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“Not finance. Not strategy. Not technelogy.
It is teamwork that remains the ultimate
competitive advantage, both because it is
so powerful and so rare.”

—Patrick Lencioni on TEAMWORK
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What if There Was a Way to Measure if a Team...

A Trusts one another?

A Engages in healthy conflict around
ideas?

A Commits to decisions?

A Holds one another accountable?

A Focuses on achieving collective results?




The Five Dysfunctions of a Team Model

Inattention

RESULTS

Avoidance of
ACCOUNTABILITY

Lack of

COMMITMENT
Fear of
CONFLICT
Absence of
TRUST

tHe FIVE BEHAVIORS
OFA COHESIVE TEAM-~



Understand Each Team Member’'s Behavior
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Understand Each Team Member’'s Behavior

Harmony Acceptance Seeks
Action

Seeks
Facts
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The Five Behaviors of a Cohesive Team Model

A

ACCOUNTABILITY

COMMITMENT
CONFLICT

TRUST
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The Five Behaviors Model

A Focus on Collective Results A

A Hold One Another Accountal--
, o ACCOUNTABILITY
A Commit to Decisions -
A Engage in Conflict Around Id
A Trust One Another
CONFLICT

TRUST
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One Assessment

Individual

DiSC Style

@) All from
N ONE

Assessment!
Nﬁ
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“When team members are genuinely
transparent and honest with one
another, they are able to build
vulnerability-based trust.”

—Patrick Lencioni on TRUST



Trust and Interpersonal Differences




Profile: Trust

. LOW
1.00-3.24

] MEDIUM
3.25-3.75

e RESULTS
291 See how your

ACCOUNTABILITY team scores
= on each
COMMITMENT behavior.

3.72

CONFLICT

3.53

TRUST

2.69



Profile: Trust

ALMOST ALMOST
NEVER RARELY  SOMETIMES USUALLY ALWAYS
1 2 3 4 5

Team members acknowledge . S e e te a m
averages for

Team members willingly apologize i f :
to one another. ! S p e CI I C

their weaknesses to one another.

behaviors.

Team members are unguarded
and genuine with one another.

Team members ask one another
for input regarding their areas of
responsibility.




Profile: Trust

Team members are unguarded and genuine with one another.

Almost Never Rarely Sometimes Usually
4 3 0

Clear insight
. art of vulnerability lies the willingness of people to abandon their
I ntO hOW the their fear and simply be themselves. While this can be a little

g and uncomfortable at first, ultimately it becomes liberating

team SeeS > who are tired of overthinking their actions and managing

t If »nal politics at work.
I Se / this type of vulnerability is tough for a lot of teams. As it stands
, Kathryn, the people on your team may have trouble letting
“uw_(n their guards and showing their true colors. This lack of
transparency may hinder the team’s ability to have a free exchange of
ideas, which, in turn, may challenge the team’s ability to build trust.

Almost Always
0




DISC® & Trust

See how your

DIiSC style
influences
behaviors.

\F

The Impact of Your DiSC® Style
Your DISC® style: D

Kathryn, you're probably a very driven person with a high need
for variety and forward momentum. So, you may get easily bored
or restiess if forced to slow down for too long. In fact, sitting stil
may be agonizing for you. Therefore, when you reach your goals,
instead of celebrating, you quickly shift your attention to the next
objective,

Since you probably ike to get things out the door quickly, you
may emphasze results over how you gel there, Consequently,
you're wiling to question the rules If you think they don't make
sense. And if something goes wrong, you'l do whatever it takes
to save the situation.

People with the D style may have little patience for small tak, and
you may grow restiess listening for long periods without the
opportunity to speak. You're also quick to dismiss peopie whom
you 866 as incompetent, and it may be hard for you to hide your
annoyance. Whean you're irritated, people know it. And when you
get really upset, you may kel norverbal signas do the talking.

You have a strong competitive side and may actually be energzed by antagonism or confiict, In fact, the idea of
losing is probably more upsetting to you than it is to most psopie. You may suspect that people are driven by seif-
Interest and wil take advantags of you il you let them. Consequently, you're unikely to take Kind words al face valus,
but rather you may look for underlying intentions.

