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The QAMIG is a questionnaire that allows for the determination 
of one’s group interaction style, based on one’s tendency to fa-
vor specific interaction modes. It is designed to enable the per-
son to better identify the potential and limits of his/her ways of 
interacting in a group.  The questionnaire can be completed on 
line at the following address: http://qamig.com 

Results are calculated using an extensive data base comprising 
answers from close to 9 000 completed questionnaires2, and 
presented in the form of a graphic, traced automatically. The cur-
rent questionnaire is derived from its initial versions elaborated 
in the early 1990s, and first tested on a sample of 500 adults in 
total, both men and women (Mongeau & Tremblay, 1993, 1995, 
2005). 

The qualitative elements of interpretation are drawn from a com-
parative analysis of direct observations and interviews adminis-
tered to prototype individuals having obtained a very high score 
in one specific mode, and lower scores in the other modes. 

To maximize the validity of your group intervention style profile, 
we suggest that you complete the questionnaire before you ac-
quaint yourself with the descriptions of the group interactions 
modes.

Furthermore, it is preferable to always refer to the same group 
work experience for each and every question. This way, the pro-
file obtained is more reliable. It is understandable that a person 
can be quite active in a group when he/she feels committed to 
the task, and be more in a listening mode in another group for 
which attendance is mandatory. Therefore, answering a ques-
tion while referring to one specific group then, answering ano-
ther question with another group in mind could significantly af-
fect the validity of the results. 

 

Section 1

The QAMIG1

1QAMIG – Questionnaire d’auto-évaluation de ses modes d’interactions en groupe – Self-As-
sessment Questionnaire on Your Group Interaction Modes.
2Exactly 8 999 questionnaires were completed. Included in the appendix is a presentation of 
the questionnaire’s psychometric properties.

http://qamig.com
http://qamig.com
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Publications about group work are numerous. Methods for ensu-
ring good member participation and proper team functioning are 
often featured. Similarly, training sessions on team-building, 
learning to communicate more effectively, and better managing 
group work, etc., are widespread. 

In fact, it is widely agreed upon that group work is difficult even 
though most of the time, everyone is doing their best and acting 
in good faith. Yet, difficulties still pile up. How can this be? What 
makes things go wrong?

To answer these questions, we listened to members and gathe-
red their comments on ways that they themselves participate, 
and ways that other members in their work group participate. 
These comments could either be made during or outside mee-
tings. A few hundred statements were thus listed. We develo-
ped a short questionnaire in which respondents were asked to 
indicate their level of agreement for each statement. Statistical 

analysis of the answers allowed us to identify six different ways 
of interacting in a group (Mongeau & Tremblay, 1993, 1995). 
These six different ways, which we refer to as the 6 interaction 
modes (Expression, Promotion, Explanation, Structuring, Vigi-
lance and Support) constitute the many facets of being and in-
teracting, each with their own beliefs, pleasures, relevancies, 
retention strategies and weakness compensation means; it is a 
matter of six worlds that clash now and then.  

Section 2

Origins of the 
QAMIG
Self-Assessment Questionnaire on Your Group 
Interaction Modes
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This guide provides reference points to help you interpret 
your results of the Self-Assessment Questionnaire on your 
Group Interaction Modes. Formally, the interaction modes cor-
respond to a structure of conduct that can be observed on a 
recurrent basis in different work groups. From the person’s 
point of view, theses modes of interaction can be equated to 
general ways of acting in group situations.  

Six modes of interaction have been identified, these modes 
are: Expression, promotion, explanation, structuring, vigilance 
and support. Each person’s specific combinations of these 
modes enable him/her to better identify a personal group inter-
action style. 

All mode descriptions feature six sections. The first section gi-
ves a general overview of the interaction mode’s main charac-
teristics.  The second section is devoted to the mode’s under-
lying beliefs and seeks to highlight the group’s work represen-
tation as well as the convictions at the base of the interaction 

mode. The third section illustrates the pleasures associated 
with each mode. It shows the specific contributions and the sys-
temic usefulness of pleasure, and the different ways it helps 
with group dynamics. The fourth section provides pointers to al-
low you to evaluate, as the action is taking place, the extent to 
which the interaction mode being used is suitable or not for the 
situation. The fifth section shows how every interaction mode 
tends to self-perpetuate, and finally, the last section explains 
how group members or how the person himself/herself can play 
a part in averting the self-perpetuating mechanism, thus coun-
tering the potentially negative effects of the interaction mode.

Section 3

This guide
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The result page issued by the QAMIG includes, at first, a table 
with percentiles corresponding to your results. The percentiles 
allow you to compare your results with all test respondents1.

Following this table is a profile indicator consisting of two 
graphics. The first graphic gives information on your overall ten-
dency to be reactive or proactive in a group. A tendency to be 
proactive indicates a willingness to take the lead in a group, to 
act first and then see how others react; whereas, a tendency to 
be reactive corresponds to a propensity to wait for something to 
happen and act afterwards. Being reactive does not mean 
being passive. In fact, many reactive individuals can be more 
active than many proactive individuals, it’s just that their actions 
tend to be consequential to what is occurring in a group. 

The second graphic displays results for each of the six interac-
tion modes: expression, promotion, explanation, structuring, vigi-
lance and support. Il provides information on your tendency to 
act according to some interaction modes and not others. More 

specifically, it presents the combination of different dominant in-
teraction modes (usually two or three), and weaker modes that 
define your group intervention style, as a reference. Keep in 
mind that these modes can vary depending on the group, or the 
situation.

The interpretation of these results consists of two parts: Compa-
rison of your results with those of others, and comparison of mo-
des between modes. The results in percentiles allow you to di-
rectly position yourself in relation to all those who have answe-
red the questionnaire. Hence, a result at the 75th percentile 
means that 75% of the people obtain an inferior result.  Further-
more, if this result is combined with lower results, it indicates 
that the mode with the highest score occupies a predominant 
place in your group intervention style. For example, a result at 
the 90th percentile for the tendency to act in a proactive man-
ner, and at the 50th percentile for the tendency to act in a reac-
tive manner indicates, firstly, an inclination to interact more pro-
actively than 90% of the people and as reactively as 50% of the 
people. Secondly, these results also point out a tendency to 
react in a manner that is more proactive than reactive. Figurati-
vely speaking, these results suggest that this individual is in ge-
neral more likely to take the lead, however, there are many ins-
tances in which he/she will wait to see what happens before 
reacting. Likewise, a result at the 65th percentile for the expres-
sion mode and at the 20th percentile for the promotion mode 

Section 4

Interpretation

18 999 respondents.
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shows that the tendency to react in the expression mode is 
stronger than 65% of the people, and the propensity to act in 
the promotion mode is weaker than 80% of the people. The 
comparison of overall results obtained in the different interven-
tion modes brings out the one or few dominant modes in one’s 
personal group intervention style. 

To interpret the portrait traced according to the different modes 
of interaction, and to identify one’s personal intervention style, 
we suggest that you consider the one (or few) specific interac-
tion modes with a percentile that truly stands out from the 
others. For instance, if you stand at the 25th percentile for sup-
port and vigilance, at the 90th for structuring, at the 75th for ex-
planation, at the 10th for promotion and at the 50th for expres-
sion, you should specifically pay attention to the structuring, ex-
planation and expression modes. These results depict an inter-
vention style that corresponds mainly to a mixture of the 
strengths and pitfalls of each of these three modes. The weaker 
results yield information on what you are inclined to neglect, if 
not devalue in group life; in this example we find promotion, sup-
port and vigilance (respectively at the 10th and 25th percentile). 
It is an indication that certain ways of behaving seem less pre-
sent in your intervention’s repertoire. 

If all results are similar, that is all weak or all strong, or even all 
average, this could reflect an actual equivalent use of the dif-
ferent group intervention modes. However, it can also show ba-

sically how one responds to the questionnaire. Thus, an indivi-
dual may tend to respond to this type of questionnaire in a very 
uniform or very extreme manner. Consequentially, interpretation 
of results should be nuanced. 

On another note, if upon answering the questionnaire, one re-
fers to a different group for each question, results may possibly 
be meaningless. By contrast, if all questions were answered 
while referring to one same group situation and results are ne-
vertheless all very weak, this most likely reflects a certain 
unease and a difficulty with participation in the referenced 
group situation. At the opposite, if results are all very strong, 
this potentially shows an ability to utilize a variety of group inter-
action strategies. Finally, a situation in which all results are ave-
rage is one of the most difficult to interpret. In this case, it is like-
ly that the use of the various interaction modes is never exces-
sive or simply, that the questionnaire was answered in a scarce-
ly differentiated manner.

When all group members complete the test, it is possible to 
highlight the group’s dominances and deficiencies. The percen-
tage of individuals contributing in a more proactive or reactive 
manner can differ from one group to another. Similarly, the im-
portance attributed to the different interaction modes can vary 
considerably. It can be eye-opening for members of a work 
group to share their results and get a better grasp of the 
group’s strengths and flaws.
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Nevertheless, results do not provide conclusions regarding pos-
sible complicities or incompatibilities with other group members. 
At present, we do not have sufficient data to anticipate collabo-
rations or potential rivalries. We cannot attest as to whether “op-
posites attract” or “birds of a feather flock together”. If a collea-
gue is strongly inclined to interact in a mode that is barely pre-
sent in one’s interaction style, would he/she make a precious 
ally or a fierce competitor? This remains an avenue for future 
research.
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The description of each interaction mode unfolds into six 
sections: 1) - A general view of the interaction mode’s 
main characteristics; 2) - A presentation of the underlying 
beliefs; 3) - An exploration of the pleasures associated 
with the mode; 4) - An identification of signs of inadequacy 
specific to the mode’s interactions; 5) - A review of beha-
viors leading to the mode’s self-perpetuation and, 6) - An 
establishment of regulation strategies to counteract the mo-
de’s potentially negative effects. 

The first section provides a descriptive view of the beha-
viors associated with the mode, and situates the latter in 
regards to the propensity to behave in a proactive or reac-
tive manner. The second section attempts to show through 
analysis and understanding the scope of interpretations of 
group phenomena, when one interacts in this mode. The 
third section explores the specific pleasures derived from 
the mode’s various actions and contributions to work and 
group dynamics. The fourth section pinpoints situations in 
which the mode’s actions may become inadequate or coun-
ter-productive, as well as a source of discomfort. The fifth 
section illustrates how the interaction mode can self-perpe-
tuate and how the mode’s underlying beliefs are self-confir-
med. And, lastly, the sixth section identifies strategies that 
the individual, or group members could implement to coun-
teract the mode’s negative impacts. 

