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The Five Behaviors of a Cohesive Team To better onderstand
Has your team made progress? the model. read (and
)
This report is designed to give you and your team insight into the progress you suggest participants
have made since you last took the assessment. Along with the original read) Patrick Lencioni's
assessment questions, your team was given additional survey questions to help The Five DgsfunctiOV\s
you pinpoint where improvement has been made and where it might still be of o Team omd/or The
needed.
Advantage.
Still, it’s important to bear in mind that progress can be measured in more than /
one way. While your assessment scores can help uncover weak spots (and
strengths), other ways to measure progress may include how it feels to show up
for work every day and willingness to stick with this program. Furthermore, it
should be noted that your scores can be affected by more than just your
progress. A shift in team members, deeper understanding of the concepts, and
willingness to answer more honestly should be factored into any changes you see.
Maintaining a cohesive team requires ongoing attention and effort. But it can be—
and should be—a rewarding process that benefits everyone on the team. Before
you begin, take a moment to refresh yourself on The Five Behaviors model:
Trust One Another
When team members are genuinely transparent
and honest with one another, they are able to
build vulnerability-based trust.
Engage in Conflict Around Ideas
When there is trust, team members are able to s
engage in unfiltered, constructive debate of ACCOUNTABILITY
ideas. COMMITMENT ‘
Commit to Decisions e l
When team members are able to offer opinions IS -
and debate ideas, they will be more likely to
commit to decisions.
Hold One Another Accountable
When everyone is committed to a clear plan of
action, they will be more willing to hold one
another accountable.
Focus on Achieving Collective Results
The ultimate goal of building greater trust,
productive conflict, commitment, and
accountability is one thing: the achievement of A
results.
e*)‘m
. . . . \)50’ 3“0‘(
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The Five Behaviors and Your Team

Below are your team’s results for each behavior. The left side of the pyramid
shows your results from the Friday, May 03, 2019 assessment. The right side of
the pyramid shows your results from the Monday, February 03, 2020 assessment.

)
- LOW
1.00-3.24

MEDIUM
3.25-3.75

. HIGH
3.76-5.00
- J

Results

3.25
mcountability
Commitment
3.50 @ [elete

Conflict
3.46 3.71
Trust
2.58 e
Friday, May 03, 2019 Monday, February 03, 2020

Summary of Your Team Survey Results

Your assessment scores indicate that commitment is likely an area of strength for
your team, while results, accountability, conflict, and trust are potentially areas for
improvement. Your team appears to have improved on all of the five behaviors
since the last assessment.

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 3
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Trust

The change between the two
scores:

) Slight increase

=) Significant increase

=== Significant increase

=== Slight increase

=== Significant increase
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Overview
Areas of Greatest Improvement
Almost Almost
Never Rarely Sometimes Usually Always
1 2 3 4 5
From TRUST
Team members
acknowledge their 05/2019
weaknesses to one 02/2020
another.
From COMMITMENT
The team is clear about its 05/2019
overall direction and DT R
priorities. 02/2020
From COMMITMENT
Team members support {5005 )
group decisions even if [
they initially disagree. 02/2020
Be prepared to answeﬁ
Areas of Greatest Decline guestions about why
scores declined. The
Almost , Almost decline coold be
Never Rarely Sometimes Usually Always
1 2 3 4 5 becavse
From COMMITMENT ® There wos a change
Team members leave inteam membership
meetings confident that 05/2019 -
everyone is committed to L ® Participants
the d%cisions that were  [JZRIEY onderstand the
agree: on.
Seedte concepts better
this time aroond,
From RESULTS allowing them to
Team members are quick
to point out the 05/2019 answer more
contributions and 02/2020 accumtelg
achievements of others. ) participawts may
have built a greater
level of trust and
answered more
honestly j
© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 4
prohibited.
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Your Team’s Evaluation ™

Participants who
missed the last
assessment were not
asked to answer the
guestions on this page.

_

As part of the assessment, you and your team members had an opportunity to
assess the overall progress, or lack of progress, you think your team made. The
number of teammates who selected each option is indicated in the boxes below
(out of 6 participants). Team members who did not participate in the last
assessment should have indicated this on the team survey (you can find this tally
at the bottom of the page).

Did your team spend enough time working through the issues that came up
during your last Five Behaviors session?

