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CHAPTER I
GROUP TYINAMICS AlD CHURCH METRTINGS
A. Imtroduction: Objectives

One night & pastor cane home froa a meeting of the Men's Assembly.
"You know," he eald to his wife, "I've been making an inventory of what
I do. Aside from my pestoral celling end sermon preparation, ths
remainder of my time is spent in getting ready for meetings or attending
them. Ho mabtbter what kind of meeting it is, 1t takes é. lot of my time.
Therefore I keep asking myself whsther or not the comnon ordinary church
meeting should offer one of the main forces of the ministry to stir
people ©o undergo inner growth toward spiritﬁel naturity.”

In g¢ighteen words Professor Herbert A. Teelen, director of the Humen
Dynamies Labvoretory, Unlverasity of Chicago, says to this minister in
substance, "Yes, your suspicion is sclentifically correct. Ths face~to-
face group working on & problem is the meeting ground of the individusl
personality ond society."l

This thesis wlll, therefore, on the basis of the proposition above,
attempt to set forth the possibilities of effective group actiom within
the spiritusl fellowship of the Christian Courch. An attempt will also
be made to determine what acceptable group experiences may rightly be
utilized in the work of the church.

1y, A. Thelen, Dynenics of Oroups &t Hork {Chicego: University of
Chicego Press, 1954), p. v.




a

It moy be oscuned thot Chrictions are cware of thelr soeiel responsi-
bility. They interact and relete. Their Christicn faith itself functions
within a fellowship. To the Christian, soeiel responsibility is inherent
in hip Christien faith, and thus to him sociel education exd action
becone essentlial elements in the local church's regular program.

The reports from the Assembly of the World Councll of Churches et
Dvoanston refer Lo the Inescapeble dubty of tas Churches in the task of

!

ereating & “responsible socciety.” In heeding the call to soeial ection,
they mentloned that churches will need concezrned leadsrs and effective
mathods of group ctudy end action. This Assembly elsc spoke of the
selfi.shness end narromess of the aversge congregation, of its concera
Tor its oun soclal coliderity, its owa worship and coufort, its owm
budget prosperity. The "workshop™ or "group dynaamic" church is one way
of overcaning “routine” Christianity. It pleces the accent on outlook
and upreach of the humen being es he learns by doing in the company of
others.2

We intend %o move in this thesis on & higher level, the lewvel of
endesvor expressed by Paul to the Galatians: "For you are all one in
Christ Jesus . + o thru love be servants of onme another."

The power of the Church doss not rest upon the powsr of any "group"
dynemic, for it is based squarely upon ths "dynanic" of the Gospel--as it
works thru each individual. It is God's power which worketh in us: “For
God is at work ia you, both to will end to work for his good pleasure"
(FPhil. 2:13). Thus the Christien's faith is to be moved into function.

S¥ergaret E. Kwhn, You Can't Bs Human Alome (New York: Associztion
PIEBB, 1956)’ De iili.
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Once he 15 mede a new creatwre in Christ he is Joined %o & fellow=-
ship, end iz ©o use the power of his falth "both to will and to work"
God's pleasure. He is not to live elone. He is to live within ths
group, & "demonstration lmboratory".of Christicn belief in action. Within
the orgonized or unorgenized group life of ths church thare are many
opportunities for “dynsmic" interaction, as Christions witness to one
acother, speak the Word to one another, express love and mbtually edify
one another.

Ieaders, and especially pestors, should be aware of the scriptural
grounds for the possibility of the.bullding up of clurch members thru
group relationships. "Men whom gl:r:l.at hns specially gifted, and who
beeons His giff to the Clmrch, heve one great tesk in common,” stetes ons
writer, comsenting on Eph. 4:11: "They must exsrcise their ministry in
such a way that the 'saints' shall be 'perfected’ or 'equipped,' in owxder
that They 109, in o non-professional but effective sense, may become
"ministera.’"3 In this way and only in this way shall the vhole Body of
Christ be bullt up.

o possage in the Bible is perhaps mors cruclial for the welfard and
nisgion of the Caristian Church todey, than this one from Eph. 4:11:

And he geve some, &postles; and same, prophets; and some, evangel-

ists; end some, pastors and tecchers; for the perfecting of the

seints, for the work of the ministry, for edifying of the Body of

Christ.

The REV trenslation has unfortunstely retained this identical prepositionsl
wording. The same wrlter states: "Here, without linguistic suthority but

3Jobn A. Meckay, God's Order--The Ephesian Letter end this Pre
. Present Tme (New York: Tne Macmillan Co., 1953), P« 14D,
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with undoubted ecclesiocloglcal bias, the fatel come efter the word
'saints’ hes Leen retoined."’ He mekes the point thet clfolmen balkist
sanctioning a New Testement "ministry” for ordinary Christisns. Yet,
according to some of the best end most modern lNew Testement scholarship,
and scme most reputable translations of the New Testement, the obvious
meaning of the passage ls eimply this, namely, the "saints” are "equipped"
to serve. J. B. Phillipo, in a free translation, renders: "EHis gifts
were made that Christians night be propsrly eq_uiz:»pec‘. for their service,
that the whole Body ﬁighi-. be built up."? R. F. Weymouth, in his work

The New Testoment in Modern Speech, translates the seme passege thic way:

"In order fully to equip his people for the work of serving for the
building up of Christ's Bod.v."G
In favor of this rendering is not only the general tenor of Faul's
thought hera end of hip general view of specizl Churck functionaries, bub
elso the usage of the Greek prepositions involved. While the preposition
ffef”f' meaning "with a view t0," is used before the preparation or the
equipment of the saints, e differant preposition of similar meaning,
E;}‘ » "tc the end that," is used before each of the two phrases, the
work of ministering, end the bullding up of the Body.
The emphasis which is gained by dropping the comme end giving
meaning to the prepositions is importent, for it places an urgent dubty
upon leeders end pastors, which they perhaps were not aware of previously.

b1bid., p. 150.

5J. B. Paillips, letters To Young Churches (Hew Yori: The Mackillen
Co., 1952), p. 110.

GMackay, op. clt., p. 150.
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And does not this better translation of Eph. 4:11 hint that perhaps the
pastor ought to be concernmed with a subject which will help him "better
to equip the seints," such as Croup Dynemics, for instence? For the
meaning of the passage, seys Mecksy in his bLook, is thils:

The mesning aspears clearly to be that the supreme objective of the

gifted men must be %o equip the "sainta" that they, in their turn,

mey engage in ninistering, thet they oo mey be servents, and that

resulting from their service the Body of Christ may be built up.T

A1l people of the church, both pastors and members alike therefore
should be concerned sbout the :F.mportance of the church mzeting, even as
the discussed passage bears meaning to them. Jolm R. Mott, great American
orgenizer and founder of the Young Men's Christian Associaticn, said:

I have developed deep convictions about the power of meetings wo

change pergonal lives and to change the world. . . . And here is

vhere the church cowss in, for the church meeting is actually a

dynemic group workshop.O

The church meeting admittedly offers "dymemile" possibilities for
growth and chonge. It is the writer's beliief that much can be done for
the Kingdon of God, for the Church, for our own spiritual wellbeing, end
for the welfors of those yet t0 be won~--thru church mestings! The vital
interaction of people in group perticipetion in God-related, goel-
oriented, ond task-centered activity may well become the climete in which
the Christian can grow "in wisdon and stature and in favor with God and
man." Mey the Holy Spirit bless our efforts.

"let all things be

done unto edifying."
==l Cor. 14:26

TToid.

Bpgul F. Dougless, The Group Workshop Wey in the Church (Hew York:
Association Press, 1956), p. ix.




B. Linitations and Scops of the Study

Croup Dynanics, understood es @ soclal ecience, is 2 highly theo-
retical study based on the Gestelt School of Psychology. This Ghesls
wlll present a brief ovoer-all view of the theory and mechanies of this
subject for background purposes. The reader may feel that major emphesis
was pleced upon the "spiritusl” values (note quotes!) and limitations of
group dynemies for the church, end &lso upon the concept of a "group
dynamics" leader's role in & pastorzl situation.

The reader must not assume that the wrliter accepts all of the
ctetenents made in this thesis without reservation. The writer believes
that there are definite limitations involved in the use of Group Dynomics
in the Church, as such. However, having presented the theory, mechanics,
and principels, we are careful to classify certain accepteble procedures
end technigues which may be adapted for church meetings.

. A thorough study of the many interesctionel uses of the variocus
| procedures and techniques lsg virtually inpossible to treat in & Bachelor
of Divinity thesis. However, the writer sought to give exemplary situ- |
ations for practical applicetion through the use of the "case-study"
' medium. These also were limited to & treatment of & few procedures &nd
techniques, the adult groups of the avereage church being kept chiefly in
mind. To treat ell techniques adequately would f£ill & book!

C. General Overview of the Thesis

Briefly, this theeils hopes to show why churches should be concerned

ebout human relationships and group intersction=--in the light of group
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dynemics. It hints at how Christian falth involves soclal responsibility

and participation. Furthermore, it suggests sone objectives end princi-
pPles of Christien leadership. This was e necassery preface to the study
of acceptable procedures end technigues of group dynemics, for the
successiul use of tham demands a leader who is capable of using them.
Certaln of these procedures and techniques are described in their practl-
cal willization by cass=-studies.

Chapter two, therefore, discusses and explains the theory end
mechanics of group dynamics and factors affecting all groups. Chapter
three gives ths reader both a positive and negative spproach to the
"spiritual” velues of this relatively new field of group sclence. Chapter
four atieapte to show the superior quelities of a "eatelytic" or'bartici-
pant" type leader. Chapier five is an stitempt to classify, define; and
describe how to use procedures ond techanigues in somewhat brief style.
Chapter six narrates (through case studies) the actuasl use of group
dynamics, i.e., its procedures aand technigues; in a "live" situstion.

& conclusion and sumaary follows.
D. lajor Sources of Research

The major sources used in this thesis were these widely accepted
texts: Group Dynemics-~Résearch and Theory, by Cartwright and Zander,
and Dynanics of Groups at Work, by H. A. Thaelen. A very helpful source
vas the book by Psul F. Douglass, eantitled The Group Workshop Wey In The
Church. Also used to & great extent were the mony issues of the megazine
Adult Leedership, the most prominent ome of its field in adult education

and in the study and edvancement of the young field of group dynamics,
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as 1t pertains to any imagineble type of meeting or imstitutilon.




CHAPIER II
THEORY AND MECHANICS OF GROUP D!IWICS

It iz aesumed that, behind every technology, every policy decision,
indeed, every hehavior, there is a set of understandings of the nature of
the processes one ic denling with. These understendings mey be explicit
or vague, nerrow in gcopz or comprehensive in insight. 5o also is the
study of group dynamles!

.The development of Chepter II is based on several propositions:

That the needs of individuals ceause them o perticipate in groups;

that the group as en orgeniem existe to setisfy the purposes for

which it was gathered togetber; ithet the group ic influenced by ené
influences the community; and, finelly, that through experiences in
the group and commmity the individual develops and changes his
pattern of needs. Thus the line of reasoning comes full circle.l

More specificelly, the first part of this chapter states the follow-
ing: Eection cne curveys the common psychology of a person's behavior
which stems from the porson’s needs to work ocut his relationships %o
groups 2nd to the probleus of living. Sectlon Gwd points out that tha
individuel desls with these problems through the processes of feeling,
thinking, end doing; aand thet the varticular balance among these processes |
is charecteristic of his .:rsomality=--lesined taArough experience with other
people. In section three we look at the verious sorts of realities with
which experience deals and which we atteupt to control through consciously
epplied group dynemics. Section four expleins the development of the

group as a whole, & niniature society with its own stenderds of behavior,

1H. A. Thelen M of Groups At Work (Chicago: University of
Chicego Press, 19511

), p. 219.
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needs, end policies for controlling itself.

The second part of this chapter deals with four chlef factors which
effect the more practical side of this issue, the productivity of a human
group.

Quite admitiedly end intentionally the first part has been taken
largely from Thelen's textbook: "Dynemics of Groups et Work,™ the most
outstanding recognized authority in this field. This pert is interspersed
with explanatory statements from other sources, especially from Cartwrigat
é.nd Zander's primary source, Group Dynemics--Research and Theory.

The second part rests primarily on the most basic articles found in
Adult Ieadership, the authoritative megazine in the field of group
dynenics.

It should be noted thet in this effort to present background materiel
vhich will give the reader en understending of theory end mechenics-~the
opinions here stetes as fact are not necessarily those of the writer but

rather the opinion of the sources.
A. Inbherent "Dynamics" of All Groups
1. Membership: the groups within?

In this complex world people are initerdependent, and the way they
interact with one another are important objects of inguiry. The urge to
get together, to form a group, may be said to be almost & basic human
instinet. All human life, from the most primitive savege corrmnity to
the most sophisticated civilizetion, falls back upon this basic ability

211d., pp. 223-42.
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to organize and to work and plsy together. Groups, consisting of a
number of individuals banded together for a ccamon purpose 2nd governing
themselves by certaln set rules, follow certain fundomental patterns.
They exist for purposes of pleasure, socisbility, or service.

Climate: Membership in a group constitutes the right to influence
and the agreement to be lnfluenced. One must develop the capecity to per-
ceive his own role and the role of others around him. The emount snd kind
of shaving with others of vhich a person is capeble are enhsnced or
minimized by the group "climate." No two groups are alike. There mey be
adequate leadershipn, 2 well-shered set of purposes; there may be vest
differences in view-pointe in patiterning the organization either on
sutocratic, democcratic, or laissez-faire lines,

Croups which are oriented toward the goals of their members and tend

to seek stability, contlinuity, anéd maturity by their performences ==

placing purpose above iprocedure -=- will establish a bhealthful
climate under which the membership can participate effectively.3

Conflict: Obstacles to effective perticipation do not necessarily
arise from wilfullness, obstinacy, or stupldity, per se, but may be due
‘to other causes. There are sone who withdraw from group life because of
inebility to sustein the effects of the group process, while others tend
to creste "conflict" uniess provision is made to modify the membership
role. A healthy type of aggression is desirable o> there would be no
geln on the part of the members of the group.

Hlerarchy: Each member has a place, 2 role, in the group. Hes fits
into end is part of the soclal structure according to his personal maeke-
up. Because each role differs, there emerges a hierarchy, or "status"

3mwid., p. 234.
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structure system clearly defining the worth of individuals to the group.
This stratification of individuels is usually based on demonstrated
ability in furthering group interests. - Such factors 28 social cless,
wealth, occupation, age, experierce, skill, education, etec., are often
used as lines of demarcation in the hierarchy. The existence of such
stratification cannot be denied and members usually heve & clear idea of
whsre they themselves, as well &s their co-members, £it slong ths secale.

Just as each member submits himself to the diseipline of the group

can he learn to conform hinself to splritusl values--under the

guidance of the Divine Will. The greater his sensitiveness to the
group within, the more conscious does he become of its power to
guide, Inspire, or restrain him. And the wider his conception of
rightaagsnens the higher will be his religious ideals to the laws
of God.

Vzlues and Costs: The degree to which a person is cepable of co-
operating with others is determined to & large extent by his approach to
other people, L0 provlems, end %o life in general. Ve think of some
neople as belng cheerful, outgolng, as making friends easily, or &s
fecling free to meke demasnds upon others. On the other hand there are
those who are withdrewn, reflective, and who have difficulty in asking
or receiving favors. Feople thus have different sense of "value."

Chenge: Differences in such fundamentel properties as character,
personality, even the I.Q., result from changes in social eaviromment.
But "desired" change is aleo produced through group experience, this
alteration occurring in people es well 85 in groups. Changes in the way
of behaving presum2bly reflect & new and improved ettitude, insight, or

degree of skill, in eddition to changess in maturity and efficiency of

hpasil Henriques, Club Leadership Today (New York: Oxford University
Press, 1951), p. l4k.
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operation. -
Three distinguishable types of changes are:

1. Chenges in abllity to solve problems, mset decisions, encourage
or inhibit the formation of cliques, etc.

2. Effect on other groups and the coxmunity.

3. Change within the individual, reflected in his changed attlitudes
and behavior pattern.

Since irndividuals change as & result of working together, thare must
be certain directions of "changs.”

Classic studies prove that redirection of tendencies can be ac-

conplished by the therapy of group membership and ilts consequent

intinacy of cammmnication. Moreover, experiencing social influsnces

and cultural conditlons transforms an individuel's mentel structure

by Fforecing his instinctunl drives into certaln directions favoring

coune and blocking others.’

Selected necds aud drives which are conditioned by the dynemics of
interaction in group participation are:

1. The need to be in en "identifiable” group

2. 'The need for status

3. KNecessity for curbing undesirsble drives

}. The enhancement of self-esteen®d

These are furthsr expanded in proper order:

The need for belonzing is the primary wish to identify oneself with
an sdmired group which possesses similar interests, gqualities, and
objectives. In answer to this need a member's desire is to associate

himgelf with others in order to aschieve a tangible goal, accamplish

2B. Cartwright and V. Zender, Group wﬁ-&m and Theory
(Zvanston, M1.: Row, Peterson & CO., 1953), D S4.

Orbid., pp. 55-5T7.

e ———— ——————————
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contact, derive satisfaction in & completed job. This “belonging”
satisfies instinctive needs for protection, security end affection in the
sharing of ideals and interests.

The need for status is recognized in a pereoﬁ's requirements for
self-eéteem or a feeling of importance In life siﬁations. For those who
do not achieve the business or professional success they sBeek, group
activities provide opportunities o broaden social, ertistic, athletic or
service contacts and in so doing offer eanother kind of success and
recoznition--within the group or community.

By providing weys to serve the church and/or civic endeavors group

nembership not only answers the need for status, but slso enhances

it occesionelly by furthering promotion in one's business or
profession.

Group membership oiten establishes the proper conditions for curbing
undesirable drives. One feels an obligation to respond to the behevior

of cthers. Awvareness of performeance standards and limits to expression
create nmany deslrable standards while cancelling the undesirable onss,
thus giving a sense of approval.
Toe gquelity of an individuel's gretification depends upon his
conformity to the standerds of conduct while one's social personslity
becomneg geuneralized by the reletionship betiween himself and the
group.
The nead for the enhancement of self-esteem is not to be confused
with the false desire for ostentation. Social satisfaction can be found
by demonstrating a talent, not by ellowing it to lie domant. Creative

talent, orgenizationsl or athletlic skills, ability to teach, to campaign,

Td. A. Glesser, editor, What Mekes & Volunteer? (Chicego: Public
Affeirs Publicetions Press, 1955), p. O.

8melen, gp. git., p. 228.
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and to do mission work cannot be used for personal gratificaticn but must
be put inte operation ‘to enthuse, to inform or o help others. Oppor-
tunities being provided to use whatever gifts he has, interests grow, aad

satisfactions increase.
2. Inbtegration: eveluabting and acbing®

The term "jntegration" describes the appropriateness of the principlss
by vhich groups control the processes of feeling, expression, and acting.

"Feeling" is o state of affeirs within the group evoked by situations
and 1s communicated to others by tone of voice, infiection or tempo of
speech, elaborateness or bluntness of phrases, or any departures of
behavior from that which & problem usually requires. People respond in
meny ways to such communicetion. One person may feel defensive, another
mey respond to a fe.ling of frustretion with an emphetic, "Amen, brother!”

Expressions signal that we like or dislike the wey things are going,
that we antlcipate cuccess or fallure, that we have an adequate grasp of
the problem. Comnents may be a barameter indicating need for ciarifi-
caetion. Bubt, if they erise fram sources such &s having haéd ern unpleasant :
experience outside the group, then direct display of anger, derision, or
inedequate grasp of the situatlon may cause an unnecessary problem, since
the group will be at & loss how to respond to it.

If people ere listening to each other stientively, making contri-
butions of new ideas, high morale will be indicated and no cancern about
bad feelings are felb. UWhen growth legs and there is over-dependence on

|
| 91bid., pp. 245-60.
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the leeder it may be advicsble to escertein shared feelings in an orderly
way. Unbridled acting-out of feelings has no value.

