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I. Introduction 

During the reporting period, OEF field personnel met with the following groups: 
training teams of eight federations of the Confedera~i6n Nacional de Instituciones 
Femeninas, CO ~IF, brought together in Cocha~amba, Bolivia; four coordinating agencies 
in Colombia; the coordinating agency in Costa Rica (Federaci6n de Or anizaciones 
VOluntarias, FOV); the two coordinating agencies in Ecuaaor Secretariado General de 
S~rvicio Voltmtario, SEGESVOL, and the A~encia para Coordinaci6n del Voluntariado del 
Ou yas, ACORVOL) and the coordinating agency in Peru (Secretariado Nncion~l de In-
tituciones Privadas de Bienestar Social, SNIPBS). 

OEF fi eld per sonnel stressed with these groups the need to move to .... e.rds their 
o 1s in th e months ahead, before the AID contract ends in Jtme 1976. 

'I'h ne'" field r epresentati ve for Ecuador and Peru, I~argery Sorock, \18S orier.ted 
in shin ton in February and had field training with the Field Program Super vi sor 
( rs ) in Bolivia and Peru in Ma~ch. She also mct members of the agencies in Quito 

Guayaquil, although ohe did not provide technicnl assistance durin r, this period. 

n. 

FP an t~a . Sorock spent fonr days in Lima, Peru in conference with off5. cers 
coor din tinp, aGency, SNIPBG. The lat te r indicat~d that continuing OEF tec.mi

tancc at th e present time is inadvi sable as a result of strong government 
to manage all women's organizations and the fact that SNIPBS is losing 
inoti tutions to the government sponsored Cornisi6n Nacional de 1'~u!1er Peruana. 
s x lo r in . other possibi lities i~ Peru I nte r in the year. 

'lll conc ,pt of self-help was analyzed during a study day held vi th eight t~ainin3 
t in Bolivia and three 11 cncies in Colombia. To better conceptualize the idea, 
th r oup v nok d to fit the programs of their agencies into the self-help grid 

oisn d by OEF . This exercise helps the volunteers evaluate and then chnnge those 
pro ram vhich nro palliative or paternalistia in nature. An example of how the 
rid. d io nttaohed (Attachment 1). 
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~. C~.,st!l Ri.<?~ tlie fie;I.d program supervisor met with tne President, Vice-President 
and the t.raining team to prt:pare theJU lor -craining of the member institutions in a ' 
self-help annlysjs of their programs. Because the FOV Board docs not fe~l cnpabJ~ 
of doing this training, it is thinking of hiring a consulte.nt to help mc,nber insti·· 
tutions mobilize self-help programs. 

III. Data Collection 

OEF is assisting the coordinating o.gencies to ana]yze data received frcm the 
questionnaires in order to be able to evaluate programs of the memb e::- :i. ns~i tutions. 
The field personnel are emphasizing the need to include in the deta outr~ach of 
each progrUJI. As a result, the agencies are rt!col·dine the number o:!' recipients af
fected by their programs. 

Data collected by the F0V in Costa Rica, as per the attached action plan or 
Pro/2:ra;na (Attachce!1t 2), is being used to e!Jtablish a cardex system and to mal{e n 
map of -San Jose she\ring th~ location of each mem er institution and its tnle of 
service. The map will demollstrnte the geocraphicul out::-each of their affi iates and 
shmr areas where there are no rov affiliatE:s . 

IV. TrD.ininr: 

OEF per~onn el trained the eight Ro l:i naT) trainine; teruns in the fourth ] e ve1, 
Administration and Organiz ation. 'l".l0 one -\o' e =,. courses 'o.'e re given to 45 partic· pc.nt
in t wo groups of four team~ each . To dute the B01i\~nn t ems have given 18 courses 
to 394 volunteers. 

I n Colom~ la OEF gave the third level of t raining , Hur.:.m Relations . to v )u teer of 
the a~e:1cy in Lei va. e . 43.· 1i s ~' c cl()u· !l y f~ ar '1. •• O· C . ' 81 r ai l il te "': !:':" ~ r .- I e 

identifi ed fro:n tll i s r ou .. OC1:' i s a s"'i ti g tle e.r.~ncy in Ibar,ue est bli 11 ~ s 
training team and is helpi G th t e wns of t e agenci es of Cart agena and Bn en .\'i )::.rt 
improve the ir traini ng techniques ; to date these t .... o teams have given eleve c ur n r 

t o 220 volunteer . 

c am i T C ste nice in the se cond l eve ~ OEF has t r ai ned t I e FO trei nins 
training , Phi losophic an T chl ical B3f; 
courses in the f i r t level and one in tl 
lineu i~ th e attached chart (A tachment 

o f Volun eeri sm . Tl e team has gi ve ' 0 

s e cold . Fut ure training ev .nt s a~e c ut -
3) . 

V. Surveys of the Needs and Resou-ces in h Comm~it~ 

eer. 

ACOVOL (Co10r: lbi a ) has decided for the present to focus on th~ in-depth intel11e.l 
investigation of' its agency rather than on the survey of communi ty needs and resoUl·C '=: , 
which "ras propoGed to OEF in the last quarter . The coordinating agency of l·laniza:i.E.s 
(Colombia) has identified a qualifie tl con ul tant to help loti th a s'lrvey of em loyment 
opportunities for women. OEF i s waiting for the written proposal. 

