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Share	copy	and	redistribute	the	material	in	any	medium	or	format	for	any	purpose,	even	commercially.	Adapt	remix,	transform,	and	build	upon	the	material	for	any	purpose,	even	commercially.	The	licensor	cannot	revoke	these	freedoms	as	long	as	you	follow	the	license	terms.	Attribution	You	must	give	appropriate	credit	,	provide	a	link	to	the	license,
and	indicate	if	changes	were	made	.	You	may	do	so	in	any	reasonable	manner,	but	not	in	any	way	that	suggests	the	licensor	endorses	you	or	your	use.	ShareAlike	If	you	remix,	transform,	or	build	upon	the	material,	you	must	distribute	your	contributions	under	the	same	license	as	the	original.	No	additional	restrictions	You	may	not	apply	legal	terms	or
technological	measures	that	legally	restrict	others	from	doing	anything	the	license	permits.	You	do	not	have	to	comply	with	the	license	for	elements	of	the	material	in	the	public	domain	or	where	your	use	is	permitted	by	an	applicable	exception	or	limitation	.	No	warranties	are	given.	The	license	may	not	give	you	all	of	the	permissions	necessary	for
your	intended	use.	For	example,	other	rights	such	as	publicity,	privacy,	or	moral	rights	may	limit	how	you	use	the	material.	HOW	TO	BECOME	A	HIGH	VALUE	MAN	The	foundational	mindsets,	strategies,	and	behaviors	to	become	a	higher	value	man.	You	will	learn	the	mindsets,	behaviors,	and	skills	to	command	respect.	You	will	learn	the	behaviors	to
eliminate	because	theyre	costing	you	status.	And	you	will	learn	the	behaviors	to	adopt	to	gain	status	in	any	group.	HOW	TO	ADVANCE	YOUR	CAREER	How	to	navigate	office	politics,	career	strategies,	social	exec	skills	to	portray	confidence	and	competence,	and	how	to	manage	teams	&	culture	for	founders	&	CEOs.	I	am	very	impressed	by	TPMs
approach.	I	work	in	corporate	America	and	I	used	these	principles	to	go	from	a	low-wage	worker	to	an	engineering	position	tripling	my	income.	HOW	TO	BE	ATTRACTIVE	TO	WOMEN	Two	modules:	Effective	dating:	starting	from	the	foundations	of	leadership	&	(positive)	dominance,	to	various	strategies	and	hacks	Strong	relationships:	to	maintain
attraction	for	as	long	as	you	want,	within	genuine	and	win-win	relationships	My	partner	started	to	be	really	attracted	to	me	at	a	primordial	level	()	Other	women	whom	I	find	attractive	approach	me	or	show	high	interest.	Word-for-word	scripts	to	influence	people	($999	value),	advanced	negotiation	tactics	to	make	more	money	($1,349	value),
Machiavellian	mindsets	for	maximum	achievements	($9,349	value),	the	#1	technique	to	handle	ALL	difficult	situations,	ultra-discounted	coaching	straight	with	Lucio	($4790	saved	per	call),	and	much	more	Once	again	using	an	astutely	written	fictional	tale	to	unambiguously	but	painlessly	deliver	some	hard	truths	about	critical	business	procedures,
Patrick	Lencioni	targets	group	behavior	in	the	final	entry	of	his	trilogy	of	corporate	fables.	And	like	those	preceding	it,	The	Five	Dysfunctions	of	a	Team	is	an	entertaining,	quick	read	filled	with	useful	information	that	will	prove	easy	to	digest	and	implement.	This	time,	Lencioni	weaves	his	lessons	around	the	story	of	a	troubled	Silicon	Valley	firm	and
its	unexpected	choice	for	a	new	CEO:	an	old-school	manager	who	had	retired	from	a	traditional	manufacturing	company	two	years	earlier	at	age	55.	Showing	exactly	how	existing	personnel	failed	to	function	as	a	unit,	and	precisely	how	the	new	boss	worked	to	reestablish	that	essential	conduct,	the	book's	first	part	colorfully	illustrates	the	ways	that
teamwork	can	elude	even	the	most	dedicated	individuals--and	be	restored	by	an	insightful	leader.	A	second	part	offers	details	on	Lencioni's	"five	dysfunctions"	(absence	of	trust,	fear	of	conflict,	lack	of	commitment,	avoidance	of	accountability,	and	inattention	to	results),	along	with	a	questionnaire	for	readers	to	use	in	evaluating	their	own	teams	and
specifics	to	help	them	understand	and	overcome	these	common	shortcomings.	Like	the	author's	previous	books,	The	Five	Temptations	of	a	CEO	and	Obsessions	of	an	Extraordinary	Executive,	this	is	highly	recommended.	--Howard	Rothman	In	keeping	with	the	parable	style,	Lencioni	(The	Five	Temptations	of	a	CEO)	begins	by	telling	the	fable	of	a
woman	who,	as	CEO	of	a	struggling	Silicon	Valley	firm,	took	control	of	a	dysfunctional	executive	committee	and	helped	its	members	succeed	as	a	team.	Story	time	over,	Lencioni	offers	explicit	instructions	for	overcoming	the	human	behavioral	tendencies	that	he	says	corrupt	teams	(absence	of	trust,	fear	of	conflict,	lack	of	commitment,	avoidance	of
accountability	and	inattention	to	results).	Succinct	yet	sympathetic,	this	guide	will	be	a	boon	for	those	struggling	with	the	inherent	difficulties	of	leading	a	group.	100,000	first	printing.	Building	a	cohesive	team	is	not	complicated,	declares	Lencioni,	president	of	his	own	management	consulting	firm	and	author	of	The	Five	Temptations	of	a	CEO.
Departing	from	the	dry,	theoretical	writing	of	many	management	books,	he	presents	his	case	in	the	context	of	a	fictional	organization,	and	in	doing	so	succeeds	at	communicating	his	ideas.	The	story	is	about	a	female	CEO	who	is	hired	to	bring	together	a	dysfunctional	executive	staff	to	work	as	a	team	in	a	company	that	just	two	years	earlier	had
looked	promising.	The	scenarios	that	follow	are	recognizable	and	can	be	applied	anywhere	teamwork	is	involved,	whether	it	is	a	multinational	company,	a	small	department	within	a	larger	organization,	or	a	sports	team.	The	five	dysfunctions	discussed	are	absence	of	trust,	fear	of	conflict,	lack	of	commitment,	avoidance	of	accountability,	and
inattention	to	results.	At	the	end	of	the	story,	the	main	points	are	summarized,	and	clearly	written	suggestions	and	exercises	are	offered	to	help	bring	about	change.	Concise	and	easy	to	follow,	this	book	is	recommended	for	academic	and	public	libraries	with	management	collections	and	for	anyone	who	is	a	member	of	a	team	that	needs	improvement.
Bellinda	Wise,	Nassau	Community	Coll.	Lib.,	Garden	City,	NY	Copyright	2002	Cahners	Business	Information,	Inc.	The	final	installment	in	a	trilogy	that	includes	The	Five	Temptations	of	a	CEO	(1998)	and	The	Four	Obsessions	of	an	Extraordinary	Executive	(2000),	this	fictional	story	demonstrates	how	a	new	CEO	reforms	a	dysfunctional	executive	team
with	a	series	of	sometimes-painful	off-site	meetings	designed	to	break	them	of	bad	habits.	The	company	has	superior	tangible	and	intangible	assets	yet	is	behind	its	competitors	in	terms	of	revenue	and	customer	growth.	When	Kathryn	is	brought	on	board	to	figure	out	why,	she	forces	her	reluctant	team	to	examine	their	interpersonal	behaviors,	such
as	letting	individual	ego	get	in	the	way	of	team	goals.	She	demands	healthy	conflict	and	accountability	among	the	group	and	vigilantly	prevents	them	from	sliding	back	into	old	habits.	Losing	a	couple	executives	in	the	process,	she	succeeds	in	turning	the	company	around.	Lencioni	demonstrates	his	points	effectively	by	getting	the	reader	involved	in
the	characters	and	the	tension	between	them.	He	wraps	up	this	"leadership	fable"	with	a	brief	discussion	containing	additional	suggestions	on	overcoming	the	five	deadly	dysfunctions.	David	SiegfriedCopyright	American	Library	Association.	All	rights	reserved	"[...]	Das	Besondere	an	diesem	Buch	sind	jedoch	nicht	die	Inhalte,	sondern	es	ist	die	Art	der
Vermittlung	von	Know-How	und	Praxiswissen.	Lencioni	gelingt	dabei	das	Kunststuck,	Sachinformation	in	ein	packendes	Fallbeispiel	zu	verpacken	-	eine	Eigenschaft,	die	er	mit	vielen	amerikanischen	Autoren	teilt.	Das	erleichtert	die	Identifizierung	des	Lesers	mit	den	Erkenntnissen	und	sorgt	fu	eine	ganze	Reihe	von	Aha-Erlebnissen.[...]
