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Today’'s Agenda

« Hearing from the team- Why are we doing this now? What do we hope to get out of it?
* Review our development process and approach

 Discuss the administration of the assessment

* Review next steps




Ice Breaker

Share a recommendation.







Ingredients For Growith
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Focus Accountability Psychological Time
Safety




Team Development: The

Model We Recommend A

. ACCOUNTABILITY
A Focus on Collective Results
A Hold One Another Accountable COMMITMENT
A Commit to Decisions
CONFLICT
A Engage in Conflict Around Ideas
A Trust One Another TRUST

The Five Behaviors of a Cohesive Team™ Model
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Two Powerful Brands

The FIVE
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One Assessment

Individual
DiSC Style

All from ONE

o - Assessment!
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Measuring

the Five
Behaviors




Dominance Influence

You will notice: seff confidence, You will notice: chamm, enthusiasm,

directness, forcefulness, Fast-paced soclabdity, optimism, talkativeness

risk-taking Asser e ) »
Dynamic Motivated by: social recognition, group

Motivated by: power ard authority,
compatitian, winning, success

Fears: social rejaction, disspproval,

Fearg: logs of control, baing takan Ioss of influence, being ignored
acvantage of, wainerakbility

Limitations: impusiveness,

Limitations: lack of concam disorganization, lack of

T for others, impatience, follow-through
eam =
[ )
D I S C M a p Ouesticning Accepling
Logic-focused Pecpla-focused
Challenging Recegtive

You will notice: patience,
team player, calm approach,
good listerar, hurniity

You will notice: precsion,
analysis, skepticism, resenve, quiet

Motivated by: coportunities to Motivated by: siable ervironmenis,
use expertise of gain knowledge, sincese appreciation, cooperation,
attantion to quality opportunities to help
Fears: criticism, sipshod methods, Fears: loss of stability, change, loss of
baing wrong harmcny, offanding othars
Limitations: cuvarly critical, Limitations: owverdy accommaodating,
tandency 1o overanalyze, . tendency to avold change,
isolates self Mm;;‘;’mpacm indecisiveness

Conscientiousness Methodical Steadiness




Measurement Strategy

 |Improvement in the 5 Behaviors of a Cohesive Team
(measured through change across pre- and post-assessment)

« Participant feedback (measured through survey)
« Engagement data and stories

e Otherinternal measures?




Next Steps

 You will receive a link via emall today to complete the
assessment

« The completion deadline is May 22

« HRD will send results prior to the session for your review AND
you Will engage in a 1.1 coaching session to review your results
the week prior to our retreat

«  We will reconvene as a team on June 12 (Bam-2pm)
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The Five Behaviors of a
Cohesive Team™ Model

A

, . FIVE BEHAVIORS
©2017 by John Wiley & Sons, Inc. All rights reserved. ‘ ;Hi COHESIVE TEAM" 15




Trust

Great teams...

A Trust one another on a
fundamental, emotional

level

A Are vulnerable with each
other about their
weaknesses, mistakes,

and fears
A Can be Comp|ete|y open

with one another, without
filters

©2017 by John Wiley & Sons, Inc. All rights reserved.
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Conflict

Great teams...

A Are not afraid to engage
In passionate dialogue
around issues

A Do not hesitate to
disagree with, challenge,

©2017 by John Wiley & Sons, Inc. All rights reserved.
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Commitment

Great teams...

A Engage in conflict to
ensure that nothing has
been left unsaid

A Achieve buy-in around
Important decisions

©2017 by John Wiley & Sons, Inc. All rights reserved.

COMMITMENT
CONFLICT
TRUST

18



Accountability

Great teams...

A Hold one another
accountable for adhering
to the team’s

.
commitments

A Don't rely on the team
leader for accountabilty

©2017 by John Wiley & Sons, Inc. All rights reserved. 19



Results

Great teams...