Yariods of productivensss are more rewarding then a mere evoldence

of discomfort or cost. Confidence in gosls to be achleved lies in

the group's past experiences. The group sets up criteria to be
discussed, and considers elternatives and plans, for action an &
new project.l0

While this is being enacted the indlvidusl membesr is concerned
vhether the strategy selected will meet his own needs, hoiwr much frus-
tration might be encountered or tolerzated, what will others think of him
i? he does or does not assist with the project--what opportunities it
offers him. All bub cxbtremely passive members wish 0 pley some role and
prefer that it be rewarding to themselves personzslly. HNaturally, these
perconel considerations are not expressed to others.

A groop member tries to evaluate the quality of his membership in
essocletion. The "ugeressive” type "dives" in, making comments and
testing the approval of the leader and of those members of higher ranlk
than he. The "watcher" experiences hls greatest facility with dste vhich
others have produced end "processed" for him. His evaluetions are prime-
rily an echo of ithe opinions of others. The "plunger" accepts opposition
and takes action more easlly, but perhaps not too advantageously.

The kind of member of most help to the group has an easy relationship
to problems snd people. He 1s not anxious bul acts spontanecusly rether
than compulsively, like the "plunger," or with inhibitions, like the
"watcher."” With this sort of self-discipline, action-chennels are
available aad he does not become frustrated.

10cartwright and Zender, op. cit., p. 297.
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In every association there Wsually ere set rules or "agreecments."
There are also group-sanctioned explenations sbout why such rules are
necessary. The question for cech group must be whether the rules have
enough scope and validity for social learning. If so, then integration
in the group lncrecases the possibllity of meeting life-situations as they
cane. If not, then experiencing intamtion in group membership makes
zdaptation in other sltuations more dlfficult.

The purpose-ninded groue rather than the procedure-minded one is

likely b0 have an environuent in which the individual learns to

adopt to the larger world, for which his group provides the necessaxry

experience end culture and knowledge.ll

The real spirit of coopersbion is typical of o mature mind. There is
comething grecter than "what I want for myself.” It 1s "what can be done

to help others?”
3. Reality: feoctors in the probleam situstionll

The reallty principle states that there is a set of conditions in
which the group operstes. These are:

a. The pergonalities of the individual members: differences in
normalcy, adulthood, experience, education, culture, vraining,
efficiency, and emotional reaction.

b. The charecteristics which members have in common: church af-
filistion, Auericanism, lenguage, over-gll interest and tenden-
cles.

c. The social relationships between membeirs: position in the
hierarchy of the group or stetus in commmunity.

é. The nature of the ¢ This comprises two levels of influ=-
ence which, dynemi related are, (1) The achievement problem

mid., pe 303.
12Thelen, op. eit., pp. 263-72.
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vhich is capeble of logical manipulation and has the highest
wateriel reality. (2) The process problem which is concerned
with emotions such as anxietiecs, desires, fearz ard resentments
within the group.
Obstacles to achievement-problem solv.l.ﬁs are due to the energy .
diverted to process-problem demends. If energy is unproductive,
we look for process-problems o account for the trouble. In such
problens we find difficult-to-describe periods in group life=-
periods which have the quelity of rivalry, of adolescent
ambivalence between dependence and independence, sudden insights,
and resistance 'to work.
These differentiations corry implications which mey threaten to disturb
Yhe exlsting balance @mong merbers and impeir the solidarity of the group.
Such factors as sub=-conscious group nentality, the relatlonship between
process versue achievement problems, ete., may be rnecessary to be stuGied
20 that energy lost mey be diverted towerd fruitful goals.

The basic concera ie t0 develop ebility for deeling simulteneously
on all levels of this principle called "reality." To understand these
factors is to be able Go blue-print a set of policles for dscilding how
to proceed. This requires decisior among eliernatives, which is the

function of leadership.
h. Control: developing the group culturel¥ |

Control endeavors to increesse the rate of the processes going toward
desired ends end to slow down or inhibit the »nrocesses going against them.
There are fundamentel differences in approach. Bending people against
their wishes does not work for long! Groups which achieve have an
unusual ewareness of their pmeessés waich they will tolerate to be used.

J-SIbid., P 2@.
f 141hid., pp. 275-95+
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In general, we think of control es exerted continously during a
meeting. Conditions requiring control are:

l. To keep the dlscussion group-centered so that it is of interest
to all;

2. To safepuard ease of expression so members msay say what they
reelly think;

3. To keep the discussion at a practical level so that everyone can
visualize vhat is baing telked about;

k. To meintain sufficient sensitivity to what happens so that
parcicipants ere interested and motivated.

Members have a certain "resdiness" for differeat goals abt given
times; and there ere times when some members are not reedy for any overt
parcicipation. Co-ordination may be accouplished by a generally-cgreed=-
upon plan to overcome obotaclecs.

In o meeting of a certein group, the leader decided to withdraw

temporarily. The menbers started talking about problems but their

speculations had very little bagls in fact, they were simply trying
to meintain thelr involvement in the group and found interaction
more gretifying than the cmbarrassment of sitting quietly. With
little to go on, they carried on such learred discussion es: Are
we too independent? Does & person heve to give up hie independence

to work in a group? These questions were simply advanced to fill
the gop.l5

This illustretion is clted to indicaite the Impossibility of controlling |
groups effectively unless there is an accepted work task. With a goal in
view each member's role is da..f:l.nable and individuals know whet to expect.
A control system operates in one of two ways: l
l. Through the authority of shared ideas.
2. Through the authority of a pasrticular person or group.
The first is the ideal of democracy; the second of eutocracy. The

15carturight end Zander, op. clbe, pe 595¢
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democratic basis for co-ordination is, of course, the most effective.

Note that this state of democracy does not mean canple‘l;-e independence in
the traditional sense. A shared agreement is a social contract. It
implies that if I feel my action not to be in agreement with my policiles,
' Imust accept the idea that group policies ere better then those of any
individual. Such democracy is essentially & relationship of trust.

Because persons can control one another by force or coercion, and
need %o control one a.nothér due to canpliceted divisions in problem
solutions, there arises some kind of need for regulation and pressure
toward, stabllization of control. The nature and extent of such control
becomes a part of the framework of rights and duties--the structure of
authority.

This entalls the embodiment of authority in & leadsr. Ths concept
of leecdership is o neans for developing, maintaining, and modifyiang the
groun control system. Isadership, though vested in one person, 1s to be
considered as a function and not actually a person. The culture of a
group is determined to e large extent by the kinds of pollcies leaders

have.
B. Factors Effecting Group Productivityl®

This part of the chapter concerns the factors vhich effect the work
of & group. It ettempts to describe these factors in such & menner that
leaders and group members will be better able to relate this theoreticzl
knowledge toward the more practical purposes of: (1) Developing ways of

4 16y, G. Dimock, "The Group At Work," Adult leadership, V (September,
1956), pp. 80-82.
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promoting group growth; (2) Plenning more effective procedures. Factors
affecting such worlk can be divided into at least four chief areas:

1. Involvement

2. Interaction

3. Cohesion

k. Task Reguirements

This classificzition can at best, be somevhet artificial, for the
factors in one ares are usually interacting with factors in other areas.
However, elmost any logicel classification mekes the observation and

enalysis of theoretical group dynamics e bit easler for practical purpcses.
1. Imvolvement

To form an opinion about the involvement of & group it is helpful to
ask: VWhy are the members here? Is the group attractive to them? Why?
How much stake do ‘the members have in the outeccune of the problems
discussed? )

The involvement varies from meeting to meeting. It depends upon the
members' interest in the topic under discussion and on their freedom fram
outside distractions. To some extent involvement may be estimated from
the rate of absences, late arrivals, and the turn-over of group members.

There are everal ways in which involvement mey be increased.
Members are ettracted to groups that give prestige, that accomplish
things worthy of recognition, and, in generzl, meet their personel needs
end interests. It is useful then, to emphasize and drematize the various

sources of sttraction for the members. Pointing ocut the accomplishments
of the group, helping it to have Joy in its work, and securing recognition
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for 1ts work from outside sources (publicity), are typical examples.

Involvement can be increased from within the group by helping the
menbers pley more active roles. Role Satisfaction is extremely importent
to the dynasmic interest. HHore active roles, for example, can bea created
by rotating the jobs of planning, working on comitises, and by asking
members fregquently for idees and suggestions.

A post-necting reaction questionnaire may be found of value in

disgnosing the intensity of involvement. Eveluation of any kingd,

whether it be polls, "feedback"” sltuatione, questiomneires, etc.,

should ask questions such s these: "What do you consider the

strengthe and weaknesses of this meebting?” "Whet could heve been

done to meke the meeting more successful?” “what do you suggest

for the next meeting?"lT

Such evaluetion has the effect of clarifying the objectives of the
group since all members are eble to express themselves freely. A reguler
evaluation period helps in understending the feelings of members end
presente & chaanel for all to have e "say" in the groups' egenda and
procedures. Taus is the factor of involvement important to groun

productivity.
2. Tanteractlon

& study of the interactlon pattern of a group shows & great deal '
about the effecte of the size of Tthe group, of status or position diffexr-
ences, and of problem members. An analysis of the different contributioms
shows whether they were relevant to the task at hand, or whether they
vere contributions which helped build and maintein the group. It also

shows whether e few meubers were carrying the ball or vhether all were

l 17 mid., p. 8.
I
i
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participating and sharing leadership and respomsibility.

The size of the group is importent. It should contain ell the
peopnle necessary Yo do the job that needs to be done. A group that is
organized to exchange information can be a lob lerger than & problem-

" s0lving and decislon-maling group.

Scze research hes sugmested that ten to twelve is the best mumber

for a problem-solving group. If the group 1s very much larger, then

technigues and procedures adapted to lerge group meetings should be
used. As the size of the grmmlgraxm, the problem of communication
becomes increasingly difficult.

A study of the interaction patterns of a group elso reveals the
"problen-members.” These mey be the over-participetors or dominators,
and the under-perticipativds. They mey also be the blockers, the di-
grassors, the special~-interest pleaders, and the with-drawm members.
Helping these members become aware of the effects of thelr behavior is
often & big step toward the working out of the problem.

Recognizing these tendencies ensbles the membership to push for a
balance by:

1. Encouraging "low status” nembers to participate.

2. Trying to analyze everyone's contribution cheritably, its own
mezrit.

3. Cohesion

™e degrees of cchesion or "groupness” 1s dimectly related to the
involvement of the members. Some groups, however, mey have & high degree
of cohesion based on mutuzl friendships alone, and the menbars mey nob
even be involved in eny work of the group. A certain amount of groupness

181mia.
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or ccohesion within 'a group mekes two veluaoble contributions to well being:

1. It maintaine the group. Low cohesion is liable to heve a high
rate of turnover aend absences, or Just disintegrate.

2. A coheecive group can develop standards of teamwork which have a
strong influence over the behavior of members.

A group with low cohesion ie often un=able to make decisions because
members do not feel obligated to moderate their individuel positions in
the interest of securing egrecment end coumon action.l9

When menmbers understand each cther, there is likely €o be good
..eohesion. Such groups are more productive bescause, for one thing, members
are able to discucs problems of morale through evaluvatiom periods, and
then face conflictes on thelr owm power, and are able to ccrm_lmica.te nore
easily and $0 desl with threats to its contimuity more readily.

A speclel, friendly, get-to-know-each-other time can contribute much

to this cohesion factoz.
L. "esk Reguirements

A good place to start is with the goals which are common to the
group members. Each member should have an opportunity to contribute to
the goals, and care should be taken that those who don't contribute, at
least understand the goals.

Next, some sort of flexible plan should be developed for reaching
the goals. It is useful if the group is acquainted with different
procedures for cammmication, study, and decision-making which are ap-
propriate for various needs. These may be, to mention & few:

19cartwright and Zender, op. git., p. 126.
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l. Free discussion

2. Business seeclon
3. A speech

L. A cese study

5. Evaluation period
6. Panel or symposium

T. Role playing

8. Buzz groups

9. Use of wvwilsuael aids

1% Any combinaticn of thele.

Incidentally, this vhole process of task requirements and the four
factors of group dynemics mentioned in this secition were clearly experi-
enced in an elective course, Number 582, “Christien Education For Adulis,"
taught at Concordia Seminary by Professor Harry G. Coiner. This course
includes & worthwhile training in group dynamics for church use.

Froo time to time 1%t is importont to evaluate the movement of the
group:

Coazls may be carried over fron one meeting to another, perheps in

the form of agends items. It is helpful if the meeting is planned

aheed of time, though the agenda should be subject to change at the

next meeting in case important items have come up between times. A

check should be mede et each meeting to see If the decislons of the

lact mecting vere carried out. If repeated failure is evident,
perhaps & revision in the use of certain methods would be advisable
for the tesk requirements of the group.20

The factors of climate, involvement, interaction, cohesion, and task
requirements are useful considerations when we set about analyzing the
growth and developuent of any small group. Ié is one thing to locate
areas where improvement is needed, and quite another thing to bxing about
such improvement. Here are & few suggestions for helping a group improve
its letent dynsmic power:

1. It is helpful if the group understands the theory of group
dynemics, vhet 18 involved in change, and can see the adventage

aoﬂimock, op. g!i-’ Be 8a.
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of doing things a new way.
2. It is helpful if the group can be trained to meke the decision
itself in trying out the new woy. The group should partleinate
in meking the chenge.

3= Having made the change, the group must make sure that the new
way is really more effective than the old waw.e:'-

‘he use of group dynemics depends to a large degree for success on
how well the leader or the group applies the theory and employs the
mechanics. Thus & view of “group-dynemics-applied,” through the medium
of cese studies, which are included in a later chapter, is pertinent.

One word of caution. Chenges develop slowly, as & rule. Aspirant
users of group dyunemics should be sware of this. Each chenge toward e
“dynemic” situation brings added velue to every meeting, both in terms of
oroductivity for group tasks and in a feeling of acconplishment on the
part of the individual members. A church group may, in ceritein areas of
activity, employ the theory aml mechanics of group dynemics to advantage.
Toward that end the atudy of this thesis is undertaken. |

alIbid-, P Ghu




CHAPTER IIX
THEORY OF GROUP DYHAMICE IH CHURCH RELATION
A. Spiritual Velues of Group Dynamics

One might sey that in recent yeers soclologists, psychologists;
peycniotrists, personnzl specielists and educators, have rediscovered
"groups" and their importance to individuals.l Othersz who have been
studying 1n the field of "group dynsmics" heve helped us to see thet
within any group are forces which vitally influence a person's growth and
behovior. These forces have & great deal to do with what & person learns

end the kind of person hae becoues.
1. FPeelizing the micsion of the church

How we might ask, "In whet way can group dynamies be related to ths
wmission of the church?” Possibly several observetions will help clarify

this natter.

&. Confronting the individual.--There is a nev awareness, these
deys, thet salvation ie not a transaction between an individual end Gode--
in the sence thet it is carried on without relation to or concarn for

other people.2

1sara Iittle, Learning %Ethar in the Christien Fellowship (Riclmond,
Va.: John Knox Press, ¢.1956), p. 1%.

2Rauel L. Howe Man g Heed and God's Action (Greenwich, Comn.:
Secbury Press, 1953), Pp- 75-16-
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The whole story of God's deeling with men is e record of His working
with the individual in community.3 For example, consider the books of
the Prophets in the Old Testement. Ie does not welt for men to came to
Him, but He seeks them out through their experlences. Thus any creative
interaction of men, struggling together to hear what Cod says in thalr
everyday life, becomes an ares in waich the Holy Spirit continmucs to
confront them.*

God's ultimate revela'b'ion is that of a Person speaking to persons.
God incarnate in Jesues Christ, the "Word made flesh,” speaks to man in a
profoundly dynemic wey. Somehow when & person "believes on Jesus Christ,"
all that he is or does, wilnesses to other men of this Christ and in his
cpeaking the Word he becones an irstrument thru whom the Holy Chost
couses others 4o believe also.

The Holy Spirit creates that kiné of Church in which the Truth can
be communicated. Thus the Church becomes most truly “the" Church when
its menmbers thru the Word are discovering together Cod's will for them in
their lmmediste situstions. In the experience of searching together the 18
Holy Chost mnkes known to the group truth whlch may be hidden from the
individuel in his solitude.?

Note especiclly St. Paul's words to the Ephkesian Church on this
subjeet:

3pittle, op. cit., p. 21.
h'Ibid-, p- 220

JMargeret E. Kuhn, You cen't g Human Alone (New York: Association
Pzes’ 0-1956), P L,
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Speaking the truth in love, we are to grow up in every way unto him

who is the head, into Christ, from whom the whole body, joined and

knit together by every joint with which it is supplied, when each
rart is working properly, mekes bodily growth and upbuilds itself in
love (Eph. L:15%£.).

b. The "redeeming commnity."--Nensie Elackie Anderson hes written
in a helpful booklet for studenis of Group SBtudy that wvhen we call a
Christian organization & "reconciling” or a “rea.emptiva"' (quotes are ours)
caxmunity we are really seying that in soae way it ic expressing the life
of the Church in thet particular locality.®

But, the Church's existence, yes, its very life, has campulsion that
1t preach the story of forgiveness of sins through Jesus Christ ths Son
of God! Therefore, the “live" Church is part of, even ig--the Body of
Christ, in whose life the work of love and redemption is to be constently
expressed and renewed. And it is the Church, the Body of Christ, which
cerries on the work of reconciliation.?

Now how do we a&s individuals, or collectively as a. church, became
vart of the Body of Christ? Obviously, it can only be when we have come
to accept this "living" Christ in faith, and are made into 2 redemptive
commmity or force through the indwelling of the Holy Ghost. For every
ope who hears end snswers God's Word becoues & pert of the Body of Christ, |
nerticipating in the life of an orzenism :Ln which the gifts or spacial
ebilities of each one are needed by &ll members of that organism, for
mitual edification and well-being.

E‘hisbaarinsofommothér'abuﬂensisinamusenseaparbof

61pid.

Trittle, op. cit., p. 19.
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the ministry of the Church, a ministry shared by laymen aend clergy alike,
and reczlls the doctrine of the priesthocd of all believers &s e "profound
Christian truth” vhich i ignored "at the peril of personal and ecclesi-
astical sickness." It is, indeed, "one essential condition of being a
Chrigtian.”d

Rose Snyder imterprets this doctrine of the "priesthood of all
believers" by reference to Martin Inther's instructions to Christians to
act "reciprocally end mutually on the Christ of %he other" end to "put
on our neighbor."

“To put on our neighbor" means tﬂa‘b all the resources of our life

ere aveileble to our neighbor . . . and that we put on the way he

sees and feels the vorld, his sorrows, anxietles, and frustraticns.
We deal with them as if they were our owa.d

2. IEnccureging fellowship and fostering love

From the section on Evengelism of the Evanston, Illinois Conference,
canie & stetement which, in essence, states the reasons for the emphasis
hare given to -bl::é importence of, and nsed for, grouvp dynamics.in the
Christian fellowshipn:

The Church which God uses to ccammunicate the Gospel is a fellowship,
& koinonia, drewn and held together by the love of Christ through
the power of the Holy Spirit and by the need end desire of its
members to share this experisnce with each other and to drxaw those |
outside this expeiience into that koinonia. The evangelizing Church
will offer this gift in 1ts preaching and teaching, especially
through the individual end group witness of its members.lO

ORoes Synder, "Group Dynemics in the Life of the Church,"” Religicus
Bducation, XLV (November-December, 1951), p. 323.

91id.

10"Report of Section II, Evangelism,” Evansion Spesks: Reports frem
the Second Assembly of ithe World Council of Churches (New Yorik: wWorld

Council of chnrchas,-fsgﬂ, Pe 20.
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&. Fellowship through dynemic situstions.--Can our churches really
be fellowships in this sense? Can they be redeeming foxrces in society?
To give the people the experience of fellowship in our society today mey
require "another refometion" in many churches.
Margaret E. Kuhn suggests en appraissl of the Church's program and
purpose of group life in this ways: =
1l. ¥We need to reviee our ideas egbout the role of groups and the
characteristics of group life in the Church in relation to man-
kind's yearning for fellowship and community.