Yes 5 No

Has your team functioned better since your last Five Behaviors session?

Since the last assessment, what factors have kept the team from making more
progress?
(Team members could select all that apply)

“| did not participate in the last assessment’= 0

needed to make

People didn’t know how, or
5 | We were too busy 1 | didn't want, to make the
necessary changes
5 The topic just didn’t come up We didn’t know what changes
much needed to be made
1 We didn’t make clear/specific We didn’t know how to make
goals during the last session the necessary changes
1 :é%?é:g :h?allgazrr:;eeéowe We didn’t need to make more

progress

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 5
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Building Trust

Remember, the first and foundational behavior of a cohesive team is trust. The
definition here isn’t centered around the ability to predict a person’s behavior
based on past experience (a standard description). Rather, in the context of a
cohesive team, trust means

« awilingness to be completely vulnerable with one another
« confidence among team members that their peers’ intentions are good and
that there is no reason to be protective or careful around the team

Team Survey Results

The first row in each of the tables shows the spread of responses from your
previous assessment to each of the trust-related questions. The second row in
each table reflects your current results. To the right of the table, you will find the
averages from each assessment. These averages are based on a five-point scale.

Team members acknowledge their weaknesses to one another.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 1 2 3 0 0 2.33
02/2020 1 0 2 2 1 3.33

Team members willingly apologize to one another.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 1 1 2 2 0 2.83
02/2020 0 0 3 2 1 3.67

Team members are unguarded and genuine with one another.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 0 3 3 0 0 2.50
02/2020 0 1 4 1 0 3.00

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

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 1 1 3 1 0 2.67
02/2020 0 1 3 2 0 3.17

Your Team’s Current Survey Results for Trust: 3.29=MEDIUM

Your Team’s Trust Score from Friday, May 03, 2019: 2.58=LOW

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 6
prohibited.
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Conflict

Trust

As a refresher, you
may want to watch
the "Definition of

original facilitation.

\

Trost" video from the

_

Normative Data

(Averages based on responses

from over 29,021 people)

p—) 2.75

r— 3.37

rm— 3.35

r— 3.41
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Progress Building Trust
What has your team done to help improve trust?

As part of the assessment, you and your team members had an opportunity to
address specific areas that may contribute to the level of trust on this team. The
table below has two separate components. The box on the left illustrates the
number of teammates (out of 6) that have noticed each level of change in the
correlating behavior. The box on the right illustrates whether people on the team
believe improvement is needed.

Since the last assessment,
my team does this We still
need to
More The Less work on
often same often this
Readily apologizes 3 3 0 2
Lets go of grudges 1 5 0 3
Shares professional
. 1 4 1 6
failures and successes
Con§|ders one another’s 5 1 0 0
working styles
Shares personal 4 2 0 5
information

“| did not participate in the last assessment’= 0

Points of Discussion

1. A number of group members have noticed an increase in many of the
behaviors above. What examples do you have to share? How has this
contributed to the level of trust on your team?

2. Based on your team survey (page 6), your team seems to have a higher level
of trust than last time. What do you think contributed to your higher score?
What steps can the team take to continue building trust?

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 7

prohibited.

Commitment
Conflict

Trust

Kl'he nomber of team )
members who endorsed
"(We still need to work
on this" is a separate
head count. People had
the option to suggest
that continved
improvement shoold be

mode.
J

Participants who
missed the lost
assessment were not
asked to answer the

guestions on this page.
_

. ™
These gquestions are

tailored based on the
team's responses
above and results on
poge G.

_
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Mastering Conflict

All great relationships, the ones that last over time, require productive conflict in
order to grow. It’s important to distinguish productive, ideological conflict from
destructive fighting and interpersonal politics. Productive conflict

« is focused on concepts and ideas
« avoids mean-spirited, personal attacks

Team Survey Results

The first row in each of the tables shows the spread of responses from your
previous assessment to each of the conflict-related questions. The second row in
each table reflects your current results. To the right of the table, you will find the
averages from each assessment. These averages are based on a five-point scale.

Team members voice their opinions even at the risk of causing
disagreement.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 0 1 2 2 1 3.50
02/2020 0 0 1 3 2 4.17

Team members solicit one another’s opinions during meetings.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 0 1 3 1 1 3.33
02/2020 0 1 2 3 0 3.33

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

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 0 2 1 1 2 3.50
02/2020 0 1 0 4 1 3.83

During team meetings, the most important—and difficult—issues
are discussed.