Each description should be used as a tool to interpret the 
profile obtained. These descriptions are derived from a 
qualitative analysis of participants’ comments regarding 
their perceptions of group work, and of their ways of inter-
acting in meetings. In addition, transposing these descrip-

Section 5

The six interactions 
mode

Expression
of oneself, one’s ideas and reactions

Promotion
of projects and proposals

Explanation  
of situations and events

Structuring
of work and of group organization

Vigilance  
regarding the unspoken and the hidden issues 

Support 
of group work and group members
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tions unto your own intervention style requires a personal 
reflection to identify what makes sense to you. 

In closing, take note that none of the six interaction modes 
presented is better than the other, nor preferable. They are 
all equally «good» and «bad», «relevant» and «irrelevant» 
or «adequate» and «inadequate». 
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Globally 
Stimulate and increase involvement

The mode of interaction that targets group members’ self-ex-
pression is a proactive mode in the sense that, the person who 
resorts to this method tends to initiate exchanges.  This person 
takes the lead and engages teammates with questions, respon-
ses, propositions and comments. The person interacting in this 
way is characterized as being more impulsive and sponta-
neous. Above all, his/her actions aim at eliciting a reaction and 
encouraging participation by all. The person seeks to stimulate 
the desires of risk-taking and self-expression, and enjoys that 
everyone is involved and contributing to goal achievement. 

It can be assumed that one is dealing with a person who is inter-
acting by means of the expression mode when several group 
members feel stimulated by the exchanges and wish to assert 
themselves and take risks. The feeling of freedom of action in-
creases under this person’s influence. His/her interactions help 
establish the belief that members can contribute to reaching the 
goals of the group. On the other hand, it can also be assumed 
that one is dealing with a person interacting according to the ex-
pression mode when several members feel hurt and at times 
overwhelmed, submerged by a flow of comments that unfurl 
upon them without notice or, they may feel personally attacked 
by the person’s momentary excess of words and actions. 

Section 6

Expression1

Between mayhem and creation

1The	term	impulsive	was	used	in	the	earlier	versions	of	the	test,	(Mongeau	&	Tremblay,	1993,	
1995).	It	was	abandoned	in	favor	of	expression	to	place	emphasis	on	the	modes’	specific	aspects	
of	interacEon	and	contribuEon,	instead	of	the	person’s	character	trait.	. 

Globally
Stimulate and increase involvement

A belief
All groups require everyone’s involvement

Pleasures
Express oneself, stimulate and take action

Signs of inadequacy
Provocation and intimidation

Self-perpetuating behaviors
Reacting and exaggerating

Regulation strategies
Collaboration and trust
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To better define the expression mode, let us add that the way 
the person interacts, according to the moment or the context, 
can be qualified as: Audacious, dynamic, energetic, committed, 
enterprising, fiery, bold, impulsive, insolent, passionate, daring, 
provocative, rash, etc.

On a more formal note, the expression mode denotes a struc-
ture of conduct in which the person’s questions and responses, 
propositions and comments, and other forms of interaction with 
group members aim at encouraging everyone to express them-
selves and increase their contribution to work and group dyna-
mics.  

A belief 
All groups require everyone’s involvement

The core belief underlying the interaction mode expression is 
that for a group to exist and survive, all members must be invol-
ved. As in a sporting match, team work constitutes an opportuni-
ty to excel. It is a time to do more and to do better. A group is 
not a place of rest, it is a challenge issued to all. And, the idea 
behind this mode of interaction is that if all members play their 
part and become fully involved, group success and goal achie-
vement are most likely assured. On the other hand, if group 
members do not put in the effort and do not become involved, 
the group is doomed to fail. Hence, group difficulties do not ap-
pear to be linked to the fact that certain people take up too 
much space, but rather to the fact that certain people take up 
too little. With that in mind, the emergence of stress, or certain 
tensions, is an indication that the group is in good condition and 
functioning well. In contrast, silence and restraint can be signs 
of disharmony. 

To put this another way, beyond these tensions, complicity can 
be achieved through actions.  
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Pleasures 
Express oneself, stimulate and take action

An individual who interacts in accordance to the expression 
mode, obviously enjoys exchanging and debating with others.  
His/her opinions are made known and, reactions and responses 
are generated. This person occupies a prominent position wi-
thin groups and/or organizations. His/her interventions fuel 
thoughts and discussions within the group. The sometimes star-
tling and provocative actions convey energy to the other mem-
bers. The person attempts to get members to express themsel-
ves, and encourages the group to make decisions and take ac-
tion. Nevertheless, this individual is not constantly in the 
spotlight but instead, interacts by means of successive 
outbursts, first remaining in the background, then taking the flo-
or. This creates surprise as the person becomes the center of 
attention and remains in this position long enough to have his/
her point of view heard and discussed. Furthermore, the per-
son’s enjoyment is fueled by the exchanges that are instigated. 
These lively discussions are in themselves a source of plea-
sure. The more there are discussions and the more vivid and 
profound they are, the greater the satisfaction. Throughout the-
se open discussions and confrontations, the person dives in 
then readjusts as the action unfolds. He/she enjoys the confron-
tation of ideas and the immediate response. When faced with 
inertia, the person will attempt to shock if necessary by resor-

ting to humor or provocation. The pleasure associated with the 
expression mode brings the person, as team leader, to make 
meetings more dynamic. He/she wants to see action and wants 
goals to be achieved. If required, the person explains and verba-
lizes on matters or elements pertaining to the life of the group 
that other members wouldn’t dare openly address. Also, the 
spontaneous aspect of the mode allows the person to quickly 
support and stimulate group members.

In short, the individual who interacts according to the expres-
sion mode is guided by the pleasures in self-expression, stimu-
lating others, and taking action.
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Signs of inadequacy
Provocation and intimidation 

Often acting on impulse, a person that interacts in the expres-
sion mode is at times, led to minimize his/her impact on others. 
Caught in the heat of the action, the individual has little time 
available to evaluate how his/her behaviors are interpreted, and 
is thus inclined to disregard other members’ non-verbal messa-
ges of resistance. The person is aware of these messages of 
resistance, long silences, refusal to respond, looking away, 
stern position, etc., but believes that if the other members are 
not in agreement, they will say so, therefore overestimating the 
ability of others to assert themselves. 

Behaviors associated with the expression mode can be conside-
red inadequate when others perceive them as being overwhel-
ming, aggressive or intimidating. When several members have 
the impression that too much is being said, or it is said in a 
rough manner, there is a risk that some may get upset or feel 
hurt. Even though the individual feels that he/she is participa-
ting fully and is demonstrating expression and commitment to-
wards the group, the relevancy of the interactions pursuant to 
the expression mode can be put into question when the person 
notices that others are beginning to regard him/her as someone 
who is stubborn and trying to obtain acceptance at all cost. Ac-
tions can be viewed as inadequate when they serve to create a 
climate of restraint in which members are always on their guard 

to avoid being hurt. This individual is then seen as a rebel, 
more inclined to provoke than to lead. Consequently, his/her cre-
dibility is threatened. The resulting climate is in complete opposi-
tion to the one sought by the person. At the same time, the plea-
sure obtained from intervening gives way to a certain tension. 
Enemies are more easily identified, whereas allies are less ap-
parent. More and more, the person feels like an outcast. 

Furthermore, the pleasures derived from expressing oneself, sti-
mulating, and taking action push the person to continue to en-
gage teammates. Efforts are made to elicit members’ participa-
tion and involvement. In doing so, the person may upset poten-
tial allies, thus cutting off group support. The person then feels 
all alone against the world. 

In summary, when the person begins to fear the emergence of 
a climate of restraint, politeness and apprehension, it may be 
time for him/her to question the relevance of maintaining beha-
viors associated with this interaction mode. Upon perceiving the-
se cues, the person should evaluate whether more pleasure 
could be derived from other means of interacting.
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Self-perpetuating behaviors
Reacting and exaggerating

The pleasures in expressing oneself, stimulating others and ta-
king action associated with the expression mode lead the per-
son to continuously react on the spot. The greater the impact, 
the more he/she is inclined to believe that the strategy is effec-
tive. Keeping this in mind, as members appear to become less 
involved, the person raises the intensity of the provocations and 
exaggerations until a response is obtained. In doing so, interac-
tions may become upsetting and signs of irritability begin to ap-
pear. This in turn encourages the person to carry on and add on 
more, as these reactions are proof that his/her actions are in-
creasing group members’ expression and implication. 

When other members react in a hostile manner and reject the 
person’s actions, when they seek to isolate him/her or simply 
speak less and look away to avoid a debate, the person is dri-
ven to react even more strongly, eliciting the same type of res-
ponses that originally brought upon this isolation. The more the 
person is being avoided or confronted, the more he/she feels 
they are trying to stop him /her from saying what must be said; 
As a result, the person’s startling interventions are accentuated 
and tensions rise.  In the end, all of this leads to one or several 
interpersonal conflicts. 

Regulation strategies1

Collaboration and trust 

To counter the self-perpetuating behaviors specific to the ex-
pression mode, one must strive to not react to the shocking or 
intimidating aspects of the person’s intonations or gestures, but 
rather, respond solely to the contents of the person’s interac-
tions. Hostile reactions will thus be avoided. Attempts can be 
made to maintain communications that focus on content, in a 
context of alliances. In time, one can even pursue a specific re-
lation of collaboration and trust with the person. Once this is es-
tablished, attempts can be made to convey to the person how 
his/her actions negatively affect members’ expression and impli-
cation, as well as goal achievement as pursued by the group. 
The person is thus able to reduce the negative impacts of the 
behaviors associated with this mode.

