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	ABSTRACT
	
	

	The purpose of this paper was to examine the relationship between quality circles and intra-organizational group cohesiveness. The paper is designed as a theoretical paper and discussed content bothering in the role of quality circles in enhancing group intra-organizational group cohesiveness. The results are based on an observed aggregate of studies that identify the imperatives of quality circles as substantial and adequate in facilitating improved outcomes of intra-organizational group cohesiveness. In conclusion, this paper affirms that quality circles are useful in addressing both operational and diversity challenges of the organization, and that through the adequate design and structuring of their activities, can substantially contribute towards improved outcomes of intra-organizational group cohesiveness. It was recommended that (a) The design and structuring of such circles should be premised on policies and control frameworks which drive the collaborative processes and interaction between members of the circle in a way that enhances their levels of correspondence and dependence on each other, and that (b) The formats of such circles should also allow for interactive sessions that pool in every member at particular times and which emphasizes on the participation and involvement of all members.
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INTRODUCTION
Cohesiveness in groups is not considered as common place, even when it appears to occur when members of a group tend to enjoy relatively robust social network of relationships and trust within themselves. The possibility of sticking together borders around the propensity of group cohesiveness, because cohesive groups have several positive qualities that are noticeable with a shared perception of bonding and togetherness, suggesting substantial levels of trust and correspondence among group members, while upholding the standard norms of the group (Langfred, 2000). 
LITERATURE REVIEW
Theoretical framework (Social identity theory)
The social identity theory posits that a portion of the individual’s self-concept is dependent on the importance and relevance placed on the group membership to which such an individual belongs (Turner & Oakes, 1986). The position of the theory follows that the individuals’ drive for positive identity and esteem influences the social comparisons they make (Tajfel & Turner, 1979). In particular, group comparisons that accentuate group distinctiveness in favour of one’s ingroup over a relevant outgroup are privileged. As a result, when a particular group becomes salient, the features associated with that group guide one’s attitudes and behaviours. This implies that the individual will most likely be influenced to identify with groups that have stronger identities and offer better placements and status for them.
Quality circles
Quality circles can be described as a group consisting of internal organizational members, comprising between 3 to 15 members (Langfred, 2000). Studies (Chinen & Enomoto, 2004) indicate that the circles more often consist of eight members. in most of cases, the members of the circle perform the same activities, and voluntarily participate in the circle, in other cases they are appointed and commissioned with tasks that are considered as primary to their job (Chinen & Enomoto, 2004). The members of the circle are the employees who can have influence in problem solving or to those members affected by the problems. They often meet once a week, meetings that approximately last an hour. During the meetings, the members of the circle analyse the issues and challenges of the organization. After the frequent meetings, the members of quality circles propose the solutions of the problems that are closely related to their daily activities. In order to come up with the best problem solutions, the members have to attend the induction trainings by using the newest methods and techniques (Park, 1991). This way, members will be wholly integrated and will in the same manner be more trusting and accommodating of others, thus enhancing the level of cohesion that exists.
Table 1.      Showing dates when nations and organizations designated Boko Haram as a terrorist organization
	Country/Organization
	Date Boko Haram was declared Terror Group

	New Zealand
	2012, August 20th

	United Kingdom
	2013, July 10th

	United States of America
	2013, November 14th

	Canada
	2013, December 24th

	United Nations
	2014, May 22nd

	Australia
	2014, June 26th

	United Arab Emirates
	2014, November 15th


Source: Wikipedia; Boko Haram; International Responses
Quality circles also have the reciprocal responsibility of presenting the plan and goals of their activities or work, target achievement charts, time and budget requirements on a periodic or consistent basis, not only to the senior management personnel or the financial personnel but also to all the employees of the organization which instils confidence and solidarity among all. 
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Fig. 3.	Increase in GDP relative to the preceding
Source: Constructed from data of Nigerian real GDP from The Global Economy
Group cohesiveness
Group cohesiveness has been studied for nearly sixty years; however, the definition and operationalization of cohesion has been inconsistent. Various researchers have argued that group cohesiveness is a multi-dimensional construct, composed of task cohesion, social cohesion, and sometimes group pride (Chang & Bordia, 2001). Task cohesion describes cohesion that occurs between team members because they are attracted to the task the group is performing. Social cohesion, on the other hand, describes cohesion that occurs between team members because they like each other and share an interpersonal bond. Researchers have argued that task cohesion is not a component of group cohesiveness, but instead is a completely different construct that can be better described as group goal commitment or group motivation (Langfred, 2000; Klein & Mulvey, 1995). To complicate matters further, some researchers offer a third component to cohesion called group pride (Beal, Cohen, Burke, & McClendon, 2003). 
CONCLUSION
The premise reached in this paper is that quality circles are vital for a variety of reasons to the organization. Not only do they serve in harnessing and channelling the competencies and capabilities of the organization towards particular problems and issues; they also help to bridge the differences between individuals within the workplace and as such are important in enhancing intra-organizational group cohesiveness. This position is reached based on the congruence of views which identify quality circles are a key feature and practice within the organization which necessitates not only effective answers and solutions to persistent issues and problems, but also units and enhances the trust between various individuals and groups within the organization. In conclusion, this paper affirms that quality circles are useful in addressing both operational and diversity challenges of the organization. 
RECOMMENDATIONS
In view of the conclusions reached in this study, the following recommendations are put forward:
· The design and structuring of such circles should be premised on policies and control frameworks which drive the collaborative processes and interaction between members of the circle in a way that enhances their levels of correspondence and dependence on each other. This way, members will be wholly integrated and will in the same manner be more trusting and accommodating of others, thus enhancing the level of cohesion that exists between groups within the organization.
· The formats of such circles should also allow for interactive sessions that pool in every member at particular times and which emphasises on the participation and involvement of all members in a way that allows and encourages for social interactions and exchanges between members of the circle.
· Organizations should also endeavour to ensure that selection or inclusion in quality circles takes cognizance or is considerate of the various diversity paradigms which are prevailing within the context of the workplace or organization.
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