Learning Review

In groups of three:-
Share your thoughts & reflections on your 360 feedback and share any development themes.

What else have you applied since CLP 1 in July? Spotted coachable moments? Delegated? Given feedback?
Changed how you motivate someone?



What is ‘Collective Brilliance’?
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Your Lencioni team Assessment

Dysfunction 1:
Absence of Trust

Statement 4:

Statement 6:

Statement 12:

Total:

Dysfunction 2:
Fear of Conflict

Statement 1:

Statement 7:

Statement 10:

Total:

Dysfunction 3:

Lack of
Commitment

Statement 3:

Statement 8:

Statement 13:

Total:

Dysfunction 4:
Avoidance of
Accountability

Statement 2:

Statement 11:

Statement 14:

Total:

Dysfunction 5:
Inattention to
Results

Statement 5:

Statement 9:

Statement 15:

Total:

A score of 8 or 9 is a probable indication that the dysfunction is not a problem for your team.
A score of 6 or 7 indicates that the dysfunction could be a problem.

A score of 3 to 5 is probably an indication that the dysfunction needs to be addressed.
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Patrick Lencioni’s 5 dysfunctions of a team

Dysfunction Function

Inattention to... Focus on achievement of collective vs.

Results individual results

Avoidance of...
Hold one another accountable for

A i o or -
ccountability delivering to decisions as peers

Lack of... : : : :
Achieve genuine buy-in around important

decisions, even with initial disagreement

Commitment

Fear of... Engage in passionate dialogue with

Conflict healthy challenge and disagreement

Trust enables full openness around

Absence of... disagreements, weaknesses and mistakes



Discuss in 2 groups & capture your feedback on a flip:

What were the key messages from the 5 Dysfunctions of a team video?

What lessons are of particular relevance to your own teams / EN as a whole?



Your team - future vision

Having reflected on the Lencioni assessment around
your current team

Pick a team metaphor card to describe a future vision for
your team
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Creating Psychological safety
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Creating Psychological safety
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Speaking your mind in meetings

Keeping your ideas to yourself

Openly sharing your struggles

Only touting your strengths

Trust in your teammates and supervisors

Fear of your teammates and supervisors

Sticking your neck out

Having it chopped off




10

Patrick Lencioni’s 5 dysfunctions of a team

Dysfunction Function

Inattention to... Focus on achievement of collective vs.

Results individual results

Avoidance of...
Hold one another accountable for

A i o or -
ccountability delivering to decisions as peers

Lack of... : : : :
Achieve genuine buy-in around important

decisions, even with initial disagreement

Commitment

Fear of... Engage in passionate dialogue with

Conflict healthy challenge and disagreement

Trust enables full openness around

Absence of... disagreements, weaknesses and mistakes
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“No quality or characteristic is more important than
trust”

A Definition: Charles Feltman

“Trust is choosing to make something important to you vulnerable to the actions of someone
else’

‘Distrust is deciding what is important to me is not safe with this person in this situation (or any
situation)’

The Thin Book of Trust by Charles Feltman

Trust Works! By Ken Blanchard: High trust = lasting relationships

The Speed of Trust by Stephen M.R. Covey: High trust = high-performance
Leaders Eat Last by Simon Sinek: High trust = Circle of Safety



https://www.amazon.co.uk/Thin-Book-Trust-Essential-Building/dp/0988953862/ref=sxts_b2b_sx_reorder_acb_customer?adgrpid=1187473457276062&content-id=amzn1.sym.410b6b66-fcae-4f68-b306-fbed1bd3c87d%3Aamzn1.sym.410b6b66-fcae-4f68-b306-fbed1bd3c87d&cv_ct_cx=the+thin+book+of+trust&hvadid=74217294620824&hvbmt=be&hvdev=c&hvlocphy=4904&hvnetw=o&hvqmt=e&hvtargid=kwd-74217229528417%3Aloc-188&hydadcr=18489_2211418&keywords=the+thin+book+of+trust&pd_rd_i=0988953862&pd_rd_r=2d0c90a5-c97a-482a-b5a2-a55e1986faf2&pd_rd_w=Weqeq&pd_rd_wg=tMIdy&pf_rd_p=410b6b66-fcae-4f68-b306-fbed1bd3c87d&pf_rd_r=7S0ET07G5E31490VFYYW&qid=1674462325&s=books&sr=1-1-c8a51df4-6015-4603-b82a-8c2c24cf7e97
http://leadership.kenblanchard.com/trustworks/
http://www.amazon.com/The-SPEED-Trust-Changes-Everything/dp/1416549005
http://www.amazon.com/Leaders-Eat-Last-Together-Others/dp/1591845327
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“We need trust to be vulnerable,
and we need to be vulnerable In
order to build trust.”