Also, the member who interacts in this mode can reduce the 
counterproductive effects of his/her actions by reacting solely to 
the content of the other members’ interactions, and not the non-
verbal aspects. He/she could try to objectify statements, that is, 
try to draw out the contents from the container and separate the 
words that are being said from the emotions perceived in the 
non-verbal messages. The idea is to find pleasure in separating 
the content from the container. To ensure this, the person will 
have to slow down and, as an example, take a moment to 

1To	break	the	cycle	of	a	self-perpetuaEng	mode	of	behaviors	and	counter	its	negaEve	impacts,	the	underlying	
general	rule	is	to	lead	the	person	towards	new	behaviors	of	relaEonal	pleasures	that	are	outside	of	his/her	usual	
comfort	zone,	(Mongeau	&	Tremblay,	2002,	2011)
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rephrase and validate the content and meaning of the messa-
ges. In addition, time should be taken to develop a stronger rap-
port with a few members through informal meetings.
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Globally  
Convince and rally 

The mode of interaction that aims at promoting projects or pro-
posals to group members is a proactive mode in the sense that, 
the person who resorts to this method tends to initiate exchan-
ges. Through questions, responses, propositions, comments, 
and other forms of interactions, the person mainly focusses on 
stimulating members to adhere to a common project or com-
mon element of agreement. The person who interacts in this 
manner enjoys trying to convince and rally.  Actions are underta-
ken with tact as he/she seeks to reformulate the members’ va-
rious contributions, so that a greater number of people will find 
them more acceptable.  

It can be assumed that one is dealing with an individual who is 
interacting by means of the promotion mode when several 
group members feel that their proposals of projects and poten-
tial solutions are taken into consideration by this individual. Un-
der his/her influence, members are led to believe that the group 
can carry out their projects; their feelings of trust and their 
sense of belonging to a group increase. In parallel, some ac-
cuse this individual of being able to promote any given project 
regardless of its nature, and change his/her mind depending on 
other people’s proposals and reactions. Although they feel liste-
ned to, they have the impression that the individual’s proposals 

Section 7

Promotion1 
Between selling and adhering

Globally 
Convince and rally  

A belief 
All groups require that their members adhere

Pleasures 
Listen, bring together and mobilize 

Signs of inadequacy
Polarization and division 

Self-perpetuating behaviors 
Pleasing and succeeding 

Regulation strategies 
Differentiation and critique 

1The	term	convincing	was	used	in	the	earlier	versions	of	the	test,	(Mongeau	&	Tremblay,	1993,	
1995).	It	was	abandoned	in	favor	of	promo/on	to	place	emphasis	on	the	mode’s	specific	aspects	
of	interacEon	and	contribuEon,	instead	of	the	person’s	character	trait.
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are constantly subjected to reactions from others. As well, they 
may have the impression that he/she contributes to the group’s 
avoidance of contentious issues and, they may feel left out if 
they don’t concur. 

To better define the promotion mode, let us add that the way 
the person interacts, according to the moment or the context, 
can be qualified as: Charming, convincing, mobilizing, persua-
sive, rallying, seductive, etc. His/her actions are likened to can-
vassing or lobbying efforts, searching for compromise, etc.

On a more formal note, the promotion mode denotes a struc-
ture of conduct in which the person’s questions and responses, 
propositions and comments, and other forms of interaction with 
group members aim at stimulating their adhesion to a common 
project, or a common element of agreement.

A belief 
All groups require that their members adhere

The core belief underlying the interaction mode promotion is 
that, for a group to exist and keep going, all members must 
adhere to a project or idea. Also, for the group’s survival, it is es-
sential that each member feel personally connected to the 
group’s project. The very existence of the group appears di-
rectly related to the members’ adhesion to the group’s project 
and goals, and this adhesion is neither spontaneous nor natu-
ral; on the contrary, in this mode, the person views group cohe-
sion as a phenomenon to construct by promoting propositions 
and projects to group members. He/she regards certain mem-
bers’ resistance to commit as a plea to intervene in a way that 
everyone better understands how their participation can profit 
them. Likewise, rising tensions linked to the pursuit of a project 
are perceived as uncompleted discussions and unfinished nego-
tiations. In this respect, the search for member adhesion to pro-
jects and propositions takes priority over the projects’ and pro-
positions’ intrinsic qualities.. 
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Pleasures
Listen, bring together and mobilize

A person who interacts in accordance to the promotion mode 
enjoys acting in indirect ways, tactfully, through small gestures 
– placing a word here, placing a word there, lending an ear to 
one member while glancing at another. He/she takes pleasure 
in rephrasing others’ sentences thus reaching a greater number 
of members. The person tries to find the project, idea or proposi-
tion that will satisfy everyone and put a stop to discussions. He/
she listens and seeks to bring together and mobilize members 
around rallying propositions and projects. In a diplomatic way, 
the person is delighted to say things and reformulate offensive 
ideas so that they become more acceptable. Attempts are 
made to present to each member the benefits that can be obtai-
ned in rallying around a certain project or idea. The person pla-
ces himself/herself between parties in order to occupy a central 
position; a position, which in turn favors the formulation of pro-
posals that unite different viewpoints. In this context, the per-
son’s pleasure is fueled by the members’ approval and, when 
faced with difficulty, pleasure is also derived in promoting a solu-
tion.  Attempts are made to secure acceptance of the proposi-
tion most likely to win people over. In his/her efforts to rally the 
people, the person keeps tabs on everyone’s movements and 
gestures in accordance to what he/she perceives as being of 
interest to the group. As team leader, the person works on deve-

loping relations between members, and group cohesion. He 
/she enjoys seizing informal occasions to discuss the various 
proposals. Attempts are then made to create and obtain group 
solidarity around decisions to be made. The person finds plea-
sure in relying on his/her abilities to influence, and to rally. 

In short, the person who interacts according to the promotion 
mode is guided by the pleasures in listening, bringing together 
and mobilizing people around a project.
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Signs of inadequacy
Polarization and division

In trying to promote projects and propositions that, in all likeli-
hood, will obtain adhesion by most group members, the person 
who interacts according to the promotion mode is at times led 
to support incompatible projects and propositions. This brings 
the person to overshadow true oppositions and avoid certain 
choices that need to be made.

The pleasure that the person obtains in listening, bringing to-
gether, and mobilizing group members, makes him/her more in-
clined to persevere in his/her search for possible arrangements 
despite certain members’ resistance. The person can interpret 
their opposition as a personal opposition, thus turning into an 
interpersonal conflict. As a result, personal negative comments 
regarding an opposing group member, or subgroup, are made 
by the person or by other members. Caught up in the pleasure 
from the sequence of replies, the person may go as far as dis-
crediting opposing members, causing them to lose face. 

Behaviors associated with the promotion mode can be conside-
red inadequate when they start to be perceived as being a 
source of division, that is, when the person’s behavior draws at-
tention to the differences in viewpoints, rather than the similari-
ties. Maintaining this mode of interaction with group members 

can, over time, lead to the creation of subgroups: The group 
that follows the person and rallies with him/her and, the others.  

In summary, when the person begins to fear the emergence of 
opponents or clans, or feels that his/her allies are abandoning 
ship, it may be time for the person to question the relevance of 
maintaining behaviors associated with this interaction mode. 
Upon perceiving these cues, he/she should evaluate whether 
more pleasure could be derived from other means of interac-
ting.
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Self-perpetuating behaviors
Pleasing and succeeding

The pleasures in listening, bringing together and mobilizing peo-
ple associated with the promotion mode lead the individual to 
believe that the more the people support his/her propositions, 
the more he/she is appreciated. Thus, the more the individual 
feels appreciated and popular, the more he/she seeks to pro-
mote his/her projects and propositions to be even more popular, 
and so on. Hence the more one searches for approval by all, 
the more one formulates propositions and projects to rally a 
greater number of people. This association between success 
and popularity perpetuates the individual’s constant search for 
approval as well as his/her efforts to promote ideas or projects 
within the group. 

If members react by asking questions or by being in opposition, 
the individual may take this as a personal attack or an attempt 
to make him/her lose face. In turn, the individual will tend to 
react to these members and depending on the strength of the 
opposition, will either show them signs of rejection or will deploy 
more energy to satisfy those that are recalcitrant. There is then 
a risk that the individual will be perceived as creating injustices 
or tensions. 

Regulations strategies1

Differentiation and critique

To counter the self-perpetuating behaviors specific to the mode 
that aims at promoting propositions and projects to its group 
members, one must encourage the individual to take a position 
in the debate, to differentiate him/herself and not try to rally the 
group. Instead of asking what is best for the group, one should 
ask the individual to share what he/she really thinks and desi-
res. In doing so, one can convey the proposal’s inconveniences 
to the individual and the group, not openly and directly oppose 
the individual. The idea is to express acceptance of the indivi-
dual while voicing critique of the projects presented. For exam-
ple, one can tell the individual that the project presented will not 
be supported because of its inconveniences or negative im-
pacts on the group.

Also, the member who interacts in this mode can reduce the 
counterproductive effects of his/her promotion efforts, by slo-
wing down and by making the effort to identify the inconvenien-
ces of the presented projects. He/she can then share these fin-
dings with colleagues even though it may be risky. Also, this 
member could have informal meetings with those who are more 
influential, as well as with those who are not. These activities 
will enable the member to distance him/herself from the discus-
sed projects. 

1To break the cycle of a self-perpetuating mode of behaviors and counter its negative impacts, the un-
derlying general rule is to lead the person towards new behaviors of relational pleasures that are out-
side of his/her usual comfort zone, (Mongeau & Tremblay, 2002, 2011).
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Globally 
Explain and understand

The mode of intervention that aims at explaining different group 
phenomena and life events is a proactive mode in the sense 
that, the person who resorts to this method tends to initiate ex-
changes. Through questions, responses, propositions and com-
ments, and other forms of interactions, the person basically 
tries to bring others to see and comprehend the phenomena 
and events that are misperceived or poorly understood. He/she 
enjoys putting things into perspective. The person makes con-
nections and seeks to provide a frame of interpretation to help 
group members better understand what is going on in relation 
to the group’s objectives. 

It can be assumed that one is dealing with an individual who is 
interacting by means of the explanation mode when several 
group members have the impression that this individual’s ac-
tions are conveying an explanation, which gives meaning to the 
work of the group and the people. Each person’s contributions 
and decisions are interpreted in a manner as to direct group ac-
tion. The impression that a clearer understanding leads to being 
more effective heightens under this individual’s influence. In 
contrast, group members can feel somewhat confused and be-
come less attentive when the individual persists in his/her expla-

Section 8

Explanation1 
Between confusion and meaning

Globally
Explain and understand

A belief 
All groups require a common understanding 

Pleasures 
Analyze, enlighten and guide  

Signs of inadequacy 
Impatience and withdrawal

Self-perpetuating behaviors 
Clarifying and confusing 

Regulation strategies
Involvement and risk taking

1The term analyst was used in the earlier versions of the test, (Mongeau & Tremblay, 1993, 1995). It was 
abandoned in favor of explanation to place emphasis on the modes’ specific aspects of interaction and 
contribution, instead of the person’s character trait.
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nations and presents his/her arguments in an abstract manner 
that is far from the members’ perceptions and realities. 