Dankenswerterweise	lasst	Lencioni	den	Leser	dabei	nicht	allein	mit	einer	spannenden	Prosa,	sondern	liefert	zudem	auch	Hinweise	zur	praktischen	Realisierung	des	Erlernten."	(personalmagazin,	07/2007)	The	Five	Dysfunctions	of	a	Team	has	stood	the	test	of	time,	because	practicing	leadersthose	who	must	get	things	done	through	the	power	of
teamsfind	its	insights	timeless,	incisive,	and	useful.Jim	Collins,	author,	Good	to	Great,	and	co-author,	Built	to	LastThe	Five	Dysfunctions	of	a	Team	has	been	my	playbook	for	developing	our	staff	and	locker	room	culture	for	the	last	decade.	The	book	is	a	classicit	covers	all	the	real	stuff	that	drives	productive	teams	that	many	of	us	are	usually	too
uncomfortable	to	address.Erik	Spoelstra,	Head	Coach,	Miami	HeatI	have	watched	this	book	become	the	foundational	source	on	teamwork	within	our	company,	and	in	just	about	every	other	organization	I	know.	Its	hard	to	imagine	the	world	of	work	without	The	Five	Dysfunctions	of	a	Team.Elizabeth	Bryant,	SVP	of	People,	Learning	&	Development,
Southwest	AirlinesPatrick	Lencionis	classic	book,	The	Five	Dysfunctions	of	a	Team,	is	one	of	the	most	helpful	organizational	leadership	books	of	all	time.	These	principles	greatly	influenced	my	personal	and	foundational	leadership	strategy.	This	is	a	book	Ive	revisited	many	times	and	learn	more	each	time	I	read	it.	Get	a	copy	for	yourself	and	everyone
on	your	team.	Craig	Groeschel,	Founding	Pastor	of	Life.Church	and	New	York	Times	best-selling	author"Every	manager	and	executive	will	recognize	themselves	somewhere	in	this	book.	Lencioni	distills	the	problems	that	keep	even	the	most	talented	teams	from	realizing	their	full	potential.	Even	more	important,	he	shows	in	prose	that	is	crisp,	clear,
and	fun	to	read	how	to	solve	them."Geoffrey	A.	Moore,	Chairman	Emeritus	of	The	Chasm	Institute,	The	Chasm	Group,	and	TCG	Advisors,	and	author,	Crossing	the	Chasm	and	Zone	to	Win	After	her	first	two	weeks	observing	the	problems	at	DecisionTech,	Kathryn	Petersen,	its	new	CEO,	had	more	than	a	few	moments	when	she	wondered	if	she	should
have	taken	the	job.	But	Kathryn	knew	there	was	little	chance	she	would	have	turned	it	down.	After	all,	retirement	had	made	her	antsy,	and	nothing	excited	her	more	than	a	challenge.	What	she	could	not	have	known	when	she	accepted	the	job,	however,	was	just	how	dysfunctional	her	team	was,	and	how	team	members	would	challenge	her	in	ways
that	no	one	ever	had	before.For	twenty	years,	The	Five	Dysfunctions	of	a	Team	has	been	engaging	audiences	with	a	page-turning,	realistic	fable	that	follows	the	travails	of	Kathryn	Petersen,	DecisionTechs	CEO,	as	she	faces	the	ultimate	leadership	crisis.	She	must	unite	a	team	in	such	disarray	that	it	threatens	to	derail	the	entire	company.Equal	parts
leadership	fable	and	business	handbook,	this	definitive	source	on	teamwork	by	Patrick	Lencioni	reveals	the	five	behavioral	tendencies	that	go	to	the	heart	of	why	even	the	best	teams	struggle.	He	offers	a	powerful	model	and	step-by-step	guide	for	overcoming	those	dysfunctions	and	getting	everyone	rowing	in	the	same	direction.Today,	the	lessons	in
The	Five	Dysfunctions	of	a	Team	are	more	relevant	than	ever.	This	special	anniversary	edition	celebrates	one	of	the	best-selling	business	books	of	all	time	with	a	new	foreword	from	the	author	that	reflects	on	its	legacy	and	lessons.	Praise	for	The	Five	Dysfunctions	of	a	TeamThe	Five	Dysfunctions	of	a	Team	has	been	my	playbook	for	developing	our
staff	and	locker	room	culture	for	the	last	decade.	The	book	is	a	classicit	covers	all	the	real	stuff	that	drives	productive	teams	that	many	of	us	are	usually	too	uncomfortable	to	address.Erik	Spoelstra,	Head	Coach,	Miami	HeatI	have	watched	this	book	become	the	foundational	source	on	teamwork	within	our	company,	and	in	just	about	every	other
organization	I	know.	Its	hard	to	imagine	the	world	of	work	without	The	Five	Dysfunctions	of	a	Team.Elizabeth	Bryant,	SVP	of	People,	Learning	&	Development,	Southwest	AirlinesPatrick	Lencionis	classic	book,	The	Five	Dysfunctions	of	a	Team,	is	one	of	the	most	helpful	organizational	leadership	books	of	all	time.	These	principles	greatly	influenced	my
personal	and	foundational	leadership	strategy.	This	is	a	book	Ive	revisited	many	times	and	learn	more	each	time	I	read	it.	Get	a	copy	for	yourself	and	everyone	on	your	team.	Craig	Groeschel,	Founding	Pastor	of	Life.Church	and	New	York	Times	best-selling	authorThe	Five	Dysfunctions	of	a	Team	has	stood	the	test	of	time,	because	practicing
leadersthose	who	must	get	things	done	through	the	power	of	teamsfind	its	insights	timeless,	incisive,	and	useful.	Jim	Collins,	author,	Good	to	Great,	and	co-author,	Built	to	Last	Patrick	M.	Lencioni	is	founder	and	president	of	The	Table	Group,	a	management	consulting	firm	specializing	in	executive	team	development	and	organizational	health.	As	a
consultant	and	keynote	speaker,	he	has	worked	with	thousands	of	senior	executives	in	organizations	ranging	from	Fortune	500s	and	high-tech	start-ups	to	universities	and	nonprofits.	He	is	the	author	of	six	nationally	recognized	books,	including	the	New	York	Times	bestseller	The	Five	Dysfunctions	of	a	Team.	Visit	his	website	www.tablegroup.com.
Using	the	fable	mode,	listeners	get	a	fly-on-the-wall	perspective	of	a	management	team's	interactions.	Charles	Stransky	tidily	characterizes	each	of	the	players	at	a	high-tech	company--the	newly	hired	CEO	and	his	highly	dysfunctional	team	of	managers,	including	the	former	CEO,	the	CFO,	the	COO,	etc.	Each	character	has	his/her	own	agenda,	and	the
listener	can	also	hear	his/her	voice,	thanks	to	the	skillful	Stransky,	who	delivers	a	solid	narration,	along	with	an	inspiring	strategy.	Business	leaders	can	glean	strategy,	examples,	and	determination	through	this	fable.	At	the	end,	there	are	no-nonsense	step-by-step	directions	to	follow	to	create	a	functional	team	within	any	organization.	D.L.M.
