & Miles,
M.A. The clinical-experimental approach to assessing organizaticnal
change efforts. Jowrnal of Applied Behavioral Science, 1967, 2 (3,
347-380.

A mode! is presented for evaluating organizational change efforts calting for
"...The separation of researcher and change-agent roles, the construction and
testing of general and specific clinical hypotheses, thorough-going experimental
design, and careful documentation of change-agent assumptions, plans, strategies
and effects." The authors argue that "...data-collection aetivities must be both
elinieal and experimental. They should include a natural-history running account
of events which occur before, during, and after the intervention, as well as. pre-
planned, pericdic measures."

The method was used in an attempt to assess changes in a school system resulting
from a four-day off-site meeting with 32 members of the administrative statf.
These same people also participated in a serles of six meetings held over a six-
woek period. No changes were reported as a result of the change effort.

TOPICS

Change-Agent
Clinlcal-Experimental
Approach

Data Collectlon
Diagnosis/Evaluation
Researcher

Benne, K.D. & Birnbaum, M. Prlaciples of changing. Ln W.G. Bennis, K.D.
Benne, & R. Chin (eds.), The planning of change. New York: Holt,
Rinehart, & Winston, |969, 32B-335.

Lewin's model of change [s presented Including an analysis of change In terms of
the use of situatlional forces to accompllish unfreezing, moving, and refreezing.
Three general change strategies are suggested based on the following: (a) in-
creasing the driving forces, (b) decreasing the resfraining forces, and {c} doing
both | and 2.

Several principles of strategy for effecting instituticnal change are. suggested,
focusing on the following issues: (a) environmental ‘Influences, (b) system-wide
change, (c) identiflcation and evaluation of stress points, (d) identification of
beginning points, (e) consideration of both informal and formal aspects of the
organization, and (f) participant involvement.



TOPICS

Change Processes Informal Qrganization
Change Strategy Situational Forces
Formal Orgenization Stress

Benne, K.D., Chin, R., & Bennis, W.G. Sclence and practice. In W.G.
Bennls, K.D. Benne, & R. Chin (eds.), The planning of change. New
York: Heolt, Ripehart, & Winston, 1969, |13-123.

Some problems of the social scientist in the role of a change-agent are explored:
It is noted that tor such persons the luxury of studying completed events is not
presented. The change-agent is described as a person who must be able to diag-
nose and intervane in ongoing events In such a way as to "...maximize the valid
human values implicit in the events."

Changé agentry is described as an artistic skill requiring the use of feel.ings
and emotions in addition to conceptual frameworks.

TOPICS

Change-Agent Skifl
Diagnosis/Evaluation Values
Intervention

Benne, K.D. & Sheats, P. Functional reles of group members. Journal of
Soeial Iesues, 1948, 4 (2), 41-49. -

Three groupings of member roles. are identified and elaborated. Early NTL T-
groups provided the population studied. The groupings are (a) group task roles,
(b) group buiiding and maintenance roles, and (c¢) Individual roles. Each group-
ing includes several spagific rales. Group task roles Include (a) initiator-
contributor, (b) information seeker, (c) oplinion seeker, (d) information glver,
(e} elaborator, (f) coordinater, {(g) orlenter, (h} evaluator-critic, (1) ener-
gizer, (j} procedural techniclan, and (k) recérder. Group bullding and mainten-
ance rcles include (a) encourager, {(b) harmonlzer, (¢) compromiser, (d) gate-
keeper and éxpaditar, (e) standard satter or ego Ideal, (f) group-abserver and
commentator, and {(g) follower. Indlvidual roles include (a) aggressor, (b)
blocker, (c¢) recognition-seeker, (d) self-confessor, (e) playboy, (f) dominator,
(g) help-seeker, and (h) special Iinterest pleader.

TOPICS
Group Reles T-Group



Bennis, W.G. A new role for behavioral science: Effecting organization
change. Adminigtrative Seience Quarterly, 1963, 8, 125-165,

Seven types of change programs are presented., The first six are as follows:
"...{1) exposition and propagation, (2) elite corps, {3) psychoanatytic in-
sight, (4) staff, (5) scholarly consultations, (6) clrculation of ideas to the
elite." The seventh type of change program is "planned change." "Planned change
can be defined as a deliberate and col laborative process involving a change-
agent and client system.”

A tramework for planned organizational change is set forth relating each change
made| to "selected aspects ot change induction,™ These aspects include: (a)
machanisms for change, {b) target &f change, (¢} normative goals, (d} functions
of management, (e) role of change-agents, (f)} instrumentation of programs, and
(g) the means of changs.
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Change Processes Plannaed Change

Bennis, W.G. Theory and method in applying behavioral science to planned
organizational change. Journal of Applied Behavioral Seience, 1965,
1 (4), 337-360.

Bennis discusses the emergence of an action role for behavioral scientists. He
focuses on the "“planned change" approach (Bennls, 1963). "The process of plan-
ned change involves a change agent, a elient gystem, and the col laborative at-
tempt to apply valid knowledge to the cllient's problems."”

The major portion of this article Is an abbreviated version of materials dis-
cussed in Changing organizatians {Bennis, 1966}.

TOPICS

Change-Agent Planned Change
Change Strategy Yalid Information

Bennis, W.G. Changing organiszations. New York: McGraw-Hill, [966.

The secand part of this book wherein Bennis expands many [deas expressed in his
previous writings (Bennis, 1963, 1965) Is of special relevance to organization
development. Bennis states that present theories of soclal change are sultabie
only for observers, not for practitioners or participants. "They are theories of
change and not theories of changing." Orawing on the ideas of Robert Chin,
Bennis presents the necessary elements of a theory of changing.

Change-agenfs are viewad as similar in the following ways: {a) acceptance of the
central ity of work in our culture, (b) concern with organizational effectiveness,
{¢) focus on Interpersonal and group relations as central factors in assessing -’

13



organizaticnal health, (d} interest in changing refationships, attitudes, per-
ceptions and values of existing personnel rather than moving people to other
situations, and (e} taking of the roles of resesrchers, frainers, consul-+tants,
counseliors, teachers and, at +imes, |line managers. |In addition to these similar-
ities, change agents have a set of normative goals which include the following:
"™l. Improvement in interpersonal competence of managers. 2. A change in values
so that human factors and feelings come to be considered legltimate. 3. Develop-
ment of incressed understanding between and within working groups in crder to re-
duce tensions. 4, Development of more effective 'team management,' i.é., the
capacity for functional groups fo work competent|y. 5. Development of more ra~
tional and open methods of conflict resolution. 6. Development of organic sys-
tems:."

The laboratory method is suggested as an important means for instituting deslired

changes in organizations. "...Laboratory training provides the instrument where-
by the normative goals and improvements set forth by theorists and practitioners

of organizations can be achieved."

The necessary elements for implementation are described in the following manner:
"1. The elient-sysiem should have a8s much understanding of the change and its
consequences, :as much intluence in developing and controlling the fate of the
change, and 'as' much trust in the initiator of the change as possible. 2. The
change-effort should be perceived as being as self-motivated and voluntary as
posSible. 3. The change program must include emotional and value as well as-
cognitive {informational) elements. 4. The change-agent can be crucial in re-
ducing the resistance to change by providing consultation and psychological sup-
port during the transitional phase of the change."”

CONTENTS

Part One EVOLUTIONARY TRENDS IN ORGANIZATIONAL DEYELOPMENT
I. The decline of bureaucracy and organizations of the future
2. Democracy is inevitabie
3. Toward @ "truly" sclentific management: Tha concept of organization
health
4. Changing patterns of leadership

Part Two PLANNING AND CONTROLLING ORGANEZATIONAL CHANGE
5. Applying behavloerai sciences to planned organizational change
6. Planned organizational change in perspective
7. Change-agents, change programs, and strategies
B. Principles and strategies of dlrecting organizaticonal change
via laboratory training .
2. Some questions and genéralizations sbout planned organizational

change
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Bennis, W.G. Organiaation dévelopment: Its nature, origins, and perspec-
tives. Reading, Mass.: Addison-Wesley, 1969.

This book introduces a six-volume set on organizational devejopment published by
Addison-Wesley. (The other works in this set include the following: Beckhard,
R., 1969; Blake, R. & Mouton, J., 1969; lawrence, P. & Lorsch, J., 1969; Schein,
€., [969; Walton, R., 1969.)

Bennis describes organization development as "...a response to change, a complex
educational strategy intended to change the bellefs, ‘attitudes, values, and
structure of organizations so that they can better adapt to new technologies,
markeéts, and challenges, and the dizzying rate of change itself." Four examples
of arganization activities are describaed: team bullding, intergroup conflict re-
salution, confrontation meeting, .and data feedback.

The author sets forth a number of characteristics and goals of organization dev-
elopment. An emphasis is placed on viewing organization development as an educa-
tional strategy relying on experienced behavior and the use of collaborative re-
lationships between external change agents and client systems. A further .empha-
sis is placed on group interactions, and especially conflict resclution, as a
focus for organization development activities, The major problems confronted in
aorganization are indicated as follows: (a) integration, (b) social influence,
{c) collaboration, (d) adaptation, (e} identity, and (f) revitalization. Each of
these problems is- elaborated.,

As in previous writings (Benpis, 1966}, the author focuses on laboratery fraining

as a means of effecting organization. development efforts, "“Essentiallly, |abora-
tary training is a small group effort designed to make {ts participants more a-
ware of themselves and of the group process," Several propositions are presen-

ted with regard to the use of laboratory tralning in effecting social change.

"In undertaking any plomed social shange using laboratory training, the core of
the target system valuss must not be too diserépant with the laboratory training
values. ...The voluntary commitment of the participants may be a erucial faetor
in the success of the program. ...The legitimacy eof interpersonal influence
mugt be potentially aceeptable.” Other propositions are presented with reference
to social change in general. "...Legitimacy for the change must be gained
through obtainihg the support of key people. ...The process of installing the
change progroms must be congruent with the process and godls of such programs.

. .The employrient security of the change agent muat be guaranteed. ...The ef-
Fects on the adjacent and interdependent subsystems relating to the target sye-
tem nust be carefully econstidered. ...The state of eultural readiness must be
asgegged. "

Two pofenflal weaknesses of organization development are mentioned. The first is
that issues regarding power in organizations are avoided. The second is that
little attention is focused on structural and technological aspects of organiza-
tions.

CONTENTS

| . Organization development: What it is and what it isnft

2. The basic conditlons which create the need for organization development
3. Questions and answers: Organization development (Thé Professionals)

4. Questions and answers: Organization development (The Practitioners)

5. The problem of "Sensitivity Training"

5. Reconsiderations
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Change Strategy Support
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Bennis, W.G., Benne, K.D., & Chin, R. (eds.), The plawming of change.
New York: Holt, Rinehart, & Winston, [969.

This is the second edition of a large collection of readings on planned changs,
Each- chapter contains from three to eight selections relevant to some aspect of
this area. An intreduction to each chapter is provided by the editors.

CONTENTS

Part One THE EVOLUTION OF PLANNED CHANGE
I. The roots of planned change
2. Current and emergent notions about planned change

Fart Two ELEMENTS OF PLANNED CHANGE
3. The utilization of scientific knowledge
4, Collaboration and conflict
5. Related theories of change and Infiuence
6. Systems in change

Part Three DYNAMICS OF PLANNED CHANGE
7. Change strategies
8. Instrumentation
9. Reslstance

Part Four VALUES AND GOALS

10. Findlng direction in pianned change
Il. Some value dilemmas of the change agent
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Change Strategy
Conflict/Conflict Resolution
Consultant
Diagnosis/Evaluation

Ethics

Opinion Change
Problem-Solving
Resistance to Change

Socio-Technical Systems

Survey Feedback
Values

Bennis, W.G. & Schein, E.H. Principles and strategies in the use of labora-
tory training for improving social systems. |In W.G. Bennis, K.D. Benne,
& R, Chin {eds.), The planning of change. New York: Holt, Rinehart &
Winston, 1969, 335-357.

This is an excerpt from a book previously published by the authors (Schein &
Bennis, 1965}, The article relterates much of what Bennis has previcusly stated
regarding the goals of change activities and those conditions which are appro-
priate for Implementing planned social change.
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Bennls, W.G. & Shepard, H.A. A theory of group development. Human
Relations, 1956, 8, 415-~437.
The theory prasenfed is based on exparience from T-groups. Group development is
seen as Involving "...the overcoming of cbstacles to valid communication among
the members, or The developmen’r of metheds for :achleving and testing consensus."
Two major phases of group development are suggested: (1) dependence, and {2) in-
terdependence. "... During the authority ('dependence'} phase, the group moves
from praoccupation with submission to preoccupation with rebellion to resolution
of the dependence problem. - Within the personal (or ‘interdependence’) .phase the
group moves from a preoccupation with inter-member identification to a preoccupa-
tlon with Individual identity to a resciution of the interdependence problem."

Each of the major phases conslsts of three subphases. Dependence includes: (a}
dependence-flight, (b) counterdependence-flight, (c)} resolution-catharsis. Inter-
dependence consists of: (a) enchantment-f|ight, (b).disenchantment-fl.ight, and
{c) consensual validation.
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Blake, R. & Mouton, J. Building a dynamie corporation through grid or-
ganizational development. Reading, Mass.: Addison-Wesley, (949,

This Is a presentation of organizational development based largely on Blake and
Mouton's development of the managerial grid. They stress development as the
process of closing the gap between what is and what should be. The gap is
closed through systematic development. Six phases of development are suggested
as necessary for fulfilling conditions seen as essential for systematic develop-
ment.

The approach outlined stresses involvement by the participants in all phases.
"The whole learning situation is based on a self-convincing appreach. It is a
process of self-discovery, self-testing, self-comparison, seif-judgment, and
self-evaluation.”

The integration of the individual and the organization Is .a major theme, "Or-
ganization development has a major objective of strengthening the capacities of
corporations to utilize people to permit the sound merging of self-interests
with corporate interests. Corporate éxcel lence is approached when this merger
has been achieved." "Corporate excellence and the excellence of individuals are
ona and the same."
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Contlict/Cenflict Resolution Grid Organizational|
Goals (Individual/Organizationai) Deveiopment

Blake, R., Mouton, J., Barnes, L., & Grelner,..Breakthrough in organi-
zational deveiopment. Harvard Business Review, 1964, 42 (6), 133-155.

The grid program was used in an attempt to change attitudes, values, and behav-
fors in a company employing 4,000 persons. An evaluation of the program was
conducted by researchers not involved in effecting the change.

Organizational records and anonymous survey questionnaires were used to assess
outcomes. Data collection procedures ware begun after the first phase of the
effort was completed. The results showed increased productivity per employee;
decreased controllable costs; doubled profits; percelved improvement in group
performance; promotion criteria changes; perceived Improvement in intergroup and
interdepartmental relationships; attitudes shiftfing to be more congruent -with
the grid 9,9 model.
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Blake, R,, Mouton, J., & Sloma, R. The unlon-management intergroup lab-
oratory: Strategy for resalving intargroup conflict. Jowrnal of
Applied Behavioral Science, 1965, 1 (1), 25-57.



An account of an intergroup laboratory is presented with eight major phases i-
dentified and described: (a) orientation; (b) intragroup development of own
image and its image of the other; (¢) exchange of image$ across groups; (d)
clarification of images; (e) intragroup diagnosis of present relationship, (f)
exchange of diagnosis across groups; (g) consolldation of key issues and sources
of friction; and (h) planning next steps.

The authors point out that long term conflicts are difficult to resolve. The
real test of such a laboratory is "...when new issues and different problems a-
rise in the relationship."

POPICS
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Blake, R., Shepard, H., & Moutan, J. Managing intergroup conflict in
industry. Houston, Texas: Guif Publishing Co., 1964,

The thesis of this book is that cenflict reseolved through preblem-solving methods
can lead to creative and innovative thinking. A framework for understanding
intergroup disagreement |s presented. Nine possible solutions to conflict are
suggested on the basis of the importance of the outcome, The outcomes include
(a) win-lose power struggle, (b) third-party judgment, (c) fate (d) withdrawal,
(e) Isolation, {f) indifference or ignorance, (g) peaceful coexistence, (h)
splitting the difference, and (1) problem~salving. Each of these scluticns is
described and evaluated. ; )

Problem-solving is suggested as the most -constructive of the solutions. ...
Intergroup problem-golving emphdsizes solving the problem, not accomodating
different points of view. This problem-solving approdch identifies the causes
of reservation, doubt and misunderstandings between groups confronted with dis-
agreement. Alternative ways ot approaching conflict resolution are explered.
In trua problem-solving, the alternative solutions which emerge may not be ones
hald by either of the contending groups at the onset."

CONTENTS

I. Foundations and dynamics of intergroup behavior

2. The win-|ose orientation to Intergroup disagreement

3, Win~lose power struggles In Industrial life

4. Using third-party Judgment fto resclve infergroup disputes

5. Fate

6. Withdrawal, isolation, and indifference in intergroup relations
7. Peaceful coexistence as a condition of agreement

8. Compromise, bargaining and other forms of splitting the difference
9. Problem-solving: A third approach to agresment
10. Intervention Into situetions of Intergroup conflict

Il. Strategies for improving headguarters-field relations
12. Problem-soiving interventions 1n sétting ot iabor-management
conflict

13. An intergroup problem-solving approach to mergers
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Bolman, L. Laboratory versus lecture in training executives. Journal of
Applied Behavioral Science, 1970, & (3}, 323-335.

The study involved four groups of business executives parficipating in a six-wesk
program designed to Increase their competence in dealing with ipterpersonal
phencmana. . For members of two groups (controls) one week of the program conslis-
ted of lectures, discussions and readings on human relations. Members -of the
other two groups (experimental) participated in T-group sessions during this
period.

Each participant completed the Analysis of Personal Behavior in Groups ‘quasticn-
naire thres times: (1) before arrival, (2) after the one-week session, and (3)

at the completion of the six-week program. Tapes of discussions were also gather-
ad at three different times: (1) during the human relations (one-week) program,
(2) at the end of the program, (3) during the end of the six-week program. The
questionnalre responses together with behavior scoras taken from the tapes were
used to judge changas.

""Both types of programs produced equal change in participants’ stated beliefs a-
bout effective interpesrsonal behavior. Laboratory training showed greater ef-
fects on participants’ pereeptions of themselves and on their behavior as amalys-
éd from tape recordings of ocase discussion meetings. However, there was evi-
dence that the participants had difficulty tramsferring learming from the T-Group
to gthér parts of the program and that there wag conatderable fade-out of the
effecta of thée training.”
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Change-Agent Team Development Laboratory
Charge Processes Therapy
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‘Bowers, D.G. Three studies in change: An account of data-based organi-
zational development activities in three continuous process firms.
Technical Report to the Office of Naval Research, 1969, (Available
trom Defénse Documentation Center,; Cameron Station, Alexandrla, Va.)

Change programs employing a variety of techniques are described. The major

techniques are.survey feedback, the managerial grid, and |aboratory-Type activi-
ties:
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Ymplications drawn from the study include the follewing: ™...positive sanction’
of top management is apparently necessary for the success of the program, 'either
by its personal commitment end involvement, by its official power, or, at the
very least by [ts willingness not to undercut the program. To the extent that
these data indicate greater or less effectiveness of any particular form of sanc-
tion, they suggest that there is more fo be gained by sanctiohlng through the
power -of office than by personal commitment alone...the findings suggest that a
change program, To be effective, must be geared into the working system of the
organization,"
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Change Forces Managerial Grid
Change Strategy Survey Feedback
Laboratory Training

Bowers, D.G. Perspectives in organizational development. Technical
Report to the Qffice of Naval Research, 1970. (Available trom
Defense Oocumentation Center, Cameron Station, Alexandria, Va.)