You tend 10 speak up when you see a problem, even when no one alse will, And although you may redize that others
can be taken aback by your drectness, you're umwilling to compromise what you see as honesty. It is this intensity
that may cause others to warry that you're iritated with them. However, making an effort to meet people's emotional
needs may require more energy than you're often wiling 1o expend,

Although everyons questions their decisions from time to time, you probably do it less often than most peopie. Those
with the D style usually exude seif-confidence. This can be infectious, and others may wind up fesling good about
your boid plans. However, your strong beliel in your opinions, coupled with your tendency to dismiss the opinions of
others, may give some people the impression that you are arogant. It may be difficult for you to admit that you
sometimes need to depend on others,

You probably @ to be in charge. You may even take control over prajects where authority was meant to be divided,
allienating some people. This is particularly true when you feel that others are not competent to camy out your vision or
don't see it as clearly as you do. You may encourage input when there is no question that you are in command, but
quickly disregard those opinions that conflict with your ideas. Once you've had your say in tha important decisions,
however, you may be more than wiling to delegate.

Kathryn, ke others with the D shye, your most valuable contributions to the workplace may include your drive to get
resuits, your tendency toward bold action, and your wilingness to challenge assumptions. In fact, these are probably
some of the qualities that others admire most about you.
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Your DiSC® style: D

Kathryn, you're probably a very driven pe
for variety and forward momentum. So,
or restless if forced to slow down for too
may be agonizing for you. Therefore, wh
instead of celebrating, you quickly shift y
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may emphasize results over how you ge
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sense. And if something goes wrong, yo
to save the situation.

People with the D style may have little pz
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Trust: Culture

There would be more trust on our team if people:

See the Reduced the amount of gossiping
team,s IE’ Admitted their mistakes

Got to know each other on a personal level

Readily apologized

suggestions Let go of grudges
for Change d Understood each other's working styles

Were more forthright with information

Spent more time together

Shared professional failures and successes

o] lo] ] [=] [+

Would give credit where credit is due




“When there Is trust, team members
are able to engage In unfiltered,
constructive debate of ideas.”

—Patrick Lencioni on CONFLICT




Conflict Team Map

Says things
he/she will
Overpowers regret Becomes
& gets overly

aggressive VIOR DUF\'I

dramatic

even the

ooies ' See a clear

Speaka up Expresses
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demeanor about own
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Looks to \‘5 Addresses
&
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“\When team members are able to

offer opinions and debate ideas,

they will be more likely to commit
to decisions.”

—Patrick Lencioni on COMMITMENT




Creating Commitment

I sometimes don’t buy in to the team’s decisions because:

Decisions are counter to
my personal goals

We are not clear about the
priorities

| don't trust my team to
follow through

| don’t have all of the
information

There is not enough time
during meetings

See where you
need to focus your
efforts to get
greater buy-in.




“When everyone is committed
to a clear plan of action, they
will be more willing to hold one
another accountable.”

—Patrick Lencioni on ACCOUNTABILITY




Embracing Accountability

Our ability to hold one another accountable could improve if we challenged one another to:

Call one another on unproductive .
behaviors II’ Follow through on personal commitments

Give one another feedback Address missed deadlines immediately

Have clearer priorities and goals Be more direct

Review progress against goals during
team meetings

Have more efficient and productive
meetings

Publicly share goals

Spend more time together

Define actions to
help the team hold
each other
accountable.




“A team ensures that its attention is focused
on results by making results clear, and
rewarding only those behaviors and actions

that contribute to those results. A functional
team must make the collective results of the
group more important to each individual
than individual members’ goals.”

—Patrick Lencioni on RESULTS




Generating Results

Some distractions that keep us from focusing on results are:

More emphasis on

personalgoat han tear |  peopi

goals
Lack of shared rewards D 4people
e oeerstas 000000090

or progression 4 people
Vague or shifting goals |l tpeson
e eon A et ]

processes and structure 0 people

Lack of drive and urgency _ 0 peop
Understand the
distractions that

limit your team’s

ability to generate
excellent results.



