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The importance of groups in a business cannot be underestimated because working as a team is the most
efficient way to find solutions to specific problem. This review paper aimed to provide a comprehensive view
of the group and group dynamics in light of diverse theories from the past to the present by exploring how
significant components of dynamics are entrenched in contemporary group literature. An extensive literature

review was performed to examine 55 articles collected from various databases such as Web of Science and
Scopus and published between 2000 and 2020. In social science, understanding group values is of particular
importance because they determine what kinds of behavior are acceptable or unacceptable within the group.
The study examined many constructs from past research, as well as key ideas from group-related theories.
Moreover, research studies that have made significant contribution to management theories were explained
with novel ideas in this paper along with future directions.
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1. INTRODUCTION

The empirical study of the behavior of small number groups is referred to
as group dynamics. It is comparatively a new discipline, with its origins in
the 1940s but real growth beginning in the late 1950s and early 1960s.
That's not a well-defined and well-integrated domain, but instead a
practice within a variety of branches of the social sciences. It coincides
with fields such as social, commercial, organizational, and cognitive
psychology, neuroscience, anthropology, and social work because all of
these domains include organizations of different kinds of as major
elements for organizing interpersonal relationships. Humans are often
interacting with other people both inside and outside of the community,
and inside and with the team. That's why social scientists place such
importance on social behavior. This research examined social interactions
within the context among the most widely known ideas and hypotheses in
the research, as well as global studies completed in this domain.

The themes in recent studies and fundamental principles in the theory
were used to construct this analysis. Its first chapter of the study briefly
discussed groups and the background of group analysis, and social norms.
Furthermore, the effect of the individuals and social values on the
participant, as well as the interactions between both the group and shifts
in the individual's behavior, were discussed. Intergroup relationships and
important theories related to groups were briefly covered in the second
chapter, along with the number of variables covered by the researcher in
the context of group dynamics. The third chapter of the report covers the
discussion and future direction for the scholars, which are also validated
by the current literature review.

1.1 Group Dynamics and Adherence

What exactly is “group dynamics”? It is derived from a Greek term that

Quick Response Code

means "force." It refers to the influences that operate within groups. The
functional implementation of group interaction lies in the use of
information about these forces to accomplish a goal (Adams and Sydie,
2014). A group is a collection of at least two members who join together
for a certain reason, interact with one another, influence one another, and
are reliant on one another (Robbins and Judge, 2015). Lewin became
aware of society's pressing need for a practical method for analyzing social
interactions or group interactions. To address people's needs, he founded
the Research Facility for Group Processes in the 1990s. At that time, the
Center has been working to further our knowledge and understanding of
communities via experimental experiments, human trials, as well as the
application of intervention research methods.

Lewin made important contributions to the development of group
processes - beliefs and actions within small groups. In his group dynamics
theory, he explains groups as accessible and complex structures of
opportunities and threats that influence collective behavior. According to
Kurt Lewin, groups are complex and strong entities with the ability to
control people and cultures. The term "group dynamics" applies to
improvements in some aspects of the group that causes behavior and
responses in the organizational setting that influence group mates
(Moreland, 1996). Scholars have investigated group dynamics in terms of
competition, and the complexity of workforce organizations to use teams
with complex, conflicting, and often disapproved borders. These
characteristics are often not expressed in the manner we describe groups
in our reasoning and theories are closely linked to the coherence of the
team (Mortensen, 2012).

Those interested in multilevel constructs had resources for determining
what characteristics of groups can change (Chen et al,, 2004). If anyone is
concerned with how groups adapt over time, on the other hand,
offered methods for explaining how the transition occurs, and those who

Access this article online

Website: DOI:

www.myecommerecejournal.com

10.26480/mecj.01.2022.01.08

Cite The Article: Amir Khushk, Zhang Zengtian, Yang Hui, Cynthia Atamba (2022) Understanding Group Dynamics: Theories, Practices, and Future Directions.