AudioFile	2006,	Portland,	Maine--	Copyright	AudioFile,	Portland,	Maine	At	The	Roundtable,	were	always	looking	for	ways	to	help	senior	talent	professionals	and	team	leaders	elevate	their	impact.	As	part	of	our	Talent	Talks	webinar	series,	we	recently	took	a	deep	dive	into	a	topic	thats	often	overlooked	but	Read	More	Book:	Exit	Interview	The	Life	and
Death	of	My	Ambitious	Career	By:	Kristi	Coulter	Reviewed	by:	Glain	Roberts-McCabe	The	Premise:	Exit	Interview:	The	Life	and	Death	of	My	Ambitious	Career	is	a	candid,	often	biting	memoir	by	Kristi	Coulter,	Read	More	One	of	the	most	common	mistakes	I	see	leaders	make	is	jumping	too	quickly	into	fixing	individuals	on	their	teams	when
performance	or	issues	with	behaviours	arise.	Its	a	natural	instinctsomethings	not	working,	so	we	look	to	who	we	perceive	Read	More	100%(3)100%	found	this	document	useful	(3	votes)3K	viewsThe	document	provides	a	team	assessment	tool	to	evaluate	5	potential	dysfunctions	of	a	team:	absence	of	trust,	fear	of	conflict,	lack	of	commitment,
avoidance	of	accountability,	and	inattentAI-enhanced	title	and	descriptionSaveSave	Five	Dysfunctions	of	a	Team	Assessment	Questions	-...	For	Later100%100%	found	this	document	useful,	undefined100%(3)100%	found	this	document	useful	(3	votes)3K	viewsThe	document	provides	a	team	assessment	tool	to	evaluate	5	potential	dysfunctions	of	a
team:	absence	of	trust,	fear	of	conflict,	lack	of	commitment,	avoidance	of	accountability,	and	inattentAI-enhanced	title	and	descriptionJump	to	ratings	and	reviewsIn	The	Five	Dysfunctions	of	a	Team	Patrick	Lencioni	once	again	offers	a	leadership	fable	that	is	as	enthralling	and	instructive	as	his	first	two	best-selling	books,	The	Five	Temptations	of	a
CEO	and	The	Four	Obsessions	of	an	Extraordinary	Executive.	This	time,	he	turns	his	keen	intellect	and	storytelling	power	to	the	fascinating,	complex	world	of	teams.	Kathryn	Petersen,	Decision	Tech's	CEO,	faces	the	ultimate	leadership	crisis:	Uniting	a	team	in	such	disarray	that	it	threatens	to	bring	down	the	entire	company.	Will	she	succeed?	Will
she	be	fired?	Will	the	company	fail?	Lencioni's	utterly	gripping	tale	serves	as	a	timeless	reminder	that	leadership	requires	as	much	courage	as	it	does	insight.	Throughout	the	story,	Lencioni	reveals	the	five	dysfunctions	which	go	to	the	very	heart	of	why	teams	even	the	best	ones-often	struggle.	He	outlines	a	powerful	model	and	actionable	steps	that
can	be	used	to	overcome	these	common	hurdles	and	build	a	cohesive,	effective	team.	Just	as	with	his	other	books,	Lencioni	has	written	a	compelling	fable	with	a	powerful	yet	deceptively	simple	message	for	all	those	who	strive	to	be	exceptional	team	leaders.	8103	people	are	currently	reading155403	people	want	to	readPatrick	Lencioni	is	a	New	York
Times	best-selling	author,	speaker,	consultant	and	founder	and	president	of	The	Table	Group,	a	firm	dedicated	to	helping	organizations	become	healthy.	Lencionis	ideas	around	leadership,	teamwork	and	employee	engagement	have	impacted	organizations	around	the	globe.	His	books	have	sold	nearly	three	million	copies	worldwide.When	Lencioni	is
not	writing,	he	consults	to	CEOs	and	their	executive	teams,	helping	them	to	become	more	cohesive	within	the	context	of	their	business	strategy.	The	widespread	appeal	of	Lencionis	leadership	models	have	yielded	a	diverse	base	of	clients,	including	a	mix	of	Fortune	500	companies,	professional	sports	organizations,	the	military,	non-profits,
universities	and	churches.	In	addition,	Lencioni	speaks	to	thousands	of	leaders	each	year	at	world	class	organizations	and	national	conferences.	He	was	recently	cited	in	the	Wall	Street	Journal	as	one	of	the	most	sought-after	business	speakers	in	the	nation.Prior	to	founding	his	firm,	he	worked	as	a	corporate	executive	for	Sybase,	Oracle	and	Bain	&
Company.	He	also	served	on	the	National	Board	of	Directors	for	the	Make-A-Wish	Foundation	of	America.Displaying	1	-	30	of	5,836	reviewsDecember	4,	2008I've	been	in	corporate	America	for	just	under	4	years	now.	In	my	time,	I've	never	really	bought	into	the	majority	of	management	strategies	I've	seen	because	well,	they	blatantly	do	not	work;	and
if	they	do,	its	at	an	absurd	cost	of	employee	retention,	dissatisfaction	and	needless	overwork.Passive	aggressiveness,	no	accountability,	scared	of	conflict...	I	see	it	too	often,	and	I'm	constantly	frustrated	by	it.	And	just	when	I	thought	I	was	alone,	I	read	this	book	and	was	completely	blown	away.	Everything	I've	felt,	is	here,	written	down	in	this	book.
Its	quite	extraordinary.	I	feel	a	bit	like	Jerry	Mcguire	did	after	writing	his	'Mission	Statement.'	I	want	to	buy	copies	of	this	book	and	put	it	in	the	mailboxes	of	management	across	corporate	America.	Unfortunately,	one	thing	I've	learned	in	life	is	you	can't	force	people	to	change,	they	have	to	be	willing	and	accepting	to	move	forward	on	there	own...	or
be	forced	by	a	higher	hand.	I	can't	force	others	who	don't	see	it	themselves,	and	as	the	low	man	on	the	totem	pole,	its	a	hard	to	play	the	upper	hand.	But	dammit,	at	least	I'll	go	down	swinging,	knowing	I'm	not	alone.July	13,	2011Five	Dysfunctions	of	a	TeamAs	a	consultant	who	has	worked	with	hundreds	of	teams	in	organizations	large	and	small,	I	can
attest	that	model	outlined	in	The	Five	Dysfunctions	of	a	Team	is	both	accurate	in	its	root	diagnosis	of	team	dysfunctionalism,	and	is	as	pervasive	as	human	nature	itself.	As	with	all	of	Lencionis	books,	he	opens	with	a	fable	and	concludes	with	the	model	that	is	the	basis	for	the	storys	solution.	In	the	fable,	a	new	CEO	is	confronted	with	a	dysfunctional
executive	team	and	pressure	from	the	board	to	execute	a	quick	turn	around.	As	she	feels	out	how	the	current	culture	impacts	collaboration,	idea	generation,	and	execution,	the	CEO	gradually	works	through	each	stage	of	the	Five	Dysfunctions	model	to	re-position	the	company	for	success.	The	model	in	pyramid	form:	Lack	of	trust:	In	this	bottom	stage,
team	members	are	hesitant	to	open	up	about	their	fears	or	insecurities	about	a	project.	Fear	of	Conflict:	Fearing	retribution	or	political	consequences,	team	members	avoid	rigorous	debate	over	the	issues	and	decisions	that	matter	most.	This	can	be	reinforced	by	local	legends:	The	last	time	somebody	challenged	the	bosss	idea,	he	wasnt	around	for
long	afterwards.	Healthy,	constructive	conflict	or	candor	is	key	to	surfacing	the	best	ideas.	Fear	of	conflict	snuffs	out	the	creative	process.Lack	of	Commitment:	Lack	of	vigorous	debate	does	not	prevent	decisions	from	being	made.	Low	team	involvement	in	how	decisions	are	shaped	and	carried	out	leads	to	weak	buy-	in.Avoidance	of	Accountability:
When	commitment	is	low,	excuses	are	readily	available	when	results	are	not	achieved.	We	all	knew	this	was	un-realistic	to	begin	with,	now	youre	going	to	hold	us	accountable?Inattention	to	Results:	At	this	pinnacle	stage,	team	members	are	investing	valuable	time	and	energy	in	the	politics	of	self-protection.	Obsessive	email	trails	are	stored	for	easy
retrieval,	stories	are	honed	that	explain	where	the	break	down	occurred	and	by	whom.	Its	every	team	member	for	him	or	herself.	The	collective	concept	is	crushed.	In	highly	functional	teams	the	pyramid,	inverted,	is	just	as	relevant:	High	levels	of	trust	leads	to	healthy,	constructive	candor	in	the	service	of	unearthing	the	best	ideas.	Fully	engaged
team	members	feel	high	levels	of	commitment,	because	while	their	particular	idea	may	not	have	won,	theyre	perspective	was	heard	and	respected.	This	feeds	a	focus	on	individual	and	collective	accountability	to	achieve	the	goals	agreed	upon,	which	requires	near	total	focus	upon	delivering	results.	Lencioni	captures	the	human	essence	of	teamwork