2. Ve need new competence in effectlve group epproaches to the
humen mind end spirit, utilizing e variety of methods to improve
the group life of the church.

3- We need to discover the ethics of camplex group relationships
for Christiens.ll

Although humen belngs are sinful and self-centered, they yearn for
setisfaction beyond themselves. Thelr lives attain completeness only in
community with others, and in efforts for ths canmon. good‘. Remember
Christ's words: "He that loses his life for my salke shall find it."

This, of course, ie ideelisitic. Yet Curistians ars deeply corcerned
about human reletionships. DMany thousends of churchmen £ind deeper
fellowship in a union; a trede essocimtion, or & lodge. Moreover, meny
persons in modern society have lost 2 sense of commmmnity, and honestly
seek it in the Church.l2

Bat 2ll too often churches provide only a superficial socisbility or
cliqueishness that misses all of the deep implications of the Christien

Llxunn, op. cit., Pe 3.

127pid., p. 1.
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fellowship. {Undoubtedly there are opportunities for a vitel fellowship
through the numerous groups and orgenizations that are found in every
chureh,

Such vitol groups ave, unfortunately, ell too rere. Far more often
we find groups in which most of the members engege in activities merely
in a spectator cepaclty, rather than es a participant understanding and
shoring in the purpose of the activity. Occasionelly, & member may be
vaguely stirred by hearing an interpretation of the message of & prophsy,
or by an elusive idea thet almost touchae him. But nothing real happens.
Too concerned gbout hlmself end what people think of him to be interssted
in, or feel eapathy for, those other psople, he moves on, lonely in j‘.ha
nidet of many people and saxlous sbout something he knows not whzst. Ons
writer hae sald:

Our communities end churches are filled with frightened and lonely

neople who, being afraid to give themselves in personzl eneounter,

scek solace in the comfort of things, to suffer from an in-
creaccd sense of estrangenent and death.
Why ell this herangue on negetive conditions in the church? Simply this:
Vuen the sense of security and fulfillment S0 necessary to mman beings
is found more often through participation in seculer groups than in
cmrch groups, it is time to be troubled. ~

Is it pozsible that group dynemics aund its principles and procedures
(rightly understood and applied) mey have great velus for an effective
end vitsl fellowship in the Church?

13H°'ﬂe, OD. 0_3'1’! Pe 25.
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b. M_, the result of fellouwship.--A writer mentions thet "the
creation of en atmosphere of understanding and acceptance is basic for
learning to teke place and be essimileted."l* gne sees certein impli-
cations for the church. 5o ought we! The understanding end ecceptence
of which public educators end group work egencies speek sre, in the
church, love and forgiveness! These two charecteristics which the church
expresses bear with them & power which may sustein that individual who
respondes in faith to the love of God, and which is revealed to him
through the fellowship of the church.

flow whet is love--the type to vhich a stuiy of ethical group dynamics
might be applied? AV the foundetion of the whole teaching of the church,
as 1t relotes to positive change and & working fellowship, lies the
motiveting concept of love.ld

Actuelly, love In s secular sense means an inner urge to action that
leads e person into immediate, personal, and helpful contact with others.
love is an outremching sct of helpfulness of one person toward another.l6

Ienderlite defines the meaning of love operationally by saying that:

Ve must not make the nistalke of thinking that love is easy. ILove is
of the will, requiring thought and decision. It is not & wam

Lo jorie Felder, "Implications of Group Dynamics for & Philosophy
of Christian Education,” an unpublished Master's Thesis, Genersl
Asgembly's Training School, Richmond, Va., 1954, ». 57.

15peu1 F. Douglass, The cgﬁgg_m_lgin The Church (New York:
Association Press, c.1956), )

165, F. Browa, The %_eh% of Abnormal Behavior (liew York:
MeGraw=-Hi11l Book Co., 1940), p. 130.
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feeling only; it contains en element of calculztion, & demand for
personel action.tT

These statements mey be true in themselves, but when we speak of an
"operational love" in the truly and wholly Christian sense of “"egapge" we
mean that it is the love of Cod toward us and expressed towerd men--for
Christ's sake! 5St. Paul describes love operationally when hs says: "Love
bears all thinge, hopes 2ll things, belleves all things, endures all
'bhim'_,ru."la Every consideretion of the church in connection with group
dynemies, tokes ite polnt of deperture from this "working" concept of
love--the emphasis being on working. Tme, love as an attitude toward -
people is alweys exprecsed in the performance of e role.td

Vher paople, who essociate with one enother in any of the many
meetings within a church, come to look upon themselves as performing
necessary roles to echiieve purposeful goals in the spirit of Christisn

love, then the group begins to be spirituaily productive. It ceases
merely to go through routine motions; it begins to move forvard in &
direction, and spirlitual love is on the inersase, as Christiens out of
love to Christ end for his seke express "action lovae" to others in their
church meetings.

3. Increasing christian character and growih

Many pestors have directed our Christian teaching largely to the

17Rachel Henderlite, A Call To Faith (Richmond: John Koox Press,
1955), pp. 184-87.

185emes Moffet, translator. The Holy Bible (New York: Herper &
Brothers, 1926), 1 Cor. 13:7.

1930“31355, op. sj_.'_b_l, De 3o
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individual while paying little attention to the forces operating in the
groups into which individuals ere gathered. Omne mey Pfollow the practice
of simply trying to convert more individuaols, eand assume thet right
attitudes and relationships inevitably follow. O one may pey attention
to the Individual as ke is related to the group.

Soclel psychologicts have been telling us that it ie often easier
to change the ettitudes and behavior of & group of people than 1t 1s o
re-gducate one individual, because it¢ is often group forces vhich really

mold hig life.20

. Character for the individuel.=--Ever since Hugh Hartshorne end

Hark lMey began thelr research in charescter education, & querter of a
century ago, social scientists have sus}keted ‘that moral character is a
_group phenomenon as well as & personel attribute.2l
Character hes group roots; and the church which operates with group
dynamics may despen these group roots by strengthening healthy patterns
of interpersonal relationships. Hartehorne puts it this way:
The normal unit for cheracter education is the group or sgmall
community which provides through co-operative discussion and effort,
the moral support required for the edventurous, and discovery plus
effective use of ideas in the conduct of affairs.22
/ Group dynamics carried on within the fremework of the church can

Justify ite existence only in so fer as it shores in the church's work of

20&@, mc _c_i.i., Pe 3.

2ligh Hertshorne, Character in Humen Relations (New York: Charles
Seribner's Sons, 1932), p. 301.

221bid., p« 309.
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fulfilling God's eternal purpose for the individual soul.23 For transfor-
metion of personality really occurs only &s men meet God, Who in His

grace seei:s them out. Drawing them to Himeelf, eway from thelr self-love
and insdequecies, God encbles them to become "a new creation.” And 1t is
through & supporting power (that quality of life provided by the Christien
group dwelling in the Holy Ghost) that thie transformation is enhancad.

As man changes, he moves toward Christieun meturity.

And is not "edification” in part, included in the doctrine of sancti-
fication? Dr. J. T. Mueller estates: "In its nerrower cense senctifi-
cation denotes the inwerd spiritusl trensformation of the bellever,™ and
also, "Where there are truec Christians they give themselves and all they
heve to serve Christ and His owm."2%

Taus those who experience the new relationship with God, who have
this sense of being made whole, feel an inner compulsion to help others
discover in their own lives the power of Cod's redsmptive love. Because
they ore themselves free, they cen accept new ildeas, meet hostilities,
and care for meny unlovely people. Knowing himself to be loved, he can
love. And thus he becomes himself a men of character!

b. Croup "growth" through role satisfaction.--How what is good for

the group. Groups, let it be understood, can be just as heelthy (and |
Just a8 sick), es & humen being. A sick group manufactures spiritually
gick oveople.25

23Ipittle, op. s_il-’ D. 20.

2hs, ¢, Mueller, Christien Dogmetics (St. Louis: Concordie Pub.
House, 1951), pp. 384, W2. :

.f y 25m8, m- g!.i-, P. 12.
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The silck group fails to provide for full and genuine exploration,

involvement, perticipation, and action. Recognized fram & study of its
eymptons, it becomes & timid, suspiclous, trivial, and ingrowm "inte-
gretion." It provides no challenge and brinzs to focus no major issues.
Suech & group is not only sick, it is moving futilely to slow but certain
death. A healthy group, on the other hand, is productive for the very
opposlie reasons.

How any group which hopes to provide the "climate" for character
growth, requires performance skills. IZvery group needs to recognize this
fact end provide for proper in-service training. "Skills," Hertshorne
says without gquelificaetion, "ere basic to charecter.” Indeed, "the good
intertioned bungler lacks something which belongs to gemuine character."26

It i=s & general psychologicel principal that people enjoy what they
do well, end increasingly better. They feel they belong together, they
develon tean spirldt, high morale, and their individual per:t‘m deepens
group roots of choracter. ‘

Since character develops in groups which develop skill and thus are
productive, we must seck to make them 0. A group in order to be pro-
ductive must provide role satisfaction to its members.27

What is meent by & role? It is a functioning position occupied by

a an individusl in the working program of & group. It is like a position
on & ball team which e bageman must skillfully pley to win the game. In
! the current theory of human relationships the role is the chief social

I 261'!'&1'&51101‘!19, Op. .‘ﬂ-ﬁ'l Pe 258-
ETWB’ 920 gi’g-, De J-zl'-
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consideration.20

And group dynamics provides that recessary consideretion in abundance.
For practice in the skill of doing, which its procedures and techniques
provide, is essential to every step in character growth and role satiz~
faction.=d

The total perfommance of such g healthy Christian group creates a
spiritual climate that infuses the members with a deep sense of soul
setisfying end thankivl achievement. It mey indeed be “a working of the
spirit" emong people of "one accord." Ioyalty to & group of this type
can in no way deter from the greater loyalty to the church. On the
contrary, it should intensify one's church affilistion.

Dr. Oscar E. Feucht of our Missouri Synod supports this line of
reasoning well:

Thiz 1is no deniel of ths fect that only the Holy Ghost can meks a

Chrigtian. Ior a denisl of the truth that nothing but the Gospel of

Christ can bring about a true conversion. It is simply saying whet

must be sald, namely, that the Gospel must have a human channel.

Cod does not choose to rain Cospel tracts fram heaven upon Indla or

Africa. He uses men! The pastor who has set for his goal a ministry

which seeks to meke his people self-relient priests of God, "thru

role satisfaction,” (words in quotes are ours) gble to lead their
owa household in all spiritusl things, is wise.30

B. Spiritusl Limitetions of Group Dynemics

A study of this nature can be feir only if both sides of the story

267alcott Parsons end Edward A. Shils, editors, Toward A Gemeral
Theory of Action (Cambridge: Hervard University Press, 1951), passim.

29Duub1888, ODe &i&c, Ps 154

3Oen11sting And Training Kingdom Workers, edited by Mo. Synod
Comnittee on Bnlisting and Training the Laity (St. Louls: Concordia
Publishing House, 1952), pp. 2%¢.
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are presented. Group dynemics-~the writer feels--does have its limi-

tations. And the Christian leader, above all, should be ecquainted with
them. For he is dealing here not with "principalities and powers,” but
with souls which belong to Christ. The following limitetions are of

nejor concern.
1. Will not produce spontaneously chenged persons

It is dengerous to assume thaet procedures in group dynanics will
automatically produce changed persons, or even thet it is the only
approach to people.

Ieaders may mistakenly assume progress when they see people active
or talkative. This "misplaced participation" says one modern writer,
may be found in business where they strive for high morale by consulting
and plenning with all levels of workers in what is often only a gesture
10 make them think they have a part in decisions; this, be seys, is not
positive participation.3t

Along with thet goes what he calls "false personalization." When ]
there is foreced displey of abnomel personelity for the benefit of the |
group, the result is that of manipulatory and false character.32 People
can becone themselves ouly when they are freed by looking for something
outside themselves. Unless pecple follow through in group work with some
individual thinking on their own part, they mey heve nothing to contribute
or receive from the group after a time. They merely "pool ignorance,” as

3lpavid Riesman, The Lonely Crowd (Kew York: Doubleday & Co., 1953,
Anchor Books Bdition), pp. 302Lf.

321-1.151513, op. g—i‘tl, Pe 27
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someone hes said, or engage in "intellectual ping-pong."33
All this represents the extreme, of course. 8o long as people's
concern for one another is genuine and as long as there are persons of

Christian integrity, such denger can be avoided.
2. Too much emphasis cn procedures Versus Hrpose

Because there ere certain procedures which seem to result in better
participation than others, these procedures tend to be employed indie=-
criminately, whether they are appropriate for the occasion or not. They
nay, fact becone ends in themselves, and a pastor or lay leeder maey
feel compelled to use certain methods, more because they are "fashionable"
Than because they can accomplish desired goa15.31"

This does not mean to eay that people are to avoid knowing sbout
methods, and 'ma.stering their use; rather, it 1s to emphasize the value
of knowing the why behind them, and then using them wisely. . This is
doubly true vhen a pastor atteuptis thelir use as a tcol for the Holy
¥ Spirit in bullding God's Kingdom. For procedure which has no spiritual
v purpose in comnection with church meetings should be re-evaluated. To

substitute group procedures for the means of grace is unthinksble.

3. Yoo much emphasie on the group versus the individual

Living in & culture which dsvelops pecple who desperately need
social approval, the Church may unintentionslly ellow the group (rather

33study Groups and Their Ieedership (Iondon: SCM Press, 1950), ». 9.

34rittle, op. cit., p. 28.
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then truth as commmnicated E_hiou_gn_ the group) to became the determining
Influence on the llves of its membere.

Edwerd R. Gross, in en interesting orticle entitled "Group Worship--
The Wew Orthodoxy?" stotes: "what is disturbing about the current
emphesie on the group is that too much is expected of it. Group pertici-
pation is being offered as an answer to ell problem;s."35

The "fear of freedcm," he says, "is the reason vhy the faith in the
group has arisen and such high hopes are held for it."36 For the indi-
vidual faced with a2 difficult decision or probler vhich requires caveful
thought, it is a2lways much easier to join e group, because this throws
responsibility on the leader and gains the added sanction of socizl
epproval!

Yet vhen people become "other-directed," they feel guilty, not about
fellure to live up to inner spirituel stenderds but sbout failure tc be
populer, or to mansge mmoothly their relations with otker people.37

Fow, obviously, if e person says, "I'll go elong with the group,”
in order to cecure approval, he is defenting the whole purpose of what
has been prejected as an opportunity Ffor Christian growth. It metters a i
great deal thet the goal of group procedure in church work is not to
develop "other-directed" psople, but, people whose lives are directed by |
their Christian faith. For in the final analysis, the person stands |
alone, faced with gulfs not encampessed by any group.

35Eaward Gross, "Group Worship--the New Orthdoxy?" Adult lesdership,
IV (April, 1956), k.

361p1d., p. 6.

37m9w, Ops s_i_t-, P 28-
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InGeed, it is becouse & man becoues & person, & self, oaly &s en
"individuel in community"30 end a Christian only es a member of the body

of Christ thet the use of group dynsmics ig here conceived of as an
instrument for the fuwlfilling of CGod's purpose for man.

L. 'heoretical assumptions are not scientific

"Religious educotors,” says Re. G. Gunderson of Oberlin College,
"chould be awere of dangers in endorsing this group dynsmies ‘'furor' in
vhich: (1) basic theoretical assumptions are open to sericus challenge;
and (2) advocates moke exeggerated claims of seientific virtue."3d

The imperative need for more healthy humen relations (in our churches
as well) mekes the study of group dynamics almost too inviting for
epplication in religlous work.

This is also true of pastors vwho wish some quick, yet scilentifically
sure-firve method of putting that magic dynamic spirit into every ome of
their church groups. But in studying individuzals as they participate 1n_
groups, religious leaders and pestors will do well to rely upon a pey-
chology which demends controlled exverimentation, carefully defined
terminology, ond en honest recognition of limitetions.40

This can be s2id because of definite reasons. Group Dynemics is
based on the old Gestalt vsychology, and as an outgrowth of this type, it
hes "some of the virtues and most of ths vices" of "Cestalt

Brittle, op. elt., ps 9.

398. G. Gunderson, "Dangers in Group Dynamics," Religious Educatien,
XLIV (November-December, 1951), 34k&.

4Omp1a.
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psychology. "4t

liowever, most exponents of group dynamies, like the CGestelitists, are
willing to accept subjective observation in experimental date, a practice
vhich many psychologists challenge. In attacking their impatience, in
contrast to the "slow, painstaking methods of science,” for exsmple, Henry
Winthrop meinteins thet the "dynamieists ars in the venguard of the
retreat from reason."i2

In an unusually brillient article in The Psychological Review, I. D.
ILondon criticises Lewin's work as "this translation of previously recog-
nized facts into the unfemilier end complicated language of a pseudo-
methenntics, botally unrelated to the needs of psychologicel theory."43

In conclusicn 4o this section let 1t be sald that rejecting the
theoreticel basis of group dynamics does not mean thet this subject is of
no importance. Professor J. E. Asch reminds us thet "in the forest of
social peychology the first paths still have to be carved out."M go give

"Lt tinme.

The ppiritusl limitations of an unscientific mediwm for church work
are obvious when there remaine the possibility thet group dynamics is
gravbed et for a megic cure=all of group ills. Iet it be remembered how-
ever, that the Holy Spirit is still the cause and only “"scientifically”

klp. G. Gunderson, "This Group-Dynsmics Furor,” School and Socie
1TV (August 18, 1951), 98. ror, " School 204 Soclety,

~ k2g, winthrop, "Ouwtgrowth of Gestelt Psychology," The Journal of
Generel Psychology, XXXVI (April, 1947), 139.

~ 431, D. London, "lewin--A New Psychology?" The Psychologicel Review,
LI (September, 1944), 266-201.

('anderson, "This Group-Dynemice Furor,” p. 100.
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eccurate blessing to Christien fellowship. Group Dynsmice must be used

only with this in mind!l
5. Exporimental work and techniques criticized

Theoretical spoculetlons of the dymamicists are less well publicized
than are sane of thelr devices for use in group d:l.scussiou."‘s Role
pleying, "feedbeck” or evaluation reports, and buzz sessions have been
widely advertlised as revitalizing tecbnigues for classroon end conference.

There may be sone psychiatric benefit in essigning role playing, for

ingtance, to certain problem situatione in meetings, but tha inherent

artificiality, if not blasphemy, involved in the process makes this
device abgurd as & method for the discussion of serious religious
matiers.
Other writers seem to indicate that it were better if this device were
deft to the srea of teaching children, not adults.

Coacerning the dynamicists' use of evaluation or "feedbaeck," one
critic says that "published transcriptions of these sessions often are
reminiscent of confession periode in Buchmanite meetings!"“"f

The experimentel work behind these devices also has been criticized.

H. J. Eyseuck writes in a review in The Journal of Genersl Psychology:

"Dynenlcists have failled to bring forwerd any objective evidence whatso-
ever . . . in favor of their principles and their superiority. Quite
often date contradicts their conclusions."48

“i5cunderson, "Dengers in Group Dynsmics,” p. 3%3.
“Ni611514., p. 3k

YTBarron end Krulee, “"Case Study,” The Journal of Social Issues,
IV (Spring, 1948), 2582.

48y, J. EyseBck, "Review of the Principles of Group Dynsmics," The
Journel of General Psychology, XLVI (July, 1949), 139-40.
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Some conclude that (1) much of the experimental work in group
dynenics suffers from lnadequstely defined terminology concerning group
functions, procedures,; and the use of unprecise measuring methods; (2)
the epplication of group dynamics to non-laboratory situations or "action
resesrch” has often produced weird manifestations, if not downright
quackery .49 '

Some of this may be true! Bul, by rejecting group dynemics one docs
not minimize the importance of studying individuals in group participatioa.
Though sti111l a "babe” perhops some dey it will mature as did psychology;
and soclology.

However, the spiritusl limitations are there. A pastor cannob
depend on the sclentific exactness of this study, as he might upon the
recent scholarship of the Dead Sea Scrolls or Greek exegesis. The
repults may, but not necessarily; be different.