Malaysian E Commerce Journal, 6(1) : 01-08.



mailto:amir65378@gmail.com
mailto:zhzt@ustc.edu.cn

Malaysian E Commerce Journal (MEC]) 6(1) (2022) 01-08

research system dynamics introduced time dependency and error
handling to organizational behavior to better explain them (Ilgen et al,,
2005; Repenning, 2003). Group values are guidelines that determine what
kind of conduct is acceptable or unacceptable within the group. These
guidelines serve as a guide for group members' behavior and are followed
by everyone in the group. Representatives who wish to remain with the
group must comply with the rules; else, they will be forced out. Social
standards are the elements of a collective that tie the participants together,
monitor them, and help to form a cohesive and sustainable group.

Aleader or other individual is in charge of developing the group standards.
The collective, on the other hand, ensures the consistency of the rules and
makes it impossible to alter those. Following the adjustment, norms are
viewed as a kind of social coercion. When participants deviate from the
standards, they are forced to experience it in several forms (Genger, 2019).
When highly identifiable participants believe that group norms could be
detrimental to the group, their actions differ from group norms. Such
participants increase their personal goals while missing the collective
goals and do well for individual aims. Poorly established players, on the
other hand, are forced to adhere to possibly lethal group expectations by
changing their set objectives to unmotivated goal attainment.

This will decrease group effectiveness, and highly defined participants are
more willing to quit the group as a result (Tauber and Sassenberg, 2012).
Adherence can be defined as the willingness of individuals to become a
part of the community. Group members with strong adherence are
impressed with one another and encouraged to participate with the group.

Furthermore, people in such groups quickly follow standards and
objectives, and they assist one another in accomplishing the common
goals. Whereas groups are comprised of individuals that are not related to
one another, the condition is entirely reversed. Furthermore, the decision-
making process in these groups is of greater quality, more effective, and
reliable than those in other groups (Bonner and Sillito, 2011; Heap and
Zizzo, 2009; Valentine et al., 2011).

2. DEVELOPMENT OF GROUP AND RELATED STUDIES

The first experiments on groups were conducted in the 1850s. These
experiments primarily concentrated on the idea of "group spirit," which
remained influential until the 1930s. Nevertheless, because “group spirit”
was regarded as a characteristic of realism, and it did not appear to be a
suitable topic for experimental investigation. However, the concept of
"group spirit" was rejected and the presented group express a change and
improvement of human actions due to the participation of someone else.
Similarly, other research has found that an individual's behavior varies
when he is alone versus when he is in a group (Wildschut et al., 2003).
Following the 1990s, with modernization, digital transformation,
changing political structures, and outcome practices across many
developed nations, new concepts such as cross-cultural disparities and
influences, globalization, social position and identification, diverse
cultures, leadership style, work success, engagement, dynamics in sports
teams, organizational citizenship behavior, and morals values have been
studied in the literature on individuals and group dynamics (see Table 1).
The following group dynamics constructs were outlined based on three
categories by (Cronin et al., 2011).

Table 1: Group dynamics constructs
Constructs Group Phenomena Studies Authors Supported
Emergent Constructs o Conflict o (Kozlowski and Klein, 2000)
o Trust o (Anandetal, 2010)
o Team member exchange o (DeJongand Elfring, 2010)
o Psychological Safety o (Cooper and Thatcher, 2010)
o Group identification o (Bunderson and Boumgarden, 2010)
o (Shawetal, 2011)
Cumulative o Gender disparities and Leadership o (Wuand Tusi, 2010)
Constructs o Group Conflict o (Jehn and Bendersky, 2003)
o Top Management Team o (Waltersetal, 2010)
o Learning Activities and Team performance o (Groysbergetal, 2011)
o (Bresman, 2010)
Contextual o Cohesion in Small Group o (Menon and Phillips, 2011)
Construct o Power Asymmetry (inequality) and Learning Teams o (Vander Vegtetal, 2010)
o Repeat Collaboration and Team Creativity o (Skilton and Dooley, 2010)
o Power and Intra-group competition o (Baeretal, 2010)

Source: Literature Survey

3. GRouUP DYNAMIC THEORIES

Numerous theories describe group dynamics; however, merely three of
the more generally known theories are: Social learning, Intergroup
Conflict and Social Identity.