Training volunteers from the rov in San Jose, Costa Rica in how to survey 
employment opportunities for women is well underway .... ith volunteers from the pro·lin
ces of Cartago, Heredia and Lim6n who, hopefully, .... ill do a survey in their regions. 
The FOV in tabulating data from its survey founa that many .... omen are employed as 
sanders in furniture factories. This has led the FOV to hire a well-knm-m master 
craftsman to instruct women in the art of furniture carving, so that they can got 
more and better Jobs. 
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VI. Organization Development and Other Technical A~sistance 

One issUe to be discussed at the l~ay 15 national meeting of Colombian coordi
nating agencies is a problem common to most of the agencies: not enough volunteers 
to do the work. The field representative reviewed the proposed agenda for the May 
meeting with the four corrdinating agencies and guided them in preparing papers 
to be presented. 

The recently established agency in I1eiv~. (Colon:hin) receivell assistance at its 
First Assembly which elected th(, first Board of Directors. 

In Costa Rica the FPS held three days of trcininG in organization menngement 
with the Board of Directors of FOV in ho,,' to form committees and analyze their 
functions. She also helped the Board prepare ~~ action plan which was distributed 
to the membership (Attachment 2). 

VII. Intercanbio 

Attached is the Ja.."1uurj issue of 02F's bi-!:!onthly Spanish-language ne .... sletter, 
Intercambio, with an English sun:!:1ury (Att~iChl1ents 4 and 5). 

We have been reccivinr, ver? positive f.~"c1:'a.cy. fror.. the field regarding the 
new~letter. 