Yet vhether o spiritual "aid" is acceptable to the Lord of the
Church, a heelthy reminder is this: CGod's blessing shall always rest
with His Church, new methods or not! For the Holy Spirit is the total
and only cause of all good works in the Church, and He will remain so!
The synergistic whims of man shall never supersede, This is not tragic,

infeed, it is a great comforti

@mnﬂerson, "fhis Group-Dynamics Fuaror,” p. 100.




CHAPIER IV

ACCEPTABLE LEADERSHIP METHODS WHICH MAY BE USED BZ A
CHRISTIAN PASTOR I CONGREGATIONAL GROUPS

A. Understanding Christion Group leadership

The minister hos a unigue responsibility to a congregetion. In
dealing with the spiritual lives of his members, he also desls with their
pests, their presents, and their futures. And tied with these destinies
is & bewildering combination of ecmotional colorations, intellectusl and
econonic variaotions, ond cultural differences.l Such a men with his own
engwars ‘6o soek, must heave the courage of a lion, the cunning of a o,
end the gentlensss of & dove. This is ebsolutely true, of course, of the
pastor who places the entire burdea of leadership on his two shoulders
elone !

For yeors meny church lcaders have assumed thet leadership consists

of certain inbred, or carefully cultiveted, cheracteristics that

will eneble their gifted poesessors toO cope with any and all situ-
ations. BEut by experience end thoughtful observetion of what
hoppens in grovps we know that no one can be, or should be expected

0 be, a leader ot all times end in every group, unless he Is &

genius or an cbsolute dictator. Nor must en individual alwvays be

e follower.2

It is a strange fact that even as Christ said: "He thet loses his

life for my sake shall find 1t," so also & Christian leader may heve ons

lyargeret E. Kubn, You Cen't Be Human Alone (New York: ‘Associstiom
Pmsﬁ, eo1_956), Pe 8.

2p. Withell and W. Brown, "The Potentisl of Group Process For The
Church,” Religious Education, L (Jamuary-February, 1955), Sk.
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of his best cessione when ‘the members mey be entirely unswore of the
leader as & person or of his part in the picture.
A leader isc best

vhen people hardly know
that he exists;

not g0 good when people
acclain him,

worst uwhen they despisc him.
But of & good leader,

who talks little,

vhen his work is domne,

hipc aim fulfilled,

they will all egy,

"We did this ocurselvesi"3

1. A new conception from reseerch

Perheps the most basic development growing out of recent research is
& changzing conception of the neture of leedership. When the soecizl
scientists sterted observing groups at work and taebulating incidents of
leedership behavior, they found that the things thet leaders do were
being done by many menbers of the group; in other words, that "leadership”
is not the epecial property of any one psrscn."'

HMoreover, leedership is dynamic, and frequently shifts from one
person to another. It is not the sole possession of one or two exception-
al persons who ere cble to dominate others. lior cen it be described by a
listing of traits of character or persoanclity.>

Heppy is the young Seminarian who discovers--before having the

3mia.

Melcoln Knowles, How To Develop Better Leaders (Wew York:
Association Press, €.1955), pe. 10.

5m1hn, OD. .CE_-_’ Pe 80-
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leadership position in a church thrust upon him--that his role does not
require in-bora traits or bubbling perscnality! .But that, just as in
his more spiritual duties, what is most important to him for good leader-
ship is that he "be found fai " in his task. This of course, meens
that herd work in the study and plenning of leadership will elwnys be
necessary--for genius, by and la:.:ge, will remain "98% perspiration." e
do not mean here to eliminamte the importance of personality, etc.,

eltogether.
2. Icedership = shered process

This new conception does not deny that there are leaders. BEubt it
does eliminnte the sherp distinction that usually exists betwsen leaders
end followers. The evidence is overvhelning that in many situations the
nore widely leadership functions are ghared among all members of a group,
the more efficiently end co-operatively they work together!6

Thelen seys coancisely thet "leadership is the set of functions
through which the group co-ordinates the efforts of individuals."T =Each
nenber cen then contribute his own unigue telents and knowledge in
accouplishing the common goal. !

Certeinly this is & most Christian manner! .?or no person camas into
& group situstion & blank. Each memi:er brings to the group his experi-
ences, beclkground, inkeritence, aud training. '

All persons are potential leaders in some situations in that they

61&10'1&, Gp. eit., D. 1l.

THerbert Taelen, o8 of Groups At Work (Chicego: University
of Chicago Press, c.1954), p. 296.
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bheve scmething to contribute to the process of facing problems and

erriving et group decisions, and meking human reletionships more
Batisfying.e

3. Ieadership "needs" chaage

fn inportent result of recent research is the insight that e dynmie
group is & growing orgeunism with needs for different loadership at
different stages of dsvelomuent.? This is true of a mature group elso.
When a group reaches maturity, it functions es e well-integreted, inde-
pendent orgenism. It is aoble to accept responsibility for its owm
actions. TI% divides its tesks emong its members in keeping with their
eblilities.

But a group can remain "meture"” only by solving its own problens--
vithout help from a dictator! Therefore, it is axiocmatic that as & group
Taces new problems and senses new needs in its members, new leadership
should emerge from the group.lO

Sametimes groups actually do progress to the point of meking leader-
ship & consciously shared function. To accomplish this there may be &
roteting leadership, or co-leaders, or scme other plan devised.

The competent (and Christien) leader will understand this process
of group growth and need and will do whatever 1s necessary to assist the
group toward maturity. The leader who does not understand the process or

Sunn, op. eit., p. B.

gl{hmfle, ﬂ- _Q_LB_.’ P. 1.
10mumn, op. eit.
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who refuses to give up his suthorlty or "lose control” can eeslly keep a
group in en infantile state; completely dependent on him. As one writer
BO aptly saild:
The small men will fear to let any of his supervisory and adminis-

trative powers out of hiz vest pocket; the big man empiles his
pockets as Ffast and es efficiently as he can.

L. Three types of leaders

For purposes of this discussion, leaders mey be classified in three
categories: -the boes, the overseer, and the catalyst. Each of these
types of leaders tends to determine the "climate" of the group and its
participation pattern.l2 This climate of the members may range from that
of dopendence and resentment, to continuing growth initiative, the
cepacity to bear responsibility, and the awareness of values.

Sowe authors, such as Uris,13 Little, and others, also include the
laissez-faire type leader:

Thie type of leader is the "easy-going” kind who believes in having

; no restrictions what-so-ever. This leader, who proudly announces
| that he has 1little ©o do because he believes in "perniseive” leader-

| ship usually finds that the group ends up as a cheotic collection of
confused individuals.lh :

L1yithall and Brown, op. eib., D. 5ke

12pan1 F. Douglass, The Group Workshop in The Church (Few York: ;
I Association Press, e.19§6)—', p. 1208. S it

13fren Uris, How To Be A Sudcessful leader (New York: McGrew-Hill E
Co.p ©.1953), D. 29.

gara 1ittle, Learning Togetlier in The Ciristisn Fellowship
| (Richmond, Va.: John Knox Press, c¢.1956), pe (0. :
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5. The "Christien" group lesder

To be o Christian leader is not an eesy thing. Whet is demanded
is not a "glorious” overseer who draws those lesser persons=-his follow=
ers~-to him in a perconal devoition which mey obscure the real purpose of
the group. (This type is perhops the bigsest "sin” emong Iatheran
pestors!l) Ior is a "dictator” vented, for he would never be willing
to let people become theuselves, any more then he would know how to help
them in that process.

Rather, the "catolyst” type leader is certeinly the most desirsble
ond provebly the most "Christ-~like,” beecause & catalys* amwt (in the
ideal sense) have motives waich ere in no way self-seeking. Wio would
be better for this type of leadership than & truly Christien laymen or
pastor? TFor the leader who is needed is & redeemed Christian, willing to
moke ell the resources of his life asvaileble to the group, whon he sees
a8 percons of worth and dignity in their owa right.

¥e can not necesserily say here that & person is less "Christien" if
he heppens to be en overseer type leader! Bubt a catalyst leader is more
Christ-1like because he sees himself as the servant of the group. He is
willing to eccept critiecism, to absorb hostility, even to fail and try
egain. Ie encourcges participetion, and desires the growth of the
individuol by creecting an etmosphere of respect for all.l>

B. Cetelytic leadership and Productivity

A new conceptlion of the role of the designeted leader seems to be

15mid.
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emerging fron this line of thinking:
Buphasis ic elightly eway from the notion that the leader is one who
plens for, thinks for, tekes responsibility for, end directs other
people-~toward the notion that the leader is primarily a convener,
trainer, aad co-ordinator for o group.d
Just as in chemistry o "eatalytic sgent” 1s one which hestens the coxmbi-

netion or reactions of elexents=--g0 here & leader's central furction in

- coalng to be seen as helping the group learn to decide and act for itsels

more efficlently. Such & lecder works to keep the channels of communi-
cetion open so that all the relevant resources of all the different
recple in the group con flow into the meeting.
A catolytic leader hos ot least the following characterisctics:
1. IHe possesses techniczl campetence in the area of the group's
Interest: Oo.l.one.l. Vaterman says blun"bly that there ere two

parts to leadership: "knowing your stuff" in technical matters,
end “knowing humen ekills® for motivating people.l7.

2. He has responsibility for steering the group: = steering "by
cox.seq-aences ~athat :l.u, By he iucidentel comments es they cone
out--the leader seeks to develcop the most information availeble
ebout each alternctive course of action, so that the next step
can be plonned more wisely.

4. He is awave that chonge by his group g%x_:
for other groups also: CDnseqlmnces, !i!:elen observes,
Iike the spreading ripples on & pond.'l9 mtaffectngrm.pn
could in some way alter the plans of group A.

16pouglass, op. Gite, Pe 129.

278, §. Wetermen, "Don't Let 'Management' Trick You," The Arny Combab
Forces Journal, XXI (Septmbar, 1955), 37.

181)0115',1955, op. eit., pp. 130-31.
lgmun' Ope e_iﬁo, Ppe 190,
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So it ic thabt a catelytic leeder must master the skills of his job--
not in order that be might menigmlete the group to his own ends--but
beceuse 1t is his duty to belp group members commmnicate with one enother.
v"He is thus e catalyst, a friend, and = fund of useful informetion.20

And es the ebove he is also a trainer. In his role a2s trainer the
catalyst lesoder e-e:n nerform these unique services:

1. The leader helps to establish & “social climate." His ettitude,

if it is one of respect for the members' integr: integrity end worth,
will produce & climate of friendliness and co~-operation.

2. The leader helps the group Lo organize itself, He ic sensitive
%o the needs for definition, or clerificetion of goels end
p'.zrggoses. He sees that the geoup builds 1ts egenda and identi-
fies 1te tasks, plooning 1ts work co-operatively.

3« The leader helps the group to detemmine its procedures. The
standaxd method of parliamentary procedure is often tco formal
end rigid for democratic groups. He therefore helps the group
to analyze cach situation and detemmine what procedures (such as
buzz session, role playing, ete.,) will best suit its re-
quirements. The leader should be & good procedural technician.

L. The leader keepe decision-meking wholly the responsibility of
The group. Ne never ows himself to be put into the position
of meking decisions for others. He recognizes the right of the

group to mcke mistokes end thet 1t coaa moture only if it tekes
on its own responsibilities.

5. The leeder helps the group to learn from experience. By de-
veloping the habit of looking not only at whet they do, but also
how they are doing it, groups improve. m:l.eadaz-hasu.spee:l.e.l
r\.spansibil:l.ty to train the group through evaluntion nsthods. 2L

Under the stimulating influence of skilled catalytic lesdership, &

group chengss and beecanes truly productive. The end product of genuine

leadership expresses itself in a quality of the "culture" of a group=--

20paul Maves, The Church And Mentel Health (Hew York: Chorles
Scribner's Sons, 1953), PP 93-9%.

2lknowles, op. cit., pp. 12-1k.
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co-operative, dynemic, and productive! The members of the group in their
changing culture act with 2 new confidence. The group response becames,
as Lawrence Frank says, "circular, reciprocel, and creative."22 And the
catalytic leader has thus become & new way of life to the group.

C. Acguiring Ability to Use Conflict Creatively

Group leaders and participants should not be surpriesed or disturbed
by differsnces of opinion. Conflicting points of view should be welcomed,
not fezred, beceuse they actually improve diecussion and stimulate group
thinking.

Christiea educators and social scientists are lear-u.na that atti-
tudes ere not readily changed in groups where all are of the same mind or

where individual prejudices are strengthened by group approval. Rather
there must be smalgemation of ideas leading into a solid integration.23 |

Through the interchange of differing opinions people are often
shoken out of their individual biases and "mind sets." For it is actually
easier to change the opinion and conduct of a group than to change an
individual's opinion and conduct.

Church leaders have tended to emphesize group consensus and agree-
ment &8 virtues to be protected at all costs.

Perheps this is one important reason why church organizetions go
stale. For camplete group agreement is depressing and undesirable be-
czuse it mekes people (2) overconfident thet they are right,

22ravrence K. Frank, How To Be A Modern lLeader (New York:
Associetion Press, 1954), Pe pe 62+

! 23mzhn, Op. _ci‘i_;_-, Pe 12-




55
(b) complecent and sure that thsy heve solved all their problems cor=

rectly, (c) stop thinking. In brief, such a group can easily became "an
aggregate of contented cows."2l

l. Ieader's attitude over conflict

In hendling countroversy creatively much depends upon the leader's
§ own attitudes. "A leader's size" says Mary Parker Folleh, “"to a large
extent is determined by his atititudes toward opposition and conflict. &He
should therefors have on honest respect for freedom of inquiry and ex-
breseion, apprecietion of the positive values of dissenting viewpoints,
basic regard for the dignity of persons, and belief thet pcovle and
situations can chenge."23
The skilled leoder learns to create a group climete of suchh kind
wherein the fellowship spirit permits and even encourages disagreexent.
l But he olso learns how to drive & wedge into the conflicting opinions of
the group vhich seems to lift up a dissenting point of view. This may
be done by a provocative question or comment.
: Ipadership in conflict thus involves these functions:

1. Putting down "ground rules" shout showing respect for ell points
of view and holding ell members to the rules.

2. Asking questions that point up differences and get ell angles
"out in the open."

3. Helping the group to appreciate conflicting issues involved by
frequent summaries or restatement of various points of view.

241pid., p. 13.
25])01:51388, Qop-. E;._"t_n’ De 125,
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L. Helping all to see the benefit of an :l.ncgeased fellowship
end group growth under such conditions.2

According to an old adege we leern this bit of advice concerning
conflict: "If you cen't beat 'em, Jjoin 'em!" We might meke scmewhat of
an adaptetion here and scy that if men cannot avoid conflict, they should
use it. DRather thon condenn it, they should set it to work.

A Christion pestor will therefore deal with controversial issues
concerning adicphora, not in bitter acrimony, but by striving for creative
tensions thet encouresge growth and deepen feith. 1o one should better
understend this type of leedership then the Lutheran minister!

2. Creative lntegration

"Using" eonflict can best be done by creative integretion. “Inte-
gration,” we remember from Chapter two, refers to the memmer in which e
group controls the processes of feeling, thinking, and actuel partici-
pation. It i the general awvereness that all thoughis must be integrated
or edded together, as it were, for an answer more creatively perfect than
any one party or cligue could give.

¥hen two desirec have been integrated a solution develops which
finds a place for the best in both. Thig does not mean compromise, for

e

compronise means giving up something, but integration develops & new
strength out of previous divergences.2l

Integration is rather, the Jjoining or multiplication of ideas under
the power of group qualification and enlightemment, this phrase Leing the

asmn, Obe. E.:L'l_'a_-, De k.
ETWB’ Ope gi_'bu. Pe. 125.
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writer's own personel definition. This sounds somewhat theoretical and
magical, but 1t has been done, as perhaps the reader has obeerved on very
rare occesions. It is the sure sign of & very mature end productive
group. i '

The kind of leadership which encourages integration and time produces
creative conflict cen be sumerized this wey: |

A leader's mejor task is to maintain the right conditions required

for the group's maximum intelligence to essert itself. A leader

stimlotes mosxisnm group performcnce when he distributes the task of
leadership smong the members of the group.

Some cligues obtain ond retain their power by offering to do all the
work, and thereby implement the prograu towerds their own weys of
thinking. The best way to involve such persons into the process of inte-
gration for creative conflict is by delegating various work tasks or
different informal “leadership" roles o one or the other of the annoying
clique but never to the cligue as a whole.29

In & footnote in & menegement manual of the General Electric Canpeny,
it is stated thet o leader acknowledges fellure vhen he feels that he
mset meke teuporery use of "dominastion" in order to "get at a settlement
of a conflict,"30 yhile he should be dsveloping group leadership capa-

bilities through integrated creative conflict.

a%len, OD+« _c_!.ii_-, De 307.

29Begil Henrique, Club leadership Today (New York: Oxford University
Press, 1951), p. 1li5.

30marold F. Sniddy, Integrating snd mtivag._-jg for Effective
Performence (Few York: Gemeral Electric Co., 1955), P- Te
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D. Competence in .Understa.nd:l.ng Adult Veys

In every controversiel situation, understanding of the personzlities
is essentiel.3l Tor cane persons, even Christisnc, may deeply dislike
each other, and carry their personal rancor into the discussion of the
issue.

Jesus was 50 successful in using conflict creetively, and becaae
Imowm as an éﬁaaac’x or "suthority,” because He "lnew whet wes in
man."32 In ghort, He understood adult ways. We shall want to be

concerncd with the mabiter too.
l. Vhat conceras adulbs?

Vhet motives keep adulis going? Hman beings ere so incessantly
active thet we seldon stop to think what makee them act one wey in scme
cases end in others the very opposite way. We shall aot try to give even
@ brief resume of edult poychology here--gcn impossible tesk. But the
leeder working with aduits should be ewere of & few basic facts for a
very general undergtanding, and that is the aim of this section.
; To understand wisely we must search for the "hot-spots" of interestis :
in vhich the edult dwells. Thie is defived 25 some live issue of the day,
or en issue which cen be mede elive by the leader if he lifts it into the
conscicusness of the learmer.33 A Christian for example, who is

3lguhn, op. cit., p. 13.
3270hn 2:25.

33g. F. Zeigler, Toward Understending Adults (Philadelphia: The
Westminster Press, 1942), p. 51.
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struggling to live the good life, cen be understood by the chief issues
confronting his Christien life, and his attitude towerd that issue.

The Church aust demonstrate that it is not only interested in meeting
these issues and needs, but also reedy and eble to do so. . If adults are
to be led to look to the Church for help, and to give their service in
return, there ore some things that the Church and its leasders will have
to do:

First of ell, the Ciurch will have to lay hold on these real issues

of life. Adulis live where issues are being met and argued and

decided, and those wenting Christian answers honestly seek them in
the Church! Secondly, we must start with what adults want to know.

Show them that their interestes of seculer nature can be relsted to

Caristian life. Thirdly, the Church must expect to provide variety

in its ; Eogram For not gll ere adults at the seme age of Christian

grovih.3
Merely to understand the besic human drives of adults, such desires as to
be active, gein security, hunger for sex, desire for prestige, and the
creving for fellowship-=-in one sense merely proves that an adult is
very, very numan.

Thus we know that to understand a group of adulis only fram basic
Imen drives, or even from outward attitudes, while fully sound, can be
very nisleading--even in judging ourselves. dJesus would have mede many
errors in dealing with the individuals of his ministry if He had not seen
the real motives back of the outward mask. The following quote supports

thie thought, elthough of course it must be understood in the freme of

vhat people can be by the grace of God:

Jesus believed in men, in their capacities, in their ability to rise
ebove circumstances. His faith in men gave them faith in themselves;

34g. P. Westphel, The Church's In Adult Education

(Pailadelphie: The Westminster Press, C.i19 99.
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they acted on his bellef . . . and became strong. -We must imitate

this divine strategy of Jesus in our dealings with men. For our
influence with people 1s in proportion to our faith in them.33

2. 'Two basic motivetions of importence

In the interests of edult group leadership, there are two basic
notivations of all adults the world over which should be known. They are
the desire for gelf-realization and the desire for gelf-dedication.36

Concerning self-realization we know.that as one writer stated, "Man
hes as his prime pleasure the feeling of worth and growth of his person=-
ality, and as his worst lmurt the feeling of decay and inferiority of that
personelity."37 This "desire 1o be & person"” must be understood and used
by all vho would deel wisely with adults or help them towards wholesome
grouthe.