"A theoretical statement of problems in organizational development area, this
report reviews aspects of change practice with major theoretical implications
and formulates a series of researchabls questions. |t also covers the potential
relevance of certain parts of clinlcal practice and ledarning theory to the pro-
blem of organizational deveiopment.”
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Change-Agent Planned Change
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Cognitive Change T-Group
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Bowers, D.6. 0D tYechniques and thelr .results in 23 organizations:

The Michlgan ICL study. Jowrnal of Appliad Behavioral Sei
1973, 8 (1), 2|-43. P eience,

"Data collacted by use of the Survey of Organizations questiconnaire from more
than 14, 000 respondents in 23 organizations which participated in the Inter-
company Longitudinal Study are analyzed in ferms of the organizational develop-
ment treatments which intervened betwéen pre and post-measures. Four experimen-
tal +reatments (Survey Feedback, Inter-Persopal Precess Consultation, Task Pro-
cess Consultation, and Laboratory Training} and two control treatments (Data
Handback and No Treafmen+) are compared to determine their comparative associa-
tions with improved organlzational functioning as measired by the questionnaire.
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Tne resuits indicate fhat Survey Feedback was associated with statistically sig-
nificant ‘improvement on a majority of measures, that Interpersdnal Process Con-
sultation was associated with improvement on a minority of measures, that Task
Process Consuitation was associated with [ittle or no change, and that lLaboratory
Training and No Treatment were associated with declines. In addition, organiza-
tignal climate emaerges as a potentially extremely important conditioner of these
resulfs, with Survey Feedback appearing as the only treatment associated with
substantial improvement in the variables of *his domain.”
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Ciimate Work Group

Laboratory Training

Bawers, 0.G. & Franklin, J.F. Survey-guided development: Using human
resources measurement in organizational change. Journal of Contem-
porary Businegss, 1972, 1 {(3), 43-55.

The authors present a description together with the rationale and assumptions
underlying an approach to improving organizational functioning based on the use
of survey méasurement. Surveys are presenfed as the basic measurement tool use-
ful for {a) diagnosing organizational functioning including system properties of
organizations, (b) providing information that serves as a basis for the feedback
process, and (¢) assessing changes produced by attempts aimed at improving or-
ganizatiocnal functioning.

In addition to providing a model of survey-guided development, the authors des-
cribe the change-agent rote and the motivating processes imherent in this ap-
proach to.organlzational improvement.
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Bowers, D.G. & Norman, R. Strategies for charging an organization.
Innovation, 1969, 1, 50-55.

A plea is made for systematic organizational development efforts which take into
account the necessity of compatibility between social and technical components of
systems. "...A program of planned organizational change should avoid two mis-
takes. The first is changing one condition exclusively for aill, or even for most
groups. Second, the program should not ignore or deny the relevance of the sys-
tem and its functioning in favor of producing 'bhetter people'.”
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Solid information about the system to be changed as well as other systems is
viewed as a necessary basis for change. "...Any change treatment should be: based
upon selid information about how other, more effective organizations function;
secorid, reseanch should be done into the nature of the organization to be
changed." The auvthors strongly emphasize the need for "...measursment that is
precise, accurate, conceptually sound and relevant."

The diagnostic and therapeutic process. of a change effort are concelved as sepa-
rate but related.
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Diagnosis/Evaluation Socio-Technical Systems
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Bowers, D.G. & Seashore, S.E. Changing the structure and functioning of an
organization. |n W.M. Evan {ed.), Organizational experimenta: Labora-
tory and. field research. New York: Harper & Row, 1971, 185-201.

This chapter describes a multi-faceted change effort in a large packaging mater-
jals. firm. The study undertaken in conjunction with the change project focused
on several propositions concerning organizatiocnal improvement: ",...an organiza-
tion Is tikely to achleve 1ts purposes betfer: (a) if there is an emphasis an
the work group, rather than exclusively on the individual, as the unit super-
vised, (b) if there is a high rate of interaction and mutual influence among work
group members, (c) if there is a high degree of particlipation in decision-making
and control activities In the lower echelons of the orgenization, and (d) if
supervisors provide to subordinates a high degree of supportiveness."

"In general, thers is evidence supporting the validity of the propositions em-
bodled in the study design, but this evidence is not so strong and well-control-
led from confounding influences as to be conclusive."

TOPI(CS
Change Strategy influence
Control Participation
Decision-Making Support
Group Processes Work Group

Bradford, L.P. & Mial, D.J. Human relations |aboratory trainirng. In
R.L. Craig & L.R. Billel leds.), Training and development handbock.
New York: McGraw-Hill, 1967, 25]-266.

A rationale is provided for the use of laboratory training as a means of achiev-
Ing necessary aspects of management develeopment. Laboratory training is said to
meet the following conditions of learning: (a) exposure of behavior, (b) feed-
back, () atmosphere, (d} khowledge as a map, (e) experimentation and practice,
(f) application, and (g) learning how fo learn.
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Brown, L.D. 'Research Action": Organizational feedback, understanding, and
change. Jownal of Applied Behavioral Science, 1972, 8 (6), 697-711.

The avthor focuses on a mutual exchange of information between researchers and
clients as a critical olement for diagnosing and affecting change in a system.

A case study of organizational diagnosis and feedback in a school leads to the
foltowing conclusion: "... Information sharing between [nvestigator and respon-
dent affects both the quality of relationship between them and the adequacy of
the diagnosis.”

An interactive mode! is presented suggesting that "The respondent's action is
contingent on...his diagnosis of the investigator, which is based in turn on...
the investigator's actions...and his diagnostic activities,..." Action and re-
search are viewed as being potentially synergistic in some situations even though
they may be competitive activities in other situations.
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Buchanan, P.C. Llaboratory fraining and organizational development.
Adninigtrative Seience Quarterly, 1969, 14 (3}, 466-480.

A review is presen%ed of studles trom 1964 to 1968 using Iaboratory training in
human relations programs to enhance the effectiveness of organizations.

The values of |aboratory training are noted as follows: "“(1} I+ facilitates per-
sonal growth and development, and thus can be of value to the individual who
participates. (2) It accompiishes changes In individuals which according to
several theories are Important in effecting change in organlzations and in effec-
tively managing organizations."

The studies present a mixed picture of the effectiveness of iaboratory tralning.
"The evidence rather clearly Indicates that laboratory training has a predicte-
ble and significant impact on most participants; yet it is also clear that from
the standpoint of organizational improvement, |aboratory training by itself Is
not enocugh.™

_TQRICS
Human Relations Training Laboratory Tralning
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Bunker, D.R. Individual application of laboratory training. Jowrnal
of Applied Behavioral Seience, 1965, 1 (2), |31-147.

"Data are. presented from a study of parceived behavior changes one year af%er
participation in iraining. Partmazpanta ara gean by co-workers as increasing
signifieantly more than controls in cognitive openness, behavioral skill, and
underatanding of social processes. Long-range changes are ecorrvelated with learn-
ing measures at time of training.”

Findings seem to indicate that "...the long-term. outcomes of laboratory education
tend to be increased capacity for adaptive orientation to their particular situa-
tion rather than the sterectyped enactment of an jdeology. The roots of such be-
havior changes lie in improved metheds of collecting and processing information
about the organizational envlronmenT and Increased. personal freedom To act on the
basis of that information."

"There is strong evidence that groups, individuals, and entire training programs
have differential learning outcomes; but-as yet there is no systematic evidence
concerning the !inks between particular components and cbserved -applications.”
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Bunker, D.R. & Knowles, £.5. Comparison of behavioral changes resulting
from human retations fraining laboratories of different lengths.
Jowrnal of Applied Behaviorql Science, 1967, 3 (4), 505-523,

Behavioral changes in back-home settings are reported for groups of persons who
participated in two- and three-week human relations laberatories. Changes are
reported by means of a Behavior Change Description questionnaire (Bunker, [965)
given 8 to 10 months after training. The questionnaire was completed by the sub-
Ject and seven co-workers {superlors, peers, subordinates).

"fwo intervelated measures of change were derived from the questionnairea: the
'total change score, ' composed of those behavior changes which are mentioned by
two or more persems in a eet of deseriptions."

"Both the perceived change score and the verified change eécore reveal more
changes made by the three-week sample...the three-week Zaboratory participantg
made more overt, pro-active changes, as oppesed to the more passive, attitudinal
changes made by the two-week sample."
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Burke, R.L. & Bennis, W.G. Changes in perception of self and others
during human relations training. Huran Relations, 1961, 14, 165-182.

Participants in three-week human relatioris training groups completed the Group
Semantic Differential Instrument during the middte of the first week and the
latter part of the third week. Each participant completed the |9 bipolar ratings
for (a) self, (b) ideal, and (c) other.

A factor analysis of the Instrumant showed three factors that accounted for 86
per cent of the total variance: (a} friend!liness-evaluation, (b} dominance-
potency, and {c} participation-activity.

Signlficant changes over time were found in the perception of group members, as
tollows: profile similarity between perceived actual self and perceived ideal
se|f increased; changes in perceived actual self were greater than changes in
parceived ideal salf; protile similarity befween the individual's percelved ac-
tual seif and mean perception of him by others increased; changes in the percep-
tion of the individual by others were greater than changes in the individual's
perception of actual self; variance between members, in their perception of indi-
viduals on the participation-activity dimension, decreased.
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Group Semantic Differential Human Relations Training
Instrument Sélf-Concept

Burke, W.W. A comparison of managaement development and organlzation
developmant. Journal of Applied Behavioral Science, 1971, 7 (5),
569-579.

In an effort to clarify the conceptualization and practice of organization devel-
opment, management development and organization development are compared on six
dlmensions: {a) reasons for use, (b) goals, {(c) typical interventions, (d} time
frame, (c) staff requirements, and (f) values. (See alsé Burke and Schmidt,
1970}

ToPICS

Change Strategy Management Trainlng/
Intervention Development
Values

Burke, W.W. The demise of organization development. dJournel of Con-
tamporary Businese, 1972, 17(3), 57-63.

Burke raises fhe question of whether current activities calied QOrgenization Devel-
opment are actually plenned efforts fo change an organlzation's culture or are
merely facilitating an adaptation to changes that occur in the orgenization's
environmant,
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"What then is 0D? |t is a planned, sustained effort to change an organization's
cul¥ure. Ffrom what type of culture to what other kind? From a closed culture,
characterized by decision-making vested In authority of position; inflexibility
or organizational structure; and one reward system...tc a cul fure of opénness;
decision making as a function of authority of expertise, competence, and infor-
mation; flexible organizational structures adaptive to changing needs and func-
tions; and a variable reward system, in which employees have choices.'

According ‘to Burke, OD practitioners are overly "Invelved with bits and pieces
of 0D technology” helping organizations to adapt but not facilitating systematic
efforts at planned change. He suggests fthat more emphasis is needed Iin the area
of power confronfation. An exercise is cited as an illustration of the inade-
quacy of some 0D practitioners in dealling with this area.

TOPICS

Adaptation Power
Culture

Burke, W.W. & Hornstéin, H.A. (eds.}) The social technology of organiza-
tion development. Fairfax, Va.: NTL Learning Resources Corp., 187Z.

Twenty-one readings along with brief introductory comments from the editors com-
prise this volume. The majority of the readings are organized in sactions ac-
cording to the editors' classification of five major types of OD interventions:
1) team-building, (2) managing conflict, (3) techno-structural intervention, (4)
data feedback, and {5) training.

CONTENTS

Section | OVERVIEW .
what, Not Again! Manage Pecople Better? Marvin R. Weisbord

Organizetion Deveiopment in Public Agencies: Perspectives on
Theory and Practice. Robert T. Golembiewaki

Some Reflections on the Organization Development .and Consultation
Process Within Religious Orgenizations. Janes I. Anderson

Successful Entry as a Key to Successful Organization Development
in Big City School ‘Systems. €. Brooklyn Derr

Section It TEAM BUILDING
Editors Overview

Team Building--One Approach to Organization Development.
William J. Crockett

The Impact of Organizational Tralning. Laboratories upon the
Effectiveness and Interaction of Ongoing Work Groups. Frank
Priedlander

Role Negotiation: A Tough Minded Approach to Team Development
Roger Harrison
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Section 11| MANAGING OONFLICT
Editors' Overview

The Union-Management Intergroup Laboratory: Strategy for Resclving
intergroup Conflict. Robert R. BlaKe, Jane Srygley Mouton, and
Richard L. Sloma

Management of Ditferences. Warren H, Schmidt and Robert Tarmenbaum
Third Party Roles in Interdepartmental Conflict. Richard E. Walton

Section 1V TECHNO-STRUCTURAL INTERVENTION
Editors' Overview

Sfudias in Supervisory Job Design. Louts E. Davis and Ernst §. Valfer
Job Enrichment. BH. Roy Kaplan, Curt Tawsky, and Bhopinder 5. Bolaria

Properties of Organization Structure in Relation to Job Attitudes
and Job Behavior, Lyman W. Porter and Edwvard E. Lawler, IIT

Section V ODATA FEEDBACK
Editors' Overview

Understanding the Impact of Survey Feedback. Clayton P. Alderfer
and Ray Ferriss

Dealing with Oysfunctional Organization Myths., Leland P. Bradford
and Jerry B. Harvey

An Action-Research Approach to Organizational Change. R. Stephen
Jenks

Section ¥ TRAINING
Editors' Overview

The Process of Organizational Renewal--One Company's Experiences.
Seymour Levy

Improving Organizational Problem Solving In a School Faculty.
Richard A. Schmuck, Philip J. Runkel, and Daniel Langmeyer

A Laboratory-Consultation Model for Grganization Change. William G.
Dyer, Robert F, Maddooks, J. Weldom Moffitt, and William J. Underwood

Section VIt EPILOGUE
Editors! Overview

Burabllity of Organizational Change. Stanley E. Seashore and David

G. Bowers

orrcs
Action Research Laboratory Training
Attitude/Att| tude Change Survey Feedback
Change S5trategy Team Bui | ding/Deve lopment
Confllict/Conflict Resolution Third=Party

Job Enrichment
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Burke, W.W. & Schmidt, W.H. Primary target for change: The manager or
the organization? |n W.H, Schmidt (ed.), Organizational frontiers
and human values. Belmont, California: Wadsworth, [970, 15i-174.

"This article's purpose Is to present a way of comparing ‘two basic approaches to
the Improvement of menagerial effectiveness within an organization: (a) manage-
ment development--the educational development of individual managers; and (b)
organization development (0D)--the development of the organizational units of
people."

Sevaral issues emphasized in the article include: (a) the integration of the in-
dividual and organlzation, (b) the range of Interventions used in development
efforts, {c) the team as a basic organizatiaonal unlt, (d) the necessity of a sup-
portive climate, and (e) competencies required in a development staff (See also
Burke, 19713,

TOPICS
Action Research Management Training/
Change-Agent Development
tndividual-Organization Survey Feedback
Intertface Team Bui lding/Development

Burns, T, & Stalker, G.M. The management of inmovation. London:
Tavistock, 1961.

In the framework of "mechanistic" and "organlc” systems, the authors describe
changes in the electronics industry. The studies engaged upon concentrate on

", ..the managament difficulties which seemed peculiar to firms engaged In rapid
technical progress, and the particutar problem of getting laberatory groups on
the one hand (résearch--development--design) to work effectively with production
and salas groups on the other."

"...The findings of thls research can be put into two statements: Technical pro-
gress and organizational development are aspects of one and the same trend in
human affalrs; and the persens who work to make these processes actual are also
their vietims,"

“4s the rate of change iricreases in the technical field, so does the number of
ocoasiona which demand quick dnd effective interpretation between people working
in different parte of the gystem. As the rate of chage increases in the market
field, sc does the néed to muitiply the peints of contact between the concern and
the markate it wighes to explore and develop.”

"The shift from machanistic-to organic procedures, therefore, makes considerable
demands on individual members of an corganization. In general terms, they are re-
quired Yo surrendear the safe determinacy .of a contractual relationship with the
firm tor one in which thalr obligations are far less limited, to replace a view
of the firm as an impersonal, immutable boss by cne which regards it .as some-
thing kept in being by the sustained creative activity of themseives and other
members, to cease being 'nine-to-fivers' and turn 'professionals'.”
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TOPICS

innovation Organic Systems
Mechanistic Systems Technology

Camgbell, J.P. & Dunnette, M.D., Effectiveness of T-group experiences in
managerial training and development. Psychological Bulletin, 1968,
70 (2), 73-104. '

"Research studies relating T-group experiences fo the behavior of individuals in
organizations are reviewed in depth. Attention is also deveted to summarizing
the stated objectives of the methad and its technological aelements. |n addition,
speculation is offered about the nature and viability ot implicit assumptions
underlying T-group training."

(See also Dunnette & Campbel!, 1970)

TOPICS

Laboratory Training Transfer of Training
T=-Group

Carron, T. Human relations training and attitude change: A vector analy-
sis, Pergonnel Psychology, 1964, 27, 403-424.

Supervisars from research, development, and engineering units of a chemical com-
pany participated in human relations training over a six-month period. Attitude
change in this group was compared with change in {2 matched controls who had no
training. -

The Leadership Opinion Questionnaire and F-scale were used to measure structure,
consideration and authoritarianism at four points In time: (a) before training,
tb) at the end of training, () six months after the end of training, and (d)
seventeen months after the training had ended.

Di fferent analyses showed different results. Mean scores showed temporary changes
on authoritarianism scales greater in the experimental group than the contfrols.
The means after seventeen months showed no differences. A vector analysis showed
significant change toward democratic -attitudes in members of the experimental
group but not in the controts.

POPICS
Attltude/Attitude Change F-Scale
Authoritarianism - Human Relations Training
Consideration leadership Opinion Questionnaire
Durabiiity of Change Structure
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Cartwright, D. Achieving change In people: Some applications of group
dynamics theory, Human Relationas, 1951, 4, 381-393. (Also in E.P.
Hollander & R.G. Hunt (eds.), Current perspectives in soctal paychology.
New York: Oxford University Press, 1967, 520-529.)

This article cites several Important studies in support of a number of principles
pertaining to the group as a medium and farget of change.

TOPICS

Group Change Group Processes
Group Infiuence

Chin, R. The utility system models and developmental models for practi-
- tioners. In W.G. Bennis, K.D. Benne, & R. Chin (eds.)}, The planning
of ehange. New York: Holt, Rinehart & Winston, 1969, 297-312.

"The purpese of this paper is to present concepts relevant to, and the benefits
to be gained from using, a 'system' model and a 'developmental' model in think-
ing about hwnan events.” The system model includes the following elements:
boundary, tension, stress, strain and conflict, equiliibrium and "steady state,”
and feedback.

"By developmental modeis, we mean those bodles of fthought that center around

growth and directicnal change.” Several assumptions of such models are presented.
TOPICS
Change Models Deve lopmental Model
Change Processes System Model
Conflict/Conflict Resolution System Theory

Chin, R, & Benne, K,D. General strategies for effecting changes in
human systems, In.W.G. Bennis, K.D. Benne, & R. Chin (eds.), The
plamning of change. New 'York: Holt, Rinehart & Winston, 1969, 32-
59.

Three strategles of deltberate change are illustrated in terms of historical de-
velopment with regard to approaches to change and the persons associated with

each strategy. The strategies are termed: {a) rational-empirical, (b) normative~
reeducative, and (c) power-coercive.

In- focusing 'on the normative-reeducative strategy, the range of change-agent in-
terventions and the elements common to various aspects in this approach are
examined.

TOPICS
Change-Agent Planned Change
Change S5trategy Problem-Solving
Feedback Socio=Technlcal Systems

31



Clark, J.V. A healthy organization. In W.G. Bennls, K.D. Benne, & R.
Chln (eds.), The planning of change. New York: Holt, Rinehart &
Winston, |969 282-297.

") consider an organization fo be healthy if its members observe certain unstated
but quite uniform codes of behavior which they accept as normal things to do,
provided these codes produce behavior which allows all levels of the organization
to meet two basic but diverse requirements--maintenance of the status quo, and
growth."