EGE/mb 
5/13/75 



E.:·:=:RGEHCIA 

;":-·~da a las pe:-sonas en
~~~eltas en una situacion 
inesperada--vlctinas de 
t!esastre. 

Inundacion 1974 Se orga 
Iizo un comi te Pro-damni
ficados de la inundacion; 
autoridades organizacion 

"'Dluntarias Y clvicas, 
guienes planificaron la 
forma de hacer llegar 
las donaciones estatales, 
extranjeras y del pueblo 
iDliviano (dinero, ropa, 
medicinas, alimentos.) 

EGE/AG/mb 

Enero, 1975 

TRINIDAD, BOLIVIA 

(Apuntar porcentaje de P"oG:-~"r.2.S e:1 cada ",tapa) 

PALIATIVO 
o ??02::S0 PRO:·:C:C:orr AUTO AYUDA 

PATEPJiJl.LISTA 

Asis~encial: afecta sln
tornas no causas; estacle
ce dependencia. 

Inst: Damas Vicentinas 
Programa ropero del pobre 
Piden en la comunidad ropa 
para vender a bajo precio 
a la gente de escasos re
cursos. Las socias reco
gen la ropa y forman co
misiones pi!.:-a atender la 
venta el did sabado. Los 
fondos recaudados los dis
tribuyen para comprar dro
gas, sobre alimentacion 
a los enfermos de T.B. 
y necesidades imprevistas 
de la comunidad. 

P~8=~ci6~ soci~l.~ j 
Pe~c~~ce las C~~3~S ~ ~:-~ 
te~de s~pe:-a:-~as casa~~~-' 

Sf: en t:..r";. r:12.!: 
indivici~al. 

" .. 
C E: 2' 2.!:. ::.: :!. G 

COHIF forme lL'1 e,]ui ~o dt: 
capacitacion (5 per;onas) 
y Ie brindo entrell2..~ier.to 
Este equipo de capacita
CIon en un ano ha dado 3 
curs os a 56 mujeres de 
diferentes instituciones 
voluntarias. 

. ~ 

[':0 S t:' :.= 1 eY'. ~ er: :::a~; s.::- guras 
:.~ rcsronsa.-

bles de su trabaje. Ed. 
logrado qUe 2 parlicira~
tes del 2°r.ivel se integre. 
al equipo. 
Se ha Dot.ado 

",-1-
gW1;:tS ins:.i-:uci':J!1e~~ cue la 
orient~ci6n r~cilid~ les 
esta aY'udandc (l di ri gi:-
rnejor su inst~tucion. 

?:-o~ocion social.* 
hcci6n basada en 1 
:-ealidad social at. 
yeS de la investig 
cion de causas. 
Ccntinuidad en los 
g"a=a~. Result~do 

ca~bio en terminos 
supe:-acion de la p 
sona y su situaci6 
cono :-esultado de 
que tienda a la re 
cion de la depende. 

La Jlli1ta Vecinal d 
rnrric "San Jose" i 
grado por hombres 
je-es sintiero:1 la 
sidad de contar co 
a:rvicio de agua po 
que no llegaba a e 
barrio. Los comun 
a: reunieron y deci 
aport.ar- con su tra" 
para beneficiarse 
este servicio. Pid 
colaboracion a la 
calMa que consistl 

canarla , grifos, llaves y 
a~ortan 0 ellos con la instl 
CiL:1 de este se:-vicio como 1 

bien en la apertura de cUne-
·;:-TrabC'.jo orga"'1izado, coorci: ado entre tJG1'sonas con 81 fi."'1 ce creer 

y apro"J'echar oportunidades para s~lpera.r e1 ~ive1 de . da. 
tas par el des ague de las c 



PROGRAMA 

1.- Circular solicitando datos acerca de sus organizaciones. 

2.- Hacer un fichero con una lis't a de las insti tuciones, con tele~ono, 
NQ de socias, objetivos, programas ( 1 fail para c/u. ) 

3.- Calendario anua1 de actividades, puntualizando quienes se compro
meten en cada programao 

4.- Mapa de San Jose con sefialamiento de areas de servicio. 
5.- Puntua1izar IDE;tas. Pos:i.bilidades de crecimiento; cuando y en que 

forma vamos a lograrlo. 
6.- Un fail pa~a cada organizacion con: solicitud de ingreso, regla

mento, estatutos, encuesta. 
7.- Racer proyecto de contrato y discutir10 extraordinaria. 
8.- Proyecto de informacion y orientacion; Objetivo: informacion pa

ra 1a Fed~r ocion, motivacion para rec1utamiento e informacion a 
1a CC'::1uni '':' ati . 

9.- Cre ci~ient o organ: zacione s afi1iadas. ( en que campos y en que 
etapa d e: c :, ,~ ,:irl i E. :l ~(; se e .:~ 'J.entran ) 

10.- C:-eci 11: , :1: ;;':- r:E: VC.!. lJ.l1t a ria s cie 1a F . O. V. 

11.- CrE; ~ j:,::,- ::- , ~ ~. , ; p:-c g: _''') 5 d e 1a F . O. V. ( Cuantas organizaciones 
d0 s e £~ ~s afilicT en 1975 ) 

12.- ::':: - · 3 1 t,;, :l.(.:. '~ r .::s ' jp :. 03 c '."r c' .J s de eva l uacion: a cuantas personas 11e-
ga c -:. s" ~'\' ~L ,,l' VuLl':1 te.r ::'o de l c: s I nst i t uc i one s afi1iadas. 

1.3.- Bo l e ":~ n . Cl : ~~ .ij b" !,ub2. ' -:b. r c1j :: 1 'i ene s 10 haran . 
14.- Se !1 .9. I . . l ~.c.ld ' -2 1: C C i _ C ~ -~e l' p0rso.,· que ase sorc .•.•••••••• 
15.- Rec.Ollo:.i "ll:>r_ >.J b. ()j,,~ r.;"' ~_ i::' :1~ ·i ones por el NQ de miembros capaci tados. 

-T ' r ' W- I: ~" ·'-n J flJ? i,"ISA SE CAPACI T .. \ 

Fecha 



H !) R A R I 0 

PROGM-tA DE f:URSOS ANO I976 PHH~R N""I 'rSL: (:::8 hor:-,s) de 2 y media a cinco 

my:. s~~r;l~:~) ~;=- '''~L: (?~ ~ ( ho,~s ) y u.ed1a. por la5 tardes. 

T:'~ :'.,": ;:F~ !~l \~;'~L: 

MAR Z 0 A B R ! L 
J Ii or I l) 

Primer l-Ti vel Segundo Nivel Primer Hivel 
Segunds ?:i"/el 

Tercer!hvel '!'~rcer 'ri v.::>l 

Cuarto 'H"el 

) ) ) 



PReGRAMA DE CURSeS ANe I97~. 

MAR Z 0 

del 13 21 21 del 7 al 25 

SET!E!'-:13RE OCTU13RE 

Segundo lavel Primer Nivel 

Dos Cursos del 6 =ll 15 

simultan eos, Segundo lavel 

del I al 19 del 6 al 24 

COt-ITT::: 0E CAPACI'I'ACION 
F.O.V. 

?ri~er Nivel 

del 5 2.1 16 

Segundo ~'~ivel 

del 5 al 23 

NOVI2HBRE 

Primer l'Tivel 

del 3 al 12 

( H a R A RIO 

y 

s"'r.::rTD'J ~rnC-;'~L: (27 hl'ns) 

( 
ne ? y ~edia a cinco y 

nedi~, por l~ tardes. 

AGOSTO 

?rimer Hbel ?rir.:er Hi'.rel Res en"ado Para 

del 9 al 20 del 21 al r de entrenamiento. 

~gosto 

Cf 
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Desarrollo Organizaciono/ 
Beatriz Betancourt, Cecilia Restrepo de Uribe 

y Luz Elena Restrepo de Isaza 
Facultad de Trabajo Social, UPB, Medellin, Colombi, 

Ano 12 Num 1 

I nfrbduccibn 