A Set aside their individual Q
needs and focus on what
IS best for the team
A Emphasize collective
results that define team

©2017 by John Wiley & Sons, Inc. All rights reserved. 20
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The Five Behaviors of a
Cohesive Team ' Assessment

A

, . FIVE BEHAVIORS
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How Are We Doing?

A Review the list of behaviors

A Place a red sticker next to the behavior where you
think this team needs to do the most work

A Place a green sticker next to the behavior where
you think this team is the strongest

©2017 by John Wiley & Sons, Inc. All rights reserved.



Team Survey Results

st

P rofi I e : Pag e 4 The Five Behaviors and Your Team

Remember, the five behaviors can be mistakenly intenpreted as five distnct izsuess that can be addressed in fzolation of
one anather. But in reality they form an interrelated moded, and neglecting even one of the behaviors can be patentially
harmiul to the success of a team. Consider the following connection:

A quick overview of your g,
team’s scores for each of me,

the five behaviors &

ACCOUNTABILITY
2.3

Summary of Your Team Survey Results

‘four asssssment scores indicate that trust end commitmment are Fkely areas of strength for your teamn, while
accountability, confiict, and resufts are potentially areas for improvement.

©2017 by John Wiley & Sons, Inc. All rights reserved.



Team Survey Results

Profile: Page 37

A quick overview of your
team’s scores for each
item used to assess the
five behaviors

©2017 by John Wiley & Sons, Inc. All rights reserved.

Team Averages
B owow -3

Trust 2.32

Conflict 3.35

Commitment 4.12

Accountability 2.63

Results 3.56

3.0
2.0

25

18

33

34

45

43
46

45

33

15

2.0

4.2

3.4

34

Medium: 3.26 -3.75

W sign: 355

Team acl their to one another

Team members willingly zpologize to one anather
Team members are ungaurded and genuine with one another

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

Team members voice their opinions even at the risk of causing disagreement
Team members solicit one another’s opiniens during meetings

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

During team mestings, the most important—and difficuft—issues are
discussed

The team is clear about its overall direction and priorities

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

Team leave ing that i c iteed 1o the

decisions that were agreed on

Team members question one another about their current approaches and
methods

Team members offer unprovoked, constructive feedback to one another

The team ensures that members feel prassure from thair peers and the
expectation to perform

Team members confront peers about problems in their respective areas of

Team members question one another about their current approaches and
methods

Team members value collective success more than individual achievement
Team members willingly make sacrifices for the good of the tzam

When the team fails to achieve collective goals, each member takes personal
responsibility to improve the team'’s performance

Team members are quick to point out the contributions and achievements of

others

24



Building Trust

©2017 by John Wiley & Sons, Inc. All rights reserved.

THE FIVE BEHAVIORS

A

OF A COHESIVE TEAM”™
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Trust

©2017 by John Wiley & Sons, Inc. All rights reserved.

A Confidence among team
members that their peers’
intentions are good, and
that there is no reason to
be protective or careful
around the group.

A In essence, teammates
must get comfortable being
vulnerable with one
another.

26
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Personal Histories

©2017 by John Wiley & Sons, Inc. All rights reserved.



Personal Histories

A Where did you grow up?

A How many siblings do you have and where do you
fall in the sibling order (oldest, youngest, etc.)?

A \What was an important or unique challenge of your
childhood—of being a kid?

©2017 by John Wiley & Sons, Inc. All rights reserved.



Everything DiSC®
Profile Page 8

Four Basic Styles:
A Dominance (D)
A Influence (i)

A Steadiness (S)

A Conscientiousness (C )

©2017 by John Wiley & Sons, Inc. All rights reserved.

it

Building Vulnerability-Based Trust

Sometmes it's during the process of coming clean about wesknesses that the biggest breakihroughe happen among
team members. Giving people a8 much information as possible about who & person iz and why this person might act
the way he or she does wil graatly raduce the fikelihood of unfair judgments. DiSC® can help peopie gain insight and
empathy, qualities that alow a team to buid trust.

