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INTRODUCTION

It is imperative to have job applicants possess-
ing superior levels of teamwork knowledge, 
skills, and abilities (KSAs) (Chen, Donahue, 
& Klimoski, 2004). In addition, it is vital to 
have university courses projected to cultivate 
these teamwork KSAs (Chen, Donahue, & Kli-
moski, 2004) especially to enable students to be 
productive employees in a diverse workplace. 
Numerous studies have investigated the effects 

of diversity on group problem solving; how-
ever, they have provided conflicting outcomes. 
Fenelon and Megargee (1971) concluded that 
racial diversity repressed group performance, 
and Ruhe and Eatman (1977) found no perfor-
mance distinction between racially diverse and 
homogeneous groups. Yet, there is ample data 
available that indicates their peers persuade 
young people. There are researchers who sup-
port the concept of peer effects in education, 
particularly at the elementary and secondary 
school levels (e.g., Coleman, 1966). Current 
studies also corroborate peer effects among 
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college students (Sacerdote, 2001; Stinebrickner 
& Stinebrickner, 2006).

The primary purpose of this study was to 
investigate the influence of racial and gender 
diversity on group process (the effect of group 
actions/interactions over time on individual 
group members) and problem solving by:

1.  Analyzing group performance on a series 
of difficult problem-solving tasks of sig-
nificant importance to group members.

2.  Utilizing a longitudinal design in which the 
communication within, and performance 
of homogeneous and heterogeneous groups 
were contrasted.

It seems that if the group is homogeneous, 
commitment and performance is improved. The 
group members should engage more success-
fully in the task of discussing and then writing 
about the assigned projects than the members 
in a heterogeneous group. Diverse groups are 
those having gender, ethnic, and national differ-
ences among members; therefore, being called 
heterogeneous groups, whereas homogenous 
groups contain members from one gender, 
ethnic, or national group.

This research attempts to answer the ques-
tion: Over time, what consequence do a high 
level of racial and/or gender diversity have 
on group communication and group problem 
solving?

REVIEW OF RELATED 
LITERATURE

Graen, Hui, and Taylor (2006) contend that ef-
fective work relationships can be differentiated 
from ineffective ones. “Effective work relation-
ships are referred to as having high-quality 
leadership-member exchanges, whereby, inef-
fective work relationships are referred to as 
having low-quality leader-member exchanges” 
(Graen, Hui, & Taylor, 2006, p. 450). In addi-
tion, “leader-member exchange (LMX) is the 
quality of relationship that emerges between 
leaders and their direct reports” (Graen, Hui, 

& Taylor, 2006, p. 450) however, this theory 
stands for only one of a number of forms of 
relationships in teams.

Relationships in teams can also be formed 
outside of work. These are generally recognized 
as dyadic friendships. There exist several studies 
in the social network literature exalting the need 
for friendships at the team level (e.g., Krackhardt 
& Stern, 1988; Nelson, 1989; White, 1961). 
Moreover, dyadic friendship networks can be 
correlated to team communications and conflict 
(Krackhardt & Kilduff, 1990; Labianca, Brass, 
& Gray, 1998). In fact, there are studies indi-
cating that friendship, predominantly of one’s 
leader, may be significant to organizational 
achievement (Moore, 1996). Fraternization 
among workers may also aid morale and provide 
individuals a motive for going to work. The 
fundamental belief is that friendship affords 
connection and interdependence, and that this 
friendship transforms the relationship between 
leader and follower from that of supervisor 
and subordinate to one of friend and friend 
(Parraault, 1991).

Meanwhile, Festinger’s theory of social 
comparison has offered a useful social psy-
chological framework for understanding peer 
effects (Festinger, 1954; Suls & Wheeler, 2000). 
Festinger argued that people assess their beliefs 
and skills through a comparison with other 
people and that they can make a much more 
viable assessment by comparing themselves 
with similar people. Many studies have shown 
that people compare themselves to their peers 
using other personal characteristics, such as 
income, appearance, and fitness, but the theory’s 
original emphasis on beliefs and skills is very 
important to a consideration of peer influences 
among college students (Suls & Miller, 1977; 
Suls & Wills, 1991; Wood, 1996).

The common view is that American cul-
ture is diverse; however, sometimes this is at 
the same time at conflict with the actions and 
ideology regarding the American culture, which 
is one of homogeneity. This homogeneity was 
created from American European beginnings, 
which implies an attitude that Eurocentric cul-
ture is dominate over non-Eurocentric culture. 



 

 

9 more pages are available in the full version of this

document, which may be purchased using the "Add to Cart"

button on the publisher's webpage: www.igi-

global.com/article/heterogeneous-homogeneous-

groups/62982

Related Content

Developing an ePortfolio for Health Professional Educators: A Case Study
Mary Lawson, Debbie Kiegaldieand Brian Jolly (2006). Handbook of Research on

ePortfolios (pp. 273-282).

www.irma-international.org/chapter/developing-eportfolio-health-professional-educators/20319

Building a Model of Employee Training through Holistic Analysis of

Biological, Psychological, and Sociocultural Factors
Andrew Schenck (2015). International Journal of Adult Vocational Education and

Technology (pp. 1-15).

www.irma-international.org/article/building-a-model-of-employee-training-through-holistic-

analysis-of-biological-psychological-and-sociocultural-factors/133836

A Hybridized Deep Learning Strategy for Course Recommendation
Gerard Deepakand Ishdutt Trivedi (2023). International Journal of Adult Education

and Technology (pp. 1-16).

www.irma-international.org/article/a-hybridized-deep-learning-strategy-for-course-

recommendation/321752

Moving from Professional Development to Real-Time Use: How are we

Changing Students?
Meghan Morris Deyoe, Dianna L. Newmanand Kristie Asaro-Saddler (2014). Adult

and Continuing Education: Concepts, Methodologies, Tools, and Applications  (pp.

2043-2067).

www.irma-international.org/chapter/moving-from-professional-development-to-real-time-

use/105358

Can We Talk? Electronic Portfolios as Collaborative Learning Spaces
Gary Greenberg (2006). Handbook of Research on ePortfolios (pp. 558-566).

www.irma-international.org/chapter/can-talk-electronic-portfolios-collaborative/20344

http://www.igi-global.com/article/heterogeneous-homogeneous-groups/62982
http://www.igi-global.com/article/heterogeneous-homogeneous-groups/62982
http://www.igi-global.com/article/heterogeneous-homogeneous-groups/62982
http://www.irma-international.org/chapter/developing-eportfolio-health-professional-educators/20319
http://www.irma-international.org/article/building-a-model-of-employee-training-through-holistic-analysis-of-biological-psychological-and-sociocultural-factors/133836
http://www.irma-international.org/article/building-a-model-of-employee-training-through-holistic-analysis-of-biological-psychological-and-sociocultural-factors/133836
http://www.irma-international.org/article/a-hybridized-deep-learning-strategy-for-course-recommendation/321752
http://www.irma-international.org/article/a-hybridized-deep-learning-strategy-for-course-recommendation/321752
http://www.irma-international.org/chapter/moving-from-professional-development-to-real-time-use/105358
http://www.irma-international.org/chapter/moving-from-professional-development-to-real-time-use/105358
http://www.irma-international.org/chapter/can-talk-electronic-portfolios-collaborative/20344