EI Desarrollo Organizacional tiene sus origenes en otro esfuerzo mas de la 

Ciencia de la Administraci6n par encontrar respuestas a las interrogantes que 
se plantean constantemente en una epoca de cambios acelerados. 

A partir de la Revolucion Industrial, el sistema que se estableci6 para dirigir 
casi todas las instituciones sociales de la civilizacion occidental, (guberna· 

mentales, religiosas, militdres, educativas. de investigacion, industriales. etc.) 
fui! la Burocracia. DE'linit:!1do a esta como un modo de ejercer el control 

de la organ izaci6n. toma r decislLJlleS ~' coord Ina r es luerzos pa ra logra r los 
objetivos propuestos. encontramos en ella las siguientes cMacteristlcas. 

1. Una cadena de mando bien dellnidJ, 2. Un sistema de pmcedimientos y 
reglamentos para responder a cualquier contlngencia en el trJbalo. 3. Una 

division del trabJIO basada en la especlalizacion, 4. Ascensos ~' seleccion 
basados en la aptitud tecnica. 5. Impersonalldad en IdS relaciones humanas. 

Estos componentes lueron utiles en su cpoca porque dieron r('spuesta a la 
necesidad de controlJr los pnmeros abusos de la Revoluclon Industrial y 

otorgar a los trabJJJdores un trJto impclrc ial y justa. 
En este momenta nos enlrpntJm05 J otra epoca de cilmbio acclerado. Los 

sucesos presentan sltuaclones nueva" en las que la Burocracia ya no funciona 
adecuadamente, entre otras COSJS porque la rutina, que es una de sus 

caracteristicas. frena la creatividad y el impulso necesario para el crecimiento. 
La impersonalidad de las relaciones humanas y el exagerado tecnicismo 

se convierten en una amenaza para la persona. No bastan los reglJrIlentos 
para haccr que el nunlf'ro conSlderJtlc de trJbajilc!ores de una organizacion 

trabajen en armonia y alJrlPn esluerzos PJra logrClr rendlmientos ortimos. Por 
el contrario. en la medlda en que c1umentJ (>1 numero de personas y se vuelve 

mas cornrleJJ I" admlnlstraclon. suelf' CreJrse un cllmJ en el que 
la comuniCJclon ~e hilce mJS dillcil y se presentan muchos problemas 

de relaclones interpersonales. 
Frente a estc! nueVJ sltuaclOn. se hi] ideado el metoda de Desarmllo 

OrganizaclOnal con la esperanza de que su empleo prOdU1CJ un cambia 
favorable en todo el slstf~mJ interno de la organizacion. Veam0s 

ahara en que consiste este metoda. 

,Que es Desarrollo Organizacional? 

Warren Bennis 10 deline como "una estrategia educativa que se adopt a 
para lograr un cambia organizacional planeado." Tambien se puede definir 

como "un esfuerzo de cambia planeado." 
Para lograr el cambia que se busca, el desarrollo organizacional empieza par 

un diagnostico de la organizaci6n. Se propane influenciar el sistema total 
(S/gue en /a p~g. 5J 

1 
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INTERCAMBIO 

Introduction 

February 1915 English Translation 

ORGANIZA'rION DEVELOPMENT 

Beatriz Benancourt, Cecilia Restrepo de 

Uribe y Luz Elena Restrepo de Isaza 

Facultad de Trabajo Social, UPB, Medellln, 
Colombia 

Organization development is one more effort of the Science of 
Administration to find answers to the queries that are constantly 
posed in an age of rapid changes. Since the Industrial Revolution, 
the system established to direct almost nIl social institutions of 
VTestern civilization, (governmental, religious, milita.ry, educational, 
research-oriented, industrial, etc.) was the Bureaucratic system. 
Defining it as a manner of exercisin~ control of an organi zation, 
makins decisions, and cooruinatinr; efforts to obtain the proposed 

"bbjectives we discover the following characteristics: 1) A well-
L'~fined c'lain of comr.::and, 2) A system of procedures and regulations 
'.lJat coover any eventuality, 3) A division of labor based on special
ization, 4) Pro:notions and assicm:ents based on technical aptitude, 
?) Impersonality in human relat.ions. These COI:1pOnents were useful 
at one time because they answercd the need to control thc initial 
abuses of the Industrial Rcvolution Emd to Si ve the "orkcrs impartie.l 
and just trclltment. Today we are faced wi th anotiler period of 
accelerated ahange. Events present new situations in which the Bur
eaucratic system no longer functions adequately, fL'llOng other thinGs 
because the routine, w:lic!J is one of its characteristics--restrains 
creativity nnel the L;"l'ul~~c necc;::sar;,' for Gl'm:th. The iriJ:..:rsonality 
of human relations and thc exaggcrated reliance on technmlo~ is 
becoming a mentice to the individual. Regulations nre not enough to 
makc a considcrnble number of worRer!:'. in a!l or[l;anizlltion work in har
mony and unite efforts to obtain optimum yield. On the contrary, 
as the nwnber of persons and the complexity of the organi zation increase, 
a climate usually develops whinh makes communication more difficult 
and presents many problems of inter-personal relations. 

Faced with this new situation, the OrGanization Developm£lnt 
method has been created with the hope that its use will effect favorable 
chanGe in all of the internal system of the organization. We will now 
see what thi s method is nIl about. 

OrGanization Development focuses on the human aspect 
of the organization. Whenever the above-mentioned technique is intrQ
duced into an organization, it is done to respond to a problem, a 
conflict, a difficulty, paralysis or stagnation. It is hoped that 