", ..0n balance and over time the healthy organization Is one I'n which its compon-
ent parts-—group -and individua|--somehaow manage to achieve an optimal resolution
of their Yendencies foward equlllbrlum (maintenance, homecstasis, status quo or
call it what you will) and their capacities for growth lelaboration, comp lication,
differentiation, negative entropy, or what not)."

'...Any organization which was set up only to meet the neads of individyals to
grow, or to participate, or to be creative, or what not, and which did not con-
sider the needs-of people to form into groups, or of the fotal organization to
engage in satisfactory fransactions with ou+3|de groups such as stockholders or
customers, cannot be considered healthy.'

Clark notes that neither humanism nor efficiency cen be achieved if either is
valued exclusive of the other.

TOPICS
Geals {Individual/ Organization Growth
Organization} Organization Health
Group' Processes Yalues

Organization Effectiveness

Clark, J.V. & Culbert, 5.A. Mutuaily therapeutic perception and self-
awareness in a T-group. Journal of Applied Behavioral Science, 1965,
1(2), 180-194.

The first aufther traines a group of students in two two-hour sessions per week
for 16 weeks. The group was studied to fest twe hypofheses "(1}) some memberg
would show higher Problem Expression Scale (PES) ratings of samples of their
speech near the end of their group experience than at the beginning, and (2} the
members showing the most PES improvement will be those membere who enter into the
most interpersonal relationships in which the members perceive one aiother as
high in level of regard, empathy, congruence, and unconditionality of regard."

Hypothesis | was supported: Two judges whose ratings were reliably correlated
produced ratings which ylelded positively significant changes for four Ss, non-
significant change for five 55, and a 5|gn|f|can£ negative change for one $. The
sacond hypothesis was supported by significant X%s relating positive process
scale changes to the number of dyadic relationships an S had in which both mem-
bers perceived each other as high in therapeutic qualities."

The data suggest "...that the T-Group is a genulne therapeutic experience, al-
though some have contended that T-Groups and therapy groups are different.
Furthermore, the present research not only supports the theory that interpersonal
behavior is the prime determinant of therapeutic growth; it goes on to suggest

32



that untrained laymen, given the proper context, can and do act therapeutically
toward one ancther.”

TOPICS

Laboratary Training T-Group
Problem Expression Scale Therapy
Self-Awareness

Coch, L. & Franch, J.R.P. Overcoming reslistance to change. Human Rela-
tiong, (948, 1 (4), 512-533, .

This article reports a classic study in which participation was used as a means
of solving problems caused by changing methods of production. The problems in-
cluded high turnover, low efficiency, restricted output, and aggression against
management.

Three groups of employees were matched for {a) change, (b) efficiency, and (c)
cohesiveness. Each group partlcipated fo a different degree in the change. Mem-
bers of one group were merely told about the changes and why they were needed
("Non-participation” group). Members of the second group chose representatives
to.participate in the decision-making process ("Representative-participation”
group). All members of the +hird group participated in the decision-making pro-
coass ("Tétal-participation™ group).

1+ was found that "...the rate of recovery is directiy proportional to the amount
of participation, and that the rates of turnover and aggression are inversely
proportional to the amount of participation."

PICS

Participation Resistance te Change
Prablem-5olving

Crockett, W.J. Team building--One approach to organizational devetopment.
Journal of Applied Behavioral Seience, 1970, 6 (3), 291-306.

The supervisor of a work group in the Department of State describes experlences
and fealings during & two-day team-buiiding meeting.

The event focused on the work relationships within a group of aleven persons.
Data which had been previousiy gathered through interviews 5erved as the basis
for the meeting.

The author concludes from the experience that team-building is a useful activity
and that the Theory ¥ style of management is a "fough-minded" approach.

TOPICS

Feadback Team Bui!ding/Deveiopment
Management Theory Y
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Culbert, 5.A. Accelarating laboratory learning through & phase progres-
sion model for trainer Intervention. dJowrnal of Applied Behavioral
Seience, 1970, 6 (1), 2|-38.

A description of 2 method for affecting the pace of T-groups Is presented. A
weekend group composed of trafners' wives [s descrived with reference to the
phase progression model.

"The phase progression model contains four basic elements.... These elements are
{a) explicit commitment to specific Training goals, (b) specified phases for
group progression, {c) Technology for facilitating within-phase processes, and
(d) a method for shifting the group's focus from one phase to the next.,"

At the end of each phase the irainer intervensed with comments referring to (a}
the past {previous) phass, (b) the present (current) phase, and (¢} the future
{next to evolve) phase.

TOPICS

Group Development Laboratory Training
Group Progesses T-Group

Culbert, 5.A. Using research to guide an organization development project.
Jowrnal of Applied Behavioral Science, 1972, 8 (2), 203-236.

A case study is presented which describes how research was used in an organiza-
tion development effort to help the clients move from a focus on specific pro-
blems +o a focus on system-wide issues.

"The case tneludes (a) a discussion of the differences in problem-solving per-
spectives held by OD congultants and their elients, (b) a deseription of the
specific consultant and client differences in the instanee under etudy as well

aa the research and trainihg deeign worked out to mediate between them, (¢} a
report on how research data were first analyaed to address questions raised at
the beginning of the etudy, and theh re-analyaed and used to euggest directions
for future action and inquiry, and (d) a discussion of some gemeralizable lessoms,
derived from the case, for ezperimenting with change during times of organina~
tional crisis.”

TOPICS

Attitude Toward Renewal Do's and Dont's Questionnaire

Questionnalre Personal Relations Survey
Change~-Agent Problem-Salving
Change Strategy Sensitivity Training
Conflict/Conflict Resolution T-6Group
Consultation Who Do You Know?
Data Collection Quéstionnaire
Diagnosis/Evaluation Who Knows You?

Questionnalre
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Daiton, 6.W. Influence and organizational change. In G.W. Dalton,
P.R. Lawrence, & L.E. Greiner (eds.}, Organizational change and
development. Homewood, |ll.: Irwin-Dorsey, 1970, 230-258.

A model of tha influence process [n arganizational change is presented and elabo-
frated. The madel is based on progressions through the following stages:
{a) "Tenaion Experienced within the System”
(b) "Intervention of a Prestigious Influencing Agent'
(e} "Individuals Attempt to Implement the Proposed Changes'
{d) "New Behauior and Attitudes Reinforced by Achievement, Soeial
Ties, ond Internalized Values--Accompanied by Decreasing De-
pendence on Influencing Agent"

TOPICS

Change Phases Influence
Change Processes

Dalton, G.W., Lawrence, P.R., & Greiner, L.E. Organizational change and
development. Homewood, |ll.: I|rwin-Dorsey, {970.

This book contalns a series of case studies and readings which focus on organiza-
tional change. Many of the readings are partially or fully reprinted from previ=-
ous|y published works.

CONTENTS
INTRODUCT I ON
Organization Change and Oevelopment, L.E. Greiner & L.B. Barnes
CASES

Dashman Company

Superior State Quarry, Parts | & 2
The Gorden Company

Battleship "Y"

The Metro Bottiing Company

Randley ‘Stores, Inc., A & B
Simmonds Precision Products

TRW Systems Group, A,B, & C

New England Mutual, A,B, & C

The. Arrow Company

READINGS

How +o Deal with Rasistance to Change, P.R. [Lawrence

Applled Organization Change in Industry: Structural, Technical, and
Human Approaches, H. J. Leavitt

Patterns of Organizational Change, L.E. Creiner

A Psychalogist Looks at Executive Development, H. Levineon

The Confrontation Meeting, R. Beckhard

Breakthrough in Organization Development, R.R. Blake, J.5. Moutonm,
L.B. Barnes, & L.E. (reiner

T-Groups for Organizatlonal Effectiveness, (. Argyris

Giving and Receiving feadback, J. Anderaon
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Laboratory Education: Impact on Pecple and Organizations, M.D.
Dunnette & J.P. Campbell

Motivation and Behavior, G.H. Litwin & R.A. Stringer, Jr.
Suggested List for Further Reading in Organizational Change and
Deve lopment

CONTRIBUTING AUTHORS

Anderson, J. Blake, R.R. Lavinson, H.
Argyris, C. Campba1i, J4.P. Litwin, G.H.
Barnes, L.B. Dunnette, M.D. Morton, J.5.
Beckhard, R. Leavitt, H.J. Stringer, R.A.

‘ TOPICS
Change Strategy Managerial Grid
Confrontation Motivation
Feedback Organlzetion Effectiveness
Labtoratory Tralning Resis+ance to Change
Management Training/ T-Groups

Devalopment

Davis, S.A. An organic problem-solving methed of organizational change.
Journal of Applied Behavioral Science, 1967, 3 (1), 3-21.

An argument is presented agalnst a "soft" Interpretation of McGregor in the con-
text of describing erganizational development activities and general philosophies
at TRW Systems.

An emphasis on confrontation is credited with helping to Improve relationships
between interdependent individuals and groups. "There is not real growth, there
is no real development in the organization or in *the individuals within 1, 1f
they do not confront and deal directly with their problems. They can get to-
gether and share feelings, but If that's all they do, it's merely a catharsis.”

The use of task-related laboratories are seen as useful. Laboratories are des-
cribed that involve three major elements: (a) pre-work orientation sessions to
present soma theory and rationale for using laboratories, questions and responses
from frainers, and questions for parficipants fo think sbout; (b} a three- or
four-day laboratory; (c) three or four one-night sessions To discuss carryover of
the laboratory experience t¢ the job.

TORICS

Confrontaticon Problem-Solving
Laboratory Training Team Building/Development

Pavis, S.A. Building more effective teams. Immovaiion, 1970, 15, 32-41.

A distinction is made between team building and T-groups. T-groups are temporary
and have as their main goal individual learning. Team byllding, on the other
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hand, is described as "...introspection among a group of people who work together
more or less continuousity.”

for team buildling to be effectlve, three elements are necessary: (a)} time, (b)
participation by all members of the team, and (¢) 2 consultant who is not a com-
plete stranger to the group.

The consultant strives for two things In team bullding: (a) "One Is getting the
team members to really hear each other and to understand the issues in a réla-
tively nondefensive way." (b} "The second...is a reallzation on the. part of team
members that there are alternatives to the present way of functioning.”

TOPICS
Change-Agent Group Processes
Consultant T-Group
Group Development Team Buiiding/Development

Deep, S.D., Bass, B., & Yaughan, J.A. Some effects on business gaming
of previous quasi-T group affiliations, Journal of Appiied Paychology,
1967, §1 (51, 426-431.

Success in a business game Is used as a means of judging the effects of familiar-
{1y, cohesiveness, and ease of communications between members of a working group.

The findings were contrary to expactations. The findings "...suggast that in
groups called upon Yo make many complex decisions. under considerable time pres-
sure, the fami(iarity, cchesiveness, and ease of communications generated by com-
mon previous T~group experlance may hinder rather than help generate adequate
decisions.”

TOPICS
Decision-Making T-Group

Dunnette, M.D. People feeling: Joy more joy, and the "Slough of Despond."”
Journal of Applied Behavioral Seience, 196%, § (1), 25-44.

Dunnette states that even though there [s general disenchaniment with studies
done on T-groups, they probably are effective in changing behaviers In back—home
settings.

A major goal of T-groups Is described as follows: v+ .10 make perceivers more
aware: of thalr-own perceptual #ilters, to help them be more-aware of and sensi-
+ive to the attributes of Specific Others In their social worlds."

A study is described that tasted whether an increased asbillty to differentiate
among others was developed in T-groups. The study contained both T-groups and
control groups that met for the same periods of time but engaged in .different
activitlies. Paper-and-pencil instruments and tapes were used to assess changes.

"
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r._..Greater empathy was developed in exactly those groups showing more and a
higher quality of interpersonal interaction. Moreaver, this increase is not a
resuit of perceiver's adopting strategies of stereotype or assumed similarity,
but is instéead a measure of their increased abillty to differentiate accurately
among Specific Others in their group."

20PICS

Empathy T-Group
Parception

Dunnette, M.D. Should your people take sensitivity training? Imovation,
1970, 14, 42-55.

Six stages of T-group development are presented:

"(1) Escaping from loneliness

(2) Providlng warmth and support

{3) Learning sensory and emotional sensitivity .and being able to

toterate anxiety )

(4) Understanding oneself and others

{3) Learning to change [nterperscnal behavior

(6) Resolving conflicts"

Stages One through Three are described as recreational stages. Four through
Six are learning stages.

Several problems are suggested: (a) The Jeader fails to state his objectives.
(b) The group falls to pass through early stages in an attempt to reach stage:
four. (c) Groups don't get past the diagnostic stages to behavioral reeducation.
(d) Trainers are hung up at cartain stages and can't take the group beyond them,

An argument is made against inciuding people from the same organization in the
same group.

TOPICS
Diagnosis/Evaltuation Sensitivity Training
Group Development T-Group
Learning Trainer

bunnette, M.D. & Campbell, J.P. Laboratory education: Impact on peopls
and organizations. In G.W. Dalton, P.R. Lawrence, & L.E. Grainer {ads.),
Organizational change and development. Homewood, 111.: Irwin-Dorsey,
1970, 347-376.

This .is a result of the most complete raeview of the literature on laboratory
tralning to date.
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"By laboratory education we mean those personnel and organizational development
and training courses which combine fraditional training features--such as lec-
tures, group problem-solving sessions, and role-playing-=with T-group or sensi-
fiviTy training techniques. '

...There is little firm evidence of any significant change in attitude, outlook,
orlenfafion, or view of others as a result of T-group ‘training." "...Evidence in
favor of any claims that laboratory education can increase or change |n+erperson-
al awareness, 'self~|nsighf‘, or interpersonal sensitivity is very nearly non~
axistent.™

"...The evidence of training-produced changes in job behavior, though present, is
severely limited by two major considerations we have mentioned. First, the many
sources of blas constitute competing explanations for the results obtained.
Second, none of the studles yields any avidence that the change in job behavior
have any favorable effect on actual performance affectiveness."

"In spite of...essential ly negative results on objective measures, individuals
who have been trained by laboratory education methods are more |ikely to be seen
as changing their job behavior than are Individuals in simflar job settings who
have not been trained. These reported changes are in the direction of more open-
ness, better self- and interpersonal understanding, and improved communications
and leadership skills."

(See a)|so Campbel!l & Dunnette, 1968)

" TOPICS
Att1tude/Attitude Change Se!f-Awareness
Behavior Change. Sensitivity Training
Communications T-Group
Laboratory Training . Transfer of Training

Leadership

Dyer, W.G., Maddocks, R.F., Moffitt, J.W., & Underwood, W.J. A
laboratory-consul tatlion model for organizational change. Journal
of Applied Behavior Science, 1973, 6 {2), 2)1-227.

A case study of an organizetional development effort focusing on the problems of
entry and transfer is presented. "The major feature of the project reported here
... i8 an attempt to optimize both entry methods and tranefer activitiee by a sin-
gle developmental approach which inclides the unique feature of using laboratory
training te build a consulttng relationship between anternal consultants and
theinr operating managers in.an indusirial organization.”

The design used included four parts: '"(q) laboratory training as an initiating
vehicle, (b} the use of internal Trainer-Consultants, (c) the use of data collee-
ticn and feedback, and (d) a single management and organiaational donceptual
framework. "

"Initial results from back-home: application within the organization indicate that
these. design featuree have reduced the entry and transfer problems expertenced in
uttlizing laboratory learnings in organization development. However, certain
problems still extet in transfer of learming, namely: uneven ekill on the part
of the mantagers to implement laboratory learnings, some lack of akill on the
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part of the Trainer-Consultants to intervene effectively, and the eristence of
eertain organization conditions that do not eupport change."

TOPICS
Change-Agent Laboratory Training
Censul tation Resistance to Change
Data Collection Skill
Entry Trainer
Faedback Transfer of Training

Intervention

-

Elden, J.M., Goldstone, R., & Brown, M.K. The .unlversity as an organi-
zational frontier, In W.H. Schmidt (ed.), Orgaizational frontiers
and hyman values, Belmont, California: Wadsworth, (970, 87-101,

Universities are presented as a model of knowledge-based organizations which are

to become more significant in the future. "As society moves. Into the post-
industriel era, know)edge-based organizations become increasingly significant.
Post-industrial society is above all a knowledge-dependent society. Its organi-

zations are dependent on high levels of technical and professicnal expertise and
information-handling capacities. As organizations function more on a knowledge
base, they begin to function more |ike university organizations with shared power,
highly mobile members, and non-operaticnal goals."

Foir major themes are discussed in terms of challenges for future organizational
development efforts: (a) confronting the politics of change; (b) devetoping
Interorganizational linkages; (c} coping with rapid change; (d) expanding organi-
zational| development perspectives.

TOPICS

Expartise Linkage

Know | edge-Based Politics of Change
Organization University

Ferguson, C.K. Concernlng the nature of human systems and the consul-
tant's role. Journal of Applied Behavioral Science, 1968, 4 (2),
179-193.

"...A consultant does much the same thing whethar he is working with one person,
a smal] group, or 2 large erganization. He uses himself to help a client system
to externalize, the.explicate 'nonfit' between interfaces or along boundaries.
He uses himself to release forces that move toward balance or health in human
systems of any size. He |s always an aide or an instrument; He should not be a

principal or an essential member party, He precipitates a process the substance
of which comes from the members.
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The consultant can do any of the following fo fulfill his role: capture data,

. scan for troubled interfaces, promote psychelogical bonding, act and analyze
process, clarify formulation of ‘issues, release eémotional pressures, make commu-
nication congruent, encourage feedback, serve as plumber and/or obstetrician,
promote a spirit of inquiry, analyze ongoing process, coach and build teams
assist in the management of conflict, promote a proper psychological climate,
take calculated risks.

TOPICS
Change-Agent . Consul fant
Communications Feedback
Conflicf/Confllcf Linkage

Resolution

Fink, S.L., Beak, J., & Taddeo, K. OCrganizational crisis and change.
Jowrnal of Applied Behavioral Setence, 1971, 7 (1), 15-37.
" . .The article describes a four-stage model, beginning with an initial peried
af Shoak, then a period of Defensive Retreat, followed by Acknowledgement, and
firally, by a process of Adaptation and Change. The four phases are presented
as they apply to the individual in erisis and then are extended to ineorporate
organizational parameters.”

The phases are described: in terms of the foilowing: (a) Interpersonal relations,
(b} intergroup relations, {(c) communication, {(d) leadership and decislon making,
(e) probiem handling, (f} planning and goal settfng, (g) structure.

TOPICS
Communi cations Intergroup Processes
Crisis Leadership
Decision-Making Problem=-Solving
Group Davelopment Structure

Fordyce, J.K. & Weil, R. Managing WITH people. Reading, Mass.:
Addison-Wesley, [97).

This volume is basically a handbook of techniques useful for various purposes .in
organizational development efforts. The techniques together with a series of
case studies provide a view of specific activities engaged upon by managers and
those facl l'itating erganization development efforts.

CONTENTS
Part One MOVE QVER!
What's Going On?
|. What pecple want
2. What's wrong with our organization?
3. A symptomatology of organizational [llness and health
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4.
5.
6.

Organizational development
Plan of this book
To proceed

The Third Party

f
2.
3.
4.
5.

Two traditions

What a Third Party does

Quallfications of a skilled Third Party
The client and the Third Party

What sort of Third Party help do you need?

Part Two FOUR CASE STUDJES
Case |. Recrganlzation of a retail chain

Summary observations

Case 2. A problem of customer relations in an aerospace firm

Summary observation

Case 3. The development of a teacher education program

Summary observations

Case 4. Revitalizing a division of an engineering company

Summary observations

Part Three METHODS
Meetings to Bring About Change

I.
2.

5.
Methods
I.

2,

3.

4.

3.

6.

7.