and	connects	the	dots	from	trust	to	profit.	Highly	recommended.	July	7,	2017Bear	with	me.	I	am	highly	skeptical	of	models	as	methods	versus	tools	(I	will	explain	later)	and	of	corporate	literature.	With	that	bias,	this	book	would	have	been	lucky	to	get	three	stars	from	me.	Please	keep	that	in	mind.What	I	mean	by	a	model	as	a	method	versus	a	tool,	is
that	when	a	model	is	presented	to	help	people	try	and	understand	how	something	functions	I	have	no	problem	with	it.	Meyers-Briggs	personality	test	is	a	great	example.	Fun	to	take	and	compare	with	people	and	get	an	idea	of	where	they	come	from.	But	if	you	are	a	borderline	on	any	of	the	4	pairs	then	depending	on	your	mood	you	can	easily	have	2
even	4	different	likely	personality	types.	And	there	are	7	billion	people	in	the	world	and	only	16	types--they	don't	all	fit	in	those	16	categories.	When	someone	takes	a	model	and	tries	to	impose	it	on	the	world	and	say	this	is	the	way	things	are,	then	I	balk.Regarding	corporate	literature	in	general,	I	won't	say	that	it	is	useless,	because	it	certainly	isn't,
but	it	has	only	a	fractional	effect	as	compared	to	actually	experiencing	working	in	a	good	team	or	for	a	good	leader.	It	can	be	helpful	but	pales	beside	a	good	leader	pulling	you	aside	to	help	you.The	"fable"	itself?	Actually	not	that	bad	for	a	teamwork	book.	The	whole	thing	is	stilted	because	it	is	wrapped	around	an	agenda	but	on	the	good	side	it	is
short,	easy	to	read,	and	decently	written.	And	I	honestly	can't	say	the	five	points	are	wrong--I	think	they	are	all	valid.There	are	much	worse	teamwork	or	leadership	books	out	there.	If	you	have	to	read	one,	or	are	genuinely	interested	in	this	genre	then	pick	it	up.	Otherwise	I	wouldn't	use	your	valuable	time.	Two	stars.March	23,	2017This	is	another
one	of	my	have	to	and	not	want	to	reads.	I	would	never	even	consider	reading	one	of	these	types	of	books	for	fun,	they	are	not	my	style	at	all.	The	information	they	contain	is	usually	common	sense	stuff	that	people	are	aware	of	but	unwilling	or	unable	to	incorporate	into	their	day-to-day	work	lives.	Most	jobs	are	group	based	versus	individual	and	even
if	you	are	in	the	mindset	to	make	whatever	changes	that	books	like	this	deem	necessary,	it	doesnt	mean	everyone	else	you	work	with	is.Thankfully	the	author	makes	dry	material	into	something	tolerable	by	sharing	his	message	in	a	story	format	and	doesnt	bog	the	book	down	with	graphs,	sample	work	sheets	and	quizzes.	Its	pretty	basic	and	to	the
point	with	identifying	problems	and	offering	solutions.	The	length	was	acceptable	as	well	as	the	writing	style	so	I	would	place	it	a	little	higher	on	my	Dull	Jane	shelf.	I	suppose	if	I	had	to	recommend	one	of	these	things	I	would	this	one	over	quite	a	few	others,	especially	if	you	wanted	to	know	why	your	team	sucked	and	how	you	could	improve	it.March
27,	2011First	line:	"Only	one	person	thought	Kathryn	was	the	right	choice	to	become	CEO	of	DecisionTech,	Inc.Summary:	Lencioni	identifies	five	problems	with	executive	teams,	which	he	presents	through	a	story	(fable)	and	then	analyzes.Spoilers!	In	as	much	as	reference	books	can	have	spoilers.The	5	dysfunctions	are:	1.	Absence	of	trust.	Where
trust	is	comfort	with	showing	vulnerability	and	admitting	mistakes	to	teammates.	2.	Fear	of	conflict.	Teams	need	to	be	able	to	have	passionate	debate	and	walk	away	with	no	collateral	damage.	Lencioni	describes	a	false	harmony	that	is	a	sign	of	this.	3.	Lack	of	commitment.	Phoning	it	in	rather	than	buying	into	the	project.	The	key	here	is	while	not
everyone	gets	their	way,	they	should	all	be	heard	and	their	opinions	considered	and	valued.	4.	Avoidance	of	accountability.	Here,	theyre	talking	about	teammates	being	able	to	call	each	other	on	poor	performance,	rather	than	having	all	accountability	done	by	the	team	leader.	5.	Inattention	to	results.	In	particular,	putting	personal	goals	above	team
goals.They	seems	like	fine	goals.	I'm	a	little	unclear	how	to	achieve	them,	despite	the	suggestions	in	the	back.	I	also	feel	like	point	2	could	easily	be	misconstrued.	Permission	to	have	passionate	debate	does	not	mean	permission	to	be	an	asshole.	Actually,	I	think	Lencioni	usually	uses	the	term	"argument,"	while	I	prefer	"debate"	because	I	think	it
frames	the	issue	in	a	more	civil	way.Anyway,	it	had	some	interesting	thoughts,	and	it	certainly	was	a	quick	read.	The	story	was	lousy	for	fiction,	though	great	for	a	reference	book,	and	it	did	illustrate	the	problems.October	16,	2024LT/	ENG	Tai	yra	tik	maa	dalis	amerikietik	kalneli	galimos	kelions	drauge	su	savo	komanda.	Nagrinjami	kertiniai	kampai:
pasitikjimas,	konflikto	baim,	sipareigojimai,	atskaitomyb,	ego	taka	rezultatui..Kartais	neproal	garsinti	savaime	suprantamus	dalykus,	kad	suprastum	kiek	neitirt	klod	dar	slypi,	ir	galtum	pritaikyti	kaip	nesudtingus	rankius	savo	komandoje.	Paprastai	bet	neprastai!*****************************This	is	just	a	small	part	of	the	roller	coaster	ride	possible	with
your	team.	Key	angles	are	examined:	trust,	fear	of	conflict,	obligations,	accountability,	ego's	influence	on	the	result...	Sometimes	it's	good	to	voice	self-evident	things	in	order	to	understand	how	many	unexplored	layers	are	still	hidden,	and	you	could	apply	them	as	simple	tools	in	your	team.	Usually	but	not	bad!2024	akiraio-prapltimui	bibliotekos-knyga
February	27,	2013I'm	relatively	new	to	the	corporate	world	and	observe	heavy	reliance	on	inane	hierarchical-pyramid	models	and	very	linear	"cycles"	designed	to	describe	organizations,	relationships,	goals,	processes,	progress	and,	ultimately,	success.	'Five	Dysfunctions'	is	a	great	example.	While	I'd	love	to	rip	into	this	book's	awkward	narrative
structure,	cartoonish	characters,	and	childish	melodrama,	I'm	certain	many	already	have.	If	this	book	is	to	be	considered	a	fable,	it	is	only	for	its	oversimplification	and	pretensions	to	wisdom.	Life	is	a	messy,	confusing	thing.	'Five	Dysfunctions'	is	no	better	than	a	toy	compass	on	your	journey	through	it.	One	redemptive,	practical	use	for	this	book
might	be	reading	it	with	everyone	in	your	dysfunctional	group	to	provide	a	framework	vocabulary	to	discuss	real	issues.	(Also,	if	anyone	has	a	passionate	hatred	for	its	structure	and	content,	promote	them.)August	29,	2022	!!	:))March	19,	2008Was	chosen	for	a	work	thing,	then	we	all	realized	that	it	didn't	apply	to	our	group,	because	we	actually	aren't
dysfunctional	at	all,	so	we	scrapped	our	plan	to	discuss	it	and	went	skiing	instead!That	being	said,	I	did	learn	some	very	valuable	lessons...ok,	I	didn't...but	I	did	read	it,	at	least.	For	the	good	of	the	team.February	26,	2017Simply,	this	book	is	"Must	read	books"	list,	I	liked	the	story	way	to	write	the	book,	and	the	simple	make	Sense	model	of	the	five
dysfunctions	of	teams	I	already	recommended	this	books	to	my	friends,	it's	must	read	for	every	oneI	will	recommend	that	the	reader	should	be	ware	of	"Tuckman's	stages	of	group	development"	which	will	put	this	book	in	the	right	context	favorite-books	managementSeptember	10,	2021This	identifies	the	causes	of	dysfunction	in	a	team,	and	tells	how
to	avoid	them.	It's	astute,	applicable	guidance	on	improving	a	team's	performance	by	improving	behavior.	The	first	part	is	a	fable,	and	the	second	part	is	an	explanation	of	the	concepts.It	starts	by	saying	that	teamwork,	more	than	products,	tech,	etc.,	make	a	company	successful.	Teamwork	disintegrates	if	even	one	of	the	5	dysfunctions	is	present.