To better define the explanation mode, let us add that the way 
the person interacts, according to the moment or the context, 
can be qualified as: Analytical, confounding, enlightening, insen-
sitive, intellectual, un-spontaneous, “blowing a lot of hot air”, wi-
se, visionary, etc. In short, the mode refers to a set of behaviors 
that roughly correspond to those associated with a stereotyped 
image of the group’s intellect. 

On a more formal note, the mode explanation denotes a struc-
ture of conduct in which the person’s questions and responses, 
propositions and comments, and other forms of interaction with 
group members aim at bringing members to see and com-
prehend the misperceived or misunderstood phenomena within 
the group.

A belief 
All groups require a common understanding

The core belief underlying the interaction mode explanation is 
that, what gets people to work together and what holds them to-
gether is a common understanding of the objectives and a sha-
red comprehension of the phenomena and events that punc-
tuate group work. The group is herein a venue in which eve-
ryone can share their ideas and perceptions and exchange 
views on group objectives. The elaboration of a common expla-
nation of what is basically happening and actions to be taken, 
establish the group’s reason for being. Without this search for a 
common vision of things, the group no longer has meaning and 
slips into confusion. If, from the start, things are going badly, it’s 
that members don’t know where they are headed and don’t un-
derstand what is happening. Group members have a need to 
clarify and discuss their understanding of the orientations in or-
der to uphold a common guideline. A group is doing well when it 
understands what is going on, and where it is going. In contrast, 
when things are going badly, for instance, when it is noticeable 
that members are withdrawing, that some members are beco-
ming very hasty while others are remaining silent, (or other 
signs of tension), the person attributes these phenomena to 
one and others’ incorrect common explanation.
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Pleasures
Analyze, enlighten and guide

A person who interacts in accordance to the explanation mode 
enjoys analyzing and communicating his/her assessment of the 
various situations that confront the group. The person takes 
pleasure in sharing his/her medium and long term vision of the 
group’s objectives. The person tends to place him/herself in a 
strategist or Éminence Grise position. He/she intervenes at the 
levels of both the organization’s mission and the relationship 
between the group’s objectives and this mission, and proposes 
guidelines to follow. Furthermore, through his/her actions, the 
person aims to explain and clarify, to make members see and 
comprehend the elements that they misunderstand or fail to 
see, and finds pleasure in shedding light on actions. The per-
son behaves in a manner to guide and outline group action, con-
necting current decisions to the group’s long term projects. All 
group actions must be subjected to clear guidelines. By the 
same spirit, the person also enjoys answering questions and si-
tuating them in a broader framework. He/she likes to clarify be-
haviors, both his/her own as well as that of others. Delivering 
an explanation, summary or commenting on group function is 
what fuels this person. When faced with difficulty he/she stands 
back to better perceive all the relevant elements; he/she can 
then explain its causes and understand its effects. The person 
views the consequences in a broader context. As team leader, 

he/she tends to encourage discussion and relational analysis 
as well as clarify the work ahead. Discussions are kept focused 
on the group’s guidelines and projects. The person exerts his/
her role thoughtfully. He/she enjoys giving meaning to the tasks 
at hand and putting them into perspective with the organiza-
tion’s mission and general policies.

In short, the person who interacts according to the explanation 
mode is guided by the pleasures in analyzing, clarifying and gui-
ding the action.
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Signs of inadequacy
Impatience and withdrawal

In wanting to share his/her comprehension of things with group 
members, the individual who interacts in the explanation mode 
is sometimes led to speak frequently and at length. In doing so, 
the more he/she offers explanations, the more the others ask 
questions and note unclear or incoherent issues. In turn, the 
more the individual responds, the more his/her explanations be-
come complicated and the less the others understand. The less 
the others understand, the more the need arises for a clearer 
explanation... We thus witness a decline in attention, and even 
the withdrawal of certain members. 

Behaviors associated with the explanation mode can be consi-
dered inadequate when they begin to be the cause of a certain 
confusion, and reactions of impatience and withdrawal arise. 
These behaviors become harmful when they persist even 
though members have gained sufficient understanding of the 
perceived problems or, they had already considered these pro-
blems to be resolved. Many people are in wait for the individual 
to stop speaking and no longer feel concerned with his/her sta-
tements. They may judge the individual’s behavior as discon-
nected. The individual then loses credibility and even evokes 
hostile reactions upon him/herself. Furthermore, the pleasure 
that the individual feels in analyzing, clarifying and guiding 

group work pushes him/her to continue arguing and persisting 
with explanations.  This results in members retaining only that 
the individual solely wishes to have his/her explanation valida-
ted and expertise recognized; His/ her contributions to group ef-
forts in understanding phenomena is pushed into the back-
ground. 

In summary, when the person begins to perceive signs of confu-
sion, impatience and member withdrawal, it may be time for 
him/her to question the relevance of maintaining behaviors as-
sociated with this interaction mode. Upon perceiving these 
cues, the person should evaluate whether more pleasure could 
be derived from other means of interacting.
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Self-perpetuating behaviors
Clarifying and confusing

The pleasures in analyzing, clarifying and guiding associated 
with the explanation mode, push the individual to share his/her 
understanding and offer more explanations, with even more refi-
nement and precision adding information on the context, cau-
ses, etc. These addendums and precisions usually lead to more 
questions. And, the more others ask questions and raise un-
clear or incoherent aspects, the more the individual appears to 
be drawing away from their reality with explanations that are be-
coming more abstract. This can bring about even more questio-
ning, resulting in confusion and, as the situation becomes even 
more confusing, the person tends to provide more explanations.  

On the other hand, the more the members have difficulty under-
standing, the more they will ask questions. The individual, in 
trying to respond correctly, adds more detail and accuracy to 
his/her explanations. As members comment more, offer further 
explanations or ask questions, the individual rejoices in answe-
ring and in sharing his/her comprehension… Thus, the more 
the interactions between the members and the individual linger 
around his/her explanations, the more the individual feels that 
his/her explanations are appreciated. 

Regulations strategies1

Involvement and risk taking

To counter the self-perpetuating behaviors specific to the mode 
that aims at sharing explanations of phenomena affecting the 
group, one must try to break the cycle of: “they don’t under-
stand / I explain / they question / I explain with more precision / 
they don’t understand”. To do so, one must try to elicit a perso-
nal implication from the individual and draw him/her closer to 
the action. It is a matter of asking the individual the opposite of 
his/her natural strategy: doing, rather than saying. At least three 
options are available to whoever wants to pursue this idea: Ac-
tion, emotion and silences. For example, one can ask the indivi-
dual to convert his/her idea into action; to give a concrete illus-
tration of how he/she views the idea or better, to take the first 
steps. Another venue involves asking the individual to establish 
him/herself according to what he/she is feeling. This way, the 
individual is obliged to call upon new resources. Lastly, one can 
draw attention to the individual’s silences; being attentive during 
these moments compels the person to once again resort to new 
resources.  

Also, the member who interacts in this mode can try to reduce 
the counterproductive effects of his/her actions by taking the 
risk of letting others fend for themselves and by reducing the 
number, or the length of actions that aim at explaining the situa-

1To break the cycle of a self-perpetuating mode of behaviors and counter its negative impacts, the un-
derlying general rule is to lead the person towards new behaviors of relational pleasures that are out-
side of his/her usual comfort zone, (Mongeau & Tremblay, 2002, 2011).
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tion. The member could also share his/her problems with, or 
misunderstanding of, the phenomenon. Then again, the mem-
ber could suggest a course of action without conferring its ratio-
nal or its context.
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Globally 
Manage and regulate

The mode of interaction that aims at structuring is a reactive 
mode in the sense that the person who resorts to this method 
does not initiate exchange, but rather reacts to it. In this mode, 
the primary concern of the group member’s questions, respon-
ses, propositions, comments, and other forms of interactions, is 
to structure the group and organize it in terms of time and 
space (deadlines, rules, methods, procedures, etc.). The per-
son interacting in this mode likes to behave methodically and 
fairly. When he/she interacts, it is often to propose ways of pro-
ceeding, or to remind members of group rules and policies. The 
person looks for a method, a rule, or a procedure that will solve 
the group’s problems. 

It can be assumed that one is dealing with an individual who is 
interacting by means of the structuring mode when, several 
group members have the impression that this individual’s beha-
vior contributes to the work organization and overall functioning 
of the group. The perceptions of justice and fairness are heigh-
tened under this individual’s influence. The suggested rules and 
procedures appear to enhance achievement of group goals. In 
contrast, it can also be assumed that one is dealing with an indi-
vidual interacting in the structuring mode when several group 
members feel that too many rules are being applied too rigidly, 

Section 9

Structuring1

Between rigidity and effectiveness

Globally 
Manage and regulate

A belief
All groups require rules and procedures

Pleasures
Organize, regulate and distribute

Signs of inadequacy
Irritation and delinquency

Self-perpetuating behaviors
Explaining and conforming

Regulation strategies
Exploration and pragmatism

1The term strict was used in the earlier versions of the test, (Mongeau & Tremblay, 1993, 1995). It was 
abandoned in favor of structuring to place emphasis on the modes’ specific aspects of interaction and con-
tribution, instead of the person’s character trait.
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without consideration for the context; or again, when members 
perceive that their interactions are adding to the problems and, 
instead of solving them, they are burdening their work. 

To better define the structuring mode, let us add that the way 
the person interacts, according to the moment or the context 
can be qualified as: Conforming, conservative, legalistic, metho-
dical, rigid, rigorous, strict, structured, systematic, etc.

On a more formal note, the structuring mode denotes a struc-
ture of conduct in which the person’s questions and responses, 
propositions and comments, and other forms of interaction with 
group members aim at organizing tasks, and their relations in 
terms of time and space (deadlines, rules, methods, procedu-
res, etc.).