3.1 A Dynamic Theory of Personality

Personalistic psychologists went far to rely upon on individuality of a
combination of inclinations; what an individual performs at any specified
instant, psychologists conclude, can be understood by how his behavior
matches into the framework of his specific personality trait (Lewin et al.,
1936). Based on this theory experiments were conducted on small groups
to observe the impact of group dynamics, personality, and influence of
leadership style. There are several sources of aggression, according to the
facts, though one main issue has become abundantly apparent. If we
closely study the extent of offensive behavior and the number of
troublemakers present in big groups, we can see that these traits can vary
significantly from group to group, particularly through the various groups
are largely made up of the same people.

A certain group of kids showed dramatically various kinds of disruptive
behavior when subjected to different types of leadership throughout the
recent classic studies on the impact of distinct leadership styles. It does
not mean that an individual's actions could be completely explained by the
environment and dynamics of the group interaction, but that is interesting
how much a large, coherent group can regulate facets of a participant's
conduct that were formerly considered to be indicative of lasting personal

attributes (Lewin et al,, 1939). Previous studies have consistently shown
that approaches of workplace environment and management that provide
more obligation to contribute groups, enable for greater involvement in
critical things, and enable group cohesiveness and the organization
foundation for consideration for participant’s concerns will significantly
improve the effectiveness of workgroups (Coch and French, 1948;
Recardo, 1995).

According to a study, we can approach groups in at least three distinct
ways when considering how they reach the phase of transformation
(Cartwright, 1951). According to the first point of view, the group is a
center of power over its participants. Efforts to improve conduct may be
helped or hindered by group influence on participants. The group itself
becomes the focus of reform in the second viewpoint. To modify the
behavior of people, the group's expectations, organizational culture,
emotional environment, or inequality through groupings and power
structures need to be altered. According to the third point of view, certain
behavioral changes could only be driven on by coordinated actions of
organizations participating as reform practitioners. A group to fight
discrimination, a worker’s union, or an employers' association to raise
wages; any pressure group can be successful based on how wellit is
structured.

3.2 Social Information and Social Learning Theory

Our emphasis can be traced back to who emphasized how the analysis of
groups can discuss the processes that generate behavioral responses in
groups by recognizing that these patterns are multilevel as it includes both
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the group as well as the individual participant that represent the group
(Dorwin and Zander, 1968). Current studies that can better explain group
dynamics as it is concerned with how we construct collective processes
and how such process develops over time. In an evolving model, both
individual and collective dimensions are adaptable and equally influential.
Ever since the inception of Training Groups (T-Groups) in 1947, there has
also been a gradual development in the use of group dynamics to improve
learning and enable individual transformation (Goldberg, 1970).

Members share their perspectives with their colleagues to benefit from
others’ expertise and observations; such encounters happen via a range of
mediums that we term together as social networks. Sometimes, people's
perceptions of the genuine situation of the environment are contaminated
by distraction. As a result, in a way to produce conclusions, organizations
should select how to manage and combine the data which they collect.
Further, an improved comprehension of social networks will also have a
wide range of crucial and immediate consequences for cultural and
professional policies. As per this theory, members of the group respond
logically at the start of their contacts with one another; but, in subsequent
decision periods, individuals depend on a problem-solving technique
which applies a useful plan that is not assured to be ideal, that just repeats
their first stage observations (Rahimian and Jadbabaie, 2016).

The idea of social learning is frequently used in the sense of diverse
cultural challenges. It stresses the significance of applying insights from
various backgrounds to find solutions to real problems. Social learning
happens as a diverse group of members exchange their information in an
immersive process to generate new information and confidence, which
function as the foundation for coordinated efforts (Scholz et al., 2013).
According to social learning theory, participant diversity in terms of
experience, beliefs, desires, and priorities is a necessary condition for
dealing with serious problems (Sol et al., 2013). Specific activities that
produce the group level value are influenced by the collective level value
in the following specified timeframe social information processing theory
and social learning theory are two widely accepted frameworks that
justify such an argument that can be relevant to the relationships,
perceptions, and values that compose an evolving concept (Salancik and
Pfeffer, 1978; Bandura, 1977). Social learning theory incorporates both
cognitive and behavioral systems since learning includes perception,
memory, and motivation.