Brene Brown
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Lencioni deepening trust exercise

In his “Field guide”, Lencioni uses several exercises to build trust in a team. One of which is a personal histories
exercise, rooted in powerful questions.

Breakout pairs for 10 minutes to share a topic of your choice:-
* Aninternal belief you hold that’s holding you back

A moment that shaped the person you are

This is an exercise in practicing deeper disclosure, use it in a safe space to test this exercise with peers, before
using it with your teams.

A
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Getting the best out of me

A simple & effective tool to use in teams

Consider everything you know about yourself, how you like to work, the results of psychometric tests like, key drivers, how you're
motivated, how to get the best out of you.

Capture it all on the template and use it as a discussion point amongst team members.

Each heading is separate and not horizontally linked, although there is undoubtedly some cross over.

Please Do Please Don’t | Like | Don’t Like
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How do we build trust?

Did you suggest any of these ideas?

Behavioral profiling (SDI) — shared & safe language
Insight and understanding

Deeper disclosure

Knowing each other's strengths & areas for development
Open, honest, transparent

Maps of the world & perspectives - listening & questioning

Trust equation discussions
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BRAVING - the 7 elements of trust g’ad

Boundaries

Reliability

Accountability

Vault

Integrity

Non-judgement

Generosity

Setting boundaries is making clear what's okay and what's not okay, and why.

You do what you say you'll do. At work, this means staying aware of your
competencies and limitations, so you don’t overpromise and are able to deliver on
commitments and balance competing priorities.

You own your mistakes, apologise, and make amends.

You don’t share information or experiences that are not yours to share. | need to know
that my confidences are kept, and that you're not sharing with me any information
about other people that should be confidential.

Choosing courage over comfort; choosing what'’s right over what'’s fun, fast, or easy;
and practicing your values, not just professing them.

| can ask for what | need, and you can ask for what you need. We can talk
about how we feel without judgment.

Extending the most generous interpretation to the intentions, words, and
actions of others.

A
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Self-Reflection

Self-reflection exercise to develop a
challenging relationship

1.

Trust with others - worksheet

Think about someone at work with whom you have built a strong, trusting relationship.
VWhat are some of the small gestures that have helped you build trust? (e.g. Asking for
help, discussing struggles, doing what you say you're going to do)

Now think of a colleague with whom you want to build greater trust.

Identify the colleagues strongest BRAVING element and a specific behaviour that
embodies it (e.g. Element: Boundaries, Behaviour: They ask for help when they
need it))

Trust in teams - worksheet

My score

Qur team average

Rate the frequency of behaviours on your team for each of the BRAVINC elements:
Never (1) | Rarely (2) | About 50/50 (3) | Often (4) | Always (5)

Our team range

BOUNDARIES

RELIABILITY

ACCOUNTABILITY

VAULT

INTEGRITY

NONJUDGEMENT

GENEROSITY

Try this exercise
with your team




So what?

Take a few minutes to reflect on the level of trust in your team:-

* How is the trustin your team now?

*  What do you need to do to improve/build trust?

BRAVING

Behavioural profiling (eg SDI) — shared & safe language
Insight and understanding

Deeper disclosure

Knowing each other's strengths & areas for development
Open, honest, transparent

Maps of the world & perspectives — listening & questioning

Make a few notes in your leadership journal around actions you might

19

want to take to build further trust with your team.
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Patrick Lencioni’s 5 dysfunctions of a team

Dysfunction Function

Inattention to... Focus on achievement of collective vs.