A belief 
All groups require rules and procedures

The core belief underlying the interaction mode structuring is 
that, for a group to exist and keep going, it must have rules and 
procedures that are respected by all members. According to 
this mode, for a group to survive and develop it must be structu-
red. Otherwise, as several people get together, the efferves-
cence and the meeting’s life itself lead to the breaking-down of 
the group into multiple separate projects; everybody makes do, 
each to their own liking. Injustices and de-motivation then set 
in. In the absence of a regulatory framework, the group slides 
into anarchy and disorder. Before the onset of actual chaos, ri-
sing tensions and irritations in the group are interpreted as indi-
rect results of a lack of order and structure. In addition, the 
smooth running of a group, if not its survival, is based on a mu-
tual acceptance of clear and explicit operating rules. The publi-
cized and uniform application of these rules guaranty equity 
and prevent manifestations of conflict and tensions.
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Pleasures
Organize, regulate and distribute

A person who interacts in accordance to the structuring mode 
enjoys explaining and applying the rules and procedures adop-
ted by the group, in a rigorous and fair manner. This person 
likes order whether it be regarding tasks or regarding rela-
tionships between members. He/she enjoys watching group 
members work methodically and fairly. Also, this person acts 
more to the “how” than to the “what”. Among other things, he/
she makes sure that the timetable is respected, people get their 
turn to speak, tasks are allocated, and roles and responsibilities 
are clarified. The person influences the meeting’s functioning in 
a determining way. In this sense, his/her pleasure in interacting 
is obviously fueled and encouraged by the fact that things are 
unfolding as expected. When faced with difficulties or when en-
countering tensions, the person’s efforts aim at putting things in 
order and preventing anarchy from settling in. He/she seeks to 
explain the norms that remain vague, proposes procedures, 
and upholds those that are in place. As team leader, the person 
likes to invest him/herself in the organization of meetings, and 
ensures that they are conducted smoothly. He/she monitors 
time, mandates, delays, agendas, etc., and provides a secure 
and structured work environment in which everyone’s tasks and 
roles are clear and precise. 

In short, the person who interacts according to the structuring 
mode is guided by the pleasures in organizing, regulating and 
distributing work in a fair way.
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Signs of inadequacy
rritation and delinquency

In his/her desire to organize group work, the individual who in-
teracts in the structuring mode is sometimes driven to wanting 
to control the group’s way of working and wanting to evaluate 
what is correct and acceptable regarding regular procedures. In 
doing so, certain members become irritated by this individual 
who is rigid and lacks nuance in his/her willingness to regulate 
and standardize procedures. The individual thus appears con-
trolling and lacking in context-sensitivity. 

Behaviors associated with the structuring mode can be viewed 
as inadequate when a surplus of norms and procedures ren-
ders work more laborious and provokes widespread discontent. 
By dint of introducing and implementing explicit and already 
existing procedures, one can lose sight of the forest for the 
trees. Excess may do you harm!

Furthermore, the pleasures derived in organizing, regulating 
and distributing group work compel the individual to persevere 
in his/her efforts. In doing so, ironically, the individual leads the 
other group members towards certain forms of unintended delin-
quency. Other members who are more concerned with the spirit 
than the letter, may for example, not follow rules. Faced with 
these behaviors that could lead to chaos, the individual will 
show more firmness in his/her attempt to have existing rules res-

pected, which in turn results in even more noticeable delinquent 
behaviors. 

In summary, it may be time for the person to question the rele-
vance of maintaining behaviors associated with this interaction 
mode, when in doing so, more problems are arising instead of 
being solved, such as the resulting discontent and disobe-
dience. Upon perceiving these cues, the person should eva-
luate whether more pleasure could be derived from other 
means of interacting.
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Self-perpetuating behaviors
Explaining and conforming

The pleasures in organizing, regulating, and distributing work, 
associated with the structuring mode, bring the person to follow 
and the rules and clearly explain them. The fact that the group 
can exchange and be productive confirms, in the eyes of the 
person, that rules and procedures need to be followed for the 
group to function and get things done. Also, the more the struc-
turing of work and the exchanges within the group appear defi-
cient, the more the person will propose new rules. The more the 
rules are adopted by the group, the harder the person will try to 
organize the ways of doing things. In being rigorous, he/she 
risks becoming rigid. 

Furthermore, members who are more concerned with the spirit 
rather than the letter may not want to abide by the rules. Thus, 
faced with the threat of chaos depicted by their refusal to com-
ply to set rules, the person will show more determination in his/
her attempts to ensure that rules are followed. This in turn will 
cause further problems in terms of work organization, member 
performance, and increased behaviors of delinquency, resulting 
in a multiplication and strong enforcement of rules that are so-
metimes difficult to conjugate.

Regulation strategies1

Exploration and pragmatism

To counter the self-perpetuating behaviors specific to the mode 
that aims at structuring both work and exchanges, one can fa-
vor pragmatism. Efforts can be made to explore with the per-
son, the practical repercussions of the suggested working 
methods on him/herself and group members. On a common ac-
cord, one can attempt to identify the actual usefulness of the 
person’s propositions and working methods in relation to the 
group’s genuine needs in terms of procedures and policies. 
One can ask these questions: To what problem do these propo-
sed methods apply? Are they truly necessary? What changes 
will they bring about? What will be gained, what will be lost? It 
is not about confronting the person, but rather working with him/
her to identify the most desirable ways of proceeding for the 
whole group, while pointing-out the inconveniences of the propo-
sed rules in a simple and concrete manner. 

Also, the member who interacts in this mode can reduce the 
counterproductive effects of his/her actions by presenting the 
gains and losses associated with his/her structuring proposi-
tions. In this case, remaining practical in the analysis of the 
gains and losses allows the member to stay in touch with the 
group’s needs. Furthermore, the member could ask other mem-
bers whether they believe that applying the rules will solve the 

1To break the self-perpetuating cycle of a behavior mode, and to counter its negative impacts, the gene-
ral underlying principle is to lead the person towards new behaviors of pleasurable relations, outside of 
his/her usual comfort zone (Mongeau & Tremblay, 2002, 2011).
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problem. Can they identify exceptions as well as procedures to 
deal with these exceptions?
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Globally 
Watch over and enlighten

The mode of interaction that targets vigilance of interests at 
stake regarding group actions and decisions, is a reactive mode 
in the sense that the person who resorts to this method does 
not initiate exchange, but rather reacts to it. A person who inter-
acts according to this mode can be quite active during a debate 
however, he/she will generally not be the one launching it. The 
person’s questions and responses, propositions and comments, 
and other forms of interaction aim at highlighting and examining 
the issues and impacts of the proposals put forward, and the de-
cisions to be made. He/she contributes to everyone having their 
interests considered. The person enjoys uncovering incoheren-
cies and implied or unspoken contradictions that can affect 
group work and group dynamics. He/she seeks to ensure that 
everyone is aware of what is currently at stake. 

It can be assumed that one is dealing with an individual who is 
interacting by means of the vigilance mode when several group 
members have the impression that the person’s interactions 
lead to unveiling the unspoken and explaining innuendos. The 
perceptions of transparency and open-mindedness increase un-
der his/her influence. During debate, personal interests are re-
vealed and taken into consideration. In contrast, it can also be 
assumed that one is dealing with a participant interacting accor-

Section 10

Vigilance1 
  Between suspicion and disclosure

Globally
Watch over and enlighten

A belief
Every group requires that personal interests be met

Pleasures
Oversee, perceive and reveal

Signs of inadequacy
Distrust and isolation

Self-perpetuating behaviors
Suspecting and gathering

Regulation strategies
Trust and constancy

1The term skeptical was used in the earlier versions of the test, (Mongeau & Tremblay, 1993, 1995). It 
was abandoned in favor of vigilance to place emphasis on the modes’ specific aspects of interaction and 
contribution, instead of the person’s character trait.
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ding to the vigilance mode when group members become defen-
sive, feel they must justify themselves, and a climate of suspi-
cion sets in. 

To better define the vigilance mode, let us add that the way the 
person interacts, according to the moment or the context, can 
be qualified as: Skeptical, incredulous, lucid, cautious, pessi-
mist, indicative, suspicious, clairvoyant, revealing, etc.

On a more formal note, the vigilance mode denotes a structure 
of conduct in which the person’s questions and responses, pro-
positions and comments, and other forms of interaction with 
other members aim at highlighting and examining the issues 
and their impacts

A belief 
Every group requires that personal needs be met 

The core belief underlying the interaction mode vigilance is that, 
the existence and survival of a group are the fruit of members’ 
personal interests being met and ensuing struggles being 
addressed. The group is an arena in which each and everyo-
ne’s objectives are clashing and competing, sometimes expli-
citly, but more often in an obscure way. The person only sees 
individuals who have gathered together and, as long as all their 
personal needs are met, everything is fine. Thus, a group that 
has problems is a group that doesn’t respond to the members’ 
aspirations and is unsuccessful in giving them what they came 
looking for. Tensions, irritations and conflicts are viewed as ex-
pressions of members’ unmet needs or, as manifestations of 
the group being in the presence of hidden or mismanaged is-
sues. The person doubts early consensus and what is taken for 
granted, and mistrusts good intentions. He/she believes that the 
parties’ official discourse cannot, in itself, enable one to grasp 
the issues at stake. Also, with this mode of interaction, the per-
son seeks to correctly identify members’ personal interests so 
as to provide a response compatible with group interests. The 
important thing in achieving objectives is to “get down to busi-
ness” and make explicit the real issues that are often left unspo-
ken. Keeping this in mind, the person becomes sensitive to the 
non-verbal and hidden interests that fuel conversation.
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Pleasures
Oversee, perceive and reveal

A person who interacts in accordance to the vigilance mode en-
joys identifying the interests involved and the various issues of 
power between parties. He/she likes to step back, observe the 
action, and maintain a distance in dealing with other members’ 
hasty assessments. The person takes pleasure in perceiving 
the flip side of the coin, the bottom of things, the hidden motiva-
tions and the elements forgotten by others. He/she seeks to 
contextualize events, establish links between them and, allows 
for a little time to pass before supporting and confirming a con-
sensus. The person’s pleasure is fueled by his/her plausible as-
sumptions, interpretations and inevitable “findings”. When faced 
with proposals of potential solutions to respond to difficulties en-
countered by the group, the person tries to assess the extent to 
which these solutions truly provide an answer to the conflicting 
interests in question. As team leader, the person is particularly 
concerned about the strategic aspects of group decisions regar-
ding the needs and interests of the members and the enemies 
of the group. He/she enjoys ensuring transparency and 
coherence between the group’s propositions and their actions. 

In short, the person who interacts according to the vigilance 
mode is guided by the pleasures in overseeing, perceiving and 
revealing issues underlying members’ interactions. 

Signs of inadequacy
Distrust and isolationt

In trying to identify the real issues and hidden interests, the indi-
vidual who interacts according to the vigilance mode is someti-
mes called upon to interpret the unspoken. He/she is led to criti-
cize the obvious choices more severely than others and denoun-
ce collusions and bogus agreements. The skepticism and ques-
tioning that characterize this mode end up creating a climate of 
distrust in the work groups in which the person plays a part.