Teams	succeed	because	they're	exceedingly	human.	By	acknowledging	imperfections,	they	overcome	natural	tendencies	toward	dysfunctions.	I've	heard	this	book	mentioned	several	times	over	the	years.	I	decided	to	finally	read	it	after	it	was	referenced	in	Traction.Notes5	DysfunctionsDysfunction	1:	Absence	of	TrustA	team	can't	achieve	results	unless
the	members	trust	each	other.	Trust	requires	being	vulnerable	with	each	other	(here,	trust	doesn't	refer	to	being	able	to	predict	what	a	teammate	will	do,	as	in,	"I	trust	Tom	will	do	this.").	Team	members	who	aren't	genuinely	open	about	mistakes	and	weaknesses	makes	it	impossible	to	build	a	foundation	for	trust.	Healthy	debate	is	a	sign	of	trust.
Dysfunction	2:	Fear	of	ConflictTeams	that	lack	trust	are	incapable	of	engaging	in	unfiltered	and	passionate	debate	of	ideas.	Instead,	they	resort	to	veiled	discussions	and	guarded	comments.	Open,	constructive,	ideological	conflict	is	critical.	What	makes	meetings	boring	is	that	they	don't	have	conflict	(movies	are	interesting	because	they	have	conflict,
and	so	are	meetings).Dysfunction	3:	Lack	of	CommitmentWithout	having	aired	opinions	in	debate,	team	members	rarely	buy	in	and	commit	to	decisions,	though	they	may	feign	agreement	in	meetings.	People	must	weigh	in	before	they	can	buy	in,	but	it's	OK	to	disagree	and	still	commit.Dysfunction	4:	Avoidance	of	AccountabilityWithout	committing	to
clear	plan	of	action,	even	most	focused	and	driven	people	often	hesitate	to	call	their	peers	on	behaviors	and	actions	that	are	counterproductive	to	good	of	team.	People	need	to	have	bought	into	collective	goals	to	hold	each	other	accountable.	When	holding	people	accountable,	assume	they	have	the	team's	best	interests	in	mind	and	are	trying	to	be
helpful,	but	still	push	them.Dysfunction	5:	Inattention	to	ResultsOccurs	when	team	members	put	individual	needs	(ego,	career	development,	recognition)	or	divisions	above	collective	goals	of	team.	Must	have	clear,	specific,	actionable	goals,	and	track	fairly	frequently	(e.g.,	monthly).	Everyone	is	responsible	for	meeting	collective	goals.Viewed
positively	(opposites	of	dysfunctions)1.	Trust.2.	Engage	in	unfiltered	conflict	around	ideas.3.	Commit	to	decisions	and	plans	of	actions.4.	Hold	one	another	accountable	for	delivering	against	plans.5.	Focus	on	achievement	of	collective	results.How	to	avoid	dysfunctionsDysfunction	1:	Build	trust	by	sharing	personality	profiles	(Myers	Briggs),	360	degree
feedback.Dysfunction	2:	Acknowledge	conflict	can	be	productive.	Remind	each	other	when	conflict	arises.	Personality	profiles	tell	how	people	handle	conflict.	Dysfunction	3:	Set	deadlines	for	decisions.	Use	contingency	and	worst	case	analysis	to	overcome	fear	of	wrong	decision.Dysfunction	4:	Publish	goals	and	standards.	Have	regular	progress
reviews	and	feedback.	Have	rewards	at	team	level,	not	individual.Dysfunction	5:	Make	results	clear	and	public,	and	reward	only	those	behaviors	and	actions	that	contribute	to	those	results.	Tie	rewards,	especially	compensation,	to	team	results.December	23,	2011This	is	a	one	of	the	best	business	novels	out	there.	I	love	the	idea	of	introducing
concepts	through	a	storyline	of	a	fictional	organization.	The	only	thing	better	would	be	if	it	were	based	on	actual	events	that	was	told	in	story	form.Kathryn	is	a	CEO	who	takes	over	a	company	struggling	with	its	market	share	and	profit.	She	has	the	courage	to	attack	the	difficult	issues	rarely	losing	her	composure	and	delivers	criticism	in	a	way	that	it
mostly	encourages	discussion	and	positive	conflict.	I	cannot	say	I	have	come	across	any	managers	in	corporate	America	who	are	effective	as	Kathryn.	However,	I	am	convinced	she	must	exist	amongst	us	in	the	real	world.	On	the	other	hand	I	find	the	dysfunctions	described	in	this	short	novel	to	be	on	point	and	rampant	it	manufacturing	facilities	and
offices	across	the	country.	As	difficult	as	it	is	to	admit,	I	saw	myself	a	couple	of	times	in	some	of	the	characters.	I	still	think	it	would	be	a	tall	order	to	effectively	change	the	dynamics	of	work	teams	across	this	great	country.	We	are	a	culture	based	on	competition	and	individual	success	and	it	will	be	quite	challenging	to	change	that	direction.