The manager's diagnostic team meeting series
The confrontation goal-satting meeting

. The family group. diagnostic meeting

The organization mirror
Force field analysis

. Sensitivity training laboratories

Meetings for two
The family group. team-building meeting

. The Tntergroup team-buiiding meeting

Life/career planning |aboratory
Fol |ow=through '

for Finding Out What is Going On
Questionnaires and instruments
Interviewing

. Sensing

Polling

. Col lages
. Drawings

Physical representation of organizations
for Better Meetings

Chart pads

Going around the room

Critiguing

Subgrouping

The fishbewl

for Changing the Quality of Ralationships
Role playing

Getting -acquainted

Hearing

Positive feedback

Making deals (out on the table)

Likes and reservations

Nonverbal encounfers
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TOPICS

Actlon Research
Change Technology
Confronfation
Diagnosis/Evaluation
-Feedback )
Goals (individual/

Interview

Management

Role Playing

Sensitivity Training

Team Bui lding/Deve lopment
Third-Party

Organizational)

French, J.R.P., Israel, |., and Aas, D. An experiment on participation
in a Norwegian factory. Huwman Relations, (960, 13 (1), 3-i9.

This reports an attempt to replicate a previous study on participation {Coch &
french, 1948) in another culture.

The hypetheses stated that there is "...a positive relationship between partici-
pation and ...{i) production; (ii) management-worker relations; (Iii} job satis-
faction."

"There was no difference between the experimental and contrel groups in the level
of production.” ™With respect 1o worker-management relations, there was support
for the hypothesis that the effects of participation hold only for subjects whe
experience at least as much participation as they consider legitimate. There was
equal support for the hypothesls that the effects of participation Tncrease with
decreasing resiatance to the participation methods."

TOPICS

Participation Satisfaction

Resistance to Change

French, J.R.P., Sherwood, J., & Bradford, D.L. Change in self-identity
In a faragemént training conference. Journal of Behavioral Seience,
1966, 2 (2), 210-2i8.

Two two=-week human rélations training conferences were used to test hypotheses
regarding the effects of feedback on self-identity. "...The amount of feadback
{commmicated obfective public’ identity--COFI) was systematically varied and was
related to redpohses on questionnaires asking about self-perception.”

Information collected at the beginning, half-way point, end-point .and ten months
after the end supported the propositions "...that a person's self-identity is
Influenced by the opinions that others have of him which they communicate to him
and that the more. that is communicated, the more change there isi inself-identity.
The data also suggest that the state of the individual plays a part as well--for
the more he Is dissatisfled with his present self-perceptions, the more |ikely

he is to change them."
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TOFICS

Feedback Sel f-Concept
Human Relations Tralning T-Group

“

Friedlander, F. The impact of organlzational fraining laboratories upon
the .effectivaness and interaction of ongoing work groups. Personnel
Payohology, 1967, 20, 28%-307.

Four ot the work groups participated in organizational tralning laboratories and
eight were used as comparison groups.

Improvements were sought in six dimensions: (a) group effectiveness, (b} ap-
proach to vs. withdrawal from the leader, (c) mutual influence, (d) personal in-
volvement and participation, (e) intragroup trust vs. Intragroup competitiveness,
(f) general evaluation of meetings.

The Group Behavior Inventory given before training and six months after training
was used tTo assess changes in the four experimental groups. The Inventory was
given at two times separated by a six month period for the comparison groups.

"Signlficant changes occurred in training groups in the following three dimen-
slons: group effectiveness, mutual Infllence, and personal involvement. No
signitficant changes coccurred In leader approachabl|ity, Intragroup trust, or in
the evaluation of group meetings."

The author concludes that "...significant improvements in effectiveness and inter-
action processes of work groups do occur as a result of participation in organi-
zational training laboratories. These improvements take place in aress which are
of direct personal and organizationa! relevance to members of the ongoing work
groups and endure for a period of at least six months beyond the training experi-
ance."

This article reports one aspect of a study carrled out with twelve family work
groups from a 6,000 member R&D facility of the armed services. (Ses also Fried-
lander, 1968, (970).

TOPICS
Competition Leadership
Durability of Training Organizational Trainling
Group Behavior inventory Laboratory
Group Development Participation
Group Effectiveness Problem-Solving
Influence Trust

Friedlander, F.A, A comparative study of consulting processes and group
development. Jowmnal of Applied Behavioral Science, 1968, 4 (4),
377-400.

"Resulte indicate that the success of the development programs could be much
better explained by whether there were prelaboratory and postlaboratory comsul-



tant activities than by variations in trainer role and behavior or by differences
in gontent and olimate of training sessions.”

An approach which integrated pre- and posi-iaboratory work and utllized internal
consulting groups +o facllitate data gathering and action steps resulted in out-
standing group growth.

Thls Is a partial report of .a study in a 6,000 member RAD facility of the armed
services. Twelve work groups were involved. (See also Friedlander, 1967, 1970}.

TOPICS

Consul tant Organlizational Tralning
Group Development Laboratory
Tralper

Friedlander, F. The primacy of trust as a faclilitator of further group
accompl ishment, Journal of Applied Behavioral Seience, 1970, £ (4),
387-400.

"The purpose of the current study was To explora...the extent Yo which infra-
group trust is a necessary prerequisite to further group accomplishment."

"Results indicate that prelaboratory trust is a key prediotor of eventudl group
aceomplishment, although trust iteelf did not inerease as a result of an isolated
laboratory training exparience. Furthermore, and as a funetion of training, the
trainee's postlaboratory ooneept of trust merged with his concept of an effeo-
tive group and an effective group meeting."

The avthor suggests that efforts must be made to build trust prior to a labore-

tory experlence in order to facilitate increases In group eftectiveness. (See
also Friedlander, (967, 1968, and J.R. Gibb, 1964).

TORICS
Group Davelopment Laboratory Training
Group Effectlveness Organizational Training
Group Processes taboratory

Trust

Frohman, M.A. & 5ashkin, M, The practice of organizational development:
A salective review. Technica! Report to the Office of Naval Research,
1970. (Available from Defense Documentation Canter, Cameron Station,
Alexandria, Va.)

The authors present a review of various appreoaches to organizationai development.

Among those discussed are the managerial grid, survey feedback, sensitivity
training, and the socio-technical systems approach,
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The following abservations are offered: '“Systemic observations: (t) The support
and involvement of top management 1s a prerequisite for successful 0.D. change.
{2) Organizations are complex systems with a variety of inferrelated parts. Thus,
the entire system must he exposad or at least. potential ly open, to the efforts of
the charge agent. (3) There must be an 'inside I'Inker' as well as an external
source of change. (4) If 0.D. is to continue as an congoing process within a sys-—
tam internal change resources must be developed. Clinical observations: (1) The
"system involved in change must be the source, targe®, and agent of change. (2}
The change agent must be familiar with a variety of conceptual orientations to-
ward chiange. {3) The change agent needs a flexibie approach in both diagnosis
and treatment. He should be able to use a variety of methods to uncover problems
in the system as wel!l as to provide corrective steps.”

TOPICS
Change~-Agent Socio-Technical Systems
Change Processes Support
Diagnosis/Evaluation Survey Feedback
Managerial Grid Treatment

Sensitivity Training

Gibb, J.R. Climate for trust formation. |n L.P. Bradford, J.R. Gibb,
& K.D. Benne {eds.), T-group theory and laboratory method. New York:
John Wiley, 1964, 279-309,

Gibb hypothesizes four modal concerns atfecting all social interactions. '"...
Group formation occurs as a continuing set of solutions fo the problems deriving
from the four focal concerns of acceptance, data, goal and control."

A model is presented-based on {(a) the four primary modal concerns, (b) deriva-
tivas of the modal concerns, {(c) symptoms of unresoived concern, and {d} symptoms
of resolved concern.

{See alsc Friedlander, [970)

TOPICS
Group Development Trust

Gibb, J.R. TOR| theory: Consultantless team-building. Jowrnal of
Contemporary Businees, 1972, 1 (3), 33-41.

"TCR| theory is a view of social systems that is derived from both laboratory
experimentation and field research." A statement of TOR| theory as it applied to
the deveiopment of business organizations is presented along with a description
of consultant|ess team-building programs and a summary of results from such pro-
grams,
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Results Indicate () such programs are judged by participants to be more useful
than those planned and conducted by consultants; (2) when the focus is on opera-
ting problems. team affectiveness is improved better than when the focus is on
process and personal issues; (3) managers come to gain an increased appreciation
for their own ability to influence the system through such programs.

TOPICS

Consuitant Team Bui Iding/Dave |opment
Laberatory Tralning TORI1

Ginzberg, L. & Reilley, E. Effecting change in large organizations.
New York: Ceclumbia University Press, 1957,

General ideas are presented concerning change in large organizations involved in
+the process of decentralization., The focus is on behavior change at the top level
of the orgenization, "...The success of a plan of change hinges on the extent to
which a management is able to help the key members of the organization alter
their behavior."

TOPICS
Anxiety Feedback
Change Processes Learning
Communications Management
Decentralization Resistance to. Change

Golemblewski, R.T. Planned organizational change: A major emphasis
in a behavioral approach to administration. 1n R.T. Golembiewski
& A. Blumberg {(eds.), Sensitivity training and the leboratory approach.
Itasca, |ll.: F.E. Peacock, 1970, 36]-390.

The l|aboratery approach to organizational change is emphasized. Topics discussed
include (a) types of Interventions, (b) necessary skills and values, (c} limita-
tions, and (d) a description of three applications.

According to this author, the laboratory approach may be used for three major
purpesas: "([). Modify the problem-solving perspectives of Indlviduais on work-
retated issues; (2) Modify organizational styles by inducing changes in inter-
persenal and group behavior; and (3} Modify the attitudes of individuals In or-
ganizations so as to develop attitudes favorable fo more effective performance."

TOPICS
Attitude/Attitude Change Prob |em-Solving
Infervention Skill
Laboratory Approach Values
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Golembiewskl, R.T. & Blumberg, A. Confrontation as a training design In
complex organizations., Jowrnal of Applied Behavioral Seience, 1967,
3 (4), 525-547.

A three-day confrantation experience was used as part of a week-long workshop
which -was, In turn, part of a long-range management and organizatlonal develop-
mont effort. Three-D ‘images ("How we see ourselves; How we see the other group;
How we think the other group sees us") were generated by functionally related
departments including several hierarchical levels.

The results reported ingiuded indications of positive attitudinal changes toward
members of other work groups.

"_..the experience supports the claim that relatively short time-periods spent
in a confrontation design can prove useful In handling substantial unfinished
business and In freeing-up relatlions among Individuals In complex organizations,
In sum, a non=T=Group technique can generate much |earning commonly associated
with that technigue.”

TOPICS

Attitude/Attltude Change Management Tralning/
Confrontation Development
T-Grouwp

Golembiewski, R.T. & Blumberg, A. Sengitivity training and the labora-
tory approach. |tasca, I11.: F.E., Peacock, 1970,

Each chapter of this large collection of readings begins with an introduction by
the authors. The 37 articles included In the volume cover a wide range of issues
discussed by virtually altl of the major authors contributing to this area.

CONTENTS

|. What is a T-group? Descriptions and reactions

2, What happens in @ T-group? Perspectives on processes and outcomes

3. Who leads a T-group and how? Perspectives on trainer and member roles

4. What concerns are therse about T-groups? Goals, methods, and resul+ts

5. Where can T-group dynamics be used? Applications in the home, schoal,
office and community

6. How can T-group dynamlics be studied? Conceiving and executing ressarch

CONTRIBUTING AUTHORS

Argyris, C. Hampden-Turner, C.M. Mouten, J.S.
Barnes, L.B. Harrlison, R. Odiorne, G,S.
Bass, B.M. Horwitz, L. Rogers, C.
Bennis, W.G. Horwitz, M, Seasharae, C.
Bessel ), H. House, R.J. ‘Shepard, H.A.
Blake, R. Jenkins, D.H. Skousen, W.C.
Bradford, L.P, Klaw, S. Stock, D.
Clark, J.V. Lippitt, G.L. Tannanbaum, R.
Culbert, S.A. Luke, B. This, L.E.
Deep, S5.D. Massarlk, F. Vaughn, J.A.
Friedlander, F. Mial, H.C. Walton, R.E.
Greiner, L.E. Miles, M.B. Weschlar, |.R.
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TOPICS

Change=-Agent Laboratory Approach
Collaboration Leadership

Conflict Managerial Grid
Confrontation Sel f-Concept
Defensiveness Sensitivity Training
‘Diagnosis/Evaluation Trainer

Feedback Transtfer ot Training

Group Development

Bolemblewski, R.T. & Carrligan, S.B., Planned change in organization style

tased on the laboratory approach. Administrative Science Quarterly,

1970, 15 {10, 79-93.
"Thig atudy reports the design and results of an effort to change the organization
atyle of a sales unit in a businese orgenization." "Changea in organiaation style
were measuvred with Likert's profile of organizational characteristics. A one-
week learnirg experience helped induce sigmificant changes in self-reporis by
managers about the atyle of interperacnal and intergrowp relations in the organi-
a2qtion,..." '"The entire managerial population was exposed to the learming de-
aign, ec that there was no control group. Therefore, the changes in salf-reporta
can only bé tentatively attributed to the experimental deeigm, rather than to
random fadtors or the passage of time."

10PICS

Influence taboratory Approach
Intergroup Frocesses Organization Style
Interparsconal Processes

Greiner, L.E. Antecedents of planned organizational change. Journal
of Applied Behavioral Science, 1967, 3 (1), 5|-86.

"This article reports findings describing the history of an organization and its
management prior to-a decision to begin a Managerial Grld organization develop-
ment program.” The company In question had bsen In a very stable enviroament
and, upon finding itself in a new environment, had encountered problemé adapting.

Grelner identifies two stages preceding the beginning of the change actividies:
(a) Arousal-and-Search, (b) Recognition-and-Decision., During the first stage,
»...members of that organization will (a} perceive the new demands as threaten-
ing and fee! resentful and unable to cope with these demands, and (b} they will
behave defensively fo resist the new demands while searching for a way out of
thair dilemma, so long as the environment continues to press [ts original demands
upon the erganfzation.” During the second stage, "...membars of that top group
will (a) parceive that they Indeed have serious organization problems and feel a
desire to solve these problems, and (b} they will behave by seeking advice from
the expert and will declide to attempt a major organizational change, so (ong as
the environment relieves pressure and the outside expert furnishes a program of
action.”
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Adaptation Environment
Antecedents to Change Managerial Grid
Change Processes Resistance to Change

Greiner, L.E. Patterns of organizational change. Harvard Business
Review, 1967, 45 (3), 119-130.

From a review of |8 studies of organizational change, Greiner concludes that
"power redistribution" within the structure of an organization is basic to
successful development. The asuthor identifles three major approaches to the in-
duction of change: (a8) unilateral action, (b) sharing of power, and {(c) dele-
gated authority.

Six phases of successful change eftorts are also noted. Each phase involved (a)
a stimulus on the power structure, and (b) a reaction from the power structure.

Suggestions for future attempts at organizational change are presented. These
inciude a plea for efforts focusing at the top as well as lower organlzational
levels; a deemphasis of the use of "unilateral and delegated approaches to
change;" and less parochial viewpoints on the part of “managers, consultants,
skeptics and researchers."

TOPICS

Change Processes Power Structure
Power Redistribution

Greiner, L.E. & Barnes, L.B. Organizational change and development.
In G.W. Dalton, P.R. Lawrence, & L.E. Greiner {eds.), Organizational
change cnd development. Homewood, i1l.: |rwin-Dorsey, 1970, 1-12.

This chapter serves as an Introduction to a volume edited by Dalton, Lawrence and
Greiner ((970).

The two ovararching objectives of organizational change as described in this
chapter are "(I) changes in an organization's level of adaptation to its environ-
ment, and (2) changes in the Internal behauvioral patterns of employees.

Four common denominators are.seen as cutting across all approaches to organiza-
tiona! change; (a) Plan (from structured to unstructured), (b) Power (from uni-
lateral to delegated), (c) Relationships (from impersonal! to personal), (d} Tempo
(from revolutionary fo evolutionary).

The authors delineate four areas of decislon-making for the involved manager:
(a) diagnosing problems, (b) planning for change, (c¢) |aunching the change, and
{(d) following up to assess what has happened.
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Adaptation Change Processes
Behavior Patterns Diagnosis/Evaluation

Hackman, J.R. & Lawter, E.E. Employee reactions to job characteristics.
Journal of Applied Psychology, 1971, 85 (3), 259-286.

"A conéeptual framework speclfying the conditions under which jobs will facili-
tate the development of infernal motivation for effective performance was deval-
oped and tested. The 55 were 208 empioyees of a telephone company who worked on
13 different jobs. Primary independent variables were: (a) a measure of strength
of desire for the satisfaction of "higher order™ needs (e.g., obtaining feelings
of accompl ishment, personal growth}; and (b} descriptions of jobs on four core
dimensions (variety, autonomy, task identity, feedback). |t was predicted and
found that when jobs are high on the four core dimensions, employees who are de-
sirous of higher order need satisfaction tend to have high motivation, have high
Jjob satisfaction, be asbsent from work infrequently, and be rated by supervisors
as doing high quatity work."

"...Results of the present research suggest that the substantial motivational
potential of jobs can be realized only when the psycholegical demands and oppor-
tunities of jobs mesh wel!l with the personal needs and goals of employees who
work on them."

(See also Lawler, E.E., Hackman, J.R., & Kaufman, 5., 1973).

TOPICS
Autonomy Mativation
Feadback Performance
Job Enlargement Satisfaction
Hampton-Turner, C.M. An existential 'learning theory' and the inte-

gration of T-group research. Journal of Applied Behavioral Science,
1966, 2 (4), 367-386. .

A theory is presenfed to integrate findings from studies evaluating learning in
T-groups. Three such studles are integrated with the theory.

TOPICS
Learning T-Group

Herzberg, F. One more Time: How do you motivate employees? Harvard
Buginese Review, 1968, 46 (1}, 53-62.
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The author states hls basic ideas regarding motivators and hygiene factors. The
hyglene facters include supervision, work conditions, salary status, personal
lifa, relatfonships with subordinates, relationships with supervisors, relation-
ships with peers, and company policy and administration. Motivaetors include rec-
ognition, achievement, the work Ttself, responsibility, advancement and growth.
"The only way to motivate the employee is to give him challenging work in which
he can assume responsibillty.”

TOFICS

Horizontal Job Loading Motlvation
Hygiens Factor VYertical Job Loading
Job Enrichment

Hornstein, H.A., Bunker, B.B., Burke, W.W., Gindes, M. & Lewicki, R.{,
{eds.), Soeial intervention. New York: The Free Press, 197].

This book contains an introductory chapter and six major sections. Each section
includes introductory comments by the editors and selected readings focusing en
a major strategy of social change.

CONTENTS

INTRODUCT | ON
Part One INDIVIDUAL CHANGE STRATEGIES OF SOCIAL {NTERVENTION

l.
2.
3.

4.

T-greups for organizational effectiveness, C. Argyris

T-group for a work team, A.H. Xuriloff and 5. Atkins

Effectiveness of T-group experience in managerial training and
development, J.P. Campbell and M.D. Dunhette

Comparison of behavioral changes resulting from human retations
training laboratories of di fferent lengths, D.R. Bunker and
E.8. Knowles

. From Learning for leadershlp, 4.XK. HRice
. Some effects ot managerial grid seminar training on union and

management attitudes foward supervision, R.R. Blake and
4.8, Mouton
Developing decision makers, C.H. Kepner and B.B. Tregoe

. MRP: A fechnique for training large groups of supervisors and its

potential use in social research, N.R.F. Maier and L.F. Zerfoas

Part Two TECHNO-STRUCTURAL STRATEGIES OF SOCIAL INTERVENTION

9.

10.

.
12.
13.
14.
5.