Behaviors associated with the vigilance mode can be viewed as 
inadequate when they give rise to a climate of suspicion among 
group members. They become harmful when several members 
end up feeling personally targeted by the individual’s state-
ments and fear they will lend themselves to malicious interpreta-
tions in which they don’t recognize themselves. In response to 
the individual’s excessive vigilant behavior, members become 
more cautious, if not on the defensive. There is a risk that a Ma-
nichean perception of the world (them/us, good/bad) will slowly 
settle into the group.

Furthermore, the pleasure that the individual derives from over-
seeing, perceiving and revealing the unspoken brings him/her 
to persevere in the search for hidden issues and possible disho-
nesties. In doing so, the individual is at risk of isolation and re-
jection because, by dint of lacking confidence in partners and 
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by dint of surveillance of all, his/her interactions annoy mem-
bers as they become exasperated by the continuous recrimina-
tions. The individual is blamed for generating what he/she is de-
nouncing. From being widely surveilled, members end up wan-
ting to avoid this vigilance; this in turn arouses even more dis-
trust within the individual, subsequently reducing one’s desire to 
interact with him/her. 

In summary, when the person begins to feel that distrust is set-
tling into the group and he/she is beginning to feel isolated from 
others, it may be time for him/her to question the relevance of 
maintaining behaviors associated with this interaction mode. 
Upon perceiving these cues, the person should evaluate 
whether more pleasure could be derived from other means of 
interacting.

Self-perpetuating behaviors
Suspect and gather

The pleasures in overseeing, perceiving and revealing associa-
ted with the vigilance mode bring the person to distrust appea-
rances and doubt the presumed obvious. By being overly atten-
tive and by surveilling the non-verbal and the various hidden is-
sues, the person gathers evidence that confirms his/her suspi-
cions. The person raises contradictions, asks for proof, and re-
fers to facts and actions from the past regarding members’ dis-
courses and behaviors. Members attempt to justify and defend 
themselves as they try to explain these contradictions. The 
more they justify themselves and the more they manifest defen-
sive behaviors, the more the person will become suspicious 
and try to “let the cat out of the bag”, which in turn causes the 
members to become entangled in their stories and feel that “so-
mething fishy is going on”.

Nevertheless, if the saying “where there’s smoke there’s fire” ap-
plies well to the person’s contribution, the member’s point of 
view is that “the house doesn’t burn down every time someone 
strikes a match”. In addition, from feeling overly surveilled and 
criticized, members may become fearful and distrust the per-
son’s interpretations. Fearing accusations, some members will 
want to control the information that they are providing the per-
son with, while others will heighten their tone of exasperation or 
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prepare themselves for the person’s interactions prior to the 
meeting. All these reactions reinforce the individual’s distrust. 
How can he/she not exercise caution when people distrust him/
her so?

Regulations strategies1

confiance et constance

To counter the self-perpetuating behaviors specific to the mode 
that aims at being vigilant when it comes to hidden issues, one 
must adopt a position of confidence in the person’s capabilities 
to properly assess situations and their possible repercussions. 
One must attempt to convey to the person that not only is he/
she accepted but his/her contributions are appreciated. Such a 
position destabilizes the person’s usual reactions. Being used 
to signs of distrust and irritation, the person is driven towards 
new behaviors. At first, he/she will exercise caution. According 
to this mode, one cannot rely on others without the risk of being 
manipulated. Hence, to break the cycle of self-confirmation, one 
must add constancy and honesty to the confidence because 
with this mode comes a particularly acute sensitivity to lying. 
The person is certainly not a fool. Also, honesty and transparen-
cy not only become valuable assets, but also necessary condi-
tions in establishing a constructive relationship with the person. 
With that in mind, one can communicate to the group what was 
discussed during informal meetings with certain members. In ad-
dition, one must avoid repeating these informal meetings as 
they may make the person more suspicious. On another note, 
when the time comes to submit proposals, one can straighta-
way present the weaknesses and contradictions of the propo-
sals in advance to prevent “denunciation”. 

1To break the self-perpetuating cycle of a behavior mode, and to counter its negative impacts, the gene-
ral underlying principle is to lead the person towards new behaviors of pleasurable relations, outside of 
his/her usual comfort zone (Mongeau & Tremblay, 2002, 2011).
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Also, the member who interacts in this mode can reduce the 
counterproductive effects of his/her actions by avoiding interpre-
tations and by limiting his/her interactions to the content, irres-
pective of the non-verbal and tone of voice. Also, the member 
should not insist that the person respond and provide justifica-
tion; rather, he/she should ask the group if they could shed 
more light on the information. Finally, the member can try to 
communicate how such contradictions or perceptions impact 
the group and discuss actions to take to reduce the negative ef-
fects.
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Globally 
Assist and unite

The mode of interaction that aims at supporting group activities, 
as well as the people making up the group is a reactive mode in 
the sense that, instead of initiating exchanges, the person who 
resorts to this method tends to react to them. The person’s 
questions and responses, propositions and comments, and 
other forms of behavior aim primarily at supporting proposals 
and ensuring everyone’s well-being, including his/her own. The 
person’s interactions value harmonious exchanges, free of con-
flict or tension. Their accommodating aspect favor attentive liste-
ning and respect of personal differences.

It can be assumed that one is dealing with a person who is inter-
acting in the support mode when several group members have 
the impression that he/she shows solidarity with each person in 
the group, and helps ensure that everyone’s personal characte-
ristics are taken into consideration. Concurrently, some mem-
bers will find the person somewhat timid, sensitive and discreet. 
They will no longer speak directly to him/her and even forget 
that he/she is present. Some will be afraid of unconsciously hur-
ting the person or, fear that the person will be judged and gra-
ded negatively. 

Section 11

Support1 
Between assistance and withdrawal 

Globally
Assist and unite

A belief
All groups require that differences be accepted 

Pleasures
Support, reassure and be accepted

Signs of inadequacy
Fear and judgement

Self-perpetuating behaviors
Staying in the background and fading away

Regulation strategies
Valorization and audacity

1The term discreet was used in the earlier versions of the test, (Mongeau & Tremblay, 1993, 1995). It was 
abandoned in favor of support to place emphasis on the modes’ specific aspects of interaction and contri-
bution, instead of the person’s character trait.



42

To better define the support mode, let us add that the way the 
person interacts, according to the moment or the context can 
be qualified as: Discreet, timid, weak, humble, moderate, soft, 
reserved, respectful, tempered, shy, etc.

On a more formal note, the support mode denotes a structure 
of conduct in which the person’s questions and responses, pro-
positions and comments, and other forms of interaction with 
other group members aim at supporting group work, and not 
fueling dissention.

A belief 
All groups require that differences be accepted

The core belief underlying the interaction mode support is that 
the existence and survival of a group rest upon everyone being 
heard and given attention. The acceptance of differences exhibi-
ted by members is the driving force behind group work. It is not 
because people are feeling good that work is going well, but ra-
ther work is going well because people are feeling good. It is 
members’ well-being that brings about proper group functioning 
and objective attainment, not the other way around. Also, in the 
eyes of the person, the quality of the exchanges takes prece-
dence over the tasks or procedures. A group in which members 
have difficulty accepting each other’s differences is doomed to 
failure. In contrast, a group that is functioning well is a group in 
which members feel well accepted and are polite and understan-
ding with one another. The malfunctions observed in a group, 
according to the person, arise from the lack of respect between 
members. They are signs of insufficient mutual aid and of mem-
bers not accepting the presence of other members. Based on 
this knowledge, the person seeks to ensure his/her own well-
being, as well as that of others, by offering to listen and provi-
ding support.
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Pleasures
Support, reassure and be accepted

A person who interacts in accordance to the support mode finds 
pleasure in remaining in the background, listening and offering 
support in as much on tasks as on a personal level as well. 

He/she enjoys being accepted as a member amongst others 
and being able to help to the best of his/her capacities. The per-
son does not want to become the center of attention. The per-
son’s interactions are long-awaited for, and when he/she 
speaks up, it is more to endorse than to propose. The person 
does not want to hurt or rush anyone, and tries not to take an 
overly strong position. He/she likes to reassure, and be reassu-
red. The positive signs of acceptance and appreciation that the 
person gives and receives feed into his/her pleasures of being 
a group member. The person enjoys attempting to compensate 
for the aggressiveness or the negative vibes felt in the group. 
Concerned for everyone’s well-being, he/she wishes for the ac-
ceptance of differences. As team leader, the person manages 
members with sensitivity and finds pleasure in interacting in a 
way that will ease relations between them. He/she likes to ex-
press appreciation of every one’s contribution in a positive man-
ner. The person encourages respect for one another and fos-
ters a work environment devoid of conflict. 

In short, the person who interacts according to the support 
mode is guided by the pleasures in supporting, reassuring and 
being accepted.
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Signs of inadequacy
Fear and judgment

In trying to help group members and in contributing to the work 
to be done without creating any waves, the individual who inter-
acts according to the support mode, is sometimes led to cling to 
the obvious consensus. He/she tends to tolerate discrepancies 
and cut corners short, not wanting to run the risk that the exis-
ting agreement might dissipate. With this mode of interaction, 
the individual can quickly occupy a neutral position, perhaps 
even be utterly forgotten by others during debates.

Behaviors associated with the support mode can be considered 
inadequate when the fear of not being accepted is such that the 
individual no longer expresses any diverging opinions and inter-
actions become redundant as he/she repeats what has been 
said. These behaviors can become damaging when several 
members begin to no longer express their disagreement for fear 
of being hurtful or, be deemed as aggressive. Everything beco-
mes polite and restrained. 

In summary, it may be time for this person to question the rele-
vance of maintaining behaviors associated with this interaction 
mode, when he/she begins to feel discomfort and notes that 
others are fearful of hurting him/her or, starts to see that they 
act as if he/she was not even present. Upon perceiving these 

cues, the person should evaluate whether more pleasure could 
be derived from other means of interacting.
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Self-perpetuating behaviors
Staying in the background and fading away

The pleasures in supporting, reassuring and being accepted as-
sociated with the support mode, bring the person to adopt a re-
latively discreet and reserved attitude. He/she tends to remain 
in the background. Often the person’s interactions on debates 
are somewhat belated and are a repetition of elements already 
discussed. Over time, he/she is left behind, especially when the 
discussion escalates or becomes more erratic. In fact, by dint of 
moving aside, politeness and discretion, the person is eventual-
ly disregarded by others. The members call upon the person 
less and less, and reactions to his/her communications are fe-
wer. The person, who is taken for granted, will follow but will be 
overlooked. This confirms to the person that he/she is not as de-
serving of attention and, his/her opinion is not that important. 