3.3 Intergroup Conflict Theory

Sherif proposed the most well-known theory of intergroup conflict. One of
the key causes of the dispute, he claims, is the inability to obtain scarce
resources. In other terms, the consistency of ties between two parties is
determined by the presence or absence of a potential disagreement.
Where resources are limited, rivalry contributes to group prejudices. As a
first consequence of the rivalry between group members, the groups’
contact networks are hampered. The opposing party is then thrown into a
pessimistic pattern as a result of the competing parties (Jex and Britt,
2011). According to the relationship between individual personality
attributes and intergroup dynamics (Newheiser and Dovidio, 2012).
Individual discrepancies in cognitive behaviors have been shown to affect
intergroup prejudices and faulty interpretation, and hence result in an
intergroup dispute. However, intergroup disputes can be mitigated by
preventing and managing the source of the problem, growing contact
among individuals and groups within these groups, and, most importantly,
removing the success and failure pattern. A group researchers stated that
groups have a higher propensity to remove disputes because they're more
likely to eliminate conflicts quicker than individuals (McPherson and
Parks, 2011). This can be viewed as yet another advantage of working
in or with groups.

3.4 Social Identity Theory

Social identity theory is a conceptual model that recognizes the impact of
our perceptions of someone else and oneself on their attributes as well as
our participation in different groups. It also contrasts the other member to

other individual categories to assist them in defining precisely who they
are (Tajfel, 1982). Self-identity refers to an individual's traits, which
include appearance and personality. For example, height, weight, and so
on. Social Identity refers to a group to which an individual belongs, such as
a resident of a specific country or region, student of a specific educational
institute, and so on. So, to better comprehend the SIT, we must first
consider the three conceptual mechanisms involved in it. These are social
classification, identification, and contrast. People act and judge themselves
in light of the peer groups to which they affiliate. Several types of
researches have shown that people with common social identities
associate more quickly and comfortably. This research has found that
people choose to favor in-group ties for positive behavior over out-group
ties. Whereas, on the other side, least inclined to threaten in-group ties for
misconduct. Besides that, people are on concerned about kickbacks than
with incentives (Chen and Li, 2009).

3.5 Group Think Theory

Groupthink is the term given to a concept or framework that by thoroughly
developed to explain flawed decision-making processes that can arise in
teams as a consequence of influences that bind a team together (Janis,
1972; Janis, 1972). Irving proposes that, in addition to strong
cohesiveness, the following conditions must exist for groupthink to occur.
First, organizational flaws such as leadership style, a failure of structured
policies, or an absence of social equity in group decision making; and
second, a difficult decision atmosphere that could involve pressure from
external challenges, time constraints, and ethical quandaries. When you
are managing an important collaborative decision-making initiative, here
are two research questions that will easily reveal if the group has fallen to
herd mentality. They should be posed to all members of the group
decision-making process. Which alternatives did you realize? Do you have
prooforjustification to back up your claim? Groupthink can create the idea
of shared transparency, but once a group decision is unanimous, the leader
must take responsibility to maintain successful group decision-making
processes.

3.6 Theory of Cooperation and Competition

Collectivism and individualism concepts play key roles in fields
like sociology, international business, leadership, and faith. The influence
of beliefs on groups is also worth investigating, as teams are becoming
extremely valuable in businesses. Organizations achieve success by the
formation of teams, integrate and channel the implicit and explicit
expertise of their representatives to encourage creativity Teams, with
their strong commitmentsand control, are equivalent to authority
(Leonard and Sensiper, 1998). Many workers, particularly professionals
who have historically resented hegemony, could embrace teams as a much
more appropriate form of social control (Ouchi, 1981). Great teams are
dynamic, embedded skill that can be difficult to duplicate (Barney, 1991).
The theory of cooperation and competition can be helpful in further
understanding how beliefs affect group dynamics.