Almost Some- Almost AVG

Never Rarely times Usually Always SCORE
05/2019 0 1 3 0 2 3.50
02/2020 0 1 2 2 1 3.50

Your Team’s Current Survey Results for Conflict: 3.71=MEDIUM

Your Team’s Conflict Score from Friday, May 03, 2019: 3.46=MEDIUM

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 8
prohibited.
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Commitment
Conflict

Trust

As a refresher, you
may want to watch
the "Definition of
Conflict" video from

the original facilitation.
_

Normative Data
(Averages based on responses
from over 29,021 people)

rm—) 3.50
rem— 3.65
pr— 3.18
r— 3.48
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Progress Mastering Conflict /For more information

Where is your team on the Conflict Continuum? on the Conflict
Continoom, see pp.

When it comes to the range of different conflict dynamics in an organization, there 42-43 in Patrick

is a continuum of sorts. At one end of the continuum is no conflict at all, marked .

by false smiling and disingenuous agreement. At the other end of the continuum is Lencioni's The

relentless, nasty, destructive conflict, with people constantly at one another’s Hdva\ﬂtage.

throats. Somewhere in the middle of those two extremes is the demarcation line —

where good, constructive conflict exists.

As part of the assessment, you and your team members had the opportunity to
place yourselves on the conflict continuum and to answer questions regarding this
placement. Here are the results of the team survey (6 people):

Since the last assessment, our team has largely:

Avoided conflict and Resolved many Engaged in conflict
maintained artificial issues with that is destructive
harmony productive conflict and mean-spirited
People=
2 2 1 0 1 0 0

) ) . ) Some-
Since the last Five Behaviors session, Rarely times Often

| hold back my opinions because | think they will
cause tension.

| hold back my opinions because | don’t think -
anyone will listen. 2 2

3 3 o !

Participants who
missed the lost
assessment were not
asked to answer the
guestions on this page.
_/

| feel that my opinions are overpowered by others. 2 1

“| did not participate in the last assessment’= 0

Points of Discussion

1. A number of people on this team hold back their opinions for the reasons
listed above. How has this impacted the team’s productivity? What could the
team do to encourage people to share their opinions more freely?

These questions are
tailored based on the
team's responses
above and results on
poge &.

2. Based on your team survey (page 8), your team seems to have improved at
handling conflict. What do you think contributed to your higher score? What
steps can the team take to continue to engage in healthy conflict?

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 9
prohibited.
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Achieving Commitment As a refresher, you
What do we mean by commitment? In the context of a cohesive team, may want to watch
commitment is the "Definition of
«  clarity around decisions Commitment" video
«  moving forward with complete buy-in from every member of the team, even from the original

those who initially disagreed with the decision facilitation.

& ~

Team Survey Results

The first row in each of the tables shows the spread of responses from your
previous assessment to each of the commitment-related questions. The second
row in each table reflects your current results. To the right of the table, you will
find the averages from each assessment. These averages are based on a five-

point scale. Normative Data
(Averages based on responses
The team is clear about its overall direction and priorities. from over 29,021 people)
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 2 3 0 3.33
E———) 3.59
02/2020 0 1 0 1 4 4.33

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

Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 0 3 3 0 3.50
—— 3.46
02/2020 0 0 2 4 0 3.67
Team members leave meetings confident that everyone is
committed to the decisions that were agreed upon.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 1 2 2 3.83
——) 3.34
02/2020 0 1 2 3 0 3.33
Team members support group decisions even if they initially
disagree.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 2 3 0 3.33
E—— 3.70
02/2020 0 0 1 3 2 417

Your Team’s Current Survey Results for Commitment: 3.88=HIGH

Your Team’s Commitment Score from Friday, May 03, 2019: 3.50=MEDIUM

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 O
prohibited.
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Progress Achieving Commitment
What has your team done to improve commitment?

As part of the assessment, you and your team members also had an opportunity
to identify specific commitment-related areas that may have improved since the
last assessment and areas that should be improved moving forward. The number
of people who agreed and disagreed with each statement appears to the right.