Results individual results

Avoidance of...
Hold one another accountable for

A i o or -
ccountability delivering to decisions as peers

Lack of... : : : :
Achieve genuine buy-in around important

decisions, even with initial disagreement

Commitment

Fear of... Engage in passionate dialogue with

healthy challenge and disagreement

Trust enables full openness around

Absence of... disagreements, weaknesses and mistakes
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Creating healthy conflict

Ideal conflict

point
CONSTRUCTIVE \ DESTRUCTIVE Inevitability of
! discomfort!
*
Artificial ' Mean-spirited
harmony personal attacks

How to get there

» Conflict profiling

« Creating space in meetings for debate & discussion — changing meeting agendas
» Discuss your conflict norms - considering different cultural styles

* Real-time permission — remind people that conflict is a good thing
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Patrick Lencioni’s 5 dysfunctions of a team

Dysfunction Function

Inattention to... Focus on achievement of collective vs.

individual results

Avoidance of...
Hold one another accountable for

" i id or i
ccountability delivering to decisions as peers

Lackaf... : : : :
Achieve genuine buy-in around important

decisions, even with initial disagreement

Commitment

Fear of... Engage in passionate dialogue with

healthy challenge and disagreement

Trust enables full openness around

Absence of... disagreements, weaknesses and mistakes



Commitment & Accountability

Commitment Accountability

Hold one another accountable for
delivering to decisions as peers

Achieve genuine buy-in around important
decisions, even with initial disagreement
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Accountability
Ladder

| make it happen
]

| seek solutions

| B
Accountable | acknowledge reality Accountable
Victim | wait and hope Victim
N I B N

| blame and complain
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Coaching pairs

30 mins — each way- an opportunity for a deep dive coaching with a partner
Outdoor walking or indoors
Theme — team development — may be linked to your team development plan (or your choice)

Remember your coaching skills of listening, questioning and staying out of advice.



Your team - preparation time

y
‘,
-

. £8
Community of
Practice

Confluence of
Agendas

1. Whatis the challenge or change you want to make
(the current & future state)

2. What's important about this change & why

World Class

3. What plans you will try (or may have already tried) Athletes

Visionary

High Performance
Landscapers

Engines

4. What it will take from you to make this happen

By-the-Book 5 ; :
Commanders | Resigned Prisoners | | Conflict Smoother

rr e L awetay

et vt L Lewtrig Bre e wnit UMt egrgat £ e D < rwarme L waterive P bipe it UTrc Bogtpek corm



http://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwiYua6u_Y3LAhVEwxQKHcwhChcQjRwIBw&url=http://www.leadingeffectively.com/leadership-explorer/about-leadership-metaphor-explorer/&psig=AFQjCNEyYc3vWXx84RanBo9835c85vdS1w&ust=1456320121467571

	Slide 1: Learning Review
	Slide 2: What is ‘Collective Brilliance’? 
	Slide 3: Your Lencioni team Assessment
	Slide 4
	Slide 5: Patrick Lencioni’s 5 dysfunctions of a team
	Slide 6: Discuss in 2 groups & capture your feedback on a flip:
	Slide 7: Your team – future vision
	Slide 8: Creating Psychological safety
	Slide 9: Creating Psychological safety
	Slide 10: Patrick Lencioni’s 5 dysfunctions of a team
	Slide 11: “No quality or characteristic is more important than trust”
	Slide 12: Johari window 
	Slide 13: “We need trust to be vulnerable, and we need to be vulnerable in order to build trust.” Brene Brown
	Slide 14: Lencioni deepening trust exercise
	Slide 15: Getting the best out of me
	Slide 16: How do we build trust? 
	Slide 17: BRAVING – the 7 elements of trust
	Slide 18: Self-Reflection
	Slide 19: So what? 
	Slide 20: Patrick Lencioni’s 5 dysfunctions of a team
	Slide 21: Creating healthy conflict
	Slide 22: Patrick Lencioni’s 5 dysfunctions of a team
	Slide 23: Commitment & Accountability
	Slide 24: Accountability Ladder
	Slide 25: Coaching pairs
	Slide 26: Your team – preparation time