While the conventional study indicated that communitarian principles
promote conflict resolution and collective efficacy, few, if there are any,
experiments have used the philosophy of teamwork and competitiveness
to explain the potential dynamics through which principles exert their
influence (Tjosvold et al., 2003). Among the most significant contributions
of theories related to organizationsis a deep assessment of why
organizations develop associations with each other and for what purposes
(see Table 2). Several sectors, such as computers and telecommunications,
have broadly dispersed infrastructure, and businesses are forced to
establish organizational alliances in able to reach the resources that
contribute to growth and innovation (Powell et al, 1996; Sytch and
Tatarynowicz, 2014). Among the most prominent cases are the
partnerships formed between Intel and Microsoft to grow the Wintel
system and take dominance of the PC market (Casadesus-Masanell and
Yoffie, 2007). Many areas of research have advanced in Groups, including:

Table 2: Theory of Cooperation and Competition
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Author Research Area Theoretical Support
(Esakia et al., 2020) Smart watches and Group Dynamics Grounded theory
(Hacker et al., 2019) Trust and Virtual Teams Reflective theory

Theory Y leadership

Media synchronicity theory

(Pérez etal,, 2018)

Group Decision Making Problems

Social choice theory
Social decision scheme theory

(Davis, 2016)

Group Dynamics and Inter-organizational relationship

Network theory

(Waller et al,, 2016)

Group and Team Dynamics

Theory of Emergence

(D’Innocenzo et al.,, 2016)

Leadership-Team Performance Relation

Social Network Theory
Expectancy Theory

(Curry et al., 2012)

Representational Group

Representational group theory

(Tauber and Sassenberg, 2012)

Group Norms

Social identity theory
Self-categorization theory

(Urlingame et al., 2012)

Change and Group Effectiveness

Confluence of theory
Cognitive behavioral therapy theory
Social learning theory
Social identity theory
Situational leadership theory

(Denis et al,, 2012)

Leadership and Group Dynamics

Role theory
Activity theory
Actor-Network theory
Grounded theory
Relational leadership theory
Complexity theory

(O’Neill and Allen, 2012)

Team Meeting Attitude

Action Theory

(Bonner and Sillito, 2011)

Group Decision Making

Social decision theory

(Dierdorffetal., 2011)

Power and Team Performance

Theory of compilation and performance
Expectancy theory of motivation

(DeChurch and Mesmer-Magnus, 2010)

Teamwork and Cognition

Group dynamic theory

(Bresman, 2010)

External Learning and Team Performance

Social learning theory

(Van der Vegt et al.,, 2010)

Power Asymmetry(inequality) and Learning Teams

Control theory perspective

(Farh etal., 2010)

Conflict and Team Creativity

Minority dissent theory

(Farnsworth, 2010)

Group Dynamics and Focus Group

Focal conflict theory

(Xia et al, 2009)

Negative Group Dynamics

Realistic group conflict theory

(Bezrukova et al., 2009)

Workgroup fault lines and Group performance

Cross categorization theory
Social identity theory

(Mathieu et al,, 2008)

Team Effectiveness

Referent shift theory
Group dynamic theory

(Lucas and Kline, 2008)

Group Dynamics and Organizational Change and
Learning

Systems theory
Social exchange theory

(Wilson et al., 2007)

Group Learning

Social learning theory
Collaborative learning theory

(Murphy and Mclntyre, 2007)

Performance and Group Dynamics

Attribution theory
Social role theory
Similarity/attraction theory
Decision making theory
Agency theory

(Sweet and Michaelsen, 2007)

Group Dynamics and Small Group Learning

Theory of equilibrium
Vygotskian cognitive theory
Social cognitive theory

(Hackman and Wageman, 2005)

Team Leaders

Theory of leadership effectiveness

(Van Knippenberg et al., 2004)

Work Group Diversity

Social identity theory and Self-categorization
theory

(Frey and Sunwolf, 2004)

Symbols and Group Dynamics

Symbolic convergence theory
Structuration theory
Narrative theory of communication

(Zeidner et al., 2004)

Emotional Intelligence and Groups

Self-regulation theory
Theory of emotional intelligence

Source: Literature Survey

4. DISCUSSION

Great teams are dynamic and difficult to duplicate (Foss and Saebi, 2017).
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Groups predict the organization's creativity, innovation and general
performance (Foss and Saebi, 2018; Tan, 2019). Given the importance of
groups, researchers and practitioners are interesting in understanding
group dynamics. A group researchers social information processing
theory and Bandura's (1977) social learning theory are two widely
accepted frameworks that justify such an argument (Salancik and Pfeffer's,
1978). They are relevant to the relationships, perceptions, and values that
compose an evolving concept. Social information processing
theory incorporates both cognitive and behavioral systems, and social
learning theory includes perception, memory, and motivation. In fact, the
relation between internal and external conflicts is widely discussed and
many of them rely on the traditional research of work on group dynamics
and conflicts among members (Simmel, 1898; Ross, 1957).