Everything DiSC®
The Everything DISC® model iz made up of four basic styles: Dominance (D), influence (i), Steadiness (S), and
Conscientiousness (C). Each style is divided into three regions. The picture below llusirates the 12 differant styles.

Dominance (D) - Influence (i)
Drect Owgoing
Firm Optimistic
Strong-willed High-spirited
Forcaful Lively
Angiytical Even-temperad
Resarvad Accommodating
Pracise Patient
Private « Humble
Systematic «  Tectful
Conscientiousness (C) Steadiness (S)

Keep in mind that everyone iz a blend of all four styles, but most people tend sirongly toward one or two styles.
Whether a person is in the center of one style or in a region thet borders two, no location is better than another. All
DiSC® styles are aqual and valusble in their own ways.

Your DiSC Style and Story P P

Next, you will leam your DISC style and read your story, which will lay the groundwork for leaming, sharing, and
buiding winerability-basad trust.

\l g
A

29



Everything DiSC®

©2017 by John Wiley & Sons, Inc. All rights reserved. 30



Your DiSC® Style

Profile: Page 9

A Dot location indicates
your style

A Read and personalize

v' = like you

X = not like you

? = not sure

©2017 by John Wiley & Sons, Inc. All rights reserved.

The Impact of Your DISC Style

Your DISC style: S

Becausze you have an 5 style, Genghis, you're probably &
cooperative perscn who takes pride in doing your part to
help the team. Even if you're competitive, you don't need to
win to feel good about yoursel. In fact, when you receive
creds for a job well done, you're probably quick o share it
with others.

You probably ti be guite accommeodating, and you find &
# important to rgffintain the spproval of others. Consequently, C S

YOU may pum t of energy info catering to other people. In 5
fact, you may nave difficuy eaying no, and you may fail to ket

people know when you've been inconvenienced. sC

e edge
ou probably relate well to
tics associated with the S

dwelling on incidents that other people wouldn't think twice:
ahout. In group situstons, you often play the role of
peacemaker, but when things become heated, you may shut
down and simply wait for the tension to pase.

Because aef-eeteam ien't primarily tied fo accomplishments, you're probably fne workdng quietly behind the
BCENEE. you like to fesl igied, you may get emt if the praise is too public or gushing. And,
becauss often downplay your own performance, others may fail to recognize your contributions attogether.

“ou tend to be very accepting of both peoglf and idess. In fact, because you're instinctively trusting, you ususlly give
people the benefit of the doubt. L people present new ideas, you try to kesp an opan mind and show
aupport. And, if someone fais to mest y¥ur expectations, you'd often rather redo the wark than give negative
feedback because you don't want to damage the relationehip.

“You tend to be soft-spoken, and your fear of speaking out of turm may ou to kesp ideas to yourself. And,
because you tend to spesk hesitantly and quay your statements, others -5 find your idess uncomvincing. However,
because fittering your responses comi naturaly to you, you may not resize how much more efficient & would be
to say exactly what you're thinking.

‘Compared to others, you probat have more patience for long, routine projects. i w steadiness and
conaistency, and you want to be known as somecne people can count on. ‘you don't want to let amyone
down, you ke to have a clear understanding of what's expected of you. You prol by fesl most secure when you've
perfected a st of speciaized skills that you can perform reliabéy.

ou tend to be on the careful side, avoiding risk when possible. Because you assume that rules and fraditions are

there for a rey you digfike shortoute. When conaidering bald changes, you may focus more on the possibiity of

ure than on potental benefite. You may require & great deal of certsinty before making major decisiona, and this
i atand in the way of progress.

Genghis, like others with the S atyle, your most valuable contributions to the workplece may include your acceptance
«of athers, your dependability, and your abiity to be a team player. In fact, these are probably some of the qualities that
others admire most about you.

31



DiSC® Team Map

Profile: Page 10

Each member’s DiSC®
style is shown on the
circle

©2017 by John Wiley & Sons, Inc. All rights reserved.

i

The Everything DISC® Team Map

The Everything DIiSC map below shows the locations of all team members (10 pecple), differentisted by their initials,

along with a snapshat of the charactenstics tied to the four basic OHSC styles.