Concerning sclf-dedication--let it be said et the outset that man
does not seek merely to maintein his individuelity.38 The failure of
sone writers to recognize this baesic need in explaining the action of man
is becsuse of toco great a dependence upon “animal" as distinct from
"buman" psychology or by too easy & surrender to the cynicism vhich
characterizes not a little of ocur modern thought.39

3%Reymond Callins, How Jesus Dealt With Men (Nashville: Abingdon-
Cokesbury Press, 1942), p. 3&.

36y, ®. Powell, The Unders of Adult Ways (St. Louis: The
Bethany Press, c¢.1941), pp. 9(=90. Py

3TA. Myerson, The Foundations of Personality (Boston: Little, Brown
and Co., 1939), Pe éigo

38?0‘“311, 22. Eﬂo‘ Pe 98-

P mia.
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Man does not seek merely to melntsin his individuality; he is
impelled also, as two eminent psychologists have declared, by the "desire
to belong." Me does not want to be isolated in his uniqueness; he desires
to outgrow himgelf. His "I" must have some relation to & "Thou."l0

When this "desire to belong" is recognized by the Christieon leader
énd is chestened and spirituslized, 1t becomes the highest motive from
which men can act--the whole=heerted giving of themselves to unselfish
purposes. And onyone is capable of this! But the result depends on the
leader's knowledge of adults, and his abillity to recognize and utilize
this need elready there, lying dormant.

3. Negetive and positive character roles

Perhaps as o prectical addition to this section it would bs well to
list and desecribe. very briefly, several different types of characters
which will be found in elmost any group.

"Just as ell the world's e stege, and all men end women merely the
players," co each group has its cast of cheracters, *41 gtates one writer.
Some are heroes and same are villiana. No one assigns these roles; each
one espumes the one that best fits his own personality. So you'll have
people in your meetings who assume roles which are helpful. You'll find
others, a few, who hinder, work against, and detract from the group. It

is good to know these traits.

Y0R. Podge end G. Kain, The Creving for Superiority (Few Haven,
Conn.: Yale University I-‘ress, T1931), Dp. PV-U0.

§1g, s. Southerland, When You Preside (Denville, Ill.: The Interstate
Printers and Pubs., 19523

» Pe 13,
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First will be listed those on the helpful side. These following
nine classifications have been taken from Douglass' fine book in which ke

describes them es "Moture Conference Types":

1. The Proposer-~the person vho brings up new problems. The pastor
in many cases £ills this role.

2. The Clerifier--gn orientator; who asks, "Now, just whet is our
problem? Wiat are we trying to accomplish?

3. The Weigher--takes all things into consideration.

k. The Explorer--opens up new territory, comes up with new infor-
mation, searches out a problenm.

5. The Medictor--irons out difficulties, becomes a harmonizer.

6. The Symthesiste-tics the thinking of the group together into
come kind of pattern, and describes it.

T The Formmulotor--the man who phrases all the motions thus taking
over where the syantheslst left off.

8. The Progremmer--plans how (not whet) motion should be dome.
He provides ways to implement policy.

9. The Gatekesper--usuelly & stickler for correct methods; in the
church he secs thet everything is done with spiritual Egrpose.
An evoluabtor, he mey also be.the pastor in meny cases.
It can readily be seen that any member, or the leeder himself, can
1 be all of these 2t the same time or any combination of them, for they
overlap. Other writers list and give elmost the same breakdown of
positive type members.¥3 Some list as high es fifteen.tt

Now it is well to list the "Imuature Conference Types," to borrow

Douglass' phrase--or we might sey those who detract from a meeting's

Y2pouglass, op. cit., pps 108-12.
1"3S°u'bharland, CD. s&o, PP. 12-20.

4ip, M. Ball, The Dynemics of Group Discussion (Denville, Iil.:
Interstate Printers end Pubs., 1951), ppes 55=00.
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progress:

1. The Playboy--who "horses around,” tekes no interest; and does no
vork. Usually funny!

2. The Blocker--who is "agin things," against everything! He
usually is negative, runs dowvn group opinion. Often he acts as
the tough agzressor.

3. The Monopolizer--or bebbler, just talks, but says. nothing
important. He tries to seek recognition. Es 1s the present daoy
version of "Ich und Gott."

L. The Bandwagon Eoy--hes no mind of his own. Accebta any opinion,
wvants to get meeting over and go home, or else he wants to be
"in on the in" of everything.

5« The Blind-{lsh--good member for discussion, but hes no vision in
his coments. He backtracks but can be helped easily.

6. The Dodger--avoids teking stends on anything, tekes no responsi-
bility, but detracts group from its line of thought.

T« Mr. Zipper-Mouth--just won't talk, neither hawmmful nor helpful.
Hard to help becouse of his personality.?d

The foregolng are the mein character roles on the negative side.
These elso often overlep with one enother. But the leader must be eware
of these membex-roles to be e successful catalyst for grovp purposes.
Just how the leader can use this understanding of these roles will be
described in a practicel way, in Chapter six (Compere case study, mumber

one ).

E. Notiveting Groups end Individusls

One won't £ind much trouble in getting agreement that audience
vassivity is the chief enemy of the successful meeting. Volumes have.
been written concerning this danger.

"‘51')0“81&88, op. _c_i_t_l’ pp. 112=15.
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But in many cases, sudience pessivity is handled as if it wexe a
problem only during meetings. When the problem is seen only in this wey--
advice is usually given for planners and leaders to set up emotional and
dramatic situations.
llo doubt many of these methods have their uses in getting interest
during a meeting. But there is sound reason to doubt that they help in
solving the second, and more important problem of passivity--the problemn
of pessivity afier the meeting is over.kt6
Unless the purpose of a meeting is entertaimment, we want people to
act differently s a result of taking part in it. If the purpose of a
meeting is learning (e.g., Adult Bible Class), individuals should retain
the learning they have acquired and use their ability in their thinking
and conduct after adjustment. If the purpose is to alter people's preju-
dices (e.g., Voter's Assembly), these chenges should show up consistently
in their choices after the meeting is over. If the purpose is to induce
people to take wmction on some provlem (e.g., Relly Meeting), the action
should take pl=ce. '
Unfortunately, most eaudience members tend to have & feeling of
completion when the meeting is adjourned--this goes for leaders, t00.%7T
The meeting has been exclting, interesting, and informstive, but now it

is over. BSelf-promizes made during the mecting face many obstacles end
berriers in the cold light of the next morning. It is easier to resolve

than to act.

L6 mola thet Audience,” Adult Leadership, I (Dscember, 1952), p. 6.

4T1bia.
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Whet good will ell mammer of careful planning do then? Here, then
is the basic problem for the leader. How can sudience members be en-
couraged to becone coamitted to change in their attitudes, knowledge, and
-uct:l.ons vwhich endure among the realitlies of the morning after.

l. Interest versus invclvement

Perhaps we can clarify the problem by a contrast between audience
interest and audience involvement.

An individual may be interested in an experience without having
camitted himegelf to it or to eccepting the comnsegquences which follow
from it. Involvement means that the individuel hes entered responsibility
into a situation end will be actively committed to dealing with that
situation until it is plsyed out.

The c}ifference between the two is like the difference between &
boy's gticking his toe in the water to test it--and his actually diving
in to swim.l!8 |

Taterest in & presentetion may lead to involvement during and after
the meeting. But it ¥ill do so only if certain psychologicel requirements
for involvement ere met. H. A. Overstreet says in his well-imoim work
that "no eppeal to reeson that is not also an appeal to a went cen ever
be effective. )

Tzeders and passtors should be concerned to meet these reguirements
in the meetings they plan if they are concerned to solve the problems of é

48mid., p. 7.

49H. A. Overstreet, Influencing Humen Pehavior (New York: W. W.
Horton and Co., ¢.1925), P. 33
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passivity during the meeting end especially after it.

2. BSome requirements for involvement

What are the conditions which must be provided if sudience members
are to became involved in & meeting and--in furthering its aims after
edjournment? One writer lists the following:

1. The over=asll goals of the meeting must include persistent
purposes importent to each individual teking part in it.

2. The problems, issues, informetion, or skills being dealt with
in o meeting mmst be seen by menbers as situations in which they
actually live end act. -

3. - The changes vhich the meeting is seeking must tie up with the
members own egpirations for ilmprovement.

4. The member must be helped to think and work out the obstacles
and difiiculties waich must be overcars if the goals are to be
carried out after the meeting is over.

5+ The meeting thus must open up possible channels of action in
wiilch, after the meeting, the member can participate in
ccmplg'gins the goals of the meeting as he has helped to dsvelop
them. :

This last point is probably one of the most brutally neglected by our
pastors. So much preaching and leeding is done (Zor iustence, in asking
for money or services) vwhich gets interest but gives no actusl help on
Just how to go ebout 1t.

Edger Dale, in a very fine article entitled, "How do You get Actiom,"
tells us: "To get action requires motivation, content, and a mechaniem
for carrying out the desired action. LET PEOPLE KNOW. MAKE PEOPLE CARE.

HELP PEOPLE ACT."! He has noticed very accurately why people are

50"go1d that Audience,” Dp. 7.

slmagor Dale, “How Do You Get Action,” The Hews letter, published by
Ohio University Press, XVIII (December, 1952), i-ke
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iunterested but don't act. Here are a few of his suggestions for getting
action fron motivation:

1. Stert where people cre--realize that people mey heve no back-
Ground experience, but don't underestimate their ebility.

2. Ixy for ection through chanme--maybe it is possible to do the
same old thing better in a2 new way.

3. PFProvide local exampleg~-Voters, for exemple, may not liks new
evengeliptic methods successful in Ilew York. Bubt these same
methods used in & neighboring church will convince them.

4. Psrsonal flcvor helpe to get sction--voters mey not want o take
Synod'e opinion for actlon Lubt & member of the group cen eixpPress
the seme opinion and get resulis.

5. Teom effort gets ection eotion gnicler--no one individual is responsible
For railure then. There is mmbusl Gecision, mutual rolicy
meking, and a higher degree a:E creative .action.

6. Be sctisfied with little EE& -progress is a series of
nudges, not o Dig juup. Don't expect too much, too soon. 2

3« Audlence participetion the key

A1l of these fine regquirements Jjust guoted can be, of value only to
the degree that the members become sctive participents, end can carry out
their participation "power" to constructive ends. A story in Synod's
manual for enlisting Kingdom Workers should illustrate this:

Phillips Brooks proclaimed ope Sundsy moraing in his semon, "With

three hundred consecrated Christians by my side, we could save

Bogton." Mondey morning four hundred esger volunteers appeared,
"What can we do?" The reply was, "I haven't the least

:ldea.“§3
| Iet us remember that the seimon is important-~but by building top

J21bid., pp. 30-31.

53Enlisting And Treining Kingdam Workers, edited by Mo. Synod
Omitteemmlistinaandmuingmmty(ﬂ. Iouis: Concordia
!’I.lblishins House, 1952), DP. 40.
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organizations & pastor will have a "top"” membership which will be in
church to hear his sermons in the first plece!

S0 many in our large congregations lack a sense of belonging, beczuse
the congregetion falls to integrete new members into the life and program
of the church.5% This would seem to demand that on gcbive role for the
andience needs to be bullt into the meeting design. !

It means more than this, however. Audience members should becone
participants bvefore the meeting in setting the goals of the meeting, in
selecting its priority content, |in suggssting methods, in selecting its
priority content-,:\..‘ in suggesting methods or procedures and techniques to
be uged.’> This can be done through verious ways--through the ususl
comuitiee work, etc., bubt more important ways of getting action end
iavolvement are through procedures and techniques which shall be
. described in Chapter four.

ke Involvement or manipulation?

A word of gtrong caution chouvld be cxpressed agalnst attempts to
use involvemrent devices as tools for menipulating people. There are
poverful ebthical ergments egeinst such ettempts,56 which ve assume the
vastor is aware of. But there are practical arguments against such
&ttempts as well.

Perhaps it is sufficlent caution here to point to the self-defeating

5thido' Pe 37s
55"Hold Thet Audience,” p. T.

561pia.
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character of eny confusion between involvement and menipulation. If

meeting planvers view the use of technigues and procedures for audience
involvement end actlon as mesns to get sudience members to do only what
the planmners themselves want done, the initial success they may have is
1likely %o be short-lived.

In conclusion we see that one answer which the study of Group
Dynamies has for the Congregeation's problems in its mestings is the
leader's knowledge of dyansmic methods in dealing with groups. Another
answer is the procedures and techniques of Group Dynamies which he can
use. This latier one is the subjeet of the next chapter.




CHAPTER V

PROCEDURES AND TECHNIQUES WHICH MAY BE USED BY
A CHRISTIAN PASTOR IN CONGREGATIONAL GROUPS

A. Approach to their Study
1. Explanction of the terus

Reading the subject of CGroup Dynemics, one realizes that there is a
confusion of tems; the study beilng relatively new, and the various
auihors have no definite, descriptive besis for o system of tems Por the
various perts of this new science.

The trouble lies in the discussion of the threc terms: method,
brocedure, and tecimigue. Verious authors such as Kuhn, Little, Dougless,
Southerlend (cf. footnotes), treat these synonymously. EHowever, it is
beconing increzsingly cleer thet a distinction can be made in these terus.

2, An ottempt to differenticte

For the purpose of this thesis, it will prove beneficial to meaike an
attenpt at esteblishing one set of Gefinitions, both for clarity and
simplification. Ferhaps the bect way to begin is by wey of an illus-
tration:

Iet us suppose thet a mechanic hes a "meeting” with a customer who
asked him to fix his car in smoothly rumning order. The mechanic
upon exsmination, £inds that, asmong other things the car needs a new
motor. Now, putting in a new motor is a procedure, Jjust one pro-
cedure. Other nrocedures such as instelling a new transmission or
nev brakes, may be needed to mcke the car run as the customer wiched.
However, the mechenic will use certain tools or techniques for doing
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the various procedures, perhaps the seme tools (or techniques) in
many of the procedures.

This 1little illustration gives the reader e close description of the

teme es they shall be used in this thesis. The term method was not used
in the illustration as it is confusing. BSome anthorskepeak of methods
vhaﬁ they discuss teclhnigues, others use it for procedures. Ferhaps
there is some excuse for this according to Webster's Dictionary:

Procedure, "manner or nethod of a course of action; method of
conducting business"l

Technique, “muthod or details of procedure essential %o expertness
of exscution, detall of procedure."2

Thus, it follows thet the term method causes the terms 'h“eehnims and
procedurec o be used interchengeably, and we shall drop the term method
from our present vocebulary.

Technique is used as an aid to procedure and, therefore, implements
procedures. This is vhere the illustration of the mechanic's "tools"

cance in. These tools sid in the removal of the motor.
3. Besis of clessification

The pastor vho applies the study of Group Dynamice to his church
meetings should understand the distinction between these terms if he is
to be & good procedural technician. Therefore, an attempt shall be made
in this thesis to classify each temm. The criteria of Judgment should
rest on this basis: Those which can be used during the course of an

lyebster's Colleglete Dictionary (Springfield, Mass.: G. & C.
Merriem Go-, ]91r7 P» 790- 5

2Ib:|.d.., De 1024,
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entire meeting are termed procedures. Those vhich cannot in a practical

therefore properly called technigues.

The procedures have been divided into two groups:
primerily "informetion-giving," and those which are best for a "work-
producing" purpose. All techniques are suitcble under either division.

The following is & classification of these two tems:

PROCEDURES

Information=giving

1.
2

3

l".
5.

Iecture (Speech)

Symposiun (Debate)

Penel (Moderator)

Forun (Questicn period)
Audio-Visuel (Dreme, Recitel)

Work-producing

6-
Te
d.

e
10.

1.
2.
3.
k.
5.

Parliementary Rule (Robert's Rules)

Discussion-Croup (Round-Table)

Work shope (Retreats)

Leboratory. (Training)

Fleld Trips (Projects, etc.)
TECHNIQUES

Buzz Teams (Phillips 66)

Work Teams (Cammittess)

Research Teams (Resource Pbrson:m)
Role-Pleying (Socio-Dreame)
Evaluation ("Feedback")

Those which are
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Note, that there are two kinds of procedures, loosely speaking: Those

vwhich primerily glve information--and those best for getting work dome.
Their value and purpose:

If members are to be more deeply and intimately cware of their o
fellowship with one another and withk Christ, many churches (large or not)
will need to provide more face-to-face situations for their members,

vhere people can associate in smaller, more meaningful group relationships.
4. gSa=ll group situntions

Solomon Asch, the social psychologist, has observed thet small
groups, such as the fanily, neighborhood group, or work tesm are the
natural units of society. ' In such groupings much of the world's work
gets done, politicel decisions are reeched, and social pressures ars
exerted to act wisely.3

Although millions reed the newspapers and keep tuned to radio and
television stations, the greatest influence upon them is still that which
they receive by discussion with family, fellow-workers, and acqueintences.
Snall groups ere ecsential links between individuale end larger, more
canplicated institutions.*

The Church should realize this single fact--in a PRACTICAL way.
Snall groups are of special value in the church's program for:

3solomon Asch, Socisl Psychology (New York: Prentice Hell Co.,
1952), p. 546.

Ysargavet Kyin, You Can't Be Human Alone (New York: Associstion

Press, 1956), p. k.
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l. more effective Bible study;

2. intimate discussions of femily life problems, ete.;

3. develomment of prayer life of the church;

k. golution of administrotive .problems of the church.

Values of ueing ths procedures end techniques we ere about to discuss
lie in this primciple: “thet of providing temporary small group situ-
ations for better commmication, role satisfaction, and face-to-face
relationships."?

Sociel rescerch has shown that small groups will develop more
constiructive ideas and solutions- then the same nmumber would project in
one lexrge group.G It is therefore, a wise idea to divide a large group
into groups of five to seven in mumber, for at least part of the meeting

period.
NoT THIS BUT THIS
X b 4 xx ae
foa s olaialsloleoioibivim wia wieeined b4 %o 0 U x X
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5. Parliamentary rule end/or group dynamics?

The cry of the dey has long out-moded the old method of using parlia-
mentary procedure alone for church meetings. This does not mean that
Robert's Eules of Order must go. But, they can be greatly enhanced by
the principles of Group Dynamics. ot to take advaentege of these pro-
cedures and techniques shows either no knowledges of their value, or

S1bid.
61bid., p. 15.
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Dperhaps little appreciation of the seme.

Having a pert in a dynamic situation, each member of any meeting
cannot but feel & deeper sense of fellowehip, and personal commitaent.
Lonely, isoleted people can thus have an experience of commumity helping
them to satisfy themselves with each other and with God's purposes for
their life.T

6. Some factors determining their use

Procedures and technlques in themselves cammunicate and inform,
vhether it be to the advantege of a meeling or not., The wvay & procedure
is used, in part determines its success. The cholce of procedure or
technique used hag e great deal to do with the atmosphere of & group, and
group in‘ter:‘elationships-a They cannot be chosen erbitrarily. A pro=-
cedure is best only iIf it "belougs" to the purpose of a particular meeting.

Iere are four factorzs %o serve as guldes to group lesaders in their
choice of the procedure or technigue:

1. Appropriateness--to purpose, content, sges, and characteristics
of group members, end time availshle. (For exsmple, it
would be rather ebsurd to try role-pleying in a twenty
ninute meeting).

2. Veriety--to maintain or renew interest. But appropriateness
elwvays takes precedence over verliety.

3. Participstion--their chief purrose! Procedures and techniques
nust be chosen &8s ways of opening channels of communie-
cation--to help the individusl and the group to higher
levels of benefit.

TIbid-, De 16-

Sgare Little, learning Together in the Christien Pellowship
(Ricltmond, Ve.: John Knox Press, 1956), p- 33-
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4. Physical Arrengemente--this hes much to do with the effectiveness
of procedures and techuniques. Room sgize, fecllities
eveiloble, audilo-visuzl equipment, etc., must be taken into
consideration.?