Challenging	but	not	impossible.	I	January	25,	2009forced	to	read	this	one	for	work.	did	some	awful	group	work	with	it	also.	really	not	that	helpful	in	a	bullshit	retail	situation.January	26,	2015Skeptical	business	book	reader,	I	had	zero	expectations	from	this	book.	I	only	took	it	because	it	was	less	than	150	pages	and	was	recommended	by	two	people
whose	opinion	I	respected.	I	am	happy	to	admit	that	I	was	wrong.	The	book	is	written	as	a	story	of	new	leader	coming	to	an	IT	company	with	poorly	acting	management	team.	The	way	she	managed	her	new	team	members	-	very	different,	often	contradicting	and	conflicting	with	each	other	or	working	in	their	silos	-	is	great	learning	process	on	effective
team	building.Grandly	recommended.November	11,	2012This	book	consists	of	two	parts.	First,	from	pages	3	to	184,	is	a	"Fable".	Really	it's	just	a	badly	written	implausible	story	about	a	dysfunctional	high	tech	start-up.	The	author	has	chosen	to	call	it	a	Fable	to	cover	up	it's	deficiencies.	Second,	from	pages	185	to	220,	is	a	"Model".	Really	it's	just	a
short	article	about	a	pyramid	whose	levels	don't	seem	to	have	a	pyramidal	relationship.	This	pyramid	is	the	"model",	and	is	explained	with	such	pap	as	"[the	absence	of	trust]	stems	from	[the	team	members]	unwillingness	to	be	vulnerable	within	the	group."	Well	now	you	know	whether	this	book	is	for	you	--	if	you	can	agree	to	that	kind	of	reasoning,
you	will	like	the	Fable	and	the	Model	in	the	book.	If	not,	then	not.November	10,	2020	February	20,	2012I'm	so	sad	that	this	is	the	first	book	I've	finished	in	2012.	It	was	chosen	for	a	book	study	at	school.	It's	an	easy	read,	and	has	some	very	good	points	and	good	information	for	team	building.	But,	books	like	this	are	just	annoying	to	me.	I'm	not	a	fan	of
fables.	It	feels	condescending.	They	just	aren't	my	thing.Kathryn	takes	over	as	CEO	of	a	software	company	and	works	to	rebuild	the	leadership	team	of	vice-presidents.	She	ruffles	feathers,	but	ultimately	prevails	in	building	a	cohesive,	goal-oriented	team	by	focusing	the	team	on	the	five	main	dysfunctions	that	are	keeping	the	company	from	realizing
its	potential.But	I	think	the	most	annoying	detail	is	that	the	company	is	located	in	the	Silicon	Valley,	specifically	Half	Moon	Bay.	Ummm...Half	Moon	Bay	is	a	tiny	coastal	farming	community	and	is	south	of	the	Bay	area,	closer	to	Santa	Cruz.	Bad	author!	LOLMay	16,	2025This	is	a	great,	short	story	about	the	value	of	teamwork	and	what	needs	to	be
done	to	ensure	teams	work	effectively.	It's	very	relatable	and	easy	to	read.September	14,	2012I	read	this	book	10	years	ago	when	it	was	first	released.	Back	then	I	was	at	a	point	in	my	career	where	the	lessons	of	this	book	were	not	really	applicable	to	my	circumstances.	I	decided	to	give	it	another	read	as	I	remembered	it	to	be	a	good	book	and	since
its	release	it	has	also	gained	a	reputation	as	one	of	the	better	books	on	the	topics	of	Leadership	and	Organizational	Development.The	book	tells	a	story	to	illustrate	the	dysfunctions	using	the	setting	of	an	executive	team	in	a	fictitious	company.	This	resonated	with	me	as	I	am	now	part	of	an	executive	team	of	similar	makeup.	The	five	dysfunctions	are
not	rocket	science	and	the	book	does	not	propose	them	to	be	such.	The	real	value	of	the	book	comes	in	walking	through	each	dysfunction	and	understanding	what	the	negative	impacts	of	each	are	and	on	the	flipside	the	benefits	which	curing	each	can	bring.No	company	or	team	is	perfect;	there	will	always	be	dysfunction	to	some	level.	This	book	offers
a	good	yardstick	against	which	a	team	can	measure	itself	and	set	goals	for	improvement.March	17,	2022Very	fun	way	of	explaining	his	theory	of	the	aspects	of	a	dysfunctional	team	and	how	to	work	on	correcting	them.	Major	teamwork	piece.	Very	informative	and	useful	to	bring	into	my	new	job!February	2,	2022Patrick	Lencioni	is	one	of	the	best
selling	business	authors	and	this	is	one	of	his	most	famous	books.	I	have	read	him	before.	I	also	noticed	he	was	probably	the	most	prolific	author	on	the	shelf	the	last	time	I	perused	used	books	at	Half	Price.	He	calls	his	style	business	fables	which	is	a	story	that	is	about	150	pages	long	and	then	70	or	so	pages	of	explanation	The	positive	is	that	even	if
Lencioni	is	no	Raymond	Chandler,	it	hooks	the	reader	better	than	a	text	book	would.	The	draw	back	is	the	plot	is	fictional	so	some	readers	may	be	apt	to	think	the	characters	arent	behaving	in	a	realistic	way	I	had	no	major	qualms	with	this	book.	The	fictional	story	kept	my	interest.	The	topic	itself	is	very	important	(as	the	many	sales	attest).	My
biggest	gripe	is	probably	that	the	Five	dysfunctions	are	the	least	memorable	thing	about	the	book.	Theres	good	content	and	generally	the	point	of	a	book	like	this	is	for	a	book	group	discussion	but	as	it	stands,	Im	not	sure	I	could	name	the	five	(though	I	certainly	got	the	concepts	of	the	book).	The	problem	of	business	books	is	that	economic	realities
tend	to	get	in	the	way	of	fictional	ideas.	Though	here,	the	ideas	are	generally	strong	enough	to	apply	to	most	any	company	of	any	size.	I	think	even	pre-pandemic,	budgets	for	team	activities	were	the	first	thing	to	cut.	It	is	an	interesting	point	to	ponder.	It	seems	like	the	most	superfluous	of	expenses	and	yet	as	Lencioni	illustrates,	without	a	team
dynamic,	how	far	is	a	company	able	to	go.	For	business	concepts,	its	hard	to	beat	the	hook	of	this	book,	too	and	its	solid	advice.	Reading	the	book	itself	wont	solve	everything	but	it	might	help	you	recognize	some	things,	and	suggest	a	start	that	will	get	you	on	the	right	path.business-book	read-in-2022January	29,	2023A	colleague	is	leaving	for	a	team
lead	position	in	another	company.	Looking	for	a	gift,	I	came	across	this	book,	which	is	a	top	rated	one	in	leadership	category.	I	am	not	the	bigest	fan	of	self-help	et	co	books,	mostly	because	they	tend	to	state	the	obvious,	with	a	pedant	tone.	As	the	book	arrived	super	quickly	by	post,	said	to	give	it	a	try	as	is	quite	short	(yes,	I	am	a	daredevil	who	just
finished	the	book	meant	to	be	a	present	haha).I	was	a	bit	questioning	its	effectiveness,	as	it	started	like	a	story.	However,	even	though	most	characters	seem	predictable	and	the	dialogues	are	not	complex	at	all	(clearly	far	from	being	a	Dostoievski),	the	message	came	across	better	for	me.	The	model	explained	seems	simple	and	it	sticked	to	my	mind
due	to	the	exciting	way	it	is	presented,	by	involving	some	drama	and	a	plot.	Many	books	of	this	genre	start	with	some	theory	and	then	add	examples,	but	I	think	the	author	had	a	better	approach.	It	is	well	known	that	a	short	story	or	a	novel	taps	very	well	on	human	emotions,	empathy	and	psychology	in	general.March	23,	2018Certainly	a	guide	most	of
us	are	in	dire	need	of	or	everyone	should	at	least	read	once.	It's	necessary	for	teams	or	groups	not	just	in	the	corporate	world,	but	I	think	in	all	areas,	even	in	university	or	school	level.The	translation	by	Farjana	Mobin,	and	Onnorokom	Prokashoni	was	just	amazing.	It's	like	I	have	become	a	part	of	Katheryn's	team	myself.	Hats	off	to	the	translating
team	for	bringing	such	an	important	book	to	the	attention	of	the	people	of	this	country	and	hats	off	to	the	author	for	writing	so	clearly.contemporary	favourites	health-and-self-help	November	15,	2023	--	-	-September	13,	2016I	mean,	for	compulsive	readability,	five	stars!	I	couldn't	WAIT	to	see	who	got	fired	next!Just	kidding.	Sort	of.	I	really	did	get
kind	of	sucked	into	the	story	here.	But	I'm	left	sort	of...cold	by	the	conclusions.	I	just	feel	like,	well...this	all	sounds	nice,	but	there's	no	here	here.	There's	no	evidence	or	practical	suggestions,	ultimately.	There's	absolutely	NO	indication	on	how	to	implement	this	plan	for	a	team,	just	vague	suggestions	on	what	might	help.At	least	it	was	short?