Dominance

Motivated byzoower and authory,
competition, winning, success
Fears:loas of control, being taken
‘advantage of, vulnerabilty

Influence
You will notice:charm, enthusiasm,
Fazt-paced =ociabify, optimam, takativeness
Agsertive ~ . -
i Motivated by=ocial recognition, group
Dynamic fities, friendly . ipe:

|Fears:social rejection, disapproval,
loeaof influence, being ignored

Limitations: . ;
Limitationsziack of concan disorganization, lack of
for others, impatience, follow through

Questioning Accepting

Logic-focused People-focused

Challenging Receotive
You will notice:precision, ‘“eam player, calm approach,
aralysis, skepbciam, resarve, quiet ‘good listener, humilty
Motivated byropporiunities to Motivated by:stable emironments,
use expertise or gain knowledge, sincere appreciation, cooperation,
attention to quality opportunities to help
Fears: criiciam, slipshop methods, Fears:lozss of stabiity, changs, loss of
being wrong harmany, offending others
Limitations:overty critical, Limitations:overty accommodating,
?Erﬂer::;fu ‘overanalyze, Moderate-paced taﬂdeﬂcyb avoid change,

Cam
Conscientiousness Methodics! Steadiness

32



Trust-Building Behaviors

Profile: Page 11

Review the behaviors
that might help your team
build trust

©2017 by John Wiley & Sons, Inc. All rights reserved.

Building Trust

What is needed to achieve trust?
Az part of the assesament, you and your team members also had an coportunity to ident®y spacific areas for the team
to focus on in the interest of building trust. The following are the responess chasen by your team, slong with the

number of team mates who sslectad the option (ndicated to the left of the respones). Note: You had the option to
select &l that apply.

There would be more frust on our team if people:

|E Spent more time together Let go of grudges

|E‘ Got to know one another on a personal level Admitted their mistakes
|E| Shared professional fsilures and successes Readily apologized
|E Understood one another's working styles Wear= more forthright with information

Would give credit where credit is due

[e] el [o] [e] [e]

|E Reduced the amount of gossiping

Points of Discussion

1. Memibers of your team chose "Apologizing” as & way to help achieve trust. What factors make it difficut to
apologize?

2. Memibers of your team chose "Letting go of grudges” as a way to help achieve frust. What are the long-term
effects on the team if individusle are holding onto grudges?

33



Mastering Conflict

THE FIVE BEHAVIORS

©2017 by John Wiley & Sons, Inc. All rights reserved. ‘

OF A COHESIVE TEAM”™
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Conflict

©2017 by John Wiley & Sons, Inc. All rights reserved.

A When there Is trust, team members
are able to engage in unfiltered,
constructive debate

A Healthy conflict focuses on
concepts and ideas to produce the
best possible solution

35



Conflict Continuum

©2017 by John Wiley & Sons, Inc. All rights reserved. 36






Conflict Continuum

A Place an X where you think the team falls on the

continuum
Ideal Conflict
Point
+ Really awful,
Artitficial , L ugly, mean-
harmony spirited

attacks

©2017 by John Wiley & Sons, Inc. All rights reserved.




Healthy and Unhealthy Conflict

Profile: Page 16

A Healthy and unhealthy
conflict behaviors based
on DiSCP® styles

A Find a partner

A Share one unhealthy
behavior and one
healthy behavior you
have engaged In

©2017 by John Wiley & Sons, Inc. All rights reserved.