Since the last Five Behaviors session, Agree Disagree
We’ve put some real effort into creating more 1 5
clarity around our goals and plans.
The team as a whole has made more of an 1 5
effort to show support for group decisions.
Moving forward, we need
To develop more effective plans and goals 6 0
More clarity in our plans and goals 5 1
A better attitude about our plans and goals 3 3 L )
Participants who
More input into our plans and goals 5 1 missed the last
assessment were not
To be more invested in our plans and - x asked to answer the
goals guestions on this page.

_

“| did not participate in the last assessment’= 0

These questions are
tailored based on the
team's responses
above and resolts on
page 10.

Points of Discussion

1. According to the survey above, your team generally doesn’t seem to think
commitment has improved since the last session. What impact does this have
on the team? How could more clarity and buy-in be achieved?

2. Based on your team survey (page 10), your team seems to have an even
higher level of commitment than last time. What do you think contributed to
your higher score? What steps can the team take to continue increasing
commitment?

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 1
prohibited.

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved.

Reproduction in any form, in whole or in part, is prohibited. An nOtated PI’OQ ress RGDOI’T 1 1



Results

Commitment

Conflict

Profile Page 12

(" Asarefresh
Embracing Accountability As a refresher, you

. , , may wont to watch
Accountability has become a buzzword —so overused and with so many different the "Definiti £
interpretations that it has lost much of its meaning. In the context of teamwork, e e m'. I'On"O ‘
however, accountability is Accountability” video

The willingness of tearm members to call their peers on performance or from the Or'gmal

behaviors that might hurt the team facilitation.
4
Team Survey Results

The first row in each of the tables shows the spread of responses from your
previous assessment to each of the accountability-related questions. The second
row in each table reflects your current results. To the right of the table, you will
find the averages from each assessment. These averages are based on a five-

point scale. Normative Data
(Averages based on responses
Team members offer unprovoked, constructive feedback to one from over 29,021 people)
another.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 1 4 1 0 0 2.00 3.06
02/2020 1 1 4 0 0 250 1 '

The team ensures that members feel pressure from their peers and
the expectation to perform.

Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 2 2 2 0 0 2.00 — 3.09
02/2020 1 2 2 0 1 2.67
Team members confront peers about problems in their respective
areas of responsibility.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 2 2 1 1 0 207 ey 3.19
02/2020 2 2 0 2 0 2.33 '
Team members question one another about their current
approaches and methods.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 2 2 2 0 3.00 __| , 313
02/2020 0 1 4 0 1 3.17

Your Team’s Current Survey Results for Accountability: 2.67=LOW

Your Team’s Accountability Score from Friday, May 03, 2019: 2.29=LOW

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 2
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Progress Embracing Accountability
What has your team done to improve accountability?

As part of the assessment, you and your team members also had an opportunity
to identify specific accountability-related areas that may have improved since the
last assessment—or areas where it would be possible and desirable to hold one
another more accountable. The number of people (out of 6) who selected each
improvement appears in the corresponding box below. Note: You had the option
to select all that apply.

Since the last assessment,
we have challenged one .
another to do this We stil
need to
More The Less work on
often same often this
Be more direct 0 6 0 5
Call one another on' 1 5 0 o
unproductive behaviors
Give one another
feedback 4 2 0 0
Address missed
deadlines immediately 0 5 1 4
Follow through on
personal commitments 4 2 0 0

“| did not participate in the last assessment’= 0

Points of Discussion

1. A number of group members think the team still needs to work on many of
the statements listed above. Has the team worked on any of these since the
last assessment? What can the team do to make sure this gets addressed?

2. Based on your team survey (page 12), your team seems to have a higher
level of accountability than last time. What do you think contributed to your
higher score? What steps can the team take to continue to improve?

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 3
prohibited.