Organization Development will effect a beneficial change in the total 
functioning of the operation. 
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Characteristics of an Ideal Organization 

1. Efforts are organized by ~eans of a plan to ~hieve objectives. 
This must be so understood by all the members of the organization. 

2. The function is determined first and then the norm. This avoids 
formalism and the rigidity into which bureaucratic organizations are 
apt to fall. 

3. Decisions are made at the level where the information is found, without 
regard for hierarchy. The purpose is to recognize the authority of 
knm.,ledge on the same level as the author! ty of hierarchy. 

4. The system of compensations, the same as that of sanctions is a short 
term system. 

5. Ther~ is ample co~nunication on both levels; this includes a change 
of values so that human factors and feelings be considered legitimate. 

6. There is a minimum of competition. There is more Ilbrain-storming ll 

than rivall~. On the other hand, great importance is attached to 
collaboration and team work. 

7. A certain amolmt of conflict is accepted but it is based, as stated 
previously, on ideas, since it is understood that interpersonal con
flicts have been resolved. 

8. The atmosphere within the org~nization must be one of security and 
confidence, not menace. It favors a high level of creC'.tiv1ty. There 
exist mechanisms f~r self-criticism but these are used only after 
acceptance among people has been achieved, to avoid resentment or 
reprisab. 

~'Jhat constitutes the program of Orgimization Development? 

Organization De:velopment implies ch<!nges in mental attitudes on thl' part 
of the team that directs the oq~anization; it also requires a change in 
the cultural awareness of those same people. It attempts to creatr: n 
se~_f-renewing organization. It incluries prograr.lS for executives. These 
can be training programs carried Ollt in laboratories, especially for 
personnel at the hiehest level, with the goal that they not only attend, 
but becon;e imr.l':~rsed in the int0rni11 program of organ::' ::a.tional change. 

The I.'ork is done in groups, intenwl as well as external; it tries to 
create good relations between them, to analyze the structure, communica
tions, the role that they play, and to evaluate the team work. I t pro
motes good relations between the different entities. Organization 
Development requires a process of constant examination of the nonns of 
planning and execution of social interventions that alter the function 
of the organization. Once the program is initiated, it must not be sus
pended because that can cause harm to the organization. 

What are the goals of Organization Development? 

- To change strategies of the decision-makers 
- To change aspects of the organization 
- To modify functions of those who form the group, above all those 

of the directing personnel 
- To modify systems of motivation, integration and group collabo

ration 
- To better the planning 
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- To make the means of communication more effective 
- To make decisions based on the information obtained 
- To create conditions that resolve conflicts or remedy them before 

they worsen 
- To make positive self-cri deism possible 
- To teach those who carry out the program to concentrate on the goals. 

Conclusions 

Organization Development is based on a philosophy of shared responsibil
ity. It considers that, under favorable conditions, the majority of the 
people ~Y'ant to learn, to progress, to share with their peers and not to 
be in conflict with them. Org~nization Development is conside~ed a 
technique, an administrative policy which, if correctly applied, can pro
duce very effective changes in the organization. It is a long term pro
gram which after completing certain steps established in a clear and con
tinuous manner, gains the participation of all. The persons involved 
sometimes do not notice the process of change. They notice it when 
individuals change their behavior, when administrative work flows more 
smoothly, when better resources are available and everyone is better 
prepared. 
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PRINCIPLES FOR VOLUNTEERS by Dorothy Kiester 

Two interrelated principles or beliefs are basic to the philosophy of 
voluntary work in social welfare institutions, and provide the goals for 
the orientation of the action. The first is respect for the dignity of 
the individual; 'the s"econd is the belief that people are rational, 
social beings, capable of controlling their destiny an-,' capable of modi
fying their social conditions. 

Respect for human dignity is not only a Christian concept since many 
other religions proclaim the same belief when they demand respect for 
human life as a moral and ethical principle. As a logical extension of 
this principle, they demand respect for the individual. It is also a 
democratic concept translated from the religious field to the political 
and social field, with the implication that the individual is the pri
mary unit of society and that the state is at the service of the indi
vidual, and not vice versa. In theory, this is a simple principle, 
which few would argue wi th, but in practice, there is great confusion 