Conflict Team Map
The descriptions on the inner, gray circle llustrate what healthy behavior during confiict might lock like. The

descriptions in red on the outer circle Alustrate unheathy behavior related to each style. The numbers in the innemmost
circle reflect the people on your team who fal into each of the style regions (10 pecole).

nY BEHAVIOR DURjg o
P

i
o Says things ‘{"C;»
he/she wil
Ovearpowears regret Becomes
& gets overly

aggresive

(GEMAVIOR DUAING dramatie
o)

- A P
aoks o Qy.\z Addresses ﬁz/o R
even the e issues - Gos
J— head on
Sneaks up
E S5E5
about Di/iD fprlﬂﬁ?q
problems ealings
Digs heal
11 en
furt
Sleks Y2 pese iS/si  Shows
empathy
rights
Bacomes
passive
agorassiva G 21
Focuses cs/80C Listens
on logic & to others'
abjecthvity perspectives
Overpowers Encourages
with logic & a calm
facts demeanor
as nto
tional . old
situations ::Irc.‘ul:" tension

ram e
conflict
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Conflict Behaviors

Profile: Page 17

Review the conflict
behaviors that are
acceptable and
unacceptable on this team

©2017 by John Wiley & Sons, Inc. All rights reserved.

Mastering Confiict
What ia acceptable behavior during confiict?

In s0Mme cuthures. thars is very littls ainsct disagreement and dsbats cURng Mestings, whils in othars pacple tend to
“pet in ons anothar's fa0es.” In 5ome Tamilise, parents and sibiings rarsty engage in rew, emotional didiogus, whils in
others pecple angue passionatsly and then make up with equal passion. VWhich is better ona tsam? The only fing that
really matters is—are peopls holding beck their opinions 7 Members of great tsams do not
AE part of tha SSSSEsment, you 3N your team MEmners Wans 3sked Whethar you think carain Denauiors o actions ars
accepizble whils engaging in conflict = work and how many of you display them (ast column). Here ars the results of
the team survey (10 peopis):
MNumber of team
MEMDErS Wi
Perfactly Tt they oo This
Rasponsa to Confilct Unacoaptabis Tolerabis Ancaptabie at weonk
Ralsing your voice when you gst
pessionate
Guoing beyond the meeting snd time o
rescive an lssue

Using sfrong language when youme
upsat

Avoiding Somecne when you're angry 3 4 z 1

Exciuding other tsam mamibsrs from
difficult conversations:

Being outwandly emotionsl & L] z z

EXprassing angsr through nairect = - T .
actions rather than voicing It drectty

Points of Discussion
1. Inthe survey shove, your team had & miked respones to which Dehavicrs ans accsptable, which ars tderabls, and
which 2 Unacosptanis. DIECUSS why the tsam finds thess Denayions Sithar SCoeptabis o UNacoEptans.

2. Based on the team’s feelings about sccepiaile behavions during confict, whiat ruiss could your 18am put in place
‘10 encourags conflict and keep it produciive™ How could your tsam remind one another of and erfoncs these

ruEsT
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Achieving Commitment

THE FIVE BEHAVIORS

©2017 by John Wiley & Sons, Inc. All rights reserved. ‘ oF A COLIESIVE TEAM"
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Commitment

©2017 by John Wiley & Sons, Inc. All rights reserved.

A \When team members are able to
offer opinions and debate ideas,
they will be more likely to commit to
decisions

A It's not necessary to achieve
consensus, but clarity and buy-in
are key to commitment

42



Top Priority

What is the single most important thing that
must get done in the next 3 months in order
for us to succeed?

©2017 by John Wiley & Sons, Inc. All rights reserved.



Commitment Behaviors

Profile: Page 22

Review the reasons team
members gave for lack of
commitment

©2017 by John Wiley & Sons, Inc. All rights reserved.

Achieving Commitment

Why don't our team members commit?

Az part of the assesament, you and your tesm members alzo had an cpporiunity to identfy reasons that could be
contributing to a lack of commitment. The number of people jout of 10} who selected each explanation sppears next to
the comesponding bar befow). Mote: You had the option to select all that apply.

{ sometimes don't buy-in fo the team's decisions because:

maion | 8 people
information peep
Jebpdotindbinli 8 people
during mestings peop
et et
priorities peop

I don't trust my team to

2 |
follow through | people
Decisions are counter to

2 |
my perscnal goals - people

Points of Discussion

1. Bas=d on your team’s responses above, several members of the t2am ssem to believe they lack suficient
information about decsions. How are decisions typically made on your team? What level of discussion occurs
before & dacision is made?