November	15,	2014Bleh,	really?	What	did	I	learn	from	this	"fable"?	I'm	not	precisely	sure	why	I'm	saying	this...but	I	feel	like	this	is	the	kind	of	book	that	would	be	enjoyed	by	someone	who	enjoyed	The	Alchemist.	Like,	for	people	who	seem	to	be	adults	but	who	enjoy	soft,	comfortable	things	that	allow	them	to	just	nod	along	instead	of	actually
thinking.March	8,	2017	,	,	,	.	100%	-...	,	-10	.	-10.	Displaying	1	-	30	of	5,836	reviewsGet	help	and	learn	more	about	the	design.	Book	by	Patrick	LencioniThis	article	needs	additional	citations	for	verification.	Please	help	improve	this	article	by	adding	citations	to	reliable	sources.	Unsourced	material	may	be	challenged	and	removed.Find	sources:"The
Five	Dysfunctions	of	a	Team"news	newspapers	books	scholar	JSTOR	(February	2009)	(Learn	how	and	when	to	remove	this	message)The	Five	Dysfunctions	of	a	Team	AuthorPatrick	LencioniLanguageEnglishGenreBusiness,	marketing,	management,	teamworkPublished2002	(Jossey-Bass)Publication	placeUnited	StatesMediatypePrint
(hardcover)Pages229ISBN978-0-7879-6075-9The	Five	Dysfunctions	of	a	Team	is	a	business	book	by	consultant	and	speaker	Patrick	Lencioni	first	published	in	2002.	It	describes	many	pitfalls	that	teams	face	as	they	seek	to	"grow	together".[1]	This	book	explores	the	fundamental	causes	of	organizational	politics	and	team	failure.	Like	most	of	Lencioni's
books,	the	bulk	of	it	is	written	as	a	business	fable.The	issues	it	describes	were	considered	especially	important	to	team	sports.	The	book's	lessons	were	applied	by	several	coaches	to	their	teams	in	the	National	Football	League	in	the	United	States.[2]According	to	the	book,	the	five	dysfunctions	are:[3][4]Absence	of	trust:	unwilling	to	be	vulnerable
within	the	groupFear	of	conflict:	seeking	artificial	harmony	over	constructive	passionate	debateLack	of	commitment:	feigning	buy-in	for	group	decisions	creates	ambiguity	throughout	the	organizationAvoidance	of	accountability:	ducking	the	responsibility	to	call	peers,	superiors	on	counterproductive	behavior	which	sets	low	standardsInattention	to
team	results:	focusing	on	personal	success,	status	and	ego	before	team	successKathryn	Petersen,	newly	appointed	chief	executive	officer	of	fictional	company	DecisionTech,	Inc.Jeff	Shanley,	former	CEO,	cofounder,	head	of	business	development.Michele	(Mikey)	Bebe,	head	of	marketing.Martin	Gilmore,	chief	technologist.Jeff	(JR)	Rawlins,	head	of
sales.Carlos	Amador,	head	of	customer	support.Jan	Mersino,	chief	financial	officer.Nick	Farrell,	chief	operating	officer.This	book	has	appeared	on	American	best-seller	lists	including:	The	New	York	Times	Best	Seller	list,	Business	Week,	Wall	Street	Journal	and	USA	Today.[5]Other	reviews	appeared	in	the	periodicals:Harvard	Business	Review;
Apr2002,	Vol.	80	Issue	4,	p28,	John	T.	LandryPublishers	Weekly	March	25,	2002	v249	i12	p54(1),Greater	Baton	Rouge	Business	Report[6]	Jan	21,	2003	v21	i10	p29(1),	Jack	Covert[7]Booklist	April	1,	2002	v98	i15	p1288(1)Library	Journal	April	15,	2002	v127	i7	p102(1)CMA	Management	JulyAugust	2002	v76	i5	p6(1)Canadian	Manager	Fall	2002	v27	i3
p31(1)Gordon	Curphy	and	Robert	Hogan,	both	organizational	psychologists	and	leadership	researchers,	provide	a	critical	perspective	on	Lencioni's	team	model	in	their	book	The	Rocket	Model:	Practical	Advice	for	Building	High	Performing	Teams.[8]	While	they	clearly	emphasize	The	Five	Dysfunctions	of	a	Team's	contributions	to	the	field	they	also
point	out	major	drawbacks	of	the	model:"Lencioni's	model	provides	useful	insights	about	team	dynamics	and	has	some	advantages	over	the	other	models.	The	model	is	straightforward,	identifies	many	of	the	reasons	why	teams	fail,	and	offers	practical	advice	on	how	to	build	high-functioning	teams.	Lencioni	also	deserves	credit	for	pointing	out	the
following:The	importance	of	the	"first	team".The	need	for	leaders	to	teach	teams	how	to	win.The	recognition	of	time	wasted	avoiding	conflict.Cascading	effect	of	leadership	team	dynamics.The	simplicity	of	the	Five	Dysfunctions	model	and	key	insights	make	it	popular	among	human	resource	professionals	and	team	consultants.	Nonetheless,	Lencioni's
book	is	explicitly	a	work	of	fiction;	it	is	not	based	on	research	and	its	practical	recommendations	lack	empirical	support.	For	example,	when	the	trust	level	among	team	members	is	low,	Lencioni	recommends	that	leaders	put	them	through	a	series	of	personal	disclosures.	However,	there	is	little	likelihood	that	these	activities	can	build	trust	in
dysfunctional	work	teams.	According	to	Katzenbach	and	Smith,	the	only	effective	method	for	teams	to	build	trust	and	cohesion	is	to	do	real	work.[9]	Similar	problems	afflict	the	four	other	dysfunctions."[8]^	"Book	Summary:	The	Five	Dysfunctions	of	a	Team".	www.talentsquare.com.	Retrieved	2016-01-23.^	Del	Jones	(November	28,	2005),	Business
leadership	book	wins	fans	in	NFL	Several	coaches	apply	'Five	Dysfunctions'	to	game	play,	USA	Today^	Patrick	Lencioni	(2002),	The	Five	Dysfunctions	of	a	Team,	Jossey-Bass,	ISBN0-7879-6075-6^	Patrick	Lencioni	(2009).	"The	Five	Dysfunctions	of	a	Team"	(PDF).	Soundview	Executive	Book	Summaries.^	The	BusinessWeek	Best-Seller	List,
BusinessWeek,	January	30,	2004,	archived	from	the	original	on	August	8,	2007^	"Business	Report".	Baton	Rouge	Business	Report.	2024-02-08.	Retrieved	2024-02-19.^	[bare	URL]^	a	b	Curphy,	Gordon;	Hogan,	Robert	(2012).	The	Rocket	Model:	Practical	Advice	for	Building	High	Performing	Teams.	USA:	Hogan	Press.	pp.1921.	ISBN978-
0984096985.^	Katzenbach,	Jon	(1994).	The	Wisdom	of	Teams.	USA,	Boston:	HarperBusiness.	ISBN9781633691063.The	Patrick	Lencioni	HomepageRetrieved	from	"	the	Author	Patrick	Lencioni	is	founder	and	president	of	The	Table	Group,	a	management	consulting	firm	specializing	in	executive	team	development	and	organizational	health.	As	a
consultant	and	keynote	speaker,	he	has	worked	with	thousands	of	senior	executives	in	organizations	ranging	from	Fortune	500s	and	high-tech	start-ups	to	universities	and	nonprofits,	including	Southwest	Airlines,	Sam's	Club,	Microsoft,	New	York	Life,	Cox	Communications,	Washington	Mutual,	Visa,	FedEx,	and	the	US	Military	Academy	at	West	Point.
