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Okay, so the first dysfunction is an absence of trust on the team. Now
when this dysfunction is present, people don't feel like they can be
open and vulnerable with others on the team and instead they feel

the need to shelter their weaknesses and faults. Find out what the 5 Dysfunctions of
any team are and if there are things

Having trust means that each team member is confident that what that you need to address to get

they say will be received well and it won't be used against them later. your team functional again.

They also believe that the intentions of their peers are good, which
allows them to let and keep their guard down. When team members
have this trust, they can focus all of their energy on the job at hand

instead of worrying about defending themselves. act 1ON Ste S
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Now, if you are gonna overcome this dysfunction on your team, you
have to give it time. Trust isn't something that gets built overnight.
So....here are 5 ideas to help you get started.

Start by going over some low-risk questions with your team

like background info, family history, hobbies etc. This gets the
conversation rolling.

Transition by having each person talk about what strengths they
bring to the team. Then dive a little deeper by having them say what
the biggest weakness is that they bring to the team.

Another idea is to have your team take personality and behavior tests
and share the results with each other. It'll help your team understand
how each person thinks and reacts.

Fourth, have a time for 360 degree feedback. This is where
constructive criticism comes into play. But be careful to use this as a
development tool instead of an evaluation time.

And last if you can, use some team exercises to build trust. Just don't
do ropes courses or trust falls. But if you can find some not annoying
team building exercises that are relevant, go for it.

Alright, now the absence of trust brings about the second
dysfunction--the fear of conflict. In this context, conflict isn't personal
attacks. It’s the ability to have a healthy debate so that you can get
the best possible result in the shortest amount of time without
leaving the debate with residual feelings. But if the people on your
team can't trust each other to have good intentions, then there will
be no debate.
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So how do you overcome this? Well, the first step is to openly Notes don ina. actions do.
acknowledge with the team that conflict is productive and healthy for So don'} +ake. notes, ﬁ;.:.-l-ima!

the team. If your team doesn’t see value in debate, it will never occur.
Second, you need to have someone who can bring to light buried
tensions and disagreements. Unless they end up on table, they won't
get resolved in a healthy manner. And lastly, you must recognize when
tensions arise during these conversations. When they do, it’s your job to
diffuse them and remind the team why these debates are healthy.

Okay next, the fear of conflict leads into the third dysfunction which is a
lack of commitment. Without healthy debate, team members are given
no reason to buy into the decision especially if they disagreed with it.
Instead, it becomes a sore area that only leads to more tension.

Two of the biggest causes of this dysfunction are consensus and
certainty. Most times, it's impossible for everyone to agree on the

same decision and even more possible to always know the outcomes.
However, great teams make sure that they include everyone in the
discussion and help to find ways for those who disagree to buy-in. They
also rally together as a team and take pride in making a decision and
moving forward even if they aren’t positive it's the correct one.

To overcome this dysfunction, here are 4 things you should do. First,
make sure that you end every meeting with a recap of what decisions
were agreed upon so that everybody leaves with clarity. Second, be sure
to create deadlines for when decisions must be made and stick to those
deadlines.

Third, when faced with a tough decision, make sure to weigh out a
worst case scenario. Often, this will reveal that even if you make the
wrong decision, it won't be the end of the world. And lastly, get your
team in the habit of making lower risk decisions even if there is little or
no research. Many times, the decision made wouldn't be much different
if there was time to research.

Alright the fourth dysfunction is an avoidance of accountability. This
dysfunction arises because nobody wants to be held accountable for
something that they didn't commit to or was not clear in the first place.
But in order for a team to be healthy and work well, there needs to be
room for team members to hold their peers accountable for attitudes
and behaviors that could hurt the team.
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In some cases, team members opt to not hold peers accountable Notes don'+ i actions do
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relationship. But in reality, if that behavior is allowed to continue, it
will begin to affect the whole team and frustrations will damage the
relationships anyways.

Here are 3 simple steps that can help you to get over dysfunction. First,
make sure that you publicly announce the goals and standards that are
expected so that everyone is on the same page. Second, there needs to
be a regular review process that happens amongst team members to
assess how they are doing in relation to the set standards. And third, the
focus should be placed on team rewards instead of individual. That way
the team works as a unit to accomplish the goals.

Alright, this leads us to the last of the 5 dysfunctions--inattention to
results. This occurs when staff members are not held accountable and
begin to focus on things outside of the team goals. For some, their focus
shifts to maintaining their “team” status. They are happy being a part of
the team, but see no need to inconvenience themselves to reach higher
goals and expectations. For others, their focus shifts to themselves. They
care more about their goals and their career than the success of the
team.

If you are going to change this dysfunction, there are two things that
you as a leader must do. The first is be very clear about what the results
will be and share them publicly. When expected results are openly
shared, it produces a healthy pressure that motivates the team to
achieve those results. Second, it’s also important to reward the team
members based on the expected results. When teams don'’t produce
the expected results, it shouldn’t be communicated to them that lower
expectations are accepted.
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