Faced with the person’s repeated assents and refusal to take 
position, others are increasingly compelled to not seek his/her 
opinion and even cut him/her off. The person then interprets 
others’ reactions as a confirmation that his/her comments are 
insignificant. Furthermore, sometimes certain members take up 
his/her ideas without naming him/her. The person views this as 
a sign of weakness on his/her part. The person’s reactions fur-
ther justify the low opinion he/her has of him/herself. The per-

son is quite right to withdraw from the group and stick to more 
private meetings with two or three members only.
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Regulations strategies1

Valorization and audacity

To counter the self-perpetuating behaviors specific to the mode 
that aims at supporting people and activities, one must strive to 
be welcoming towards the person, and value who he/she is and 
what he/she does. One must clearly demonstrate support of the 
person, and actively send the message that he/she is accepted 
as is, without any expectations. One must attempt to encourage 
the person to express his/her view of things. Ultimately, one can 
engage the person to express him/herself by means of the per-
son’s ability to play the role of one who can summarize the si-
tuation after having listened carefully. One can support the per-
son’s in his/her capacity to identify possible compromises 
between submitted proposals.

As the person is reassured and feeling more confident, he/she 
can begin to show some “audacity”, for example, by running the 
risk of speaking first or putting forward his/her own ideas or pro-
jects without really being sure of how others will react. Further-
more, one must remember that the person prefers standing in 
the background, and is not one to jump into troubled waters or 
into the heat of the action. In addition, during debates, it is in 
one’s best interest to invite the person to participate as soon as 
possible.

Also, the member who interacts in this mode can reduce the 
counterproductive effects of his/her actions by showing some 
“audacity”. For example, the member can take a seat where he/
she sees everyone, and everyone sees him/her. And, the mem-
ber can do the talking from the very start of the meeting to sum-
marize previous discussions or, try to express his/her agree-
ment. When the member endorses certain opinions, he/she can 
question the people giving them, or try to rephrase in his/her 
own words certain points of view that are expressed by those 
he/she supports. Then again, the member could meet informal-
ly with another influential member to express his/her opinion 
and perception of the situation, and ask the latter to make them 
known to the group. 

1To break the self-perpetuating cycle of a behavior mode, and to counter its negative impacts, the gene-
ral underlying principle is to lead the person towards new behaviors of pleasurable relations, outside of 
his/her usual comfort zone (Mongeau & Tremblay, 2002, 2011).
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All interaction modes used for profile interpretation provide a 
frame of reference that enables one to better understand why it 
can be so difficult to get along in a group, despite the good in-
tentions that motivate us all. Most of all, it allows one to guide 
actions towards new pleasures.

Everyone spontaneously, or naturally as one would say, tries to 
understand the other members of the group in which he/she is 
participating, based on his/her convictions and propensities. In 
fact, it is so easy to judge and say that Mrs. or Mr. X shouldn’t 
have behaved in such a way, yet it is difficult to admit that eve-
ryone is simply doing their best, is well intentioned, and acting 
in good faith. 

Nevertheless, as with all aspects of life, group work becomes 
more bearable, if not more pleasant, when we acknowledge our 
own biases and learns to live with the shortcomings of others. 
To do so, it is not a question of changing others or changing our-
selves, but simply being conscious of the modes of interaction 

that we resort to, and the modes of interactions that others re-
sort to. Nor is it about being the victim of who we are; it is about 
recognizing and better defining the impact we have on other 
group members in a specific context, and trying to understand 
the link between our personal dynamic with that of the group.

 

Section 12

In conclusion
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Basis

Apart from the six interaction modes presented, we all at some 
point recognize certain types of participants or specific ways of 
being and behaving from one meeting to the next. Over the 
years, everyone develops his/her personal typology of these 
patterns of behavior. For some, there are the rebellious, the gen-
tle or the critical, etc., and for others there are the chatty, the 
quiet or the “just right”, etc. Ordinarily, these observations are 
subject to the hazards of individual perception and are ob-
viously lacking in rigor.

Several authors have attempted to systemize group interaction 
typologies. Essentially, they can be grouped into two catego-
ries. The appellation “practitioner” refers to the authors who 
have tried, based on their professional experience, to identify a 
few major types of participants. Most of them, being specialists 
in group work, proceeded in a fashion that any person who of-
ten participates in group reunions would. They devised rather 
impressionist clinical portraits that were highly comparable to 
the categories that any individual who regularly participates in 
group reunions would produce. These authors based themsel-
ves on their observations and personal analysis which, it must 
be emphasized, take root in their experience usually alongside 
very large groups. Also, as an outside consultant to the group, 

Section 13

Appendix
As much as we are suspicious of a researcher who affirms something for the first 
time, we are also suspicious of the stereotyped practitioner who repeats the same 
interventions with each of his/her clients. To succeed in the academic world, one 
must become integrated; to succeed in the professional world, one must innovate. 
When dialogue is established between the researcher and the practitioner, the for-
mer is on the lookout for what one can recognize, the latter values what he/she has 
created1. 

Autant on est suspect face à un chercheur qui affirme quelque chose pour la pre-
mière fois, autant on est suspect face au praticien stéréotypé qui répète les mêmes 
interventions avec tous ses clients. Pour réussir dans l'univers académique il faut 
s'intégrer; pour réussir dans l'univers professionnel, il faut innover. Lorsque le dialo-
gue s'établit entre chercheurs et praticiens, les premiers sont à l'affût de ce qu'on 
peut reconnaître, les seconds valorisent ce qu'ils ont créé. (St-Arnaud, 1992)

Basis
The “practitioners”
The “academics”
Two parallel worlds
Research process
Results
•!Grouping of statements according to six factors
•!List of statements
•!Groupings’ internal consistency coefficients
• Inter-groups correlations
• Gathering together of group statements

1 Free translation
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they hold a privileged observation position. Nevertheless, as 
rich as their typologies may be, they are unfortunately not rigo-
rous enough to be recognized scientifically. 

On the other hand, the appellation “academics” designates re-
searchers who have made use of scientific research methods to 
further examine groups. Paradoxically, even though group work 
is first and foremost based on interactions between people, and 
despite the significant number of publications on this domain, 
scientific studies on interactions between mere participants has 
been neglected at the expense of studies on interactions 
between members who exert a certain leadership or authority. 
Academics are more interested in the fundamental aspects of 
group development and maintenance, such as : Dimensions, 
phases of development, leadership, etc. They have not allowed 
for the emergence of a true scientific typology of group interac-
tions. Instead, they have given rise to analysis grids which are 
certainly refined and precise but not always obvious when it co-
mes to practical usefulness. 

Practitioners

Most of the accumulated knowledge, clinical data and know-
how on the functioning of small groups are basically the result 
of numerous practitioners’ reflection process. This knowledge 
and know-how constitute the legacy of hundreds if not, thou-
sands of people mainly concerned with interactions and beha-
viors within groups. One can just think about the numerous ins-
tructors who have worked at the Bethel Institute in the state of 
Maine, or at Esalen in California, or any of the many other cen-
ters that have flourished across the world. Several people have 
participated, and are still taking part in this booming domain. 
Even Lewin1, theorist and founder of group dynamics, was dee-
ply preoccupied with the practical outcomes of his research. 

Nowadays, the vast amounts of information accumulated is im-
pressive. Group facilitator manuals with their multiple recom-
mendations are countless. Most publications aim to help group 
coordinators, leaders or those in charge of organizing and ma-
naging all types of meetings. Authors generally present a typolo-
gy of participants in a way that indicates to the reader how to 
best react to these individuals. Featured are the reality freak, 
the verbally active, the silent, the critic, the evasive, etc., someti-
mes grouped into two categories: Those that exert a positive in-
fluence (the expert, the optimist, the secretary, etc.), and those 
that exert a negative influence (the systematic challenger, the 

1 Lewin. K. (1953). Studies in Group Decision. In Group dynamics:Research and theory, D. Cartwright 
Et A. Zander. Evanston, Il.: Row, Peterson 
Lewin. K. (1959). Psychologie dynamique – Les relations humaines. Paris: PUF.
Lewin K. et Lippitt. R.(1938). An experimental approach to the study of autocracy and democracy. A 
preliminary note. Sociometry (1), 292-300.
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domineering aggressive, the indifferent, etc.). Most of these qua-
lities refer to personal character traits that are either favorable 
or unfavorable to group work. Hence, it comes down to two clas-
ses of participants: The good and the bad. This Manichian view 
underlines the various categorizations, yet one is not always 
certain as to the reasons for belonging to one clan, and not ano-
ther. 

Furthermore, the convergences and constancies observed in 
the numerous clinical descriptions enable one to assume that 
the various group interaction styles are a direct result of the 
group situation. According to this hypothesis, interaction styles 
are an emerging phenomenon intrinsically related to communi-
cations occurring within the context of small-group work which 
seem to promote the surfacing of certain roles. And, depending 
on participant’s personal affinity with these roles, they may pos-
sibly adopt them. To illustrate this point, let’s just say that if se-
veral generally silent individuals in their respective group are 
reunited in one same group, the most timid participant would be-
come the silent one, while the most daring would become the 
chatty one. 

With this approach, rather than being an attribute of the person, 
the diagnostic label stamped on the member’s behavior (silent 
participant, chatty participant, etc.), is an attribute of his/her role 

or function in the group. The diagnostic label thus pertains to 
the context and to the person’s contribution to group dynamics. 

Academics

Formal studies of small work group functioning started to ex-
pand into universities with Lewin’s work. His work on autocratic, 
democratic, and laissez-faire leadership styles have particularly 
influenced subsequent research direction and development in 
this domain. His work has given rise to a heap of studies that 
nowadays impose themselves as much in their numbers as in 
their diffusion. These studies either focused on the identification 
of the different impacts of these styles of leadership, or authori-
ty, on all group member participation or, the identification of the 
pertinence of these styles in such and such a situation. For 
example, nowadays, it is generally recognized that amongst the 
three styles, the democrat is the one that fosters the most parti-
cipation or again, the authoritarian is more efficient in a situa-
tion of emergency. 