He	is	the	author	of	seven	books	which	have	sold	nearly	two	million	copies	total,	including	the	New	York	Times	bestseller	The	Five	Dysfunctions	of	a	Team,	The	Three	Signs	of	a	Miserable	Job,	Silos,	Politics	and	Turf	Wars,	and	Death	by	Meeting.	Patrick	Lencioni	wrote	The	Five	Dysfunctions	of	a	Team:	A	Leadership	Fable	in	2002.	The	popular	book	is
about	the	imaginary	company	Decision	Tech,	and	how	a	new	CEO	turned	the	company	around.	The	CEO,	Kathryn,	molded	her	senior	managers	into	a	true	team	by	addressing	five	dysfunctions	she	observed.	Much	of	the	fable	focuses	on	a	series	of	senior	leadership	retreats	where	Kathryn	helps	her	team	learn	and	address	the	dysfunctions.The	book	is
a	quick	read	and	the	easy-to-follow	plot	will	appeal	to	readers	of	fiction.	This	Lean	East	blog	post	focuses	on	the	final	several	chapters	of	the	book	(the	non-fiction	section)	where	the	five-team	dysfunctions	are	summarized.	Do	any	of	these	issues	occur	on	your	leadership	team?Dysfunction	No.	1:	An	Absence	of	Trust	Among	Team	MembersA	high-
performance	organization	is	built	on	trust.	Team	members	must	be	willing	to	share,	collaborate,	and	be	vulnerable	to	one	another	without	fear	of	reprisal.	We	have	written	about	the	Speed	of	Trust	in	the	past,	and	dysfunctional	teams	need	to	begin	by	growing	trust	in	each	other	and	in	the	group.Overcoming	a	Lack	of	Trust:Teams	must	speak	honestly
and	openly	about	individual	and	group	weaknesses,	skill	deficiencies,	and	problems.	As	we	discuss	in	our	post	about	trust	accounts,	it	takes	time	for	individual	team	members	to	work	with	one	another	and	build	positive	balances.	Our	favorite	ways	to	build	trust	in	a	team	include:Complete	a	facilitated	strategic	planning	exercise	(like	a	SWOT	Analysis)
that	addresses	organizational	vulnerabilities	as	a	prelude	to	addressing	individual	vulnerabilities.Examining	team	member	personality	profiles	as	part	of	an	off-site	retreat.	Through	active	exploration,	individuals	will	learn	about	the	strengths	and	blind	spots	associated	with	typical	personality/behavior	styles.	This	then	enables	them	to	build	practices
for	effectively	communicating	and	collaborating	with	others.Help	the	team	build	their	competence	by	completing	an	improvement	project.	The	projects	success	will	build	their	confidence	and	trust	in	working	together.	The	process	will	also	identify	any	significant	team	issues	that	need	to	be	addressed.Dysfunction	No.	2:	Fear	of	ConflictTeams	are	more
valuable	than	individuals	when	they	are	synergistic.	Similarly,	great	decisions	are	made	more	quickly	when	there	is	productive	conflict	in	the	discussion.	Too	many	teams	avoid	confrontation	and	end	up	with	poor	decisions.	The	fear	of	conflict	is	a	direct	result	of	an	absence	of	trust	in	a	team.	Improve	trust	in	the	team	and	the	fear	of	healthy	conflict
evaporates.Overcoming	Fear	of	Conflict:Lean	East	uses	the	Thomas	Kilmann	Conflict	Mode	instrument	to	help	leaders	and	teams	identify	their	typical	conflict	response	and	how	that	influences	others.	This	proven	tool	can	be	shared	with	the	team	in	a	half-day	workshop	or	also	as	part	of	a	larger	leadership	development	initiative.One	other	tip	for
increasing	healthy	conflict	at	meetings	is	to	use	the	Six	Thinking	Hats	method.	Assign	different	hats	to	the	meeting	participants	to	encourage	the	team	to	look	at	the	issue	from	different	points	of	view	and	avoid	groupthink.	Alternatively,	encourage	team	members	to	try	on	different	hats.	Then,	announce	to	the	rest	of	the	team	their	goal	of	using	lateral
thinking	to	examine	the	issue	in	a	new	way.Dysfunction	No.	3:	Lack	of	CommitmentOnce	teams	work	well	enough	to	make	great	decisions,	then	clarity	and	buy-in	are	essential	to	gaining	commitment.	It	is	critical	that	teams	leave	meetings	confident,	and	thus	no	one	is	quietly	harboring	doubts	about	whether	to	support	the	agreed-upon
actions.Overcoming	Lack	of	Commitment:First,	begin	by	addressing	the	first	two	dysfunctions.	Then,	work	on	a	personal	planning	and	review	process	for	leaders	and	staff	in	the	organization.	We	recommend	each	department	or	team	have	S.M.A.R.T.	goals	that	support	the	overall	strategic	goals.	Leaders	must	then	meet	with	staff	to	explain	and	gain
commitment	to	the	goals.	Team	leaders	can	ensure	continued	engagement	by	monitoring	achievement	progress.Patrick	Lencionis	Five	Dysfunctions	of	a	TeamDysfunction	No.	4:	Avoidance	of	AccountabilityHigh-performance	organizations	hold	themselves	accountable	to	achieving	their	goals.	They	must	not	fear	productive	conflict	or	difficult
conversations	when	results	dont	meet	expectations.	Members	of	great	teams	improve	their	relationships	by	holding	one	another	accountable,	thus	demonstrating	that	they	have	high	expectations	and	respect	for	each	other.Overcoming	Avoidance	of	Accountability:An	effective	personal	planning	and	review	process	involves	two-way	communication
between	leaders	and	staff.	This	is	to	ensure	that	understanding	is	clear,	commitment	is	established,	and	accountability	is	clarified.	The	Lean	East	process	includes	a	support	required	section	for	each	of	the	S.M.A.R.T.	goals	along	with	an	identification	of	how	the	individual	goal	supports	the	team	strategic	plan.We	coach	leaders	on	how	to	become
servant	leaders	and	develop	their	own	behaviors	and	habits	of	coaching.Dysfunction	No.	5:	Inattention	to	ResultsDealing	with	the	first	four	dysfunctions	doesnt	matter	if	the	organization	fails	its	mission	or	is	forced	to	go	out	of	business.	Meeting	individual	and	department	goals	are	not	enough.	The	organization	must	achieve	success	in	its	overall
outcome-based	performance.	Every	great	organization	specifies	what	it	plans	to	achieve.	These	goals,	more	than	the	financial	metrics	they	drive,	make	up	the	near-term,	controllable	results.	Inattention	to	results	manifests	when	team	members	focus	on	their	individual	status	or	individual	department	results.	Therefore,	detrimental	to	the	organization
as	a	whole.Overcoming	Inattention	to	Results:We	have	seen	many	organizations	where	departments	are	well	managed,	but	processes	that	cross	multiple	departments	have	many	wastes.	Organizations	must	measure	results	that	customers	value,	and	then	ensure	they	only	reward	those	behaviors	and	actions	that	contribute	to	those	results.	We
recommend	organizations	share	their	goals	as	well	as	their	results	throughout	the	organization	as	key	performance	indicators.	This	promotes	some	healthy	internal	competition	and	also	makes	it	easier	to	see	which	teams	are	struggling	and	need	help.Moving	from	Dysfunctional	to	High-PerformanceIs	your	lead	team	functional	or	dysfunctional?	Where
do	you	need	to	improve?	Are	you	able	to	identify	the	issues	yourself,	or	would	your	team	benefit	from	an	outside	assessment	to	help	determine	priorities?If	one	or	more	of	these	dysfunctions	are	present	in	your	lead	team,	then	we	recommend	these	initial	actions:Build	team	trust	through	projects	or	workshops	where	the	team	learns	and	grows
together.	Every	new	and	changed	team	progresses	through	stages	of	Forming,	Storming,	Norming,	and	Performing.	Trust	is	the	medium	through	which	you	can	move	through	the	stages	and	is	at	the	root	of	all	five	dysfunctions.Improve	team	meetings	so	issues	with	conflict	and	commitment	are	addressed.	An	experienced	yet	humble	leader	(like
Kathryn	in	the	book)	can	do	this	on	their	own.	Otherwise,	leaders	will	benefit	from	some	coaching	and	facilitation.Establish	an	organizational	vision	and	strategic	goals,	and	then	implement	a	proven	personal	planning	and	review	process.	A	good	process	will	obtain	commitment,	set	accountability,	and	ensure	a	focus	on	the	vital-few	results.The
benefits	of	having	a	high-performance	organization	are	well	worth	the	effort!	Do	you	believe	other	dysfunctions	should	have	been	named	in	the	book?	Please	share	your	thoughts	in	the	comments	section	below.	Improvements	Facilitating	Results	We	help	organizations	improve	We	would	love	to	work	with	you.	Let's	connect.	Lean	East	Blog	We	share
personal	lessons	or	book	summaries	monthly.	Subscribe	to	our	newsletter	for	updates!	May	20,	2025	Lean	East	shares	the	relationship	between	the	Lean	Japanese	terms	muda,	mura,	and	muri.	Learn	to	eliminate	waste,	unevenness,	and	overburden!	April	22,	2025	Understanding	how	to	use	Kanban	visual	systems	for	scheduling	and	project
management	in	Lean	and	Agile.	March	28,	2025	Lean	East	shares	the	difference	between	a	focus	on	problems	or	solutions	in	a	current	state	analysis	
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