2. Sixmembers of your team don't bafieve there is enough tme during mestings to make commitments. What
systems or standarde could be put in place to help remedy this?

44
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Embracing Accountability

A

: . FIVE BEHAVIORS
©2017 by John Wiley & Sons, Inc. All rights reserved. ‘ ;Hi COHESIVE TEAM" 45




Accountability

©2017 by John Wiley & Sons, Inc. All rights reserved.

A \When everyone is
committed to a clear plan of
action, they are better able
to hold one another
accountable

A Team members must be
willing to call one another
on a behavior or
performance that isn't up to
agreed-on standards or that
hurts the team

46



Accountability Definition

©2017 by John Wiley & Sons, Inc. All rights reserved. 47






Giving Feedback

SBI — Situation, Behavior, Impact

A Provide feedback on the behaviors
you've noticed — 1 productive and 1
unproductive behavior

©2017 by John Wiley & Sons, Inc. All rights reserved.



Enhancing Our Team Meetings

A How can our team meetings be more
productive and effective?

©2017 by John Wiley & Sons, Inc. All rights reserved.



Accountability Behaviors

Profile: Page 29

Review the behaviors that
might help improve team
accountability

©2017 by John Wiley & Sons, Inc. All rights reserved.

Cererenm
Cortin

Embracing Accountability

What are your team’s accountability needs?

Az part of the assesament, you and your team membere alzo had an opportunity to identify aepects of your team's
practices that could use improvernent —or areas where it would be possible and desirsble to hold one anather mare
accountable. The number of people (out of 10) who sslected each improvement appears in the comesponding box
below. MNote: “You had the option to select all that apply.

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

|E Be more direct |E Give one another feedback

|E Call one another on unproductive behaviors |3 Address missed deadlines immediately

|E Spend more time together |E Follow through on personal commitments

|E Have more efficient and productive |E Review progress against goals during team
meetings meetings

|z| Publicly share goals |E| Have clearer priorities and goals

Points of Discussion

1. Eight fearm members believe this team could have more efficient or productive mestings. What are the main barriers.
%o having productive mestings? How could you challengs one another to make sure mestings are more efficiant?

2. Ancther highly selecied are iz “call one ancther on unproduciive behaviors.” How would the team benefit if people
challenged one another to do this more often? How realistic is that goal for this team?

51



Common Distractions

Profile: Page 33

Review the distractions
that keep your team from
focusing on results

©2017 by John Wiley & Sons, Inc. All rights reserved.

Common Distractions
‘What is needed to focus on results?

Teams have dfficulty staying focused on resulte becauss of self-interest and self-preservation. As part of the
‘assessment, you and your team members had an opportuniy to ident®y possible distractions from resutts for the
people on your team. The numiber of pecole (out of 10) who sslected each distraction appesars next to the
comeapondng bar below. Note: You had the option to salect all that apply.

Some distractions that keep us from focusing on resulfs are:

I e

PO 22 haayeen

il 5 people

ague or shifting gosals _ 5 pecple

il -

mhr::;so(:‘n career status or - 1 person
Points of Discussion

1. The results of the survey ebove indicate that a top datraciion for your team is “vague or shifting goals.” What level
of infuence (directly or indirecth) doee your team have in defining its goals™

2. Inthe survey above, your teem identfied the lack of drive and urgency as & major distraction. Are there cumrenity
deadines in place? Are the deadines resfistic” Do people understand why a date wae chosen and why it's
important? What are the consequences of missing a deadine?

52



Committing to Change

A \Write down one change that you will make to help
the team improve

A \Write down one change that the team can make to
become more productive

©2017 by John Wiley & Sons, Inc. All rights reserved.



A LEADERSHIP DEVELOPMENT COMPANY

Learn more on our website at
https://hrdleadership.com/



https://hrdleadership.com/
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