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  Book Overview

  
  




Teams are said to be intrinsically dysfunctional in The Five Dysfunctions of a Team, which suggests that in order to promote effective teamwork, active actions must be made. The book lays out useful tools for accomplishing this. A knowledgeable team leader can do a lot to make his or her team effective.








  
  
  About The Author

  
  




President of the management consulting firm The Table Group is Patrick Lencioni. His past best-selling works include Silos, Politics, and Turf Wars, Overcoming the Five Dysfunctions of a Team, and Death by Meeting. He was named one of the “ten new gurus you should know” by CNN Money in 2008.

The Five Dysfunctions of a Team by Patrick M. Lencioni, copyright 2002, John Wiley & Sons Inc. Used with John Wiley & Sons Inc.’s permission; not to be made available to any uninvited parties.








  
  
  Introduction

  
  




Anyone who has ever had to collaborate with others to complete a difficult task has undoubtedly come to understand how important and yet challenging collaboration is. True, effective teamwork involves concerted and intentional efforts; it does not happen by chance. This is so because teams, which are made up of flawed people with egos and self-serving objectives, are naturally dysfunctional. Thankfully, there are techniques and guidelines that may be used to create excellent teamwork. Any team leader must comprehend how to put them into practice. For instance, team leaders need to foster trust so that members feel free to engage in disagreement with one another. To keep everyone on task, leaders must also establish and oversee team goals. Equally crucial is for leaders to set an example by exhibiting effective teamwork.


This book address a number of crucial queries about collaboration, including





	Why is it so crucial to emphasize teamwork even though the team already consists of many outstanding individuals?

	Why is trust so important, and why does it necessitate that team members be honest about their flaws and mistakes?

	How might team members be motivated to prioritize collective outcomes over personal objectives?











  
  
  Chapter One

  
  




Although it might be difficult to pinpoint the specific qualities of a great team, one characteristic is universally acknowledged: great teams are more than the sum of their parts. This can be observed, for instance, in basketball, where a cohesive team of average players will frequently defeat a team of outstanding players that are more dysfunctional. Why then do even the most gifted teams frequently struggle to succeed when there is a lack of teamwork?

They waste time and effort attempting to outsmart one another in politics. Low morale, a lack of emphasis on performance, and the departure of valuable players who have had enough are the consequences of this. Take DecisionTech, a Silicon Valley-based technology company, as an illustration. Although it had an experienced (and expensive) executive team, a very bright pool of engineers, and more top-tier investors than most start-ups could dream of, it was previously thought to be an extremely promising start-up, but its condition steadily deteriorated until its future seemed dismal.




Why?




The company’s leadership’s lack of cooperation was the fundamental problem. Individual egos can get in the way of effective teamwork in groups of successful and ambitious people since they are competing with one another. Fortunately, a lack of teamwork can be improved. As the new CEO of DecisionTech, Kathryn Peterson set out to do just that. She put the importance of teamwork even above achieving short-term financial goals, which helped the business get back on track.




Find out why trust is the cornerstone of all teamwork after that.








  
  
  Chapter Two

  
  




As the vast majority know, trust and regard are the groundwork of any relationship. But on the other hand they’re the premise of extraordinary teamwork. Why?




For a team to perform well, individuals should trust each other. At the point when this is the situation, they will convey in a solid, open way in any event, while examining extreme or tricky subjects. This permits them to rapidly track down the best arrangements. Without trust, significant issues might be kept away from and left undebated, which brings about unfortunate choices.




The flight of the head of deals at DecisionTech is a genuine illustration of the sort of open correspondence that trust cultivates. Normally, a substitution was required, and Carlos Amador, the head of client service, proposed he take the position. The remainder of the team felt that other team individuals would do well to encounter and were more reasonable for the gig, and since the team had a strong underpinning of trust, they felt happy with voicing this assessment. Carlos thus was not irritated, and acknowledged that the central tasks official would be a superior up-and-comer.




In the event that the team had not developed trust, this present circumstance might have brought about a precarious struggle of self images, where Carlos could not have possibly been willing to withdraw.




So how could trust be assembled?




Set forth plainly, team individuals need to eagerly make themselves defenseless against each other. This isn’t not difficult to do, as in the present vicious world individuals figure out how to be cutthroat and defensive of their own advantages.




Yet, for trust to be constructed, everybody should see that there is not a glaringly obvious explanation to be defensive or cautious in the team. This implies team individuals should put forth a purposeful attempt to suppress their fundamental mindfulness, and on second thought share their weaknesses and mix-ups straightforwardly. This way everybody can rapidly see that their companions’ goals toward them are great, and believe will create.




Yet, who ought to be quick to share their weaknesses? Peruse on to find out.








  
  
  Chapter Three

  
  




Trust is the groundwork of teamwork, which is the reason one of the main obligations of a team chief is to urge their team to construct trust.




Trust is assembled when team individuals straightforwardly share their deficiencies, shortcomings and errors without agonizing over being helpless. This is on the grounds that the team individuals start to see each other better when they get a full image of their companions - realizing their shortcomings makes them less worried about uncovering their own.




At DecisionTech, to support trust building, Kathryn led a meeting where team individuals shared qualities and shortcomings. This basic activity assisted the team with starting to foster confidence in one another.




Yet, while such activities are significant, the first and most significant step is for the team chief to show others how its done by being the first to exhibit weakness. This shows to the team that the climate doesn’t rebuff weakness.




For instance, at DecisionTech, Kathryn shared her shortcomings almost immediately to begin the trust-building process. She made sense of what sort of the executives botches she had made previously and conceded that she had been terminated from her occupation once previously.




This sort of ability by the pioneer to show weakness urges subordinates to face comparable challenges themselves.




Then, you’ll see the reason why trust is the key fixing that energizes productive clash.