The majority of arguments indicated a strong relationship between the
various conflicts. Among these, the 3 main points hold out. To begin, the
“group maintenance” hypothesis proposes that member in groups could
form hostile relationships now without group as a means of reducing
internal conflict and increasing mutual trust (Ross, 1957; Simmel, 1898).
Secondly, intra-group conflict promotes inter-group confrontation since it
creates unfavorable attitudes and impressions of everyone else, de-
individualization of others, as well as the formation of a null-group win-
lose mindset (Pruitt and Kressel, 1985). In the same vein, internal team
conflicts have been recommended as result of what has been termed
as "cargo-effect,” leading to further confrontation with external groups.
Internal team disputes spread to certain other teams (Keenan and
Carnevale, 1989). Third, some researcher observes members of the group
should communicate with one another for choices and all these trends
could be the basis for interactions with the others based on detailed in
social identity theory (Mercer, 1995; Tjosvold and Sun, 2001).
Collaboration processes are likely to produce more teamwork towards the
opposing members, and conflict-related behavior towards the opposing
team.

The theory of cooperation and competition can be helpful in further
understanding how Dbeliefs affect group dynamics. Personalistic
psychologists suggest that individuality is essential in groups as it impacts
group dynamics. Individuality is influenced by personality traits which
vary significantly within heterogeneous groups (Lewin et al., 1936). In an
experimental study, one group that consisted of children showed
increased disruptive behavior when subjected to different types of
leadership. Although the environmental dynamics of group interaction
cannot exhaustively explain an individual's actions, it is fascinating to
observe how groups regulate facets of a participant's (Lewin et al,, 1939).
A group researchers emphasized the processes that generate behavioral
responses in groups (Nakauchi et al,, 2017). They recognized that these
patterns were multilevel and involved both the group and the group
members. In an evolving model, both individual and collective dimensions
are adaptable and equally influential.

The collective level value influences behaviors that produce the group-
level value. While the conventional studies indicate that communitarian
principles promote conflict resolution and collective efficacy, few studies
have used the philosophy of teamwork and competitiveness to explain the
potential dynamics through which principles exert their influence (Lee
and Choi, 2020). Studies have also shown that contextual factors such as
work environment and culture influence group behavior and
performance. Cultural factors such as collectivism and individualism
influence group beliefs (Lee and Choi, 2020). These studies have been
examined in various contexts, such as sociology, international business,
leadership, and faith. Research has found that people choose to favor in-
group members more than those in the out-group. Whereas, on the other
side, in-group members are less inclined to admonish their peers for
misconduct (Amarantou et al., 2018; Lee and Choi, 2020). Organizational
culture arises when teams are formed.

Organizations integrate and channel their representatives' implicit and
explicit expertise to encourage creativity among teams. With their strong
commitments and control, teams gain authority to make decisions
(Ganguly et al.,, 2019). Many workers, particularly professionals who have
historically resented hegemony, could embrace teams as a much more
appropriate form of social control (Tan, 2019). Group conflict and
resolution is also a critical area of study. Janis developed the Groupthink
framework to explain the flawed decision-making processes in teams
(Janis, 1972). Tetlock and colleagues' proposed three stages to be followed
when evaluating scientific proof for groupthink theory: requiring
potentially unbiased appraisers to use the Q-sort to characterize herd
mentality and active groups; requesting evaluators to produce these Q-
sorts while referencing the eight cases formerly investigated by Janis in
1982, and finally comparing the Q-sorts (Tetlock and colleagues', 1992).
Further, Sheriff's well-known theory of intergroup conflict states that the

cause of the dispute is the inadequacy of resources.