Commitment
Conflict

Trust

KI’he nomber of team N
members who endorsed
"(We still need to work
on this" is a separate
head count. People had
the option to suggest
that continved
improvement shoold be

mode.
J

\
Participants who

missed the last
assessment were not
asked to answer the

guestions on this page.
_

The guestions are
tailored based on the
team's responses
above and results on
page 12.
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Focusing on Results L~
The ultimate goal of encouraging trust, healthy conflict, commitment, and Asa refresher, you
accountability is to achieve results. And yet, as it turns out, one of the greatest may want to watch
challenges to team success is the inattention to results. In the context of a the "Lack of Focus
cohesive team, results on Results" video
e refer to the collective goals of the team from the original
e are not limited to financial measures, but are more broadly related to facilitation
expectations and outcome-based performance % ’ -
Team Survey Results
The first row in each of the tables shows the spread of responses from your
previous assessment to each of the results-related questions. The second row in
each table reflects your current results. To the right of the table, you will find the
averages from each assessment. These averages are based on a five-point scale. .
Normative Data
(Averages based on responses
Team members value collective success more than individual from over 29.021 people)
achievement. )
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 3 1 2 0 0 1.83 353
02/2020 1 3 2 0 0 2.17
Team members willingly make sacrifices in their areas for the good
of the team.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 4 1 0 3.00 __ 3.35
02/2020 0 0 3 3 0 3.50
When the team fails to achieve collective goals, each member takes
personal responsibility to improve the team’s performance.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 2 3 0 3.33
—) 3.23
02/2020 0 0 2 3 1 3.83
Team members are quick to point out the contributions and
achievements of others.
Almost Some- Almost AVG
Never Rarely times Usually Always SCORE
05/2019 0 1 1 2 2 3.83 350
02/2020 0 1 2 2 1 3.50
Your Team’s Current Survey Results for Results: 3.25=MEDIUM
Your Team’s Results Score from Friday, May 03, 2019: 3.00=LOW
gsg;?ek;y Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 4
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Progress Focusing on Results
What has your team done to improve results?

As part of the assessment, you and your team members had an opportunity to
identify specific results-related areas that may have improved since the last
assessment. The number of people (out of 6) who selected each option appears
next to the corresponding bar below. Note: You had the option to select all that

apply.

Since the last assessment, the following changes have helped our
team focus on results:

We have more shared

rewards 2 people

Our goals are more

steady and clear 4 people

Our processes and
structure are more
effective

4 people

There is an increased
sense of drive and
urgency

1 person

There is more emphasis
on team goals than
personal goals

5 people

“| did not participate in the last assessment”= 0

Points of Discussion

1. A number of group members have noticed an increase in many of the
behaviors above. What examples do you have to share? How has this helped
your team focus on results?

2. Based on the team survey (page 14), your scores were mixed regarding
results. Why do you think this is so? How has your team’s focus on results
changed since the last assessment?

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is 1 5
prohibited.
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The nomber of team
members who endorsed
each item appears on
the right. People could
choose more than one.

\

_

\
Participants who

missed the last
assessment were not
asked to answer the

guestions on this page.
_

The questions are
tailored based on the
team's responses
above ond results on
poge 14.

_
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Action Plan

Now that you have reviewed and discussed your assessment results, use the
following action planning worksheet to identify the team’s priorities for
improvements and set specific goals. The team may choose to answer the
questions as a group. Or, you could start by answering independently and then
sharing and combining ideas.

1. What is the team doing well? Why do you think this is a strength for the
team? How can you make sure the team keeps doing this well?

2. What does this team need to work on? Why do you think this area is
troublesome for the team? In what ways does it impede the team’s
progress?

3. Come up with three action steps the team could take to improve, how
they will be measured, and when you expect to see improvement.

ACTION MEASURED BY TARGET DATE
1.
2.
3.
© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. Reproduction in any form, in whole or in part, is .I 6
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Yoo should revisit any
action planning that
occorred in the lost
session, including
personal commitments,
team commitments, and

action plan items.
% o
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This page will be a refresher for people who took the last assessment. People's Type Codes will remain the same.
However, it may be new information for anyone who wasn't involved in the last assessment.

Appendix: Your Type and Story
Your personality type: INFJ

John Doe, because you are an INFJ,
you likely have a good deal of intuition
and foresight. You’re probably good at
dealing with complexity in people and
issues by trusting your inspirations and
ideas about what'’s right. While you tend
to be both private and complex, you
likely bring a quiet enthusiasm to
projects and assignments.

Most likely, you enjoy predictability and
order in what you do, and you tend to
enjoy the opportunity to complete
whatever you set out to accomplish.
Starting too many projects out of
sequence is not your idea of
effectiveness. In fact, you aren’t likely to
take kindly to abrupt interruptions—even
though you may not outwardly express
much dissatisfaction or frustration.