L. Procedures, Thelr Explenation and Use
1. Iecture

This, by definition in Webster's Dictionary, is:
(=) A discourse delivered on any subject intended for instruction.

(v) In churches, = familier discourse delivered on an irregular
occesion, in contrast with e sermon.lO

Dranaotic epeeches of eny type of "informetion” speech mey alsc be
closgified under thic procedure. Southerlend lists thece steps when
u.?ranging for a ppeaker:

l. Comtact him personzlly at least two weeks shead.

2. Give his cpeech a title~--what you wish discussed.

3« Describe the type of audience t0 be there.

h. Give dmte, time, and plece of meeting.

5. Tell him how long to talk.

6. Glve him e progrem for the evening.

T. Get informetion for publicity releese (persomal).ll
The use of a gquestion forun following thes telk is nomally very rewarding,
taking account of omissions or obscurities. The Buzz session technique

9&1&-’ De Shl

10pebster's Colle Dicti De 5T1.
Webster's Collegiate Dictionaxy,

11g, 5. Woutherlen, When You Preside (Danville, Ill.: The Interstate
Printers and Pubs., 1952), p. 80.




T
should also be used, for the "give and take” between audience end specker

is generally far more interesting thon & set speech that says every-
thing.12

2. Symposium {Dabate)

When several people prepare brief speeches in edvance, presenting
varying attitudes end phases on some issue, we have a symposium.l3
Debate mey also be considered a form of symposium procedure. A moderator
briefly outlines the purpose to be discussed. He introduces the three or
four (never more) discussents who present their opposing ideas on the
subject in & series of three to four mimute speeches. The moderator
poces leading questions for a lively exchange of idess. Participants
are seated informally at a teble facing the audience. An attempt is
nede to ald the cudience to develop & full and detailed understanding of
the subject.l¥

A syuposium may also be used as & formally dignified and impressive
vay to get a2 feir enalysis of a disputed subject before a large voter's
group.

The key o a successful symposium lies in three simple points:

1. Tell speckers to limit speeches to i:l.ve or six minmutes, and
see that they do.

2. Ask them to raise questions in their talks, not give all the
Gnswers.

12151&0, De 67-
131bid., p. 117.

Uiy, §. calver and W. L. Snith, "A Lexicon for Lecders,” Adult
Leadership, II (October, 1953), 25.
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3. Use the buzz session technique with lerge audiences.l5

3« Panel

This is a smell, prepared group (six to twelve persons) who in-
formally discuss some subject under the guidance of & moderator or panel
leader.16 fhe panel members present different views of & problem. These
people ere usually ceated behind e teble or in a semi-circle at the fromt
of the room. Tae moderstor is expected to ocutline the purpose and
subject, and make the introductions. Hs must wateh the time and trend of
conversation, and out in couments o move the discussion along, and
concludes it in time for & brief but importent sumeaxy.

Panels are often confused with symposiums, for they are similar in
every respect, except these three:

1. The penelists do not make brief spseches.

2. They converse with each other (guided by the leader).

3. The audience may be brought into the discussion the pvanel
session, not after, as in the case of a symposium.

Suppose that the church council has decided thot o congregational
meeting should be keld for ell, in which the topic will be: "How the
Cmrch's Orgenizations Can Work Together." Obviously, & lecture or
Symposium would not do, but o panel in which ell the heeds of ths various
orgenizetions mey be represented (and, in which certain problems will

15southerlend, op. eit., pp. 117-18.
1&1.&'&18’ ﬂ- Q-i_'b-b’ P. ’+6l

s h)r(ﬂiee Myers, "Speaker or Ponel?” Adult Ieadership, III (June,
54), 21. TS ATh

T ————
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receive prior thought), is best.

The persons selected should be:

1. well informed on their specilelity;

2. have & generel understanding of the whole tople;

3. be sble to think constructively.l8
A pre-meeting must be held if the panel is to be successful. All major
disoussion points ghould be developed =t this meeting and the panel
should have the right to revise questions develored by the planning can-
mittee or cdd other points as they see fit. (ccmpe:m case study nuuber
three, Chapter six.)

As the mecting begine and prograesses, these steps should be followed:

1. Introduce the panel members.

2. Present the problem.

3. Tell the audience how and when they will have a chance to
pariticipate.

L. Ieed the discussion--keep it going.
5. Call for audience participation.
6. Call for or give e final brief summary.ld

4. Forum

In bread definttion, e forum is actually any informmation type
procedure vhich is followed by a question period. Following a speech,
panel, symposium, etc., group members almost invariably want an oppor-
tunity to question what has been saild, and this becames & nevw procedure--a

18&1&-’ De 22.
9goutherland, op. eit., p. 116,
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forun .20 i :

Usually a forum irvolves & lecture followed by a certain emount of
eudience participestion. After the lecture, questions (either written or
expressed orally fram the floor), are directed to the spesker for answer
or discussion.2l

The same genersl principles as we have given under the symposium
typre procadure, apply to conducting & forum. These are:

1. GCpeekers who lmow thelr subject;

2. Bpeeches vhich reise cuestions. not ansvers;

3. Ine of buzz session techniques.

Given an interesting subject, and e speaker whc pleys his vart well,
it is possible to secure response from the audience without using the
buzz wosion technigue to raise questions. Too often, however, the
resulis ere pretty flat, and the dead silence which can (and often does)
greet the leader vien he asks, "And now ere there any questions you would
like to ask Mr. Smith?" is too embarrassing to all concermed, to chance
1t, especielly vhen you don't hove to!22

5. Andio-Visual

Some of the most useful meterials which can came under this heading
are: the_cha:l.kboard, globes, maps, cherts, flat pictures, three-
dimensional objects, radio, TV, records, tape-recorders, film-strips or

201.117‘&1&, OD. E_iln’ Pe 48.
21goutheriand, op. cit., p. The
221pid., p. 121.
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movies.23

Drama, ploys, musicels, recitals, and ell medias giving informatilon
"through the cye end ear," mey generally be clessed as eudio-visual
procedures.

Audio-visuzl side ought to be integrated into the total progrem and
employed with a definite purpose in mind. They are tools to facilitste
learning--not ends in themselves.2d

lior chould Audio-visual materielis be & substitute for the leeder's
careful preperation end guidence of the program. Such interesting medis
are not to give the lecder a breether, but cs an ald to clarify! VYhat
the leader seye to relate the purpose of e bleckboerd, chert, £ilm or a
recording, or vhatever, to & meeting ic often more important then the
eudio~visual material itself.

Audio~viguols may be used for long range planning (as in treining
programc) or for small group sctivities, or for skill training, or to
stimulate discussion.25

Soue outstending books have been writien on the use of visuel-aids.
Our Seminery librarien, the Reverend Dorn, states thot Professor Edgar
Dale of Ohio University is one of the recognized authorities on this
subject, and that he hes written a few excellent works on visual aids.
Advence Magazine, published by our own Missouri Synod, &lso has & fine

23F. Wittich and L. Schuller, Audio-Visual Materials, Their Nature
And Use (New York: Harper & Bros., Pubs., 1953), Ppe v-viii.

Ells Freemen end M. Lipmen, "A-V's Toke Meny Roles," Adult
rghip, III (October, msh), 15.

25Paul wa?aar "Wworkshop on Audio-Visuals," Adult Ieedership, III
(Octover, 1954), 1k - . S—
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1list of Audio-visual aids in each publication.

6. Pnriimientw rule

Ho doubt 2ll of uc are fairly well versed in the understending use
of thies common procedure. Rules of co-operative erdeavor by which
voluntary orgenizations work26--usually Robert's Rules of Order--are
accepted-as basic for parliementery routine.

Pariisnentory procedure is not e form or a rituel. It is an aid
In acconplishing the objectives of a group with falrness, harony, and
dispatch. Only enough perlismentary ¥ule to keep the proceedings clear
end legal is requlred.27

Parliesmentery procedure actually provides e very flexible plan for
business meetings. It should not be thought of as an iron-clad system,
especially when considered & pert of Group-Dynemics.

Parlismentery procedure--in briefest explanation--is transacted by
three single steps:

1. Prorosal of & mobtion.

2. Consideraiion of a motion (discussion).

3« Decision on the motion.

Tt .is under point two--discussion-~uhere the grest flexibility of &
parlismentary rule can be seen. For here a mumber of other procedures
and techniques may be used to 2id in this step, to give parlismentary
rule a fresh and interesting slent. For instance, in the .consideration

26p11ce Sturgls, "Pabting Parlismentary Procedure To Work," Adult
Igadership, V (December, 1956), 190.

27mid., p. 191.

R A R RSN ==
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of a motion, & leader could use a symposium, ponel, or buzz cession, end

even role-playing very benefilcially in o heated discussion. There are
few better woys of solving disputes fairly. For the mere "putting to
vote" of a motion does not insure democracy!
Fow for & few ways in vhich not to use this procedure. Joseph F.
0'Brien liste these faults smong others:
8in I The attempt tc use parlismentery procedure where it doesa't
2it. (Often leaders try to force informetive type meetings

or problem-discussion meetings into e business style rules=-
of-ordey mould.)

Sin II The use of as formel a set of rules as poesible, regerdless
of the situation. (This is & coumon occurrence and cen be
seriouzly hamful. Parlicmentery iule wes mode for man,
not the reverse!) Stricter use should increcse only as
these three factors increese: |

Sl) Degree of unity in group
{2) 8ize of the group
(3) Knowledge of parliesmentery rule in group.

8in TITI Refusing an easembly ‘the opportunity for plentlful dis-
cussion. (Often & good debate is helpful to a guicker
solution of a2 problem. Other procedures and techniques
of Group Dyr cs will be blocked out if this "sin" is
clung ol %“3

7. Discussion groups (round table) !

Group discussion is "two-wey-talk" (member to member) which en-
courages group members to ©ind their own enswers and points of agreement
end disagreement in a democratic fashion.2?

The followlng chert illustrates the differences between the usual
forun procedure of “one-wey" talke end discussion procedure=--"two-way"

283, F. O'Brien, "The Uee ond Abuse of Perliementary Procedure,”
Adult Tesdership, V (December, 1956), 179-G1.

an' ODs _c&-, Pe 18.
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Often discussion groups are celled "round-tebles."3l The group must

be ﬁnall'enough for oll to participate and operate on a bLaslis of egquality.

The leader is only a "catelyzer." Characteristics of the round-table

Procedurs arc:

1.
2.
3.
L.
De
6.
7.

They are canposed of people with mutual problems.

The subject discussed is within thair experience.
They agree to exchange and pool experiences.

Problens are solved by thinking them through together.
They meet to lesra together, not to be instructed.
They group theneelves informolly, facing each other.
The group is small, generally from 12 to 25 persons.32

Conducted in an informal, "permissive” atmosphere where ideas can

be expressed frankly, and heord with respect, there should be no lecturing

unless a "resource” person is used.33

Two things ave of utmost importence, to meke this procedure work well:

301p14.

3lsoutherland, op. eit., p. 63.
2mid., p. TO.
33511‘!!!, R« g_t_o' P. 18-
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1. Draw out opinions, of all first, before you allow any person to
give reasone for an opinion. (Discussion can be killed and
minorj).ty opinion squelched early, if reasons are stated too
so0n.

2. Keep argments equally balanced a2 long as you can--to increase
discussion. (Thie ability gepara‘bas the really good discussion
leader from the ordinary.)3

Suspense is one of the most potent ways of arousing exnd maintaining

interest. Inviting compstition is another, as is the use of suxiliary

techniques such as role-playing, evaluation sessions, etc.
8. Work shops

The terms "work-shop" or "work-shop-conference" have come into
recent use from educators' experiences. They are used to describe a type
of meeting where reletively large groups discuss comuon problems. Some=
tines "retreats" could fittingly be called workshops.

Essentielly a worksehop differs from a round table only in size,
scope, and organization.3’ The fundemental procedures are thes same and
2ll the characteristics, except number seven, under "discussion groups™
could fit this procedure. A work-shop may have f£rom twenty-five to
several hundred psople in attendance. It mey last for one hour or
deliberate for o week.

The general organizational set-up for a work-shop is composed of
these five major points:

1. A general session for getting acquainted, presenting the
problems, and setting up camuittees.

3%goutherlend, op. cit., p. 87.

3S1id., p. 73.
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2. An extended period of cowmititee work.

3¢ Session for consideration of preliminery reports of comittees
(with buzz groups).

k. urther coumittee work to incorporate suggestions.

5. Finol reports of comnittees, and sumary (eveluation).3d

Thus, o work-shop starts with a genercel meeting that discusces the
problen ares, end then bresks down into smeller groups, each of which is
concerned with e single ospect of the problem.37T The small groups report
back at general meetings. The final seseion makes use of the evaluation
technicue to sumorize itoc findings.

Todey, an extro feature is boing edded to this last genersl session,
that is, consideration for "back-hame-gpplication” of the resulis of the
workshop.38 This 15 sccompliched chiefly through the use of role playing,
in vhich vork-chop "enswers" are related to "live" situations.

9. ILeboratory training

Laboretory treiniung elms to support the pastor's efforts to improve
the quelity of skills and performance of people in positions such ss
Sundey School teaching, group leadership, Calling, etc.

Leboratory training should not be confused with ordinery treining
clesces in which people are told cbout attitudes, ebilities and skills.
This may be training but not in the "lsboratory” sense. This procedure

ssmidu’ De 1%0.
3Tcelver end Suith, "A Iexicon for ILeaders,” p. 25.

3Bhy KXormbluh, "Back Home Application,” Adult Leadership, IV
(Jaruary, 1956), 26-27.
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of laboretory training is a place vhere people leern by doing. I=sbo-
retories offer these advantages for trailuing:

1. The learnor is free to try something new.
2. Mictakes are expected and they help to train.
3. The learner sees the effect his skills achieve.

e The training group helps him to perfect skills thmgh con=
structive criticisas.

Thus this procedure essentially turns & group into a "practice”
Session and 1s to be used over & period of several meetings.

lMany dencminations heve recognized the value of the see and do
method, long practiced in secular educztion, end have recently produced
Isadership or 'eacher Education Audio-Visuel Kits that ere wsll worth
using as part of leboratory training. If at ell possible & loecal church
should send at leest one or two of its key leaders to a good leboratory
training school cach year. Our own Synod has LSV schools, Youth Workers
Conferences, Worlshops, and Seaminars, ¢tc. for our use.

Persons attending such leboretory training centers can bring hare a
vision of the possibilitles of such a sckool and how & similar though
saaller one might be set up within their home congregation. 0

10. Field trips

In a2 recent menual put out by the National Association of Community
Chests, editor Poul McFarlend pointed out thet the meeting or group

39"r¢ People Want To Change," by Issue Comnittee on leadership
Training, Adult Leadership, II (Juue, 1953), 7.

4Oy, poster end F. Hyde, "On-the-Job Training," International
Journel of Religious Biucation, XXVIII (Mey, 1952), p. il.
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"comes out of its ivory tower wher it edopts the community eround it as a

laboratory by means of thic prooednre.""ﬂ- This is precisely the purpose

of a field trip--to give first hand experience, through observation, for

vorking at group problems.

Projects, such as the setting up of exhibits, also nay be classified

in this procedure type, as well as "verious kinds of fact-finding end

study-action research."i2

Church groups of all eges can engege this procedure into their

meetings after visiting other ciurches, child care institutions, courts,

towm couneil neetinge, political gatherings, housing projects, Old Folk's

Homes, charitoble institutions, ete. Always it is more vorthwhile if

some definite purpose is behind the trip--perhaps to the benefit of the

Place visited.

Issential ctepe in planning and conducting a Tield trip ere:

1.

2.

3.
k.

Se

Confer with your hosis. *

Deteiled errangement of tour.

Assigmuent of "guides."”

Briefing on place and purpose of visit.

Time scheduled for evaluation or to epply what wes observed.%3

Fleld trips, to be purposeful, should (on the same day) allow for

time o0 exchange ideas and impressions through discussion groups, or even

¥4, p. Kritsuacher, "Coue And See," Aduli Ieadership, II (October,
1953); Ps 19.

he!ﬁﬂm, E;P_- .Q_EO' De 28-

43xritzmacher, "Come And See,” p. 18..
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through scmevhat formal reports.’* Thus & group can relate its £indings

end cbservance towerd positive zciion in group assembly.
C. Techniques, Their Ixpiensbion and Use
1. Buzz ieems ("Phillips 66")

This technique involves the division of a group into smaller sub=-
groups for o limited period of time with = specific thing to be done.’5
Several sub-groups of epproximetely four to ten people ere drawn from a

larger group or sudience--to engage in intimate conversation concerning

the problem et hend.

Buzz groupe usuelly report their thinking or recommendations to the i
total group by asking cne person to sumerize their diseussion and to i
Indicate minority es well es majority c:rp:l.n:I.on.‘*6 |

A version of the buzz group was evolved by Professor Don Phillips of
Mi.chiga.n State College and niclmemed the "Phillips 66 technique." The
audience bresks up into groups of six each, end "buzzes" for only six
mimites of lively diecourse on & proposed project.iT

‘J‘.'b'.e "Buzz" technigue 1s e practical wey to get each member in the
group to participate. It is extremely versatile and can be coupled to
elmost any other type of technique or procedure. An imaginstive leader
could figure out indefinite weys of usihg this technigue.

"'hmlhn’ &I _c_jﬁ.' Pe @n
hsLi‘ttle, OD. _cl‘lg_., P 38.
4carver and Snith, "A Lexicon for Leaders," p. 25.

$T1bia.
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To mention but a few useges:

1. BRefore s speech, to get the members set on certain questions
they will ask %e spoaker, or certaln pointc each buzz division
will look for.

2. As an introduction to a round table.

3. .5 a socielizing technique %o get people interescted in the
meeting, for serticipation, or to g;ir up those shy individuals
who willl talk in smeller seguents.

4. At ths end of synposiuns or workshop sessions to get reection.
2. Vork teans

The Work Teams technlque, like buzz teis, results from the division
of & group into smeller sub-groups. However, work-teams stay together
for longer periods--frequently from twenty minutes to one hour, although
they do not teke up an entire meeting.

Work tesms are different from buzz teams whose duty usually is to
get fece-to~face participation or stimulste individual interest in the
over-a2ll problem, not to solve parts of it. Work teems also differ in
thet they frequemtly use resource persons who have extre insight end
experience. Their work is narrower in scope, allowing for more concen=-
trated thinking. The members of eech team work intensively on particular
problems within the limits of the over-all problem.’0

In a Bible study instance=--2 leader mey first have a discussion oa
background materiel for orientation of a certein book the group is

k8Litt1e, op. eit., p. 39.
%9xun, op. eit., p. 23.
0calver end Smith, "A Lexicon for Ieaders," op. eit., p. 25.
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studying, end then ask several work tesme to dig into the more hidden
problems of some pescege which is important to that discussion. After
twenty minutes, each work tean moy present its findings, and & general
comperison end discussion should follow.

Work teome mey be used in comnmection with eny report (e.g., from a
Research team) for the purpose of collecting, or@nizmg, or interpreting
verious phases of the informetion thus received.il:

The pactor should be awere of the value of this technique for in an
actual “"doing" situation such ss this, people are sble to:

l. xreceive an active role, nov "pessive" participation;

2. becone more adsguete group workerss

3« chonge toward better human reletions with fellows through work

participation.’i2

3« Reseerch teoms

When individuels or small comnittees in & group follow up the
session by further study and research outside, then report on their
£indings, they are using the reseerch tesm technigue.’3

Often the use of "resource” persons, (experts in their lipe) is
included in this technique. These experts dpé be brought in to give
specific informetion when it is needed.

“Experts," or reseerch teea reports, can be brought to groups on

slmttle, Op. c:l.'b-, P k0.

52parl C. Kelly, “"Mman Velues in the Worishop Technique," Adult
Leadorship, III (June, 1954), 5.

53Little, op. ., De 50.