Productivity and social organization in an Indian weaving shed:
An ‘examinatlon of some aspects of the socio-technical system of
an -experimgntal automatic loom shed, 4.K. Rice

The change process in organizations: An applied anthropology
analysis, L.R. Sayles

Making incentives work, F. Torbert

The confrontation meeting, R. Beckhard

Engineer the job to fit the manager, P.E. Fledler

Small group ecalogy, R. Sommer

Prysical settings and organizational devetopment, F.I. Steele
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Part Three DATA-BASED STRATEGIES OF SOCIAL {NTERVENT|ON

16. The use of socio-economic research in developing a strategy of
change for rural communities: A Columbian example, D.W. Adams
and A.E. Havens

17. Helping a group with planned change: A case study, R. Beckhard

18. Studying and creating change: A means 1o understanding social
organization, F.C. Mann

19, Data feedback: A rationale, M.B, Miles, H.A. Hormatein, P.H. Calder,
D.M. Callahan, and R.5. Schiavo

20. The use of survey methods in a cltizens campaign against discrimi-
nation, C. Selltiz

21. Exparimental social innovation defined, G.¥. Fairmeathen

Part Four ORGANIZATION OEVELOPMENT: CULTURAL CHANGE AS A STRATEGY QF

SOCIAL INTERVENTION

22. Changing organizations, W.G. Bermis

23. Primary target for change: The manager or “the organization?,
W.W. Burke and W.H. Sehmidt

24. Crucial issues in organlzationa) developmant, P.C. Buchanmm

25. Grid OD: A systems approach to corporate. excellence, R.R. Blake
and J.5. Mouton

26. Shart- and long-range effects of a team development effort,
R. Beekhdrd and D.G. Lake

Part Five VIOLENCE AND COERCION AS STRATEGIES OF SOCIAL INTERYENTION
27. The study of urban vicolence: Some implications of.laboratory
studies of frustration and aggression, L. Berkowitz

28. Rioting, insurrecticn and civil disobedience, R.W. Conant

29. From The polltics of confrontation, I. Howe

30. Gherao as a technique for social intervention, N.R. De

31. Revolution and counterrevolution (but not necessarily about
Columbial), 2. Brezezinski

32. What the revolution is all about, or we are all Vietcong and we
are everywhere, J. Rubin

33. Bang: An anarchist approach to soclal intervention, W. Goring

34, Power, Alinsky, and other thoughts, G.L. Peabody

Part Six NONVIOLENCE AND DIRECT ACTION AS STRATEGIES OF SOCIAL
INTERVENTION
35. Mechanisms of c¢hange in nonviclent action, G. Sharp
36. Direct action tactics, M. Oppenheimer and (. Lakely
37. Conflicts: Productive and destructive, M. Deutsch
38. Freedom rides: A social movéament as an aspect of social change,

V.M. Olde
TOPICS

Action Research Management
Attitude/Attitude Change Managerial Grid
Behavior Change Particlpation
Change Processes Resistance to Change
Conflict/Conflict Resolution Socio-Technical Systems
Confrontation Meeting Structural Change
Data Collection Survey Feedback
Decision-Making T-Group
feadback Team Bul t ding/Deve lopment
Individual Change Technologicail Change
Laboratory Approach Value Change
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House, R.J. Management development is a geme. Harvard Business Review,
1963, 41 (4), [30-143.

Theé auther suggests that many efforts at management development have failed to
improve operational results because of {a) a lack of understanding regarding the
nature of the needed changes, (b) unwillingness of change on the part of superi-
ors, and (c) an esnvironment that is resistant to change.

Measurement techrigues are suggested as .a way "...to identify development needs,
to predict results, and to choose the proper methods.”

TOPICS

Management Training/ Measurement
Devetopment Resistance to Change

House, R.J. T-group education and leadership effectiveness: A review
of the empiric |iterature and a critical evaluation. Personnel
Paychology, 1967, 20 (1), 1-32.

A review of the T-group literature is presented. Special emphasis is given to
Issues of (a) the effective use of groups, and (b) ethical concerns inherent In
the T-group approach,

TOPICS

Ethics T-Group
Leadership

Ivancevich, J.M. A longitudinal assessment of Management by Objectives.
Administrative Seience Quarterly, 1972, 17 (1), 126-138.

A review of the available empirically based literature focusing on Management by
Objectives (MBO) programs lead the author to concfude that long term effects of
MBO are unknawn, Longitudinal data are presented from a study examining the ef-
fects of MBC programs In two medium-sized firms.

"The findings suggest that an active participation role by management in the de-
sign and implementation of MBO can have a significant impact on improving the
overall job satisfaction of managers. The crucial point is that some form of
reinfordement of what was learned and practiced in fhe training sessions is nec-
assary."

Results also suggest that time is a critical variable in assessing the impact of
such programs. In this study short-run rasults lead to different conclusions

than long-run results. The author concludes that the ability of MBO programs to
improve organizations in the long-run is in doudbt. "Until more tightly controlled
research is conducted, organizations will have to assume that MBO is or is not an
effective procedure for Improving job satisfaction and/or performance."
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TOPICS

Management by Objectives Porter Job Satisfaction
Motivation Questionnaire
Performance Satisfaction

Jenks, 5.R. An action-research approach to organizational change.
Journal of Applied Behavioral Seience, 1970, 6 (2), 131-)48.

The development and usage of an organizational G-sort instrument is described.

"The application of the inetmment tn an organizational field setting is8 examined
and evaluated in terms of fa) the usefulness of the instrument, (b) the extent to
which it ig a meaningful part of an organizational change and development project,
and (e} the results obtained.”

TOPICS
Action Research Feedback
Diagnosis/Evaluation Q=Sort
Kahn, R.L. The work module -- A fonic for lunchpail lassitude.

Bsychology Today, 1973, 6 (9), 35-39, 94-95,

The establishment of work modules -- "...a Time-task untt -~ the smallest alloca-
tion of time that is economically and psychological ly meaningful" -- is suggested
as a means of humanizing work. Humanized work " (|} should not damage, degrade,
humi liate, exhaust, or persistently bore the worker; (2) should be interesting
and satisfying; {3) should utilize many of the valued skills the worker alrsady
has, and provide opportunity to acquire others; (4} should enhance, or at least
leave unimpaired, the worker's ability t6 perform other life roles -- as spouse,
parent, citizen, and friend, for example; (5) should pay a wage sufficiant to
enable the worker to |ive a comfortable |ife "

According to the author, the establishment of a system of work modules would in-
croase worker satisfaction "self-utilkization (use of one's skills and abilities)
and sélf-development (acquisition of new skills and abilities)." Generally the
system Is viewed as Improving the fi+ between the individual and his job,

Costs and other organizational constraints associated with the implementation of
a work module system are also discussed.

TOPICS
Absence- Satisfaction
Autonomy Turnover
Job Enrichment Work Module
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Katz, D. & Kahn, R, Organizational changs. In D. Katz & R. Kahn,
The socilal peychology of organizationa. New York: Wlley, 1966,
330-451.

This chapter includes a useful conceptual framework for understanding approaches
to organizational change as well as an excellent summary of some of the most Im—
portant studies in the area.

Seven approaches to organlzational change are suggested together with examples,
The approaches include (a) information, (b) indlvidual counseling and therapy,
(¢} influence of the peer group, {(d} sensitivity tralning, {(e) group therapy,
(f) feedback, and (gq) systemic change. Systemic change is considered the most
powarful approach by these authors.

TOPICS
Change Strategy Sensitivity Training
Counseling Systemlc Change
Feedback Therapy

Influence

Kelman, H.C. Process of opinion change. Publie Opinion Quarterly, 1961,
25 (1), 57-78.

Three processes of opinion change are identifled and elaborated. "Compliance
can be said to cccur when an individual accepts influance from another person or
from a group becsuse he hopes to achieve o favorable reaction from the other.”
"Identification can be said to occur when an individual adopts behavier derived
from another person or a group because this behavior Is assoctated with a satis-
fying self-definlng relationshlp to this person or group." "...Internalization
can be said to occyr when an Individual accepts Influence because the Induced
behavior is congruent with his value system."

Comparisons are made between the three processes focusing on antecedents and con-
sequents assoclated with each.

TOPICS

Comp | iance Internallzation
ldentification Opinion Change
Influence

Klein, S.M., Kraut, A.1., & Wolfson, A. Employee reactions to.attitude
survey feedback: A study of the impact of structure and precess.
Administrative Seience Quarterly, 1971, 16 {4), 497-514,

"This study examines the impact of attitude swrvey feedback on recipients' atti-
tudes toward the feedback process and their perceptions of eurvey utiliaation.
Twe populations were examined in a natural exparimental setting: mowfacturing
employees and manufacturing managers. Independent variablee were of two clasaes:
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atructure and proceas. It was hypothesized that each clase would be positively
aggociated with the dependent variables. In the main, however, the process vari-
ables were more powerful predictors of the dependent measures. Analysie disclosad
that structure facilitates process and is ite naturql antecedent. A model of in-
Formation dissemination was posited whereby ‘the relationship between structural
variables and attitudes was moderated by process variables. This was supported
by the data. In addition it was found that the procese variables were of two
classes: commnication and involvement, the former predicting better to satis-
faction with survey feedback and the latter predidting better to perceived wutili-
zation of the aurvey's results. Finally, it was found that the manmagement group
perceived utilization and aatisfaction as highly related, probably becouse of the
deataton-making orientation of thie group.”

TOPICS
Attitude /Attitude .Change Satisfaction
Communication Structure
Decislon-Making Survey Feedback

Process

Kolb, D.A. & Boyatzis, R.E. On the dynamics of the helping reiation—
ship. Jowrnal of Applied Behavtoral Seience, 1970, 6 (3), 267-289.

An attempt Is mede to describe the type of individual who makes an effective help-
ar. "We defined an effective helper as one who, in an envirdwment where giving
help ie seen aa appropriate (the T-Group), attempts to help others while the
others gee thia help as significant and important to them.”

"4 conceptiual framework of helping relationships is presented which includes the
nature of the task, the helper, the receiver of help, the enviromment and psycho-
logical climate of the relatiomship, and the information feedback which occurs
during the relationship."”

The authors studied elght T-Groups of the "self-directed change" type, Each
particlpant had a change goal and the task of helping others achlieve their per-
sonal change goals.

Al participants completed a semantic differential instrument and a six-picture
TAT, At the concluslon of each session, each group member completed a form des-
cribing feedback given and received.

Statistical ly significant differences "...suggest that ineffective helpers are
differentiated from effective helpers and nonhelpers by very high n Achievement
and n Power scores and very low.n Affillation scores. 1In this experiment none
of the three motives significantly differentiates effective helpars from non-
helpars."

TOPICS
Change-Agent Semantic Difterential
Feedback T-Group
Helper TAT
Self-Change Trainer
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Kolb, D.A., Winter, $.K., & Berlew, D.E. Self-directed change: Two
studies. Jowrnal of Applied Behavioral Seience, 1568, ¢4 (4), 453-471,

Gradyate students participated in four T-groups run on a self-directed change
model. The groups participated in three different experimental conditions which
varied in {a) the period (but not total fime) of the group activities, {b) the
presence or absence of feedback, and (¢) sensitization to the issue of commit-
mant.

Based on salf-reports and trainers' ratings it was determined that (a) "...the
highiy commltted subjects...felt as though they changad more (and) also showed
more observable changes in bshavior than did |low-commitment subjects.,™ (b) "T-
Group feedback relevant te an individual's ¢hange project facilitates self-
parceived change." (¢} "While degree of change is not related to the amount of
feedback in the flrst half of the T-Group, It appears to be positively related
to the amount of feedback given in the second half of the T-Group...."

TOPICS

Commi tment Self-Change
Feedback T-Group

Kuriloff, A.H, & Atkins, S. T-group for a work team. Jowrmal of
Applied Behavioral Seience, 1966, 2 (1), 63-94,

A case history is prasented documenting the use of T-Group training a small manu-
facturing company. A day-by-day account is provided wlth excerpts from each of
the five days.

4

Findings “...s8uggest that effective results in a T-Group for a work team may be
attained by (1} a prior lavel of trust in the boss, (2) presence of the boes in
all T-Group sessions, {3) intensive and consecutive sesgione followed by {mmedi-
ate application of learming on-the-job, (4} emphasis on improving individuals'
tnter-pergonal competence primartily for the sake of the business, (5) confront-
ing of each person as seen by othera, and self-disclosure of personal feelings
between people.”

ToPICS
Confrontation Team Building/Development
Interpersanal Competence Transter of Training
Seit-Disclosure Trust

T-Group

Lakin, M. & Carson, R.C. Participant perception of group process In
group sensitivity training. Intermational Journal of Group Psycho-
therapy, 1964, 14, [16-122.

"This sTudy was undertaken with the alm of esfabllshlng whether from the parti-

cipant's freme of reference, a standard recurring developmental seguence was ex-
perienced in sensitivity tralnlng groups over the total training experience.”
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"Our findings do not suppert a notlon of group development which is standard ex-
perience. Instead, cur data lead te the concluslon that group experience may be
no less unigue than Is individual experience.”

TOPICS

Group Develcpment Sensitivity Training
Group Frocesses

Lawler, £.E., & Hackman, J.R. Impact of empioyee participation in the
development of pay incentive plans: A field experiment. Journal of
Applied Peychology, 1969, §3 (6), 467-471.

"A study of effects of employes participation in the development of pay Incen-
tive plans. The Ss were part-time workers who ciean bulldings In the.avenings.
Three autonomous work groups developed their own pay incentive plans to rewaid
good attendance on the job (Condition-A). These plans were theén imposed by +the
company on other work groups {Condition B). There were two groups of control

Ss: One talked with Es about job attendance problems but received ho additional
experimental freatment, and the other received no treatment. A significant in-
crease in attendance followed only Condltion A. Possible reasons cited: (a)
participation caused.Ss to be more committed +o +he plan; (b} Ss who participated
in the development of their plan were more knowledgeable about it; and (c) parti-
clpation increased the employees' trust of the good infentions of menagement with
respect to the plan.”

(See also Scheflen, Lawler & Hackman, 1971).

TOPICS

Attendance Pay |ncentive
Commi tment : Trust
Participation

Lawler, E.E., Hackman, J.R., & Kaufman, S. Effects of job redesign:
A field experiment. Journal of Applied Soeial Psychelogy, 1973,
in press.

Thirty-nine female employees of a telephone company participated In a job en-
richment program. Changes were made which "increased the amount of variety .and
the declsion making auvtonomy in the...job." "However, no change.in work motiva-
tien, job involvement or growth need satisfaction occurred as a result of the
changes; instead, the changes had a significant negative impact on interpersonat
relationships. After the changes, the colder employees reported less satisfaction
with the quality of their interpersenal relationships, and those supervisors
whose jobs were affected by the changes reported less job securlty and reduced
interpersonal satisfaction.”

The data reported suggest "that any positive motivational effects that might have
accrued as a result of the increases in variety and autonomy in the directory
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assistance job were more than counteracted by the negative effects the changes
had on the attitudes and behavior of the [service assistants]." A suggested
reason for the negative reactlons is the lack of participation by those involved
in planning the job redesign.

{See also Hackman, J.R, & Lawler, E.E., 1971).

TOPICS

Autonomy Participation
Job Enrichment Satlsfaction
Motivation

Lawrance, P,R, How to deal with resistance to changa. Harvard Business
Reuvtew, 1969, 47 (1), 4-12, 166.

This Is a reprint of an earller article with added comments by the author.

Chenge, according to Lawrence, has both fechnical and social aspects. "The
technical aspect of the change is the making of a measurable modification in the
physical routines of the job. The soeial aspect of the change refers to the way
those affected by I+ think it will aiter their estabiished relationships in the
organization.”

This author argues that it is the social aspect that affects resistance to change
more than the taechnical aspect. Two studles are cited as support for this idea.

rorIcs

Resistance to Change Technological Change
Social Change '

lawrence, P.R. & Lorsch, J.W. Organization and enviremment. Homewood,
it1.: lrwkn, 1967.

The authors report a study of ten [ndustrial organlzations in three environments.
Comparisons are made between more and less effective organizations with regard
to the dimenslons of “Integration” and "differentiation.”

Integration is defined as "...the quality of the state of eollaboration that ex-
igts among departmente that. are required to achieve untty of effort by the de-
mands of the enviromment.” D0lfferentiation [s defined in terms of "...the
difference in coghitive and emotional orientation among managers in different
functional dspartments.”

These two concepts provide a basis for the development of a contingency theory of
organization, Basically, the theory proposes that succaessful organizations in a
relatively stable environment will not be highly differantiated and will not in-
clude elaborate integrating mechanisms. Successful organizations In rapidly
changlng environments, on the other hand, will be highly differentiated and, thus
require alaborate Integrating mechanisms.
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A central emphasis is given to the role of conflict resolution In organizations.
"Our analysis...identified three distinct modes of actually handling conflict in
these six organizations: Confrontation, or problem-solving; smoothing-over ditf-
farances; and foreing decisions.”

CONTENTS

t Background and approaches to the study

2, QOrganizations in a diverse and dynamic¢ environment

3. Resciving Interdepartmental confllct

4. Environmental demands and organizational states

5. Additional perspectives on reselving Interdepartmental confllct
6. High-performing organizations [n three environments

7. Traditional organizational theories

8. Toward a contingency theory of organization

9 Imp |l ications for practical affairs

TOPICS
Col laboration Integration
Conflict/Conflict Resolution intergroup Processes
Confrontation Organlzation Effectiveness
Di fferentiation Problem-Solving

Environment

Lawrence, P.R. & Lorsch, J.W. Developing organizations: Diagnosie and
aotion. Readling, Mass.: Addison-Wesley, 1969,

Using concepts from systems analysis, three Interfaces are explored with refer-
ence to organizational development activities. "...The criteria we use for de-
termining whether a particular change will lead to the development of the organi-
zatlon at any one or all of these interfaces is whether the change will lead to
either a better flt betwaen the organization and the demands of Its environment
and/or to a batter fit between the organization and the needs of individual con-
*ributions."

‘As was the case In a previous volume {lLawrence & Lorsch, 1969}, the manner by
which organizatlional members dea! with conflict is emphasized as a crucial as-
pect or organizational effectiveness.

A model is presented that suggests the relative proportion of cognitive to emo-
tional aspacts of a change method decreases as the change target changes from
one of modest to fundamental behavior change.

CONTENTS

{. Infroduction

2. Concepts .for developing organizations

3. Organization-environment interface

4. The group-to-group Interface

5. The individual-and-organization interface
6. Conclusions
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Behavior Change Individual-Organization
Changa Processes Interface

Change Strategy Organizatlen-Enviropment
Cognitive Change Interface
Conflict/Conflict Resolution Systems Analysis

Emotional Change
Environment

Leavitt, H.J. Applied organizational change in industry. In J.G. March
(ed.), Handbook of organiazations. Chicago: Rand-Mchally, 1965, |144-
1170.

Distinctions are made between structural, technological, and .pecple apprcaches to
change. Thé people approach is further divided into the "manipulative" and
"power-equal ization™ (PC) approaches. The latter is emphasized in this chapter.
"Besides the belief that one changes peaple first, these power-equalization ap-
proaches also place major emphasis on other aspects of the human phenomena of
organizations. They are, for example, centrally concerned with affect; with
morale, sensitivity, psychological security. Secondly, They value evolutionary,
internally gensrated change in individuals, groups, and organizations over ex-
Ternaily planned or implemented change. Thirdly, they place much value on human
growth and fulfiliment ‘as well as upon task accomplishment; and they often have
stretched the degree of causal connection between the two. Finally...the power-
equalization approaches...shared a normative belief that power in organizations
should be more egually distributed than in most existent 'authoritarian' hier-
archies."”

The PE approaches are further described with reference to (a) goals, (b} communi-
cation, {¢) group pressure, group cchesiveness, conformity, and {d) decision-
making.

‘Power-equal ization practices are seen as most app!icable where creativity and
flexibility are needed rather ‘than in more highly programmed task areas.