regarding the constant dilemma of the rights of the indivi.dual as 
opposed to the good of the majority. 

Before attempting to clarify this point, it is well to consider philo
sophically what it is that gives dignity to the person. Do two people 
have the same degree of dignity, if one feels that he possesses that 
essential dignity, a~d behaves accordingly and the other considers him
self of little value, and act according to this view, thinking he is 
worthless. The religious point of view is that both have dignity 
because they are human beings and that their behavior is a product of 
their life experience. The democratic point of view is that neither 
race, creed, sect, condition of life, or national origin should be tile 
basis of difference in the rights of the individual as a citizen. 

The volunteers' belief is a combination of the two. TIle individual has 
an inherent dignity because he is a creature of God, and has the same 
rights as all other citizens, uecC!usc we are all equal before the 1m". 
TI1e volunteer takes both concepts one step further, because voll!nteers 
are dedicated to improve the society in which they live and to try to 
effec~ively apply these beliefs to all the people, with special interest 
for those who have n0t had equal opportunity to take advantage of the 
benefits which society offers them. The volunteer must be concerned 
that all be treated equally before the law--that the poor man be not 
condellU1ed because he is poor, even before he is proven guilty of violat
ing the law--that the rich man does not evade justice because he is able 
to influence the law. The organization which the volunteers belongs to 
may have a program which does not deal specifically with legal justice, 
but the volunteers' understanding of the concept will influence his way 
of thinking in many activities for which he and his organization are 
responsible. 

Personal interest always carries with it the risk of violating the 
rights of others. However, the volunteer will be interested in making 
people aware of the interrelationship which exists among the interests 
of all the members of society and how destructive it is to all of them, 
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in the long run, if a person or a group insists on looking for personal 
advantages at the cost of the exploitation of others. Undesirable 
behavior cannot be predicted of only one social class since it is an 
individual thing and for each individual the basic human nAcessities-
food, home, security, love and approbation--are the same. The measure 
in which these five necessities are satisfied determines the degree of 
well-being the person enjoys. Life can be sustained with food, shelter 
and a minimum of security, but only on the animal level. In order to 
be aware of his dignity as a person, the individual needs love and 
approval. In order to obtain the satisfaction of these two basic 
necessities, the person needs the protection of society. An individual 
can provide his own food and shelter and can defend himself from physi
cal harm, but only other people are able to give him love and approval, 
and that can only happen when social circumstances permit it. Everyone 
needs a biological family or.·ito substitute, as well as the opportunity 
to develop the capacity to deserve approval. 'fhen the person has had 
the experience to be loved or valued as a person, and has received a 
little approval, he is able to feel worthy and have faith and hope in 
the future. 

'-J!lAT IS GROUP DY;~P1HCS? 

First, a few Hords aboi..'t whut gt'oup dynamics is not. Due to the fact 
that it is such a new area of study, s) .:! errone~ ideas about it hc.ve 
appeared. One of th~se iJeas is that this area consists of a well
organized school of thought or a cult with individuals chocen to develop 
a Epecial social action program. It is not. Another false conc~pt is 
that it consists of a techniqu9 or a way cf doing thin~s. Also, we have 
heard it spoken of as lithe method of r,roup dynamics," a phrase whic!1, as 
we shall see, is ffi2aningless. The third wrong notion is that group 
dynamics is a doctrine of social organization that favors the thinking 
of the group as opposed to that of inrlividuals. Hothing could be further 
from the truth. 

Four i·!eanings of the Term Group Dynar.l1cs 

If group dynamics is not any of these things, then, what is it? The 
term has four different connotations: 

1. In its most basic sense, it is used to describe something that is 
happenins in all groups at all times even though no one is m .. are of it. 
Group dynamics in this sense refers to the forces that influence each 
group throughout its existence and influence its behavior along certain 
lines. We can imagine eacl1 group as possessing certain aspects which 
are relatively static--its name, constitutional structure, goal, and 
other physical characteristics; but it also has dynamic aspects: it is 
always changing, evolving, interacting, transforming itself and react
ing, and the nature and direction of its movement are determined by 
forces that ar.e exercised upon it, both internally and externally. 
Group dynamics is for the group what personality dynamics is for the 
individual. 

2. The expression, group dynamics, is also used to describe 0 bronch 
of social science thot is dedicated to applying scientific methods to 