Even though all three styles, autocratic, democratic and laissez-
faire are sometimes used to categorize interactions of certain 
participants, they have not been defined in a way that accounts 
for phenomena explicitly linked to interactions between mere 
participants. These styles refer directly to ways of influencing, 
rather than ways of participating in general. They, first and fore-
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most, apply to the diagnosis of styles in the exercise of leader-
ship or authority. And, even if they enable the identification of 
certain participants’ tendencies, the information gathered re-
mains unclear in regard to the actual interaction style. One may 
be judged as being more autocratic and bossy in his/her interac-
tion style, while another may be classified as laissez-faire be-
cause he/she appears unconcerned by the discussions. These 
researches have not brought about actual tools for assessing 
group interactions. 

Moreover, a research tradition focused on the group rather than 
the leader has also been developed. Exercising leadership is 
presented as a role amongst others, specific to the group. The-
se roles emerge straight from the group situation. According to 
this school of thought, it is the group that creates the function. A 
person will exercise leadership because he/she is in a group si-
tuation, not because he/she personally has leadership. Beyond 
the situation, he/she does not necessarily have leadership. In 
addition, each person has qualities that may be useful at some 
point in the group’s evolution; he/she can then exert an in-
fluence over the whole group. If behaviors are based on the 
group situation, it becomes possible to conceive that leadership 
is divided amongst many members according to the various di-
mensions of group life. A very methodical person will influence 
work structure whereas another more sensitive person will af-
fect group climate.

Two parallel worlds

Following this brief overview of the practitioners’ and acade-
mics’ work on group participation, one must note that both 
worlds remain parallel. The practitioner’s work has not been di-
rectly taken and developed by the scientists. Only Bales’ catego-
ries1 come close to the practitioners’ clinical portraits. They can 
be found in most reliable psych sociology manuals, but few 
practitioners make use of them. Thus, a rigorous elaboration of 
a genuine typology of ways of interacting, “usable” by practitio-
ners remained to be done. Also, it is primarily this need that we 
have thoroughly sought to meet without however, denying the 
clinical wealth so dear to practitioners.

We have thereby tried to elaborate a typology of ways of interac-
ting, or modes of interaction in a group, in touch with concerns 
of participants who seek to better understand their own way of 
participating in a group or, who want to know who they are dea-
ling with. We wanted to study the modes of interacting in a 
group, by considering empirical data utilized by practitioners 
while introducing a more satisfying scientific rigor. . 

1 Bales, R. F. (1950). Interaction process analysis: A Method for the Study of Small Groups. Cambridge 
: Addison-Wesly. 
Bales, R. F. (1970). Personnality and Interpersonal Behavior. New-York : Holt, Rinehart and Winston.
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Research process

It appeared to us that the best way to begin elaborating a typolo-
gy of the modes of interaction in a group, while seeking to re-
concile practitioners’ and academics’ points of view, was 
through an empirical approach, based on the analysis of statisti-
cal relations between answers given by actual group partici-
pants. This approach offers the advantage of bringing out cer-
tain underlying traits regarding questions asked. To do this, we 
compiled over a few years, various comments, observations, 
and remarks made by practitioners on participants. These com-
ments and remarks mostly related to participants’ actions, emo-
tions and beliefs. We have thus gathered and identified over 
three hundred assertions. Once the duplications and improperly 
worded assertions were eliminated, we elaborated a question-
naire comprising 75 statements. Respondents had to indicate 
their level of agreement or disagreement for each of the state-
ments, on a four-point scale: Agree, mildly agree, mildly di-
sagree, disagree.  

This first questionnaire was pre-tested with approximately 80 
people. Following this pre-test, statements that gave rise to mi-
sinterpretations or, that couldn’t be linked to any factor were eli-
minated; 30 were retained. The order of appearance of these 
30 statements in the questionnaire’s final version was randomly 
determined. Subsequently, close to 15 000 on line questionnai-
res were filled in by a population of students and workers, equal-

ly fromed of both sexes, in the following undergraduate universi-
ty programs in the regions of Montreal and Quebec: Communi-
cation, engineering, psychology, and social studies. All were 
adults, aged between 20 to 40 years old. All subjects respon-
ded voluntarily, and anonymously.
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Results

Results are in general agreement with both the works of practi-
tioners and the works of scientists. In fact, analysis revealed the 
possibility of grouping statements together according to six fac-
tors, see table I. 

Table I: Grouping of statements according to six factors1

These six factors gather the statements into six groups of five 
statements that define the core of the six interaction modes pre-
sented in this publication, see table II. 

Table II: List of statements

Statements from the Structuring group
The structuring group gathers the statements corresponding to behaviors that 
target the respect of rules and procedures.
6- ! I am irritated when rules are not followed.
11-! I am annoyed by disorganized people.
16-! Respecting the schedule is important to me.
26-! I always make sure that the rules and procedures are respected.
30-! I believe it is essential to be structured; if not, chaos will ensue.

Statements from the Support group
The support group gathers the statements corresponding to behaviors that 
aim at contributing in relatively discreet ways.
9- ! I remain in the background.
15-! I concur more than I propose.
20-! I am rather unobtrusive, I would rather listen than speak.
23-! I flee conflicts.
25-! I always remain quiet during confrontations between group members.

Statements from the Explanation group
The explanation group gathers the statements corresponding to behaviors that 
aim at analyzing and sharing one’s comprehension of things.
3-! I explain.
7-! I seek to understand causes.
13- ! I seek to raise new points of view.
18- ! In a situation of conflict, I communicate my understanding of the issues.
27- ! I often share my analysis.

1 Statement contributions following Varimax rotation, convergence in 6 iterations. Analyses were made 
using data gathered from the French version. We are, at this time, in the process of collecting data to 
check the factorial structure of the English version
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Statements from the Expression group
The expression group gathers the statements corresponding to behaviors that 
aim at speaking out as a group.
4-! I speak freely, without reserve.
14-! I tend to express my opinion promptly.
19-! I often express myself impulsively.
29-! I cannot help but express my thoughts or my feelings.
32-! Others generally know what I think of them.

Statements from the Promotion group
The promotion group gathers the statements corresponding to behaviors that 
aim at bringing members to adhere to proposals and projects. 
8-! I use all available opportunities to get people to rally to my proposals.
17-! I strive to be seen amongst the winners.
21-! I often speak to try to persuade or, to sell an idea or project.
24-! I need my participation to be openly approved.
31-! I have a salesman’s attitude, I try to convince everyone

Statements from the Vigilance group
The vigilance group gathers the statements corresponding to behaviors that 
target the unspoken. 
5-! I am sensitive to the risk of being manipulated. 
10-! I look for hidden issues.
12-! I am wary.
22- ! I doubt the good intentions of others.
28-! I believe that one must always be on one’s guard and know who will profit from a deci-
sion. 

From a statistical point of view, each group’s statements are suf-
ficiently homogenous between themselves and distinct from the 
other groups to consider that they measure different aspects of 
group participation. Indeed, the coefficients of internal consisten-
cy (Cronbach Alpha) of the groups of statements are high 

enough to assume that they measure one same aspect of 
group participation. See table III. 

Table III: Groups’ coefficients of internal consistencies

Group Coefficients of internal 
consistencies (Cronbach Alpha)

Expression 0,72
Promotion 0,72
Explanation 0,74
Structuring 0,77
Vigilance 0,65
Support 0,73

In addition, for each of the groups, intra-group correlations are 
all sufficiently inferior to the coefficients of internal correlation; 
we can thus consider that they effectively measure distinct di-
mensions, see table IV.

Table IV: Inter-group correlations
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Thus, in the way that numerous practitioners have proposed cli-
nical portraits, these six gatherings of statements enable one to 
identify six group-interaction modes. However, these modes are 
far from the description of the Manichean tendency observed by 
clinical authors, that identifies either “good” or “bad” partici-
pants. Here, each mode has its advantages and inconvenien-
ces. Neither is better nor worse than the other. All contribute in 
their own way to the group’s approach. Each one has its pitfalls 
and resources. 

A second more general level of analysis, rounds up the six 
groups of statements into two categories that correspond to pro-
pensities. The first is entitled: “Tendency to be proactive” and 
the second: “Tendency to be reactive”. One category gathers 
the interaction modes: expression, explanation and promotion, 
while the second category gathers the modes: structuring, vigi-
lance and support. In the first case, it is a question of more ac-
tive modes. The individual startles, promotes or shares analy-
sis. Whereas in the second case, it is more about reactive mo-
des of interaction. The individual reacts to what is happening. 
He/she regulates, examines and listens. This roundup of 
groups of statements into two categories defines two specific 
propensities entitled respectively: The propensity to act in a pro-
active way and, The propensity to act in a reactive way. Group 
contributions to both factors are shown in table V.

Table V: Gathering together of group statements

Group Proactive Reactive
Expression 0,74 -0,23
Promotion 0,75 0,18
Explanation 0,68 -0,11
Vigilance 0,34 0,70
Structuring 0,35 0,51
Support -0,43 0,72

The identification of these two general tendencies to interact to 
events in a proactive or reactive way is a new contribution to 
the literature on groups. Nevertheless, these tendencies are wi-
dely known in factorial studies. Since the turn of the century, 
they appear under different names most often in terms resem-
bling the notions of introversion and extroversion borrowed from 
Jung. In this case, the terms proactive and reactive appeared to 
us as being more appropriate in describing general modes of 
group interaction, whereas the terms introversion and extrover-
sion seem too close to notions and concepts pertaining to perso-
nality theories. One must remember that the goal of this actual 
research was to better define specific ways of interacting in a 
group situation. On the other hand, this convergence between 
our results and those traditionally observed help validate our re-
search process.
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The list of modes submitted here does not, however, claim to 
be exhaustive. One cannot be sure to have covered all possible 
behaviors. The list of modes presented depend directly on the 
statements collected and treated. In fact, the modes identified 
stem from an analysis of answers to a questionnaire. Such a 
method can only “find” what has formerly been “placed” in the 
questionnaire. This method does not allow one to identify fac-
tors other than those pertaining to the questions that make up 
the questionnaire. And, other modes of interaction, other nuan-
ces, or even better definitions are surely possible. Despite this 
limitation, the six modes identified provide a rigorous basis to 
better define one’s preferred group interaction style, one’s speci-
fic combination of interaction modes. These six modes make-up 
an analysis grid that is both statistically valid and in touch with 
the reality of the people. It provides a rigorous and credible ba-
sis to begin reflecting upon ways, as a participant, of contribu-
ting to group work..