TOPICS
Change Goals Group Processes
Changs Strategy Manipulation
Cohesion Power-Equalizaticon
Communications Scanlon Plan
Conformity Self=Change
Consensus Structural Change
Creativity T-Group
Decision-Making, Technelogical Change

Flexibility

Lewin, K. Frontiers in group dynamics: Concept, method and reality in
social equilibria and social change. Hwman Relatioma, 1947, 1, 5-41.
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The force field approach to the analysis is presented. Lewin suggests that to
effect change, one can Increase forces toward change or decrease the forces against

¢hange. In any change effort, the whoie force field must be considered.
The group as a torce for an against individual change is examined. "As long as
group values are unchanged the individual will resist changes more strongly the

farther he is to depart from group standards. |f the group standard itself is
changed, the resistance which is due to the relation between individua! and group
standard is eliminated.” ’

Three stages of successful change are described. These are "unfreezing” the group
from its present level, "moving" to a new level, and "freezing" group life at the
new |avel.

TOPICS
Change Phases Group Processes
Change Processes Resistance to Change
Force Fisld Unfreezing

Freézing

Likert, R. New patterns of management. New York: McGraw-Hill, 196!,

Likert presents a theory of organization focusing on effective management prac-
tices. The theory is based upon an infegration of soclal science research con-
ducted primarily at the Institute for Sccial Research, Ann Arbor, Michigan.

At the core of the .organlzation suggested as being most effective is a.system of
reciprocal influence between organizational levels. Likert states with respect

to the development of such systems that "...there is not a large body of systema-
tic knowledge nor are there weli-developed procedures for dealing with the probiem
of building the kind of effective interaction-influence system called for by the
newer theory."

The Iimportance of obtalning accurate measurements of critical variables is a cen-
tral theme. Organizational improvement is partically viewed as the result of
feading back informatlion regarding successes and failures through short feedback
cycles.

CONTENTS

I+ Introduction

2. Leadership and organizational performance

3, Group processes and organizational performance

4, Communication, influence, and organizational performance
5. The effect of measurements on management practices
6. Some general trends

7. Effective supervislon: An adaptive relative process
8. An integrating principle and an overview

9. Some ampirical tests ot the newar theory

10. VYoluntary organizations

|1. The nature of highly effective groups

|2. The interaction-influence system

I3. The function of measurements

|4, A comparative view of organizations

i3, Looking to the future
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Confliet/Conflict Resolution

Interaction—|nf|uance System
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Decision-Making Leadership
Feadback Management
Group Processes Measurement
Human Resources Performance
Inf luence
Likert, R. The humam organizatiom. New York: McGraw-Hill, 1967,

Likert expands and elaborates the theery of organization presented in an sarlier

work (Likert,
especially "System 4."

Emphasized in this work are various management systems,
Also. emphasized is the importance of buman resources in

1961).

organizations.

N —

QOO

Lippltt, G.L. & Schhiidt, W.H.

Six critical stages in the {lfe of organizations are proposed:

CONTENTS

New foundations for the art of ranagement

A look at managemeni systems .

Productivity and |abor relations under different management
systems

The interdependent, interacting character of effective organizations
Time: A key variable in evaluating management systems
tmproving general management by better fiscal management
The need for a systems approach

Maasurement

Human Asset Accounting

Achieving effective coordination in a highly functionalized
company and e&lsewhera

The next step.

TOPICS

Causal Variables Intervening Variables

Communications teadership
Decision-Making Management
End-Result Variables Measurement
Feadback Product vty

Scanleon Plan
System Approach
Trust

Group Processes

Human Asset Accounting
influence
Interaction-Influence System

Crises in a developlng organization.
Harvard Business Review, 1967, .45 (6), 102-112.

{a) creation,

tb) survival, (c) stabllity, (d) pride and reputation, (e) unlqueness and adapta-
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billty, and (f) contribution. According to these authors, it Is during the fifth
stage that organizational development efforts Take place.

ToPICS

Change Processes Organization Life

Lippitt, R., Watson, J., & Westley, B. The dynamice of planned change.
New York: Harcourt, Brace, & Worid, [958,

The authors draw heavily from the therapeutic model in formulating their concep-
tlons of planned change. The role of the change agent and the relevant forces
that support and resist change are extensively emphasized.

CONTENTS

Our-orientation to the phenomena of planned change

Diagnostic orienfations Yoward probiems of internal retationships
Diagnostic orientations toward problems of external relationships
Motivation of the client system

Various aspects of the change agent's role

The phases of planned change

Initiating planned change

Working toward change

The transfer and stabillzatlion of change

Some unfinlshed business .

The sclentific and professional training of change agents

. e .
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Change-Agent Diagnosis/Evaluation
Change Farces Motlvation
Change Phases Planned Change
Change Processas ‘Res{stance to Change

Lybin, B. & Zuckerman, M. Level of emotional arousal in laboratory
tralning. Journal of Applied Behavioral Science, 1969, 5 (43,
483-490.

The relative lovel of stress created in T-Groups was evaluated through a study
including the participants of- four one-wesk groups and participants of a study
on perceptual Isolation.

An adjective check|ist was developed and used to determine anxiety, depression,
and hostility, S$ince members of the T-Groups were found to be different from
those of the perceptual isolatlon study, amalysis of covarlance procedures were
used.
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The level of stress was found to be less In the membars of the T-Grouwps (none of
the participants reached a level considered to represent unusualiy high stress)
than in those participating in the perceptual isolation study (35% reached the
lave| of high stress}.

TOPICS

Laboratory Training T-Group
Stiess

Luft, J. Group procesgses. Palo Alto, Calif.: National Press Books,
1970.

This short valume presents a brief review of many aspects of group processes.
The author draws from the work of a variety of persons but places major emphasis
on the laboratory approach to studying group dynamics.

CONTENTS

. Group processes: An introduction to group dynamics

2. Elements of laboratory methods for studying group processes

3. The Johari Window: A graphic model of awareness In interpersconal
relations

4. Basic issues in group processes

5. |Interaction patterns and metacommunication

6. Group processes and organizational behavior

7. Group processes and clinical psychology

8. The: teacher and group processes

9. Current trends

TOoPICS
Group Development Leadership
Group Processes Metacommunication Theory
Johari Window Transfer of Training

Laboratory Approach

McGregor, D. The human side of enterprige. New York: McGraw-Hill,
1960.

The major emphasis in this book 1s on managerial strategies, especially the as-
sumptions and consequences related to two distinct strategies--Theory X and Theory
Y. It is the latter of these that is, according to McGregor, associated with
effective managerial behavior.

Additional topics include (a) some general notions regarding learning, aespecial ly

{sarning through T-groups, and (b) characteristics of efticient and inefficient
groups.
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CONTENTS

Part One THE THEQRETICAL ASSUMPTIONS OF MANAGEMENT
1. Management and scientiflc knowledge
2. Methods of influence and control
3. Theory X: The traditicral view ot direction and contro!
4. Thaory Y: The integration of individual and erganizational goals

Part Twe THEORY: Y. IN PRACTICE
5. Management by integration and self-control
6. A critique of performance appraisal
7. Administering salaries and promotions
8. The Scanlon Plan
9. Particlpation in perspective
10. The managerial climate
Il. Staff-1ine relationships
|12. Improving staff-line collaboration

Part Three THE DEVELOPMENT OF MANAGERIAL TALENT
1%5. An analysis of leadership
|4, Management development programs
15. Acquiring managerial skills {n the classroom
16. The managerial team

TOPICS
Goals {Individual/ Participation
Organizational)- Scanlon Plan
Group Processes T-Broup
Leadership Theory X
Learning Theory Y

Management

Mann, F.C. Studying and creating change: A means to understanding
soclal organization. Research on industrial human relations.
Industrial Relations Research Assoc., Publlcation No. 17, 1957.

A description Is provided of the: survey feedback.process developed at the Insti-
tute for Social Research, The University of Michigan.

Classroom learning is compared to the feedback process on the following dimenslons:
(a) objectives, (b) setting, (c) [nformational content, (d) method, {e) who are
the trainees, (f) training unit, (g) who is the change agent, (h) how the pace is
set, (1) length of.the process, (j} amount of tension, (k) assumptions about
attitudes, (1) measurement of effectiveness.

IQPICS

Attitude/Attitude Change Learning
Change-=Agent Survey Feedback
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Mann, F.C. & Netf, F.W. Manuging major change in orgenizations. Ann
Arbor, Mich.: Foundation for Research on Human Behavior, 1961.

The authors present a series of case studies together with several generaliza-
tions. about major change efforts. The generalizations include comments regarding
(a) the extensiveness of the change effort, {(b) the effects of self-concept, (c)
feadback, (d) the effects of group support, (e) the "change catalyst" role, and
(f) involvement ip problem=solving as a metivator for change.

CONTENTS

|. Preparing an organization for change: Case |
2. Establishing behavioral cbjectives of change: Case ||
3. Maintaining change momentum: Case |11
4. Completing and stabilizing changes: Case |V
5. Conference insights

A new role: The change catalyst

A new technique- of invoivement: The controlled explosion
6. Toward an understanding of the management of chapge

TORICS
Change Catalyst ] Invo |l vement
Change Goals Motivation
Change. Processes Problem-Solving
Feedback Sglf—ConcepT

Group Processes

Margulies, N. Organizational culture and psychological growth. Journal
of Applied Behavioral Seience. 1969, 5 (4}, 491-508.

"The gtudy reported here explores the degree in which' 'sociotechnical systems
architecture' influences individual psychological growth. Its major hypothesis
i8 that a specific organiaational culiture, defined in terme of a specific set of
values, atititudes, and behavioral norms, can contribute to the degree in which
persons ean actualize themselves.”

An experiment with four departments at Non-Linear Systems Is reported in which
two departments took part in changes consisting of (a} "...eliminating the rou-
tine, standardized assembly |lne and creating small cohesive workgroups as the
basis for organization" and (b) changing attitudes in the direction of Theory Y.
The remaining groups continued to function in the more typical assembly line man-
ner.

A variety of data coflection methods (interviews, observations, special surveys,
generaliy used surveys) were usad Yo Ytap {a) work values, (p) attitudes, (c) be-
havioral norms, and (d} psychelogical growth,

The data Indicated the following: (a) “...there does seem to be a positive rala-
tionship between valug-orientations and self-actuatization., The more intrinsic
the vatue-orientation, the more psychological growth. For the department, +the
more the environment can encourage intrinsic satisfaction, the more likely can
that environment facilitate psychological growth." {b) "...Higher self-actualiz-
ing groups do exhibit more awareness of the intercormectedness beétween task
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achievement and soctal need eatisfaction.” (¢) "The bshavior of the more self-
actuallzing groups is less determined by formal structure, formal role prescrip-

tions, or by Formal Authority....the behavior of

SA individuals Is determined

more by internallzed valuas than by Formal Authority or Group ideclogy.®

The authors suggest that "...overspecialization need not be an'inevitable conse-

quence of mass production.'

TOPICS

Attitude/Attitude Change
Environment

Group Processes
individual Growth

Mass Production

Norms
Overspecial.ization
Seif-Actualization
Sccio=Technical Systems
Yalues

Margulies, N. & Raia, A.P. Organizaticnal development: Values, processes,
and technology. MNew Yark: McGraw-Hilil, [972.

Thls bock is divided info five major parts and several sub-sections. Each sec-

fion includes the editors' comments and selected
S0Urcas .,

CONTERTS
Part One INTRODUCTION

readings reprinfed from other

I. Organizational development in perspective

Part Two THE COMPONENTS OF ORGAMIZATIONAL DEVELOPMENT
2. Key algments in erganlzational development

Part Three THE PROCESS AND TECHNOLOGY OF ORGANI[ZATIONAL DEVELOPMENT

2. The collection of data
4, The diagnostic phase
5, Intervaring in the system

Part Four EMERGING ISSUES IN ORGANIZATIONAL DEVELOPMENT
6. Problems and chalienges fn organizational development

Part Five CASE STUDIES IN ORGANIZATIONAL_DEVELOFMENT
7. The practice of organizational development

CONTRIBUTING AUTHORS

Albanese, R, French, W.
Argyris, C. Golembiawski, R.T.
Barnes, L.B. Goode, W.J.
Beckhard, R. Grelner, L.E.
Benne, K.D. Hatt, P.K.
Bennis, W.G. House, R.J.
Blake, R.R. Jahoda, M.
Blansfield, M.G. Jacgques, E.
Blumberg, A. . Kahn, R.
Bradford, L.P. Lawrence, P,
Cannal|, ‘C.F. Lewirn, K.
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Mullen, D.P.
Myers, M.S.
Pondy, L.R.
Seiler, J.A.
Selltiz, C.
Sheats, P.
Shepard, H.A.
Sloma, R.L.
Tannenbaum, R,
This, L.E.



Cook, S.W. Lippitt, G.L.
Davis, L.E. Lippitt, R.
Davis, S.A. Loftin, B.P.
Deutsch, M. Lorsch, J.W.
Ferguson, C.K. Morton, R.B.
TOPICS

Change-Agent

Change Phases

Change Processes

Change Technology
Conftict/Conflict Resolution
Consuttant

Data Cellection
Diagnosis/Evaluation
Intérgroup Processes

Turnar, A.N.
watson, J.
Westley, B.
Wilson, J.E.

Intervention

Laboratory Approach
Managerial Grid
Motivation

Resistance to Change
Sensitivity Training
T-Group

Team Bui Iding/Development
Yalues

Marrow, A.J. Managerial revolution in the state department. Pergonnel,
1966, 43 (6, 8-18.

A description is presented of an organizational development effort that brought
tegether many outside resources to facilitate efforts in the following areas:

(a) management by objectives, (b) laboratory training, (c¢) team building, and {d)
problem-solving.

TOPICS

Change Strategy
Laboratory Training
Management by Objectives

Problem=Salving
Team Building/Development

Marrow, A.J., Bowers, D.G., & Seashora, S.E. Management by participa-
tion. New York: Harper & Row, 1967,

This bock reports one of very few experiments in the organizational change area.
The change effort involved the resources of managers, engineers, and behavioral
scientists. The chapters of this volume report the effort and its outcomes from
several points of view.

Assassments: of the affects of various aspects of the effort were conducted by
persons not directly Involved in implementing the changes. Various portions of
the total gains aftributed to the effort were deftermined to be related to speci-
tic changes. "...The earnings development program with Individual oparators was
the most potent of the steps undertaken, coniributing perhaps || percentage points
of the total gain of 20 points., Next In order of influence were the weeding out
of low sarners...and the provision of training for superviscers and staff in inter-
personal relations, each contributing about 5 percentage points to the fotal gain.
The group consultation and problem resolution program with operators appears to
have contributed about 3 percentage points. The balance.of 6 percentage points
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can be viewed as arising from miscel [aneous sources or from the combination of
the several program elements."

(See also Seashore & Bowers, 1970, for a follow-up report).

CONTENTS

Part One THE WELDON COMPANY, 1962
|. Harwcod buys Weldon
2. The Weldon plant and organization
3. The Harweod organization
4. Weldon vs. Amalgamated Clothing Workers
5, Weldon and Harwood compared

Part Two THE CHANGE PROGRAM AND THE CHANGE AGENTS
6. Planning the changes
7. The technical change program
8. Qperator training
9. Bullding cooperation and frust
10. Work relations on the shop floor
11, Managers and supervisors in a changing environment

Part Three THE OUTCOME: WELDON, 1964
2. Organizationz| performance
13. Operator performance )
|4, Employee attitudes, motivations, and satisfactions
15. The new organizational system
16. Implicatlons for managing organizational chenge
17. The human organization

CONTRIBUTING AUTHORS

Bowers, D.G. Marrow, A.J. Roberts, E.E.
Brooks, C. Nelsaon, J.R. Seashore, S.E.
David, G. Pearse, R.F. Smith, J.F.
Kornbluh, H.
TORPICS

Attitude/Attitude Change Interpersonal Processes
Change Processes Management
Change Strategy -Motivation
Communications Per formance
Earnings Osvelopment Problem-Solving

Program Satisfaction
Feadback Technological Change
Human Organization Trust

Marrew, A.J., & French, J.R.P., Jr. Changing a stereotype Iin industry.
Journal of Soctal Issuee, 1945, 1 (3), 33-37.

The authors report a study in which an attempt was made to change attitudes fo-

ward older female workers through participation of management in research and
supervisors in group discussion and declision.
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The authors conclude from the stydy that ™...through a process of guided experi-
ences which are equally his own, a person may be reoriented so that he gradually
Takes on within himself the attitudes which he would not accept from others.”

TOPICS

Attitude/Attitude Change Stereotype
Participation

Maslow, A.H. Ewpsychian management: A journal. Homewood, l11.:
| rwin-Darsey, [965.

This volume is a journal of ideas recorded by Masl|ow, based on his experiences
during a period of time spent at Non-Linear Systems in California. He touches on
a great variety of topics related to the central theme of good psychological man-
agement.

TOPICS
A+t1tude/Attitude Change. Management
B-Values Psychological Health
Creativi+ty Regression
Eupsychian Management Self-Actualization
Group Processes Self-Concept
Individual Growth Synergy
Leadership T-Group

Miles, M.B. Changes during and folloewing laboratory training: A cilnical
experimental study. Jourmal of Applied Behavioral Seience, 1965, 1
(3), 215-242,

The experimental subjects in this study were 34 elementary school principals who
participated in two-week NTL l|aboratories. Controls (148) consisted of a group

of randomly chosen slementary school principals and another group selected through
peer nominations.

A series of instruments were administered to all participants (a) before the lab-
oratories, (b) three months :after the laboratories, and (c} elght months after
the |sborateriss. Measures were ailso taken during the laboratories Yo determine
(a) sensitivity, (b} diagnostic ability, and (¢} actlon skills.

"Substantively, we have found valld experimental-control differences as a result
of a human relations training experience; the gains by participants were primarily
predicted by variabies connected with actual participation in the treatment--
unfreezing, active involvemsnt, and reception of feedback. The personality vari-
ables studied--ego strength, flexlbillity, and need affiliation--did not affect
laboratory outcomes direct]y, but did seem to Influence behavier during fraining.
Finally, the organizatfonal variables studied--personal securlty, autonomy and
power, and organizational problem-scliving adequacy--had less impact on the parti-
cipants' stance at the beginning of training than expected, but did appear fo
atfect their subsequent use of learnings on the job."
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TOPICS

Autonomy Leboratory Training
Diagnosis/Evaluation Participation
Feedback Power

Flexibi lity Problem-Solving
Human Relations Training Security

Miles, M.B., Calder, P.H., Hornstein, H.A., Callahan, D.M., & Schiavo,
R.5. Data feedback and organizational change in a school system.
In R.T. Golembiewski & A. Blumberg (eds ), BSengitivity training and
the laboratory approaoh Itasca, I11. F E. Peacock, 1970.

This article provides a goed description of the use of data feedback in an organi-
zational change program.

"Survey feedback is a process In which outside staff and members of the organi-
zation col |laboratively gather, analyze and interpret data that deal with various
aspects of the organization's functioning and its members' work lives, and using
the data as a base, begin to correctively alter the organizational structure and
the members' work relationships."”

The various components (presentation of data, meetings, analysls of process) of
survey feedback are described as are the possible effects. It is noted that the
data may cause: any one or combination of the following to occur: (a} confirmation
of previously heid feelings, (b) contradiction of beliefs, and/or (¢) encourage-
ment of an inquiry focusing on why people responded as they did to the survey,

POPICS

Diagnosis/Evaluation Group Processes
Fe_edback Sur;vey Feedback

Morse, N. & Reimer, E. The experimental change of a major organizational
variable. Journal of Abnormal and Social Paychology, 1956, 52, |20-129.

This article describes a field experiment in which an attempt was made to change
satisfaction and producflvlfy by changing fhe level of decisicn-making processes
in a clerical organization.