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determine why sroups behave th w '/ h '/ do. 
speak about tlresearchins Stoup dyn 10 'It 1n 
sible to speak about reaearchln nucl ar n t 
group dynamics utilizes the toole and h p r n 
of social science, especially for aoct,l p '/ b 1 • 
ogy. psychiatry, sociology, anthropol0 '/ and u 1 
hypotheses, proves them using such tcch~iquc. ob· 
groups and laboratory groups, int rviwl, qu 
on the facts it gathers, it trios to cl I 1f,/ ' 
group. theories, and seneral principlo • • 

3. The third use of the expression "sroup dyn 
of basic thought accwnulated by fomer tnv 1: t 
one could speak of the "discoveries of sroup d'lftl 
thought is found in doctoral thesGs, in articl t 
science journals, monographs, pamphlets, and tn 
technical publications. 

4. Finally, the expression "group dynamic" h 
an increasing body of knololledse or technolo. y. 
deals ,dth the utilization of knowl dS in roup prDC~*,III." 
sense, it is possible to speak of the pdnc1pl 
the basic techniques of group dynamico, bu n v 
dynaJlics. There is, of course. 11 cl08a 'r 1 1 n 
and applied knowledge; hO~lever. when on 10 u · tn 
dynamics, it is necessary to distin6uioh b ~ 
thoughts and the technology derived fro~ th 
stand also that the principles and tcchniqu 
from an ideological position reforring to howrou 
they emerge rather from the scientific c r 1 ud 
behavior, under certain conditiona, produ n 
dictable. So, the works of applied group dyn i 
tically: "00 this or that," but ro h r : "J,f 
certain circumstances it is probobl th t h 

Adapted from "Introduc i6n 
and HuldA. Y.nowles. T"uHori 
pp. 11-l3. 
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FEEDBACK _ Adf\Dted from RTAC, Mexico 

This term was introduced years ago into the language of training labo
ratories in order to identify a process intended to help a person to 
consider the possibility of changing his behavior. 

The word originated in relation to activities dealing with electronic, 
self-directed systems, such as computers and rockets. The rocket has a 
specific objective and. if it changes its course, an electronic mecha
nism automatically conveys a message which makes it return to the desired 
route. The correct inc messap,e could also origin3te from a control sta
tion, but it is the "electronic brain" inside thp. rocket Hhich l'l.:lIces the 
necessary correction in the trajectory of the missile. The message that 
indicates a chanee in direc tion is ",hat ,,,e would call feedback and its 
effect Hould be to n~-route the rocket onto the path that Hculd lead it 
towards its objective. 

Consciously or unconsciously, human beines also try to pursue objectives. 
But it S01:12ti!:lCS hJPI'LuS LL<..lL au humans He beh.:lve in such <1 I,'ay th:lt 
iMpede!. our pun;uit of the objectives w111ch \it! desire', or p.1.:!Cl':' obsulcles 
in our Wly to attain the:n. If fee(,;x:cic reaches us, "i:',llal~[;r, the o(,I I:1':ior 
that is kecpin UG from <lchievini~ uh:1t \JC ,.;ant. perhaps we would be able 
to r.;ndify ou-; bt.!.:LH'icr '-lIld move in a l'lore productive directioll. 

1I00H'v,~r, !;O::ll'l:linr, hn!';1C'ns in our dnily life thot lrl'L'P~; a PJ",-',- t df',ll oi 
the f"l'dback which i~; offered from producin)'. thl' de~;ir('d ('; f,'("I~; on those· 
who rL'ceivc it. 

Frc'riU~'llt Iy. it i!; :',iv,'n or prec~iVl~d i1~; ills111Ijn~'. or l~it;J'('~~p('ctflJl, (lJ" I· 
not u<ldl'r~;lnl).J, or if: offered nt the \,'ronf, m['l:ll('nt, 01- tn o OlnCOIH' wllo d,·,':; 
not. "allL it, or .Ji "11 the purpo;.c of hurt ill;~ ratlll'r t!.:lIl hclpinf,. IL I·; 
IlCC(·S~''-1L·y fer fel'<:b.lcI: La be off(~rL'd in 81lch .1 \'::'y t luI the n'c<'Ivl'j" hc;lr~; 

it, undl'r!it;ln'I~; II, and inu'rpn'u; it ;I!', .1 rokpTl ['If :1 ~dncl'rC' (!('s1re to 
hel,' Oil I Ill' 1'" ·t of til' per'·nn ()fl,'rl11l~ it. 

Thc' I, ,·,!I, !'::' tll~t ~;II(f'f'd~; (":11l b" ;} 11';,'f'.ll ill.';tllw;,'l1' 111 'he b,:!tC'l'.inr. of 
a p('r~" ';; ;l!dlity 1<' rl'!,I'f' (oll·;tn'n!\'cly tn otlll'r';. 

]. E"f,dhdCL .l:/II!_.t j", d"~;("l;pl I'!(, rOlt 11f'!" , !J.IIl_ ,'.rtf 1,c:..'l..1. Till' av(ddnnc(' of 
crltlc;Jl I.'llrd:" ltl'lp~; ilil'. wlH) r<,cf'lvf'~; it llnt to fC'vi df'fl'll!;1vf'. It ... ,puld 
be mort' 11:',f'! III !or til" lH'r:;OIl til hi' Lold tl!.lt filII' did Ilot BllI':lk al 1111 or 
very lit tlf' dllrllll' t.h" lil('l't!!l)'., rntll\'r th:11l nilvilll~ that h(' ... ·il~; "p;I!I!i1vf'." 
"pilri11y;~f·d," "II'rr-lfil'd," ",LI::1hfoIIlHIt'd," I'l.e. TIlt' l'x{II:1f'le would h(' 
rcvl'r~;I'd if ';O['II'Onl' lInd LIlkl'd too Inllch. It ... lOlIld h(, mon° w;('f\ll tn tl·ll 
h1m how milch Ill' (;JIIlI:!' ill clllIIl'~lriBoll ,.,ith till' othl'nl, 111 ll'rlllll of m11l1l1"!l 
or OCCIl~;JOIl'; wlll'1l Ill' ,,!,ph', jll/ltl~IHI of t(']llll1~ him tbat "Ill' 1'1onop(1IJ~('d 
tltt· cOllverlliltffJll," tlllit Ill' trIed to "uom1nlltf'," ('Ie. EVl'tI tlH' word 
"('XCl'!lfllvl'" 10 r:lorl' criUcal thnll c1l'flcripl1v,·. 

2. !!~I~d_":t(~I~_nlllnt __ .hl' IIP/'(' ffl~. _r~l_t1!f'r __ t:..I}_n_ll_j:.£..l~'!'~J. To tell oomf'OIH' Itr. 
nllclnpt('d to hnv,· hin wily durll1B thl' m(!etlnK would not be nn uneful nn if 
he Wl're told: "Severn] timPIl you tried to Rnin npprovl1l for your iden 
righl awny withouL poylnr. milch nttcntion to Jlndro. Ann, And .Jooc. who w~ro 