Report Highlights: Summary

A
F—9
OVERCOMING YOUR TEAM’'S CHALLENGES ~ ‘=== A
L=
ALMCST ALMOST A,
NETEH FW;ELY E‘-DI\.'ESI'IMES USU:\LLY N_\'-éAYS
From RESLLTS WET
T — O e A

A Atthe end of thereport = .. —

T e o P N © 0

prompts are dynamic A —

Team members offer urprovaked. [ 2.1
consfructive fesdback fo one

based on team score e —

Recognizing Your Team's Challenges

Basad on the sssssament, your tsem mambers probabsy experience many of the folowing chalengss:

Persgnal amibitone interfering with team decigion making

Puriing indhidual accomplishments shesd of team results ving% 3
Unwilingness to challenge one ancther s
Lack of knowedge about all sspects of the teamm’s workiear that direct fsedback may jsopardize

relationsnps

* Reluctance to offer honest input

Points of Discussion

1. Cre of the statements that your group rated lowest s sbout valuing collective success. Why is it worth spending
time to imporove in this area” What two changes would make the biggest difference with this issua?

Dessseg o
2. “Your group aleo gave lower ratings when asked about confronding each other with problems. What is hoiding the
team back in thie area? What wil it take to improve the ratings you would give your team?
SOPl tymicaly gy
3. As shown sbove, the group may deo have an apporiundy o grow when it comes to giving coneiruciive feadback.
How would improving in this area halp the team? How can you make that improvernent happen? )
njﬂldiaggwbs
P e T s . s i P Kathryn Petersen 36 35
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Report Highlights: Strengths and Challenges

From COMMITMENT

Team members leave meetings
confident that everyone is
committed to the decisions that
were agreed upon.

From CONFLICT

When conflict occurs, the team
confronts and deals with the issue
before moving to another subject.

From COMMITMENT

Team members end meetings with
clear and specific resolutions and
calls to action.

ALMOST

NEVER RARELY  SOMETIMES USUALLY

1 2 3

See the
team’s
strengths...

...and
challenges.

ALMOST
NEVER
1

From RESULTS

Team members value collective
success more than individual
achievement.

From ACCOUNTABILITY

Team members confront peers
about problems in their respective
areas of responsibility.

From ACCOUNTABILITY

Team members offer unprovoked,
constructive feedback to one
another.

RARELY
2

SOMETIMES USUALLY

3

4

ALMOST
ALWAYS
5




All in ONE Program

7 Modules
Individual Results Introduction
A Trust
Team Tesults Conflict
Culture Analysis Commitment
A Accountability

Improvement Tips

Summary
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Progress Report

- : THEFIVE
A Graphical report details BEHAVIORS _
progress since last oF A COHESIVE
session faa

A Expanded explanations
of areas of greatest

improvement and decline —
A Action Plans = !
A Appendix: @) An excellent
Your €Company
- Narrative on the impact of LOGO HERE fO”OW_up tOOI for
your DiSC style |
- DiSC Team map and Conflict the team .
Team Map
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Robust Development Process

Generate Ideas

Evaluate User « - “ Prototype

Experience Q I Concept

Add value to
: the learning ;
experience at
by o
Collect 7 4 every Gather
Quantitative Data 4 customer v*i Qualitative Input
‘ level. ‘>
Beta Build Beta
Test Version
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Depth of Validation — Beta Testing

Rounds of Testing Organizations

Authorized Partners Teams

In-depth Interviews Participants

E I
RRRLON
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“[The program] allowed
the team to uncover
iIssues and have
straightforward
conversations.”

What We Heard

“Phenomenal product and
phenomenal process to engage
people... helped them talk
about where they are and how
they could be better.”

This [workshop] was really
effective in getting the
conversations going. The
conversations generated were
the best part of the program.”




Outcomes

A Provides the emotional grounding for team
members to establish strong bonds and

commitment

A Creates a contract among team members about
how the team will succeed

A Gives the team the information they need to follow
through on a team development plan




Questions




Contact Me for More Information

A Management Skills Resource, Inc
ADeborah Avrin, SPHR

A972 881 5282
ADeborah.Avrin@ManagementSkillsinc.com