92

tepe recording.5% Their reports should be reloted to the purpose of the
group by some epproximate introduction, eund used in some follow=-up
discussion. For insteace, if a missionary was to be brought in as e
"resource” person on religious conditions in Indie--questions might be
prepared in edvence for explanation by the lecder.

A "discussion-group" nrocedure might e2lso be en aid in helping e
resource person to glve an interesting report, rather then a dry lecture
thet feils to reach the interests of the group.’?

L. Role pleying (Socilo=-Gremz)

This technique involves "ecting out" situstions that give oppor-
tunity for one person to understand another's point of view--to see
things fron "ineilde out” es it were.5® Sumsery and evaluation are ex~
pected to follow.

Tie "neuness" bes been criticised--but forms of pantomime or re-
lieorsed dremetic expression, were used in the church of the Middle Ages.5T
However, this techmigue is nob usuelly e rebearsed drame using o pre-
pared seript. It is most effective when it is spomtaneous.56

These steps must be followed:

1. Define the problem end describe the situation.

51"3316.-, De 56-

25p. Anderson, “Us:l.ng Resource People,” Adult Leadership, IV
(Jamuary, 1956), 23-

56.[.‘11’-1‘.16, OD. eit-’ P 51-
STM’ Op. cit., D. 21,

58Little, op. cit., p. 51.
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2. Hnve group decide what type characters be portrayed.
3. Instruct the players vhat to portrey.
L. Act out the scene.
5. Cut, vhen "idea" 1s expressed.

6. ‘Heve group members eveluate, snelyze, end give solution to roles
ployed. {(Use discussion procedure or "buzz" technique.)

T. DReplay the ccene, if necessery .29

The role-pleying technigue (often referred to o2 éoeio-nrm) is not
to be an "enterteining-breather" in the meeting. Remember, thet the
chief purpose of the role pleying idea is to clerify the understanding of
disputed issues, or by pointed questions after the portrayal of & p:"obm,
o gain inpight into the exieting situation end the end in view.60

5. Evaluation (“Feedbeck")

When o group tokes e way of finding out how they are getting elaong,
waot they have done, and whether their actions and behavior faithfully
carzy out their intentions, they are getting "feedback," or using the
"evalvation” technique .Sk

Evaeluantion may in sone uses be compared to that of e review lesson
or test given to & class.

There are essentially four kinds of evaluation:

1. Evaluation of goals.

59mlhn, ﬂ. sij_-, De 220

60grace Ievit, "Learning Thru Role Fleying," Adult Leadership,
II (October, 1953), 10. R vy

51Ib:ld.., De 250

R R O RO




2.

3I
L.

sk
Lvaluation of achievemenis.
Evaluation of group growth.
Eveluation of personal srmrbh.ﬁe

This technique can have tremendous velue, but because group self-

eveluation is likely to show up scme of the limitations of group members,

it is dangerous when misused.

Some auxiliaries for using this technigue 1o greater beneflt are the

following:

1.

2.

Se

Group-discussion, either a2 general conversation type situation
expregsing all views, or buzz groups to get "feedback."

Pogt=necting reaction sheets To be hended in et The end of &
meeting uneigaed: aquestionnaires, opinioneires, reesctiorn polis,
objective "true-folse" lists, ete.

Use of an obgerver to look for certain pre=discussed problens,
or who, by the pemiscion of the group may report oa mdividual
endeavors .

Listening tesns, vhich observe the cliuate, cohesion, etc., of
the totel groupe.

Tape~recording of on average session may be plwed beck and
Judged--ond mey be fun, or maybe not!l .

The most important vesult of this techn:l.q,ue is when concrete

rositive action develops out of all the talk. Use of the Work Team

technigue immedietely Ffollowing evaluation is a fine ides. For they can

study, interpret, and present solutiocns 4o the assembly=--and thus use
"evaluation” to good advantege.63

621.1.1'-1:18, 220 citu’ De 60-

G3Robert A. Luke, “Evalustion,” Adult leadership, IV (Jamary,
1956), 29.




CHAPIER VI

PRACTICAL APPLICATION WO CHURCH WORK

Thus far nothing has been done to relate ell the theory, mechanics,
and principols of Group Dynanics in e totel, practical way to church work.
Thie chapter shell moke such en atieupb. The writer feels that theory
con best be seen in relation to practice thri the "eye" of actuol real
life cese.situdies, os others heve epplied group dynemics to their ciuxch
work. Devid Livingstone used to sgy that "the end of the exploration is
the beglaning of the cnterprise.” So here, we feel that the actual
epplication i the imporbont thing.d

Ae Four Mejor Situabtions in using "Dyncmics"
1. Complexity in opplying group dynemics

As we exomine the noture of the mmen group we cee that this cluster
of humen beings is actually an gperationsl powsrhouse! In an sctual
neeting people pool interesis, experience, skills, and personelities in
en upwerd thrust that developes purpose and meening.2

But the pastor or leader can geln purpose end meening from group
Mcsmwmmmmammmwmm&nm,
end thei these factors will ceuse group problems which must be solved by

lpeul F. Dougless, Workshop Wey iz The Chmrch (Hew York:
Associstion Press, 1956); p._l,ﬁ.2 mas

21bia.
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patient treining. Croup dynauics then, in "real 1life” can be complex « « .

and the gpplication of its procedures, technigues end theory will not or
con not be used in such oxrderly or systenablc feshion, as 1t mey be seen
in print. ‘

The cese studies presented here demonstrate, "between the lines,”
that leader's awereness of this cauplexity, and thus his use of yvaried
prineipals, techriques, cad procedures in o single meeting.

2. The four "proolems" or situations

From the study of this thesis it appesrs that the pastor who uses
group dynamics should "pee," among other sppllcations, at least the
follovwing four situctions. These ere of primery importence in ectual
practice:

1. Group dgynemices in guiding individual-member difficulties,
concerning negative and positive types.

2. (Group dynemics in _providing gkills end training, e necessity
for problea mmumber three.

3. Croup dynaaics in supn..;,ri..g Fole uat:l.sfac'hion, envolving all
menbers of the group.

ke Group dynemics in resolving group difficulties, by creative use
of conflict.

B. Caose Studies Visualizing these Situations

Therefore these four cese studies heve been aelemdf-nnb et randon=-
but purposefully in answer to the ebove listed problems. All of them ;
ahwampleuseofmmwofthagﬁndples, procecdures, and tecimiques

discussed:
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CASE ETUDY Ho. l.--"Individuels in Dynomic Participation”

Understanding the psttern of participation in commection with
neture end immeture individusl performance is basic. The pestor should
be avare of +the many types. of roles individusls escume when in a meeting,
as we have discussed then in chapter four.

When the pastor or some of his loy leeders ave aware of the influence
mature members can haove on the immebture, end how the "few" cen guide the
rest toward character growth or group growth, then they are ready to
epply or perhaps are already applying Group Dynsaics. For, as we learned
in chepter three, "moral character is partly & group phencmenon."3

This case study illustrates cleerly the interaction of noture and
immeture perfomnence. Hote that the "proposer” has developed fer along
the roed to meture purticipation. Observe elso that the PASTOR is in the
background--where he should be now. For the meeting belongs to the
members! He is only e "spirituel guide" here--and lmows (cf. chapter
four) that leadership is a "shared process.”

X-Ray of Mature end Tnmature Role Perfommence

An edited excerpt from the verbatim transcript of e meeting gives &
picture of a group et work as the nembers--mature and lmmsture=-
play their roles:

cer: The question I wish to ralse relates to the wisdom of
developing a completely graded Bible cless program for adults. I
realize that thic question raises a query as to vhether we can

3mugh Bertshorne, Character in Humen Reletioms (kew York: Charles
Seribner's Soms, 1932), p. 301.

¥Dougless, op. git., pp. 115-21.
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improve upon our present cless orgenization. I wish to move that we
appoint a comittee to study this subject end report back %o our

next monthly meeting.

Those of us who have been thinking about thils subject believe that
such & greded program for adults wlll increzse the attendance at the
Bible cless, and provide o more desiroble service of instruction to
all adults. Also it will revitalize and decpen the religious under-
standing end devotlionel habits of our people.

The Church council, together with our PASTOR, heve studied this
wetier, end we believe that e graded progrem for adults will involve
more men and wanen in & more spiriitually productive way in the
activitles of Chvistion educabtion.

Chairmen: Your proposal 1s that we eppoint a speciel camaittee to
explore the possibility of developing a complately graded Elble
class for adults. Do I hear e cecond to the motion?

(The motion was seconded; discussion proceeded.)

Blocker: I con't cee any reason for passiig this motion! Vet
good is it going to do us, any way?t

Proposer: If I moy, I should like to sy & word gbout my motion.
Cur clesses have becone unadapteble affairs. Thsy include members
of both sexes and all ege ranges. But adulthood is not just ome
uniform status. In each life cycle people have a gpaciel life
interest. Within this general pattern of adulthood there is need

for smeller groupings.

My motion is based on the ides that Bible study opportunity for
each individual should be in a cless large enough to challenge him
and his teacher but smell encugh to meet his individuel spiritual
needs. Ranging sccording 40 oge is proven &s a good plan. Nomaelly
the adult interest spans a ten-ysar cycle.

A wider spen increases the difficulty of teaching and makes indi-
vidual learaing less effective. It is for this purpose that I have
made my notion. ;

(The discussion proceeded.)

Clarifier: Iet me see if I understend your proposal. Your idea is
to breek dowa the Adult Bible class into smaller groups based on age
ranges .

froposer: Yes, you have sumarized my suggestion correctly. By
taking such a step, we will interest more people and better serve
their ppiritusl needs. ‘

B W T S T —
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Bendwegon Boy: Sounds good to me. Iet's try something new for a
change, how about it?

Rindfish: WWhat's wrong with our present orgmizc'.ﬁon? ¥hen somne-
'bhing is going good, why upset the applecart?

Playboy: As I was saying, Sunday School is the only educational
insvitution people never seem to graduate from. Why not give people
8 rest and let them listen toc the TV?

el : Isn't your prorosal & reversal of the whole philosophy of
the Sundzay School movement? . Isa't it a right-sbout-facs? I should
like to balance the reasons for a change egainst maintalning our
present progras.

Propcser: The reason why I have suggested the consideration of a
graded adult program is because there 1s reason to believe that such
e program will reach more people with greater spiritusl effective~
ness. I konow that we are doing a very goocd job now, but I think we
can do & better one, that's all. We have learned e lot ebout
Christien education in the last 20 years since the organized adult
class movemcnt storted to roll.

Dodger: Tt sounds like e new-fangled idea of the nev pestor to me:
What do you think?

Mediator: Mayhe he has gome ideas that we ought to considsr.
Blocker: I°ll tell you one thing. I know that Bill Scimliz will

blow hie top and get out of the church if you breck up the cless he
is teaching.

Gatekeeper (or PASTOR): I suppose our standard to judge by here is
what kind of adult orgenizetion will help people most to find and
know Cod and serve him in their daily lives.

Ixplorer: #Am I correct in thinking thet the graded adult program
would require more teachers?

Blocker: Where are yo: going to get them? Schultz has been
teeching thot class for tulrty yeers, end I don't see anybody in
line to take his plaee

Blindfish: Itlookstomaasifeve:vthingissoinsgoodm. Yoy
notletwel_enmzsha.lone?

Blocker: Is there any reason to breek up the cless? There were
fifty-six out last Sunday. Arven't they satisfied? Aren't they

happy? Way disturd us? I'm in the class and I intend to stay in itl
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Proposer: I would lile to answer the guestion chout the need for
more teachers. Yes, the graded aduvlt progren would require & lot
nore teachers. I em confident that they con be enlisted and also
vrained.

Zopolorer: 0Oze more uestlon. With more clesses, would wo nob
require more classioan cpaca?

Elocker: Uhere's the money coning from?

Proposer: VYes, we would reed more education spece. That is onme of
the provlens for us o think through in relation to the proposal.
Pergonally, I feel that it ie encouraging to think thet we shall
necd more space for our Erowving program.

Eplorer: Iet me ask this question for my own informmetion. Has
this groded adult progrem been ebiempled enywhere in our vielnity, |
end if so, whet recults hove been experienced? 1‘

Proposer: The cnswer o your question is that St. Merk's Church '
praded ive edult department lest year. i

Dplorer: Just one other questicn--if I moy. How would you divide
up ohe cycle of adulthood by classen? ;

Froposer: In tou-yeor spons, say 25-39, 35=45, 45=55, ete. I a
think wve should study cech of these groups to determine thelr needs |
end interests. Adulic heep growing and thelr needs keep changing.

Hind®ish: I don't understend the reason for all this discussion.
&3 John seid, there were £ifvy-sir out Sundey. That sounds pretiy
good to me. o other church in towm hed that meny sdults out to
their Bible Class!

Dubbler: Well, sometimez you bave more out, and sanctimes less,
but therc's alvays & good ottendonce. (livte this one!)

Gatekeeper (or PASTOR): Our real concera ic to £ind the kind of
orgorizotion that will permit us to understond more fully the love
end grece of God woriking in it.

Formilotor: I think the proposel hes merlt, but if it is hendled in
the wrong way, 1t could blow us sky high. Vhat would you ell think
of ‘Inviting ©o the next meeting of thils comittee the adult leaders
to heor our neighbor, the superiniendent of St. Merk's adult
division, tell about his experience with multiple units end greded
clesges for adults?

Proromer: That ceexms to me to be & good suggestion. ILet's look
into the proposal. I mowve that we invite the St. Mark's super- -
intendent to our next meeting. I nmake thet as en smendment to the
motion before us.
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Syathesist: What you are suggesting, Harry, is that we examine the
experience at St. Mark's es the next step in the study of this
proposal?
lediator: OFf course with the understonding thet the pastor, super-
intendent, and adult class officers exe here. We want the people
involved present vhen we discuss the subject. I sure that by the
proper epprozcih we can work out whotever is best for the church.
Sone of uo can't obeorb these revolutionary ideas all at once.
Getekeeper (or PASTOR): We have a common purpose. . We ere trying to
find the most effective way o experdience Cod in our daily life. And
I em happy 4o see that we ore striving in o meture way toward thet

& .

{"™e motlon and amendment were passed.)
CASE STUDY Hoe 2e==" ratory training in Church"

This study demonstretes the wonderful results of adepting leboreatory
principols to e single church, or for cmg.’egatioz;al use only. District
supported "retreects" need not be the only way!

Hote that in this experience the evaluation technigue wes used to

d adventoge, thru e good procedural set up. This combination of
leboratory procedure, plus en evalustion technigue, together with s
knowledge of group dynemie's principels, no doubt accounted for much of
its success. :

The pastor who uses this procedure also for training his lay-leaders
end workers, should hove no lack of gkilled workers. For meny will have
both seen and performed, thru leb training. Skill in leadership and
group functioning 1 perhape es important as teacher training. For
chiefly thru leadership training are groups led to produce such results

as are shown in these cese studies.
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They leern to Teach By Watchingd ‘.

The one-~day demonstration school has proved to be one of our most
effective woye of training church school teachers. Actually it is
a four-hour leborabtory school in vhich ell leaders are volunieers.
The school is held in the church on Saturdey, which seems to be the
beet day becouse the children who will be port of the leb training
are then out of school. Aleo the men can then cone in goodly
mmbers. Incidently, inereasing numbers of men eve participating
in the teaching work of our chureh beczuse of this type of school.

Ths firet unlgue fexture of our schools is that the demonstration
teaching is done by the teachers of the host church with their cwan
children In their nomeal situations. .Another feature is that other
volunteer lay leeders fron cutside the host church, one for each
demonstration group, are brought in to observe and to guide the
evaluetion period. These ere persons with speclal skills end
training for this pert of the program.

After cxperimentetion with veriouws schedules, we have found thet a
shortened and lightened schedule gets the best results in this type
of school. The schoole are held on Saturday, regilstration be-
ginning ot 9:30 c.a. A6 9:00 a.n. the children are gathering in
their demonstration groups in presession activities and all observers
are topether for a brief worshlp and orientation. At 9:15 observers
go o their respective sge groups for further orientation by ome of
the demonstration teachers. The demonstration session itself (the
actuel ls=b training), as near like the usual Sunday session in the
host church as possible, begins at 9:30 and runs until 10:45.

A full half hour of recess comes at 10:45, vhen coffee and doughnuts
ere perved. This break is highly important, as 1t gives time for
fellowship and for comparing experiences which improves the evalu=-
ation period to £olldw. The children (not the adults) are given
refrechments cnd then sent on their way home. Evaluation in the
groups begins at 11:45 and runs until 12:45, closing with a brief
worship in each group.

o

In the orientation at 9, for the entire group of ocbservers or
"trainees,"” they are told the nature of the school, its "history”
and relation to other phases of our leadership education progrem,
what its purpose is, the schedule, how to behave as observers, some
tips on vhat to look for. They are advised that the school does not

.

5H, J. Sweet, "They Learn to Teach Ry Watching," International
Journal of Religious Biucation, XXXIII (October, 1956), 2i-28.

-
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pretend to demonstrate "perfect” teaching, but to show whst compe~
tent teachers can do in o given siltuation when they are adequately
Prepored. They ore asked to look for prineiples, o eppraise
procedures in the light of the sitwation, o think in terms of
adaptation and not of adoption.

In the orientetion for the particuler group, or. "guinee pig" cless
viidlch they will observe, they are told something of the preparation
‘the teachers have made, the purposes which they have set for them=-
selves, the provlems vhich they fece in their porticular situation,
the leszon, activity and worship plans which they are seeking to
follow, and what they hope for on the part of the observers.

The curriculum used is that being used regularly by the host church
and the observers. The lesson is for the Sunday following the duy
on which the school is held. Children ere invited to perticipate in
limited nunbers, ebout 10 to & class, o avold any confusion.

Junior high is included with very good resulis. One thing has been
chundently »roved: +the boys and girls of any age are not one whit
disturbed by the presence of sometimes oo many as 25 observers in a
group.

by e

The evaluation period is crucicl. We have glven much attention to
how %o make it crestive and a real stimalus to growth. We have
developed a corp of skilled leaders for this purpose. They are
cuccessiul teachers presently teaching the same lessons in their owm
chuich schools. They have been given help in guiding a group
process, laterpreting cuestions, keeping discussion on the track,
discerning the main issues from the spuricus.

The value of the chief evaluator, acting as a chairman with the
demonstratior teachers s a sort of PANEL, is feirly obvious. &he
has been o trained observer with & sgpecific purpose during the
demonstration. -The demongtration teachers do not need to worry
cbout the evaluation vhich is to follow. They will not be “on the
epot" and are not likely to be on the defensive. For all members,
both demonstrators anil observers, are reminded thet persoms learn
fron mistekes and feilures as well as from successes.

The observers thus have more of a fellow-feeling and ere more
objective when thes focus of their questions, criticisms, and coanen-
dations (21l of which ere encouraged) is toward this "new f'
chaimmen rather than the demonstration teachers. Ko one is'an .
"expert" in this situstion. It 1s a group of fellow workers seeking
the truthi And the straining. lsboratory has helped them to find
1t. BSaid one young minister afier a recent lab school in which over
60 edults participated, "It surely showed vhat a single averaged
siz;gclmrchca.udofortheﬁminingoeits teachers and ley
WOriers.
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CASE STUDY No. 3.-="Role Satisfaction Thru Panels"

In the current theory of Inman relationships the "role" is "the
chief social consideration,"® and thus it becomes one of the most im-
vortant factors for the pastor to coﬁsider in applying group dynamics to
chmrch work. You recall from ch#pter three that "role aat:l.s;:a.ctinn" is
supplied vhen o "functioning position 1s occupied by an individual in the
working program of & group."l

Obgerve how perfectly the leaders in this case study put this
knowledge to use in their church program. The tremendous results stated
by Mr. Wunderlich ere the fruits of this kind of progreming. Note also

how well PANFEL discussions were used in connection.
! Stewardship Club Stimuletes New IifeB

Esrly in 195% our old church in this suburb of St. Louis was

beconing unsaefe for large crowds. In order to create interest for

& new ediflice, e few fersighted individuals of the congregation

started & "Strive for '55 Club." The club grew rapldly end

| succeeded in its goel of ‘having e new church building program
started early in 1955.