As expected, indlvidual satisfaction was increased with.a lowering of the
decision-making process and was decreased when local decision-making was de-
creased. Confrary to expactation, it was found that costs decreased more In the
program which raised the level of declsion-meking than In those areas where the
decision-making process was lowered.

TOPICS

Decision-Making Satlsfaction
Productivity
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Morton, R.B. & Bass, B.M. The organizational tfraining laboratory.
Training Directors Journal, 1964, 18 (10), 2-|8.

The authors describe a technique used (a} *,..to provide trainees with the con-
cepts and methods for learning through group process” and (b} "...to help bulld
a c¢limate that supports learning."

The Organizational Training Laboratory is composed of intact work groups and in-
cludes a week of training about intragroup and intergroup processes and three
days devoted to the application of these learnings to actual organizational pro-
blems:,

A study based on self-reports indiceted that participants showed favorable atti-
tudes toward the technique. Ninety-seven participarnts reported 359 critical in-
cidents showing "...improved working relations (38%), personal improvement (35%)
conflict reduction (6%), difficultiés in applying [the] training (172} and un-
favorable commants (1%)."

¥

TOPICS

Conflict/Conflict Resolution Organizational Training
Group Processes ‘ Laboratory

Intergroup Processes Transfer of Training

Wark Group

Mouton, J.5. & Blake, R.R. Behavioral science theories underlying
crganization deveiopment. dJournal of Contemporary Busirness, 1972,
I(%, 9-22,

The Managerial Grid is used as a framework for comparing a variety of theories
which have contributed to the {ield of organization development. .Contributicns
are noted in a variety of areas by different individuals. Those noted for their
emphasis on Production are Max Weber, Henri Fayol, and Fredrick W. Taylor. An
aemphasis .on people is attributed to Elton Mayo, Roeth|isberger & Dickson, Chester
Barnard and Kurt Lewin. Those emphasizing production through people include E.
Trist & K.W. Bamforth, F. Herzberg, R. Likert, D. McGregor, C. Argyris, and A.
Etzioni. The roots of organization development as it is known today are attri-
buted to work done at Esso Standard Ol Company in 1956 by R. BlakKe, H. ‘Shepard
and J.5. Mouton.

The fol lowing conditions are suggested as necessary -for systematic development:
(1) involvement of the whole organization, (2} leadership in the effort from
those who head the organization, (3) initiation and guidance from within the
organization, (4) the employment of systematic ways of thinking and analysis,
and (%) an effort which proceeds in a sequential and orderly way.

POPICS
Change Strategy Manageria! Grid
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NTL Institute for Applied Behavioral Science. What is OD? In R.T.
Golembiewski & A. Blumberg (eds.), Sensitivity training and the
laboratory approach. |tasca, |1l.: F.E. Peacock, 1970, 342-345.

"Using knowledge and techniques from the behavioral sciences, organization develop-
mant attempts to integrate Individual needs for growth and development with or-
ganizational goals and objectives in order to make a more effective organization.”

bescriptions are presented of (a) ",..the behavibral science findings and hypo-
theses underlying the theory and method of OD..." (b) the objectives of OD, and
(c) the technology associated with OD.

TOPICS

Change Strategy Individual=Organization
Goals (|ndividual/ Interface
Organizational)

NTL fnstitute for Applied Behavioral Sclenca. What to observe In a T-
Group. In R.T. Golembiewski & A. Blumberg {eds.), Sensitivity
training and the laboratory approach. |tasea, |I|.: F.E. Peacock,
1970, 86-90.

Various types and levels of interactions deemed significant in T-Groups are
briefly summarized. Included are issues of (a) content and process, (b) commuhi-
cations, {(c) decision-making procedures, {d) fask, maintenance and selif-oriented
behavior, and (8} emotional issues.

TOPICS
Communications: Process
Content Self-Oriented Behavior
Decision-Making T-Group
Group Procssses Task

Maintenance

Neff, F. Survey research: A tool for problem diagnosis and Tmprovement
in organizations: In S. Miller & A. Gouldner (eds.), Applied
sceiology, New York: Free Press, 1965, 23-38.

ldeas are presented regarding the use of survey feedback in organizational improve-
ment efforts. Neff has based thls work on the experliences of Floyd Mann and

other researchers from the Institute for Social Research, the University of Michi-
gan.

Emphasis is given to the desired involvement of organizational members as well as
researchers In the survey feadback process. According to this author, [+ Is im-
portant that orgenizational members have a good understanding of the questions In
the instrument and that they are active in making the diagnosis.
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POPICS

Diagnosis/Evaluation Problem-5Sclving
involvement Survey Feedback

Odiorne, G.S. Management by objectives. New York: Pitman, 1965.

After pointing out the future needs for management, Odiorne describes. the system
of Managemant by Objectives. "Management by ebjectives provides for the mainten-
ance and orderiy growth of the organization by means of statements of what is ex-
pected for everyone involved, and measurement of what is actually achieved."

The system is envisioned as an aid toward overcoming the foillowing problems: (a)
measuring the true contribution of managerial and .professional personnel, (b) de-
tining common geals, and (¢} defining areas of responsibility. In addition,
Mapagement by Objectives is designed to (a) eliminate the need for people to
change their personalities, and (b) previde a means of datermining each manager's
span of control.

CONTERTS

. The new lock in. management

. A flight from capitaltsm?

The decline of risk bearing

. The system of management by objectives

5. Installing the system

6. Measuring organization performance

7. Setting routine and emergency goals

8. ‘Setting creative goals

9. Setting personal development goals

10. How much subordinate praticipation in goal-setting?
11. RelatIng salery administration to Management by Objectives
12. The problem of the annual pertormance review

|13. Assessing potential

P N —

TOPICS
Goals (Indlvidual/ Management by Objectives
Organizational) Measurement
Leadership Responsfbi tity

Management

Odiorne, G.5. The trouble with sensitivity training. In R.T. Golembiewski
2 A. Blumberg (eds.), Sensitivity training and the laboratory approach.
|tasca, |11.: F.E. Peacock, 1970, 273-287.

Odiorne presents a negative evaluation of sensitivity training as a useful train-
ing technique. More specifically, he attacks what he views as a failure to de-
fine desired terminal behaviers. He asdds that, since these behaviors are not
clear, It is impossible to establish the logical steps essential to good training
or to evaluate the success of such training.
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Behavior Change Sensitivity Training
Organization Goal/Task Value Change

QOshry, B. & Harrison, R. Transfer from here-and-now to there-and-then:
Changes In organizaticnal prablem diagnosis stemming from T-group
training. Jowmal of Applied Behavioral Science, 1966, 2 (2), 185-
198.

The study focuses on changes in the participants' abilities to diagnose inter-
paersonal work prabiems in organizational sattings.

Forty-six middle-|level managers participated in two-week T-groups. Each partici~
pant completed the Problem Analysis Questionnalre on the first and the secand-to~
last day of training.

The results indicate that as the manager prepares to return home from the training
"{1) His work wori{d seems to him to be more human and less impersonal. (2} He
sees clearer connections between how well Interpersonal nesds are met and how wel|
work gets done. (3) He sees himself clearl|y as the most significant part of his
work problems. (4) He sees no clear connection between his new perceptions and
how hé transiates these inteo action.”

The authors note that they have not determined the effect that "seesing things
differently" has on organizational behavior.

TOPICS
Diagnosis/Evaluation Problem Analysis Questionnaire
interpersonal Processes T-Group
Perception Transfer of Training

Paul, W.J., Robertson, K.B., & Herzberg, F. Job enrichment pays off.
Harvard Buainese Review, 1969, 47 (2}, 61-78,

A summary is presented of five studies in job enrichment. Using a variety of
criteria to fit the various participants, the authors conclude that job enrich-
ment programs enhance job performance (but not necessarily job satisfaction) in
a variety of settings. It.is suggested that satisfaction Is a result of perfor-
mance and thereforg may change more siowiy.

TOPICS

Job Enrichment Satisfaction
Performance

Pesk, B. (ed.), 4n action research program for organiszationzl tmprovement.
Ann Arbor, Mich.: Foundation for Research on Human Behavior, 1960,
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A description s presented of work done at Esso Standard Oil Company. Among the
development techniques discussed are (a) off-site management conferences, (b)
deve |lopment groups, (¢} data feedback, and (d) laboratory. training.

The elements of an Action Research Model are presented as well as information
regarding Intergroup competition.

CONTRIBUTING AUTHORS

Blake, R.R. Katzell, R.A. Shepard, H.A.
Horowitz, M. Kolb, H.D.

TOPICS
Action Research Intergroup Processes
Competition Laboratory Training
Feedback Management Conference

Pglz, BD.C. [nfluence: A key to effective leadership In the first-line
supervisor. Personnel, 1952, 29 (3), 209-2\7.

The resuits of a study conducted at Detroit Edison Company indicate that influ-
ence is a key variable in determining the effect that leadership bshavors will
have on subordinates.

",..The supervisery behaviors of 'siding with employees' and 'social closeness to
empioyees' will tend To raise employee satisfaction only if the supervisor has
enough infiuence to make these behaviors pay off in terms of actual benefits for
emp |l oyees."

TOPICS

Influence Satisfaction
Leadership

Psathas, G. & Hardert, R. Trainer intervention and normative patterns
in the T-group. dJournal of Applied Behavioral Science, 1966, 2 (2),
145-169,

In a study of seven two-week T-groups the authors isolated several categeries of
normative dimensions into which trainer interventions can be reliably classified.
These categories include (a) analyzing group interaction or process, {b) feelings,
(c) feedback, (d) acceptance concern, {e} participation, (f} goal and task con-
cern, (g) trainer membership--authority problems, (h) leadership behavior, (i)
structure concerr, (j) behavior experimentation, and (k) decision-making. The
first four categories received the most emphasis in the groups studied.
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Decision-Making Norms
Feedback Participation
Group Processes T-Group
Intervention Trainer
Leadership

Rogers, C. Interpersonal relationships: Year 2000. dJowrnal of Applied
Behavicral Science, (968, 4 (3}, 265-280.

Rogers suggests that in the future industries will be devoting as much attention
to "the quality of interpersonal relationships and the guality of communicaticns
as is now given Yo technology. This will particularly result from the recog-
nition that organizational growth and development can be realized only through a
tfacititation of individval growth and fulfiitment.

t

TOPICS

Communiications Interpersonal Processes
individual Growth

Rogers, C. Carl Rogers on encounter groups. New York: Harper & Row,
ta70.

Rogers touches upon several aspects of encounter groups including (a) theoretical
bases, (b} reasons for their Increased acceptance, (c¢) typical stages and pro-
cesses, and (d) the use of thls technique for the purpose of changing individual
behavior and the functioning of institutions.

CONTENTS

The origin and scope of the trend ftoward “Groups"”

I.
2. The process of the encounter group
3. Can t be a facilitative person in a group?
4. Change atter encounter groups: in persons, in relatlionships, In
organizations
5. The perscn in change: The process as experienced
6. The lonaely person--and his experiences in an encounter group
7. What we know from research. '
8. Areas of application
9, Building facilitative skills
10, What of the future?
TOPICS
Encounter Group Group Processes
Group Development Trainer
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Rush, H.M,F. Behavioral science concepts and management application.
National Industrial Conference Board, Studies In Personnel Policy,
No. 216, 1969.

"This report examines the Inferdisciplinary field that is concerned with human
behavior in social settings. Specifically, it examines behavioral science con-
cepts as they evolve from theory to |aboratory expariments, to developmental re-
search, and finally to on-the-job applications in managing human resources.

"A briet exposition of the characteristics of behavioral science, of the current
state of the art, and of its relevance to modern business organizations is fol-
lowed by a capsule review of the theories and contributions of five ot the most
influential behavioral scientists [McGregor, Maslow, Herzbsrg, Argyris, Likert]
and a description of three most prevalent fechniques [sensitivity training, mana-
gerial grid, Menninger Foundation seminars] in company applications.

An analysis of a broad survey of company interest in, and experience with, be-
havioral science provides a backdrop to more detailed descriptions of behavioral
science applications in ten firms [American Airlines Armstrong Cork Co., Corning
Glass Works, Genesco, Inc., Hotel Corporation of America, Raymond Corp., Stein-
barg's Ltd., Snytex Corp., Texas Instruments Incorp., The Systems Group of TRW,
Inc.} of varying sizes and industries.

"A selected bibliography of behavioral sclence theory and philesophy completes
the report."

Excellent summaries are presented of the major ideas of the behavioral scientists
Included In the report, The descriptions of the techniques are also good but do
not provide a complete picture of the techniques currently available.

CONTENTS

|. The world of work and the behavioral sciences: A perspective and
an overview

2. Behavloral scientists: Their theories and their work
3. Human behavior learning: Three approaches
4. Company experience: A survey and an analysis
TOPICS
Individual-Organization Need
Interface Sc¢lence-Based Management
Management Sensitivity Trainlng
Managarial Grid Theory X
Menninger Foundation Seminar Theory Y

Motivation

Scheflen, K.C., Lawler, E.E., & Hackman, J.R. Long-term impact of
emplaoyee participation in the development of pay incentive plans:
A tleld expsriment revisited. Journal of Applied Peychology, 197,
58 (3), 182-186.

"In an earlier study Lawler and Hackman examined the effects of worker participa-

tlen in the development of pay Incentive plans. |In the origlinal study, three
work groups developed thelr own Incentive plans to reward high attendance, and
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identical plans were then imposed by company management in two other work groups.
A significant increase in attendance was found during the first 16 weeks follow-
ing implementation of the plans only in the groups where the plans were participa-
tively developed. Data reported in The present study cover a ]2-week period be-
ginning | year after the ariginal ptans had been installed. After the data re-
ported in the earlier study had been collacted, the incentive plans were discon-
tinved by company management in twe of the three participative groups. The pres~
ent results show that attendance dropped below pretreatment levels in these two
groups, and that attendance continued high in the third participative group. An
increase ln attendence was found atter ) year in those groups where incentive
plans had been imposed by company management."

(See also Lawler & Hackman, 1959)

TOPICS
Attendance Participation
Commitment Pay Incentive
Durability of Change
Schein, E.H. Procegs consultation. Reading, Mass.: Addison-Wesley,

1969,

The role of process consultation in organizational development efforts is de-
scribed. The primary focus of this volume is on group processes and interactions
between the process consultant and the client group.

CONTENTS

Part One DIAGNOSIS
|. Introduction
2. Human processes in organizations: An overview
3. Communication processes
4. Functional roles of group members
5. Group problem-soiving and decislicn-making
6. Group norms and group growth
7. Leadership and authority
8, Intergroup processes

Part Two NTERVENTION
9., Establishing contact and defining a relationship
I0. Selecting a setting and a method of work
I'l. Gathering data
i2. Intervention
13, Evaluation of results and disengagement
14. Process consultation in pérspective
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At+itude/ATTi tude Change Group Processes
Authority Group Roles
Change-Agent Intergroup Processes
Communication I ntervention
Competition Leadership
Cooperation Norms

Counseling Problem-5Solving
Declislion-Making Procass Consultation
Diagnesis/Evaluation Skill

Feedback Values

Schein, E.H. The mechanisms of change. In W.G. Bennis, K.D., Benns, &
R. Chin (eds.), The planning of ehange. New York: Holt, Rinehart,
& Winston, 1969, 98-107.

Schein presents a theoretical discussion of change based on Lewin's model which
includes the stages of unfreezing, changing, and refreezing. Mechanisms are sug-
gested for Implementing each stage in the change process. Unfreezing may come

about through "...{a) Lack of confirmation or disconfirmation, (b) Induction of
guilt-anxiety, [and/or] {c) Creation of psycholegical safety by reduction of
threat or removal of barrifers." Changing occurs through the mechanism of cogni-

tive redefinition {(either ldentification or Scanning}. Refreezing occurs through
"...(a) Integrating new responses into personality, [or] (b) integrating new re-
sponse into significant ongoling relationshlips through reconfirmation.”

An analysis of two types of identification (defensive and positive) are also
presented. The analysis focuses on (&) 'conditions for the processes, (b) psycho-
logical processes involved, and (c} outcomes.

TOFICS
Changing tdantiflcation
Change Phases Refreeszing
Change -Processes Unfreezing

Schein, E.H. & Bennis, W.G. Personal and organiaational change through
group methods. New York: Wiley, 1965,

‘Schein and Bennis have included both thelir own conceptualizations and those of
others concarned with laberatory training. Descriptions are provided of the
assumptions, objectives, processes and outcomes of this educational strategy.

CONTERTS

Part One WHAT IS LABORATORY TRAINING?
|. Introduction
2. What is laboratory tralning: Description of a typical residential
laboratory
3, Overview of laboratory training
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Part Two THE USES OF LABORATORY TRAINING
4. Variations in laboratory training
5. The design of one-week |aborataries
6. Sensitivity tralning and being motivated
7. The uses of the |abbratory method In a psychiatric hospital
8. A 9,9 approach for increasing organizational productivity
9. Sensitivity training and community develcpment
10. Principles and strategies in the use of laboratory training for
improving social systems

Part Three RESEARCH ON LABORATORY TRAINING OUTCOMES
11, Research on laboratory training outcomes
}2, Learnlng processes .and outcomes in human relations training:
A clinical experimental study
I3. The effect of |aboratory aducation upon individual behavior

Part Four A THEORY OF LEARNING THROUGH LABORATORY: TRAINING
14, ‘A géneral overview of our learning theory
15, Organizational forces that aid and hinder attitude change
16, The laboratory as a force toward learning
|7, .Some hypotheses about the relative learning impact of different
kinds of laboratories
18, Cur questions about |abdratory training

CONTRIBUTING -AUTHORS

Blake, R. Johnson, D.L. Mouton, J.S.

Bugental, J.F.T. Klain, D.C. Moyer, R.

Bunker, D.R. Lyle, F.A. Oshry, B.

Hanson, P.G. Miles, M.B. Rothaus, P.

Harrison, R. Morton, R.B. Tannenbaum, R.
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Attitude/Attituda Change Laboratory Trainling

Change-Agent Learning

Changing Refreezing

Cognition Role

Collaboration Sensitivity Tralning

Communications Self-Awarenass

Diagnosis/Evajuation Skill

Feedback T-Group

Group Processes Unfresezing

Here-and-Now Data

Schmidt, W.H. (ed.) Organizational fromtiere and human valuss. Belmont,
Calif.: Wadsworth, 1970.

The major focus of this book is the nature of organizations as they will be in the
future. The variety of organizations discussed Includes schoels, corporaticn, and

societies.
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CONTENTS

Part One AN QVERYIEW, W.H. Schridt
. View at the frontier
2. The revolutionary |970s
3. The new organizational frontiersman: The leader-learner

Part Two SUMMARY OF THE ORGANIZATIONAL FRONTIERS SEMINAR, C.R. Price
4, Between cultures: The current crisis of transition
5. Living through the transition
6. Managing organizations in a time of crisis

Part Three SELECTED READINGS

7. Assessment and perspective, J.V. Lindeay

8. 1s it atways right to be right? W.H. Schmid:

9, Urban North America: The challenge of the next thrity years,
E.L. Trist

10. The university as an organizational frontier, J.M. Elden, K. Goldstone
and M.X. Brown

11, Student protest as a resource for corporate planning and development,
5.4. Culbert and J.M, Elden

12. American management: Everybody's business, H.M. Williams

I13. Values, man, and organizations, R, Tannenbauwn and S.A. Davis

14, Primary target for change: The manager or the arganization?
W.¥. Burke ond W.H. Schmidt

Part Four LOOKING FURTHER
15, Review at the frontier, W.H. Schmidt
16. Seventy probably major domestic, nonmi|itary trends and events in
1380, G.A. Steiner
17. Annotated bibliography, Jean-Marie Toulouse
18. Bibliography on organizaticn developmant

TOPICS
Behavioral Science Management
Crisis ) Protest
future Organizations Values

Leadership

Schmuck, R.A., & Mlles, M.B. (eds.), Organization develcpment in schools,
Palo Alto, California: National Press Books, [971.