The consistency of ties between two parties is determined by the presence
or absence of a potential disagreement. Where resources are limited,
rivalry contributes to group prejudices. As a first consequence of the
rivalry between group members, the networks are hampered. The
opposing party is then thrown into a pessimistic pattern due to the
competing parties (Jex and Britt, 2011). As per study, the relationship
between individual personality attributes and intergroup dynamics is
influenced by individual discrepancies, intergroup prejudices and faulty
interpretation (Leslie et al, 2020). However, intergroup disputes can be
mitigated by strengthening contact among group members. It is also
important to remove the success and failure patterns among the group
members. A study stated that groups have a higher propensity to
remove disputes than individuals (Bohm et al., 2020).

5. FUTURE DIRECTION
5.1 Group Emergence

The absence of focus within groups to a well time before this phase could
be reflective of the hard issue of emergence. That is the challenge in
defining the real process of emergence, whether in groups or other
situations. As a result, we recommend that future studies should really go
deeper into the process, consider participants' prior perceptions and
knowledge, and move further away from presuming the individuality of
emerging states within teams. As a result, we expect that our knowledge
and representation of the factors that contribute to group dynamism will
improve (Mitchell and Toroczkai, 2010).

5.2 Team Learning

An increasing body of research on team learning in work structures
demonstrates that teams perform much better if they are engaged in
effective teamwork. It has even been proposed that effective teamwork is
at the heart of organizational reform and reinvention. We believe that
theorizing regarding the situations in which one type of structure might
enhance, replace, or conflict with the other through impacting
group learning processes is a promising direction for future study.
Moreover, future study should focus on the interaction of settings and
training processes in teams apart from self-managed groups tasked with
no routine tasks (Bresman and Zellmer-Bruhn, 2013)

5.3 Group Conflict

Representational group theory highlights the complexities of the
relationships between groups and individuals on the team, offers a
valuable basis for recognizing the roots of the typical problems that occur
in hybrid approaches groups, and helps distinguish these concerns from
the extent of interpersonal disputes (Curry et al.,, 2012). Future studies
should focus on the implementation of approaches based on this
knowledge and existing literature, as well as the rigorous evaluation of the
effect on team working and efficiency.

5.4 Team Meetings

We proposal to scholars that team members’ affiliations influence team
meeting attitude (TMA); although findings are partially compatible with
such hypothesis, additional experimental research that can thoroughly
study cause and effect correlations will be beneficial. Thirdly, team
meeting attitude potential for significance is investigated. An approach
like this may be beneficial. Sub-scales addressing meeting recurrence,
completing tasks in discussions, session duration, and taking decisions in
sessions will not be entirely connected (O’Neill and Allen, 2012).

5.5 Leadership-Team Relationship

A comprehensive examination of shared leadership, for example, will
demonstrate that certain participants actively drive previous orders while
others coordinate action stage operations. We further recommend
researchers, if they are using collective or social network methodologies,
index several meaningful characteristics of shared leadership and evaluate
their results while taking into consideration underlying
interdependencies (D’Innocenzo et al., 2016).

5.6 Hybrid Model

Promoting an evolving viewpoint related to the holistic/hybrid model can
be useful through describing the finestaspects of group
functioning utilizing conceptual structures based on social learning theory
which includes three aspects such as: cognitive, affective, and behavioral
(Jehn, 1995). This development necessarily involves the discipline
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grappling with determining the necessary limits for undermining and
separating practical situations through theoretically  profound
benefits and appealing structures thus retaining the comprehensive and
broad picture of the context.

6. CONCLUSION

This research aimed to provide a comprehensive view of the group
dynamics fundamental concepts in light of diverse theories from the past
to the present by exploring how significant components of dynamics are
entrenched in contemporary group literature. Therefore, extensive
literature review was performed using various databases such as Web of
Science and Scopus. A number of group aspects were discussed in detail
(such as trust, conflict, adherence, and group identification) and theories
(such as social learning, personality theory, social exchange, social
identity, and intragroup conflict) are highlighted in the literature.
Teamwork has historically increased productivity and efficiency in the
workplace. It is because members of the group and those who are not
members of the group constantly interact with each other and find
solutions.
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