After echieving this aim and arousing greater interest of our
members in their church, we thought it foollsh to simply disband
the club. Ve decided to change the neme to St. John's Stewardship
Club . . . and continue the good work.

Since the orgonizetional setup wes elreedy there, 2ll that was
missing was good program. In looking about for various materiais

6persons end Shils, editors, Toward a General Theory of Action
(Cambridge: Herverd University Press, 1951), passim. -

TIbid.

By. H. Wunderlich, "Stewardship Club Stimilates New Life," A;ivanee,
III (September, 1956),'11-6. ¢
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In the first meeting the

filn-gtrip celled "The Glad Church and the Sad Church” (from CPHE)
Ther & copy of the booklet “"Measuring Ourselves,” £izst
Published in ADVANCE in February, 1955, was given to every one

was ghowa.

presenv.

Theso were very profitcble for they leid the foundetion

of a nine-month cducationel program.

Ihe elight headings of Worship, Public Reletions, Education,
Bvanpelien, Stewardship, Administration, Property, and Coals which
were described in the £ilm end the booklet were then explained.
Bight leaders or moderctors, one for each subject, were chosen and

essigoed to a particuler part of the rooa.

The people in attendance

were given their choice of joining in eny of the groups for "buzz”

cegsions axnd digcussion of that subject.

Each leeder was given

Instructions to get his section organized, informed, and activated
in preparction for precentetions in later joint essembly meetings.

MONTHLY PROGRAMS

Each monthly progren ves planned to provide ZFor e penel-discussion
fron each of the eignt groups, which would give & clear picture of

the explanction and purpose of their aree of endeavor.
speckers were invited to speak on the subject under discussion.

Guest
Tha

penel unenbers were given specific subjects (from the booklat) to
present, with the moderator eliciting guest one from the assenbly.
In noat instences the PANELS came forth prepared with facte end
figures 2s to whkat 6t. Jolm's is doing now, what should bte doxze ©oO
inprove any week factor, end hov this improvenent could be eifzctod.
In order tc keep the congregation informed on the topics under
discuscion, o speciel insert was placed into the Bunday bulletins
Preceding the meetings listing the subjects to be discussed, the

moderator, the penellcts, end the guest speaker.

The clud

atiendence grew from month to month.
The progrems elso included soze "singing sessions” to provide

breaks.

The progrem usuelly ended with light refreshuents and many

an wplonned busz session eround the cake, coffee, and ice cream.
The topics of discussion as they pertained to our local situation

"The Gled Church end the Szd Church”

were:

Meyrs
Jung: PFengl Discussion,
July: Panel Discussion,
Ang.: Panel Discussion,
Sept.: Panel NSMBion,
Oct.: Penel Discussion,
Tov.: Panel Discussion,
Dec.: Panel Discussion,

VIAD [APPEINED

ggggese

"Public Relations"
"Eucation"
"Worship"

:: lim" L)

Stewaxdshlp
"adminictration”
“Goals for '56"

Fhis progrem mede deep impressions on the members participeting:
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It provided en enlightened, interested, and ective group
of people to participate in any project of the church.

This group spearheaded a $100,000 fund-raising project,
which was over-subscribed in cash and pledges.

It geve many people an opportunity to witness for Christ,
thru these penel discussions.

Mony of them beceme bebiter acquainted as they organized to
get facts and figures cbout St. Jon's. Many of thase will
be of inestimeble valus for future programs.

It geve impetus to meny changes in the constitution enéd by=-
lews of the congregetion to improve edministration. Ivery
resolution presented to the voting body was accepted. - -

As & repult of the July presentation on "Education” many
new tecchers were brought into the Sundsy School progrem.
This was so0 vital in & growing congregation!
Contributions for Synod's work increased noticecbly.
Church atitendance rose 0 a new high.

The club has organized a canvass of our entlire area in
preperation for the caning program of the newly developed
PIR Mission.

There iz a noticsable increase of interest on the part of
the members In gll the ectivities of the chureh.

Surely the Holy Spirit hos used this means in the service of the
Gospel 1o enoble the members of our congregation in the cecond
ceatury of its existence to carry on the Iord's work with a much
grecter zcal.

CASE STUDZ I'os 4e=="Catalytic lLeadership in Action"

Of the four problems under observation, GROUP probleme-solving is

perheps of most importent concern'to the pastor in his meeting work. It
is the writer's opinion thet the éouowug case study (by e lMissouri Synod
pestor) demonstretes an answer to this problem in & superior way.

Oboerve the underlyling kmowledge of group dynemic theory end princi-
pal at work here, Rev. Lessmaun's keen insight into adult behavior, end
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his sense of tviming in applying procedures. IHote also his proper choice
of procedures, in using o SHMPOSIHRI fcr this type of prob].an
Here you see vividly a perfect example of truly "catalytic" leader-
ship in ection--os we discussed this process in chepter four.

ROW FES“ LUTEERAY CHURCE OF TOWSON, MARYLAND, BECAME A
P-SUPPORTTHG CONGREGATION--A STUDY IN. PLANNED
cm-ao DYNAMICS WHICH PRODUCED A DESIRABLE CHANGE?

;fi“m. Lutheran Church of Towson, Maryland, ue.s a campara.tively amall
"migsion” congregation of epproximately eight and one-half year's
ctanding. As o miccion 1t wos receiving & monthly financiel subsidy
r-*.njngb ...nymarc. fron $300.00 per month et the time of its inception
in 1945 down to $150.00 per month in Decsmber of 1953.

A8 e little chlld growing up must eventually reach maturity and
independency end asoune & normal, responsible;,. productive piace in
coeclety, 50, in the opinion of ths writer who has served as ninisier
of this congregation £from the beginning, it was necessary for this
chureh o becone gelf-supporting--snd the sconer the betiter. Some-
times chilldren do not want to "grow up." It is so much casier to
remain o child, dependent upon someone clse for support and for the
2eking of decisions. The some can be sald of a young church. It 1s
oo much easicr to remain under a Mission Board, relying upon it for
support end “"esgists” and the determination of programs and policies.

This letherglc, reluctent, dependent, almost fearful " I-don "t-want -
to~grow-up" ettitude wes quite evident in the congregstion. Year
after yeor the guestion of cutting the subsidy wes brought up, and
elthough the congregaetion each yeer had experienced a sizezble
growth in membership, very rerely did it dare to cut the subsidy
more then ten to $25.00 &t e time. Meanwhils, the "child" was not
egguning its rightful responsibility, wes feerfiul of walking alone
too soon, and conseguently could not reach its iuwll potenticl of
productivity.

The metter loy dorment until the Fall of 1953. The writer hed
received o call to another church, and this congregetion realized,
that if they wvanted to keep their pastor who was anxious to stay . « »
they had better do something fast. At this time the Finence

9Paul G. Lesemamn, "How First Lutheren Church of Towson, Meryland,
Paceme & Self-Supportiag Congregation=--A Study in Planned Hunen Relatioms
thich Produced & Desireble Chenge," umpublished manuaeript, by Rev. P. G.
Lessmenn, 1421 N. Avber Fl., Feoris, Ill.
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Comnltice mede its customzry study of financiel possibilities for
the coning year and begen prepering its 1954 budget. After careful
calculation of the pest and proyerful consideration of the future,
coupled with encoursgement and pleese by the writer, the committec
cama forth with the earth-shatiering conclusion end recommendation
to the Clmrch Council that gll gubsidy eshould be eliminated be=
glaning Jammery 1, 195k, end thot the congregation should declere
itself self-supporting at that time. Much of this decision was
based on sheer faith, rather than cold calculation, since it was not
actually Imown whence same $1500 of the proposed budget would came.

The recammendation wes brought to the attention of the Council in
Hovember. An eubire evening of discussioa pro and con wos devoted
©O the subject, and when the vote wes teken, it was equelly
divided....the chaixmen casting his vote to break the tie in favor
of self-support.

o e

It wves et this point that the pleaned GROUP DYHAMIC principals came

1o the fore. ron the Church Council it is necessary to bring all

matters of business before the entire voting membership of the

:g:@egation. It was decided to c2ll a special meeting to present
nacter.

Realizing thet severel men on the Council who opposed self=-support
were eloguent speakers, and et the same time consecrated Christian
laymen, highly respected In tbe congregation, whose opinions et thias
speciel meeting would undoubtedly bear great welght, yet recognizing
at ths same time o certain amount of hebitual conservatism end lack
of vision end unwillingness to venture forth on & greater challenge
of faith, the writer decided that careful planning wes necessary fcr
thic lerger meeting, or the ceause would be lost. At the time
it wae quite obvious that if o favoresble deeision were to be
rendered by the group, it would be necessary that the decision be
unanimous, or et least neerly edo. If it were not so, though the
recolution of self-gupport might be adopted, it might not be
supported whole«heartedly in the forthcaning year.

Juet sbout this time the writer wes citending o Croup Dyncmics
course at John's Hopkin's University. In this course, vhich touched
also "humsn relations,” it was clearly demonstrated, in theory end
pracéice, thot "argument with him (the objector) may just make him
fecl worse ebout himself, and therefore meke him fight herder. The
best epproach is for tbe rest to show him they respect his ideas,
even though they may not agree with him." Also it becemes quite
clear thru this eourse in Group Dynamics, that it is extremely
importent, (for group unanimity) to list all feects and opinions,
prefercbly on a chalkboard, through & "recorder.” And over end
ebove all, it beceme clear to the writer that it would be desirable
to glve the "conscientious objectors” the fullest opportunity to
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express ‘themselves, without any abtempt to mpress or belittle thelr
opinions and idsas.

Accordingly the following plan was born. The writer, having
consulted with ‘the President of the congregation, whaan he urged to
be coupletely democratic and unbiosed at the mesting in his presen=~
tatlion of the case, selected the two most eloguent objectors
together with the two most convinced devotees of self-suprort as &
panel o present both sides to the Voter's Assembly. This hereto=-
fore unhesaxd of course of action at & meeting of this kind wes "
readily cgreed upon by all concerned, and so the meeting began. And
the SDMFOSIR{-FORUM PROCEDURE ccubinetion became the medium. Both
sides of the picture were presented very capably, both in fact and
feeling. Two separabe chalk boerds were employed to list the perti-
nent points, one hoard for each gide. After all four members of the
panel had spoken, questions from the floor were permitted, and were
reasdily volunteered; thereafter additionzl coments in the fom of
fect and opinion were solicited from the f£loor.

FIEEEEOHEE

Finelly the time had errived for the vote. At this time the writer
asked for the floor, and in his edvisory cepaclty urged that IF &
najority vote should be cast in favor of self-support, =nd should
such a majority be only a smell one, the essembly should reverse its
decision and ride with the minority, because total cooperation would
be needed in such a large matter, and a small majority would hardly
be indicotive of o successful endeeavor of this kind at this time.

In other words, the writer asserted that we were not ready for self-
support and ocught to postpone the issue for another year IF only e
emall mejority vote should be casté in favor.

The vote was token. Sslf-support was the decision by a mejority vote
of sbout seventy-five percent. Naturally the question was then
raised to the writer as to whet he had in mind by s "large enough”
majority vote. The writer placed the matter right back in the hands
of the group stating that in his opinion this minority ought to rule
if the minority honestly felt that we were unready for self-support
and could not put their heart into the program., The result: one

by one the "consclentious objectors" essured the group that they
most definitely would support the progrem with all their strength
and ebilities....First Iutheran Church was on its way!!l

Without discounting Divine Guidance for one moment in this matter--
end the group as a group did seek the help of God in this momentous
Gecision--it would seem that the following sound principals of lumen
relations &g found in the study of Group Dynamics were largely
responsible for the successful outcome:

1. It is important to let the group decide for itself without
eny autocratic demands.
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2. It is importent to have en expreesion of opinion fram
everyone in the group, carefully listing all, and at no
time belitiling any opinion given.

3. It is important to realize the special adaptebility of the
various procedures and techniques of Group Dynsaies for
guch purposes.

L. It is inportant not to argue with opposition, but instead
to uwtilize opposition lteelf by giving it & promineant place
and opportualty of expreseion.

"R SOUND PRINCIFLES OF GROUP DYNAMICS, IN PRODUCING
A DESIRABLE CHATIGE, HAD WORKED."
CONCLUS I0HS

After o somcwhet thorough study of the relationship of Croup
Dymemies o Chureh wmeetings, it 1s the writer's sincere opinion t.he:b
There can be no guestion of its spiritual value.

The writer must confess when he began this study that he was con-
cerned chiefly with finding same methods or “gimmicks" which he could use
in 2 leadership cepecity-~to "hendle" such 4ifficult persons like “Joe
Blowhard and lery Monopolizer," for instence=--as they can literally
derail end hinder the importent work of God's Kingdom on earth, es it
teles ploce in chmrch meebings.

The writer realizes now the naivity of this type of search, but
feels thet he perheps ie not the only one who has thought of leadership
in this way.

Croup Dymemlics canplotely transcends this whole idea of "controlling”
or "menipuleting” others. If sclence wes ever the hendmaid of theology,
certainly groun dynemics 1s the handmaid of spiritual progress through
group worlk in the church. For it is concorned with the character growth

of both individuals and groups toward desired and valusble gocls, BUT IOT
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Il THE SENSE OF ANY "MEANS TO AW ED!"

The Seripturel doctrine of our church might perhaps very well adult
‘the usage of group dynamies, if it can be viewed as one of the gifts of
soclel science which God has given us. For it does not necesserily have
to be regaxded in a synergistic freme of mind, i.e., 28 2 spiritusl aid
or medium for the Holy Ghost to produce fellowship and Christisn love.
Some of the published meteriacles of the World Council of Churches come
dengerously close in suggesting such synergistic values to Group Dynemics!

But if we can adopt the uce of Group Dynamics in the LUTHERAN CHURCE
by regerding it oo o gift of God for use in His Cmrch (es printing, for
instance, was to the circulation of the Bible) then we can say that Group
Dynenics moy edeitiedly create the climate, ettitudes, skills, etc.,
which facilitotes the spiritucl growth of Christians es they interect in
the group work of the Churck. In ithis sonse, we mey even say that the
vractice of Group Dyasmics feirly "begs for the Holy Spirit” to came
dvell with the group end pour out his blessings, for in its ideslity
Group Dyaecmics mey cieate a perfect medium for the demonstration of
Chrigtien faithw-~through which faith, ond for which falth alone the
Spirit comes.

Mr. Tunderlich defended this point when he stated in his case study:
"Surely the Holy Spirit hes used this means in the service of the Gospel
%0 encble the members of our congregebion o carry on the Lord's work
with greater zeal."

Iet us speakmhamdmofhmwbiﬁtymdwﬁhm
divorced from spiritual values. A more subtle value perhaps is the
wderlying effect that group dynamics cen have upon both the individual
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end the group itself. The writer is convinced that 1ts principles can do
much for the pe rsonal growth of people in a psychological sense, who ccue
under its influence. Hmanistically speaking, it hess done much in the
development of charancter, personality, end unselfish endeevor for
Individuels ead groups alike. Perheps the individusl won't be aware of
1ts "dynemic" quslity upcn his person for several months,- but its effect
bas.been seen in mmerous instences.

The PAGTOR who uses group dynemics to guide him in his leadership
capacities will also reclize many secular values. For his work load may
be lessened greatly according to his ebility to use the concept of
"shared leadership.” Through laboratory training in the principals of
Group Dynemics, lay leaders may assist, or teke over completely many of
the seculer Guties. lMoreover, thinking in temms of group dynemlcs
enebles both leader and group to meke use of conflict in positive ways.
The PASTOR will nced to spend less of his time es erbitretor in voter's
neetings.

Mony leaders fall to meke use of the actuel potential to be found in
"creative" conflict, beceuse they do not understand true "catelyiic"
leadership. Yet CGroup Dynemics stands or fells on the basis of it, for
the principels of dynamics can be no better than the leader who uses them.
Use and understanding alweys go together. dJesus Himself used this type
of lea@ership perfectly in the followlng way--He was not a "manipulator"
but wes a@lso concerned with men's material welfare, personality, and
contentment. Especially in leading His disciples did He show His concera
for their persomal development. The PASTOR should remind himself that he
also is not only & "seelsorger,"” but like Jesus, he is alsd to be
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concerned sbout the progress of people in group relation--end how they
function boith socially eand psychologically--for their own welfare!

It is the wieiter's opinion thet & Christian PASTOR--once he is aware
of the potenticl of group dynamics--connot afford to by-pass its appli-
cation to church work, iIf he is truly concerned with doing the work of
the Kingdom to the best of his ability. It is hoped that the case
studles have portreyed the benefits of using Group Dynemics in Church
work cleerly enough.

It us ooy Jjust & word ebout the use of the meny procedures and
techniques discussed in the thesis. Tuhey of course are invaluable for
developing ond maintaining human fellowship, productivity, and interest
in meeting work. However, as pointed out previcusly, they must be used
appropriciely--not merely for. entertaimment, etc. The writer is of the
opinion that 1L is better for the .:I.ni.tiarte leader to use only & few of
‘the eccephcble techniques at first--to perfect his skill in epplying
then for metusl goal gain. Othermdlse they moy detract, not add! A very
few, such o5 role playing, should be used sparingly, if at all, for a
leader must be guite skillful if he is 40 use these few to good advantoge.

& One more caution the writer feels is necessary. The PASTOR should
remind himself that--like 21l "group sciences"--this one too has certain
principles besed not entirely on sbsolute seientific faet, but on °
relicble "probebility." In years to come soue of thece principles may
be proved wrong.

Only one ebsolutely relieble "dynamie," aftter 2ll is sald and done,
actually remains. For the Christian pastor, thet One is and can only be,
th: “dyna-m:l.c“ of the Holy Ghost.
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Chrigstiong interact not on a hfman:lst:lc selfieh basis, not from any
Inherent "group” dynemic (although this power may well be present also),
but rather from the Holy Spirit's "dyiimil.c" or power. And they do all
this cut of love of Christ! They must reaiize this, even g5 St. Peul did
in ;dvising the Ephssians: "Fit in with one znother out of raverence to
Christ" (Ephr 5:21).

S0 It is that vhatever relationship of successful group interaction
Christian's have, it is one vwhich stems from the dynamiec of ths
"Comforter”-~-for Christ! The following passages fram Paul, to the
Church, appeer pertinent:

For he is our peace, and hath mede us both one, and has brokean down
the dividing well of hostility, by ebolishing in his flesh the law
of' coznandments and ordinances, that he nmight create in himself one .
new man in ploce of the TwWo, 60 making peace, Eph. 2:1%f« « o« «
Rathex, Speaicing the tmthinlove, w2 are o grow up in every way
unto him who le the head, mtochrist, fron whom the whole bOdye « « &
vhen ecch part ig worl mnkes ‘gg_d._.Jg growth end upbuilds
itself in love (hph. '%Ezlysif. R

In this thesies we have discussed group dynsmic's theory as it might
Join the Church. It would be interesting to see a study on this subject
which comes from the other direction: How the Christian cl:mrch might
Join itself Lo the use of Group Dynamics! In plainer words, there

éppears & need for a study of Scriptursl doctrine as it might receive
practical epplication o group dynamics. Epbesiens might readily lend
itself to such an spproach end is obviously "loaded" with meny related
doctrines.

The need for the practical applicetion of Scriptural doctirine to
such practicel subjects es Gmp Dynamics mey well bé recognized by our
Clmrch. At least, consideration of this subject would not by any means
be unrelated! It is also the o],;xnm -+-4he writer and his sdvisor that
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research into the £ield of Group Dynamics on & mch narrower scale--for
instance, on a doctrinal basis alone--might well become the hapoy end
selutary study of some fubure 3achelor of Divinity or Master of Sacred
Theology thesis.
lay the Holy Splrit bless the study and use of this new group
Bclence in any fubure connection it may have with the Word o God, in
church groups. For we kaow that only He--thru the Word--can give perfect
grovth and blessing %o a meeting which is pleesing to our Father in
beaven--znd that for the seke of Christ, Our Loxd! For His sale we also
should gtrive!
"Ye sghall receive power after that the

Holy CGhost is. come upon;vou, and ye
shell be my witnesses."
Acts 1:8
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