ncnJnllt it." It would bl' more uoo(ul for the group to 8ny: "l noted thllt 

http:m')onoIfpoll.vd
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each time a discussion arises between Pedro and Ana, some members tell 
jokes, others try to change the subject, and others read or write," 
instead of saying: "I noticed that this group fears conflicts among 
some of its members." 

3. Timing is important. Almost always the best time is immediately 
after the situation or situations which make feedback necessary. Under 
special circumstances, perhaps it is more convenient to postpone it, 1f 
the person who is to rec~ive it does not want it, when the situation is 
very confusing , when the person offering it feels an unc0ntrolleble 
anger to'Jard the person to whom it is directed, etc. 

4. Feedback must be requested rather than imposed. A clear example of 
that is when aG~eone asks or demands that they comment on his conduct in 
general or on some specific ac r ion. The manner in which that per son 
reacts late r, demonstrates if he really wanted the feedback or if what 
was offered had the characteristics of useful feedback. If oae observes 
carefully he can notice if someone wants fe edback even though he hEl.sn t t 
requested it in words and i f someone, even t h~ugh verbally soliciting it, 
doesn't r eally wan t it. 

5. fe edhack mus t be expres~~d clear l y. The one off ering it can ask t he 
receiver to r epea t tl!C! t cedback he has been given. to be sure it was 
unde r s toDd . He can &J.so illus t r a te t he feedback ,dth eX:l.r.lp l eD or ack 
other memb e rs of t he bt"OUP to h~ lp him t ran "lllit f t clearl· . The U De of 
v r , technical or unCOmr.lon 'Jords 80m t i mes di.minishes the clo,-ity of 
[ .; c I "'ck. 

6 . ~"ck mus t be_2.Ji.Hed with oth'r memher. of t he 8~oup . A l ea!" -
nn labor~ tory offurs opportuniti s to Ask othere if t hey sha r e the 
pinions or p rc ptl no th" Bom~cn hllG exp r essed in r.1 ing fecdbac:1< to 

II comp nion . Som li~CD it 1s discover d t h t the fu d~o'k responde to n 
d1a tortud p rc ption on t he part of th p r son of( rinA 1t . Ot her tim s 

II 1m o · of tht' r (l tlt. - ck io Ilu, m n d for h ::ocC!iv r. \lh n it i o 
th'r p o~)lc ClnrLrn1 il. 

could 
dhllcl:. in <lir cted or r (ora 0 om-

fbi h r Ault is 
r sult • 

or v r 
t c: . 

h. on.aloutly win I to . chin . 



INTERc~mIO. February 1975 Page 

AN EY~RCISE IN SELF-EVALUATION 

Openness 

Do new ideas interest me? 
Am I friends with people whose points of view differ from my own? 
Am I very rigid and bound by tradition? 

Flexibility 

Can I adapt myself and accept net., members of the group? 
Do I feel comfortable in unusual situations? 
Does the unexpected upset me? 

Sensitivity 

Am I aware of the needs and feelings of others? 
Do I try to put myself in the other person's place? 

Creativity 

Do I use ~y initiative nGd imagination when I am confronted with a new 
pr~b lem or ~ituc t !on? 

Do I use re, o~n re90U~CCS ancl /or seck the resources of others to mee ' 
new neE!ds in the eoC1i~ 'nity? 

H~man Orientation ----
Am 1 int "~restcd mor · in th<:! hlHVln thAn in the m, erial £I";>Acts of th ' 

development. proc llRo ? 
C::m I cBtab 11sh An r lnoDr :Ie r of C' cnfidene that p l: t' . l~s others t o 

expreso t~ .mRcJv~s fre ly r "ardlcg cocial changeo? 

Can I COU.:llun ca t - Il e rJ ... 1 £l G w 11 ll S th · c rr Rpondin 1'0. ':'1 nB f n r 

achiovin it ? 
C n 1 m- kc a plan for nehi-vine a 0 1 dividing it int prour s iv 

ph c'? 

AlII 1 up to dnt r p'llrciin th chanr, It toking plnc in todny ' n world and 
1n my community? 

Hav I r od ond om I cont1nuino to t ad works about th procoll of ch"n~ ? 
Do 1 obrv how group or lndivldunl who nu xp r1 ncins toclo-economic 

ch n ,,? 
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OEF NEWS 

Hortense Dicker, who has worked with OEF since 1970, has returned to 
universi~y life. Besides having functioned as OEF representative in 
Ecuador and Peru for four years, Hortense was a member of the teams 
which offered national "cursos" in Bolivia, the Dominican Republic 
and Colombia. Recently she cooperated in the founding of the Coordi
nating Agency for Volunteers of the Guayas, ACORVOL, in Guayaquil. 
We wish her the best of luck. 

A Call to Action 

We invite O'lT readers to share with us their plans for 1975, Interna
tional Women's Year, using the columns of Intercambio. We are ccnfi
dent th.:lt the end result of many efforts will be the attainmc01t of the 
goal ',W h:l':e set bl,fore ourselves: Development, P£:ace, Erj\l'llit~y, 

The sY41bol which npi1L!ar~ on the frollt caVLOr durinr, n;y rl!fll'r:t.s our 
conviction that thi'J dl'·/(·lopr.lc'l1t, peace Ilnd cC]unlity ... ·.111 b(' the r<'sult 
of orr, .. 1'1':'z~·d <1c'l rl'[~;L'·:('r~r.i: ccr..,:1\'Il~f.y a,'! 1(,'11. Wl' are n .... ;:re th:a nor • .:: " 
of tht:'sl' nrC' ~;:;Jlic C2:1di:..loWl, R.:Hl:er, .... e vie',. the::: il!, dj';I:l::ic 

procl',':s,':, In COr<-lti!:lt l'\',J!ution, fL, ... ·ill~,. fr,':-:. !t'll~;101:'; iUrHl'l'nt in hU!:l[Jr. 
ltfc ancl i!;.'l:1' ". social I1ltllrl'. Sir,':l' ... ·l· arl' cOllvlncl,d [of tlit' l'ivc,l for 
all to rarticip'ltl' ~l~ til.· cr'>:lli('!l uf a C,';-l' 11l;:'\c111 Il11J 111::~;1:1i~in)', 

world, 'Nt! invitl' our r('adc'rt; to rt'f1.'ct Oil thi" ~:;::,!)()l al1'~ ~;hcln' tll,lr 
insl~htg wlth UB. 

http:developin.nt