"The essential purposes of this book are to encourage wider diffusion of organi-
zation development in schools and to stimulate and strengthen scholarly research
on {t."

"In the field of professional education proper, this book I1s intended for five
speciflc audiences: (1) educational administrators, depariment heads, unlt
leaders, and teachers concerned with enhancing the effectiveness of their schools;
(2) school psychologists, curriculum speciallists, and counselors who in one way
or another must deal with systemic variabies; (3) state dpeariment of education
personnel concerned with improving the parformance of local school districts;

{4) speciallists worklng In regional educational l|aboratories and profassors of
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education involved in the redesign of pre-service and in-service training programs
as organizations and the dynamics of educational change."

"Following an introductory chapter which deals. with background, we present nine
studies of organization development in schools. We have chosen recent studies
that are based in theery, explicit about training techniques, and inciusive of
evaluative research data. Before each chapter we have included brief comments on
its most notable élements: its theory, technelogy, measurement methods, place

in the literature, relationship to other studies, and unique features. The con-
ctuding chapter summarizes the work done and suggests areas for further investi-
gation. Unsolved issues are usual ly most interesting, and our review of them,

it is hoped, will give direction fo the future of organization development in
schools.™
CONTENTS

l. Improving schools through organization development: An overview,
M.B, Miles and R.A. Schmuck
2. Improving classroom group processes, A.A. Schmuck )
3. Using group problem-sclving procedures, R.A. Schmuck, P. Runkel,
D. Larigmeyer
4. Changing classroom intaraction through organization development,
R.C. Bigélow
5. Starting up a new Senior high school, ¥. Fosmre, C. Keutzer, and RE. Diller
6. Using survey feedback and consultation, C.7. MeElvaney and M.B. Miles
7. Entering ahd intervening in schools, D.G. Lake and D.M. Callahan
8. Using teams of chamge agents, M.R. Goodson and W.0. Hagetrom
9. Changing schools through student advocacy, M.A. Chesler and J.E. Lohman.
|0. Developing teems of organizational specialists, R.A. Schmmuck
Il. Needs and prospects, R.A. Schmuck and M.B. Miles

TOPICS
Change~Agent Group Processes
Change Strategy Interpersonal Processes
Col laboration Power
Communications Problem~Salving
Conflict/Conflict Resolution Role Playing
Confrontation Sensitivity Training
Consuitation Survey Feedback
Durability of Change T-Group
Encounter Group
Feedback

Schutz, W.C. & Allen, V.L. Tha effects of a T-group laboratory on
interpersona| behavior. Journal of Applied Behavioral Seilence,
1966, 2 {3), 265-286.

Focusing on changes in interpersonal relations, this study involved 7| persons

participating in two-week human raiations training laboratories and 30 university
students as controls.
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The FIRD-B instrument was administered (al before the laboratory began, (b)
immediately after the laboratory had terminated, and (¢} six months later. In
addition, an open-ended questionnaire was used during the last data collection
pericd.

Results from these instruments "...supported the hypothesis that the training
laboratory changes people selectively, depending on +heir initial personality,
the overly dominant becoming less dominant, the overly affectionate more discrim—
inating, and so on. The hypothesis was also supported that change after a pericd
of six months is in a positive direction with respect to the participant's self-
concepts and behavior and feelings toward other people, as well as the behavior
toward the participant.”

TOPICS
Durabi ity of Chenge Laberatory Training
FIRO-B' Selt-Concept
Human Relations Training T-Group

Interpersonal Processes

Seashore, S.E. & Bowers, D.G. The durability or organizational change.
American Psychologiet, 1970, 25 (3), 227-233,

A report is presented of & 1969 survey used to evaluate the long-term effects of
an earlier change effort (Marrow, Bowers, & Seashore, 1967). Lasting changes are
reported.

Three possible explanations are offered to account for the durability of the
changes: (a) the breadth of the changes across domains (psSychological, organi-
zational, technical), (b} "...leégltimization of concern about organizational pro-
cess, and (¢} Inherent merit of the participative organizational model."

TOPICS

Change. Processes Durability of Change
Change Strategy Participation

Shepard, H.A. Changing Interpersonal and intergroup relationships in
organizations, In J.G. March (ed.) Handbook of organizationa.
Chicago, Mll.: Rand McNally, 1965, IIi5-1143,

Shapard describes the assumptions and dimensions of the concepts of "primary"
and "secondary mentalitles" and the ralationship between these concepts and
organizational effectiveness.

Several aspects of Interpersonal and intergroup relations are discussed with
refarence to ways of improving them. Various forms of laboratory tralining are
suggested as techniques for changing these relationships. "The most powerful
educative experience presently known for inducing rapid movement from internal-
ized primary assumptions to internalized secondary assumptions is the so-called
laboratory method of training--in particular the T-group.
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"The main point of this chapter is that a more humanistic organization theory
than we have known in the past is required, and that it Is realizable in practice.”

TOPICS
Change~Agent
‘Col |abaration
Conftic¢t/Conflict Resolution
Diagnosis/Evatuation
Fami'ly Laboratory
Group Processes
Intergroup Processes
Interpersonal FProcesses
Laboratory Training

Management

Primary Mentality
Problem-Soiving
Risk/Risk Taking
Secondary Mentality
Stranger Laboratory
T-Group

Work .Group

Simmonds, G.R. Organization development: A key to future growth.
Personmel Adwinigtration, 1967, 30 (1), 19-24. i

A company president describes experiences encountered when his organization used
the Manageriai Grid and T-Groups in a development program. A favorable picture

is presented emphasizing the "latent mental resources" that are avaiiable but
saldom used in industry.

TOPICS

Human Resources

T-Group
Managerial Grid

Sofer, C. The organiaation from within. London: Tavistock, 1961.
The final chapter of this book concentrates on organizatlonal change. Generali-

zations are drawn from experiences in three different types of organizations
(industrial, madical, educationaf}.

CONTENTS
Part One THREE CASE STUDIES
I. An industrial setting: The Davidson Company
2. A medical setting: The James division and research unit
3. An educational setting: The Helmsiey department of management and
production engineering .
Part Two THEQRET[CAL ANALYSIS
4. Therapeutic and research components of the work

5. Regularities and principles in soclal consultancy
6. Processes ot organizatiopal change
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IOPICS

Change-Agent Pafensiveness

Change Phases Dlagnosts/Evaluation
Change Processes Environment

Commi tment Leadership
Conflict/Conflict Rescolutien Resistance to Change
Consultant Structure

Starbuck, W.H. Organizational growth and development. In J.G. March
led.) Handbook of organizatiomg. Chicago, Il1.: Rand Mchally, 1965,
451-533.

Studies which emphasize organizational growth and development are reviewed. "...
Growth is deflned as change in an organization's size when slze is measured by
the organlzaTlon s membership or employment; development is deflned as change In
an organization's age."

The major sections of this chapter explore four Issues: (a) motives for growth,
{b) adaptation and growth, (c¢) models of growth, and (d} administrative structure
and growth.

Three. types of change are distinguished: (a) ultimate goals, (b) task structure,
(¢) social structure.

TOPICS

Adaptation Organization Growth
Administrative Structure Power
Cost Prestige
Environment Profit
Flexibility Risk/Risk Taking
Goals (Individual/ Security

Organizational) Self-Realization
Management Stability
Motivation Survival

Organlzation Age
Organization Development

Steele, F.l. Consultants and detectives. Jowrnal of Applied Behavioral
Seience, 1969, 5 (2), 187-202,

Potentlal dangers inherent In the consultant role are describved., These dangers
relate to satisfying attributes of the consultant's role which can Impede attain-
ment of the major goal of Improving The capabilities and functioning of the client
system. These attributes Include "1, The temporary nature of involvement In a
system. 2. The focus on gathering evidence and trying to solve the puzzlas which
It represents. 3. Tha potential for 'dramatics'. 4. The potential action orien-
tatlon and the excitement It contains. 5. The stance of '"expert' in behavioral
science. 6. The stimulation of working on several 'cases' at once."
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Steele suggests that demands placed upen the consuitant can help guard against the
potentialiy negative conseguences of these attrfbutes. These demands are ™{.
Promoting consclousness of self. 2. Avoiding incorporation into the client sys-
tem. 3. Arranging for some collaborator or sounding board with whom to check
perceptions, ideas, and teelings. 4. Using intuition as cne means of genarating
ways to understand the situation. 5. Being wary of the tendency to lump pecple
into the oversimplified categories of 'good' and 'bad.'"

I9PICS

Changa-Agent Diagnosis/Evaluation
Consultant Valid Information

Stock, D. A Survey of research on T-groups. In L.P. Bradford, J.R. Gibb,
and X.D. Benne (eds.), T-growp theory and laboratory method. New York:
Wiley, 1964, 395-44),

A review -of pre-1964 T-group studies provide the basis for an exploration of sev-
eral issues including (a) the course of development in the T-group, (b} the ef-
facts of group composition, (¢} the character of T-groups as described by members,
(d) the role eof the trainer, (e) individual behavior 1n the T-group, (f) members'
perceptions of one another, and (g} the impact of the T-group on individuel learn-
ing and change.

IOPICS
Group Composition Laboratory Training
Group Development Learning
Group Processes T~Group
tndividuali Change Trainer

Tannenbaum, R. Organizational change has fo come through individual
change. Inmovation, 1971, 23, 36-43.

The importance -of interpersonal competence (social sensitivity and behavioral
flexibility) is emphasized as the basis for organizational improvement.

TopICcS

Change~Agent Individual Growth
Individual Change Interpersonal Competence

Tannenbaum, R., & Davis, S.A, Values, man, and organizations. in W.H.
Schmidt (ed.), Organiszational frontiers and hwman values. Belmont,
Calif.: Wadswerth, 1970, 129-]149,
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This article describes a shift in values that the suthors suggest Is taking place
in organizational settings. Generaliy, the shift is attributed to a movement away
trom bureaucratic organlzational forms and toward forms of organization that réc-
ognize individual Ity.

TOPICS
Collaboration Paowar
Competition Process Work
Confrontation Risk/Risk-Taking
Feedback Status
Individual ity Trust
Organization Forms Values

Taylor, J.C. Technology and planned organizaitional change. Ann Arbor,
Mich.: The Institute for Soclial Rasearch, [97I.

Tayfor focuses on the level of technoiegy as a critical variable in efforts to
gain approval of changes toward more participative and responsible activities in
organizations.

The studies involve an analysis 1n various companles exposed to a variaty of
change activities. Survey data was gathered at least twice in each group studied.

The data indicate that "...gophisticated technology...not only will faecilitate
change efforts which are in a direction eonsonmit with that determined by the

technology, but sophisticated technology will did in resisting change efforts

which are in a direction cpposed to that determined by the technology.”

TOPICS
Resistance to Change Techno logy

Taylor, 4.C. & Bowers, D.G. Survey of organizations: A machine-scored
standuordized questionnaire instrument. Ann Arbor, Mich.: |Institute
for Social Research, 1972.

"This monograph represents the summarized evldence which the Qrganizational De-
velopment Research Program [Institute for Social Research, University of Michigan]
has concerning the Survey of Organl2ations questionnaire." The voiume is a test
manual providing detaited information regarding the development, composition,
reliability, and validity of the Instrument.

CONTENTS

t. Intreduction: The origin of a standard questionnaire

2. The maching-scored core questionnaire

3. Questlon stem reversal and positien response bias

4. The effect of various questionnaire modifications on responses
5. Revisions of the machine-scored questionnaire
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6. 'Core guestipnnaire measurement of leadsrship
7. Measurements ot organizational climate
8. The satisfaction and group process areas
3. Validity of the instrument
Appendix A == 1967, 1968, 1969, 1970 forms of ithe questionnaire
Appendix B -- Survey administration procedures
TOPICS
Climate Satisfaction
Diagnosis/Evaluation Survey Feedback
Group Processes Survey of Organlzations
Leadership
Trist, E.L. On socio-technical systems. in W.G. Bennis, K.D. Banne,

& R. Chin (eds.), The planning of change. New York: Holt, Rinehart,
& Winston, 1969, 269-282.

Trist states that a shift has occurred away from thinking of organizations as
closed social systems and foward ‘a view bésed on open-Systems thinking, empha-
sizing the fit between the social and technical systems.

One result of this newer &pproach is a notion that group aufonomy should not be
maximized in al! productive settings. The author suggests that there is an op-

timal leve) of autonomy that is determined by the requirements of the technolog-
ical system.

TOPICS
Autonomy Open-System
Clased-System Urganizatfon Goal/Task
Enviranment Socio~Technical Systems
Leadership Supervision
Management Technology

Trist, £.L. & Bamforth, R. Some sccia! and psychological consequences
of the long wal | method of coal-getting. Human Relations, 1951, 4
{1), 3-38,

A case (s reported in which increases in productivity of coal miners is partially
attributed to increases in group-relatedness following changes In mining tech-
niques.

TOPICS

Group Processes Secie-Technical Systems
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Tuckman, B. Developmental sequence in small groups. Psychological
Bullatin, 1965, §3 (6), 384-399.

A review Is presented covering 50 articles on groups in four seittings: (a) thera-
py groups, (b) T-groups, (c) naturai groups, (d} laboratory groups.

Developmental stages of groups are ldentlfied in both the socizl and task realms.

TOPICS
Cohesion Laboratory Group
Conflict/Contlict Resolution Role
Emotionality T-Group
Group Development Task
Group Processes Therapy
VYallquet, M.t. [ndividual change in a management development program,

Journal of Applied Behavioral Science, 1968, 4 (3), 3i3-325,

The study described focuses on the adaptation of behavioral changes to organiza-
tional settings. The methodology follows that of Bunker (1965) with the exception
that family groups were used in this study and stranger groups were used by
Bunker. .

Results indicate that "Participants are seen by co-workers as increasing gignifi-
cantly more than controls in effective initiation and assertivensss, in capactty
for collaboration and operational sKill in imterpersomal relations, and in diag-
nostie awareness of eelf ond the ability to fulfill perceived needs.”

It Is noteworthy that "...the greater number of significant changes observed in
this study occurred in the overt, operational categories rather than in the in-
ferred, attitudinal categories, as was more the case In Bunker's study." The
aythor attributes this difference to the nature of the groups (i.e., stranger vs.
family groups}, the program goals, and the environment of change,

TopICs
Attitude/Attitude Change [nterpersonal Processes
Change- Goals Laboratory Training
Col iabaration Management Training/Development
Diagnosis/Evaluation Salf-Awareness '
Environmant Stranger Laboratory
Family Laboratory Transfer of Training

Wagner, A.B. The use of process analysls In business decision games.
dournal of Applied Behavioral Seience, 1965, 1 (4), 387-408.

The article describes a study In which a four-day semsitivity training laboratory

was Included as the second part of an executive development conference. At the
and of the training the participants played a business game,
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The game consisted of sevaral segments, each concluding in participant analysis
of the process by which decisions were made.

The author identifies three stages of group development executed by participants
in decision-making processes: [(a) regression, (b) overcompensation, and (c¢)
realistic problem-selving.

It is suggested that the use ef gaming techniques may be a way to build bridges
to the back-home environment.

TORICS
Gaming Process Analysis
Group Processes Regression
Laboratory Training Sensitivity Training
Overcompensation Transfer of Training

Problem-Solving

Walton, R.E. Interpsrsomal peacemaking: Cofifroritations and third party
interventions. Reading, Mess.: Addison-Wesley, 1969.

In this volume Walton deScribes the role of a third-party who helps members of
an organlzation manage interpersonal conflict.

Three case studies provide the basis for a series of generallzaticns regarding
frameworks, activities, and attributes of the third-party consuitant.

CONTENTS

I. Introduction

2. Bill--Lloyd: Negotiating a relationship

3, Mack--Sy: Confronting a deeply felt contlict

4. Fred--Charles: Searching for an accomodation

5, Diagnostic mode| of interpersonal conf|ict

6, Confrontations and strategic third-party functions
7. Third-party interventions and tactical cholces

8. Third-party attributes

9, Summary and conclusions

P0PICS
Change~-Agent tnterpersonal Processes
Conflict/Conflict Resolution Motivation
Confrontation Norms
‘Consultation Risk/Risk Taking
Diagnosis/Evaluation Role
|nnovation Third-Party

Watson, G. Reslstance To change.. In W.G. Bennis, K.D. Benne, & R. Chin
(eds.), The planning of change. New York: Holt, Rinehart & Winston,
1969, 488-498..
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Forces in personality and social systems provoking resistance to change are
cited. Resistance In personality results from the following forces: (a) haomeoc—
stasis, (b) habit, (¢) primacy, {d) selective perception and retention, (e} de-
pendence, (f) superego, (g) self-distrust, (h) insecurity, (i} regression.
Forces causing resistance to change In soclal systems include {a) confermity to
norms, (b) systematic and cultural coherence, {c) vested interests, (d) the
sacrosanct, and (e) rejection of cutsiders.

Change situations in which resistance will be low and means for reducing resist-
ance where it exists are discussed.

ToPICS

Resistance to-Change

Winn, A. Social change in industry: From insight fo Implementation.
Journal of Applied Behavioral Science, 1966, 2 (2), 170-183,

The author traces 30 years of change efforts in a major company (Aican), The
saquence of change efforts includes lectures (In the 1940's), case studlies and
some role playing {in the 1950's), T-groups (in the 1960's), and family and
interface (intergroup) laborataories.

Emphasis 1s given to the nature of laboratory training and the comparative advan-
tages and Inberent risks In using each type described.

TOPICS
Commi tment Laboratory Training
Cenfrontation Lecture
Family Laboratory Role Playing
tnterface Laboratory T-Group
Intergroup Laboratory Transfer of Training

Zand, D., Steele, F. & Zalkind, S. The impact of an organization develop-
ment program.on percaptions of interpersonal, group, and organization
tunctioning. Journal of Applied Behavioral Seience, 1969, 5 (3), 393~
410, .

The authars describe a study conductad fo evaluate the effects of participation
in five-day cousins laboratories on 120 middle-tevel managers. The managers were
members of a large research and engineering company that had a developmant pro-
gram inciuding (a) stranger laboratory experiences for the president and vice-
presidents, (b} team development sessions, (¢) consultation from outslde consul-
tants, and -(d) the cousins laboratories noted 1n this study.

four self-report paper-and-pencil questionnaire instruments were used to gather
data at three points in time: (a) before the laboratory experience, (b} after
the taboratory experience, and (c¢) one year after the beginning of the effart.
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The resylts indicate "(l} The immediate effect of attending a refatively unstruc-
fured laboratory seemed to be to alter the standards a participant used to eval-
wate various dimensions of his relations with others. In particular, there were
declines in perceptions of one's trust ©f others, openness in communication,
seeking and accepting of help, and receptlvity of one's superior to the ideas

of others which could be attributed to the use of more stringent standards of
behavioer. (2} A year later there were significant increases (for participants
compared with nonparticipants) in perceptions of the extent to which managers
were facing up to conflicts and were seeking help. (3} Ratings by other members
In the same T-Group of one's bahavior and learning at the laboratory seem ta be
useful as a predictor of the |ikeiihood that a manager will be involved in tallow-
up activities with his work team. (4) [Participants] he!d what might be calied
'social Iy correct' attitudes to start with, and these werd not affected by the
program.,"”

TOPICS
Attitude/AtYitude Change Management
Communications Openness
Conflict/Conflict Resolution Perception
Cousins laboratory Stranger Laboratory
Durability of Training Team Bul 1ding/Development
Interpersonal Processes Transfer of Tralning

Laboratory Training

Zeitlin, L.R. A |ittle larceny can do a lot for employee morale.
Pgyehology Today, 1971, & (13, 22, 24, 26, 64.

The author advocates controlled stealing as a form of job enrichment.

TOPICS
Job Enrichment Morate
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