INFJ
DEVELOPER
Introverted - Intuitive - Feeling - Judging

STRENGTHS:
conceptual, conscientious, compassionate,
determined, harmonious

STRESSORS:

being told how to do things, not being listened
to, lack of feedback, impersonal attitudes,
criticism, confrontations

YOU VALUE:
participation, cooperation, determination

Like.other INFJsy you are prébably a'terific listeheri~¥akscan get solinvolved and
empathieawhensdnderstanding people fremstheir perspeetives ithat yousmnay finish
people’s sentences or thoughts with surprising accuracy. Such deep empathy

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved.
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sometimes leads you to burden yourself with other people’s problems. For this very
reason, you may seem aloof and distant as a means of self-preservation.

It is probably critically important for you to like and be liked by whomever you associate
with. But, if you have a feeling of hostility or dislike for someone, you covertly or overtly
refuse to engage with them. Still, your distaste may not be easily perceived since you
are always cordial and polite. You prefer one-on-one relationships, and you use your
constant search for meaning and interpersonal warmth to organize, counsel, and
inspire. Because you are so genuine and devoted, you probably work exceptionally
well with people.

John Doe, like others with the INFJ type, your most valuable contributions to the
workplace may include your dedication, originality, insight, acceptance of others, and
gracious communication style. In fact, these are probably some of the qualities that
others admire most about you.

© 2013 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. .1 7
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To see each team
member's type code,
refer to page 21 (which
appears in participant

profiles as well).
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The next two pages show where everyone falls on the four dimensions. The corrent team is plotted, so if there has
been any change in members since the last assessment, it will be reflected below.

Appendix: Your Team and the Dimensions

Below you will find more information on the Extraversion-Introversion and Sensing-
Intuition continuum. For both, you can see where you and each of your team
members fall (out of 6).

Extraversion— Introversion

The mode of our personal energy and the attitude we have toward others is
expressed in the Extraversion and Introversion processes. Extraverts tend to be
more gregarious and initiate in relationships more comfortably than those who
prefer Introversion. Introverts tend to wait for someone to make the first move and

then to respond to that move.

All of the team
EXTRAVERSION INTROVERSION members are
(E) ) . V represented on the
b " continoa.

e Externally ® ® L L ® e Internally

focused JR MB MG CA Js focused
e Sociable KP e Private
e Expressive » Reflective

e Lively ¢ Soft-spoken
e Outgoing * Reserved

Sensing—Intuiting

A Sensing preference leads individuals to pay attention to the tangible realities of
the past or present. An Intuiting preference inclines someone to pay attention to a
vision of the future. Someone with a Sensing preference is likely to want to know if
there is a real payoff soon, while for someone with an Intuiting preference, a
promise in the future can go a long way.

SENSING INTUITION
(S) ) R (N)
e Concrete L ] o o o e Abstract
thinking CA JR JS MB KP thinking
e Specific MG e Theoretical
¢ Detailed ¢ Imaginative
¢ Practical ¢ Innovative
e Drawn to e Drawn to
realism patterns
© 2013 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved. 1 8
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Appendix: Your Team and the Dimensions

Below you will find information on the Thinking-Feeling and Judging-Perceiving

continuum. For both, you can see where you and each of your team members fall
(out of 6).

Thinking—Feeling

The processes of Thinking and Feeling are more easily controlled and directed at

will. Thinking revolves around the objective and impersonal, while Feeling focuses
on values and people. Both of these ways of selecting what to do or not to do are
necessary and useful—it is a matter of preference and what people are more

comfortable with.
All of the team
THINKING FEELING members are
(T) (F)
¢ > v represented on the
* Logical L ® o Compassionate continva.
o Impartial JS KP CA ¢ Understanding
e Analytical l\‘iIF(“;‘: MB e Sympathetic
e Swayed by e Swayed by
reason emotion
¢ Objective ¢ Subjective

Judging—Perceiving

Those who prefer Judging tend to be more structured and usually have a need to
finish whatever they’re working on. They are apt to report a sense of urgency until
they make a pending decision and then be at rest after it is made. Those with a
Perceiving preference are usually delighted to switch mid-stream and do
something else. They are apt to consider new possibilities and, after a decision is
made, keep options open.

JUDGING PERCEIVING
(Jv) ) . (P)
e Drawn to L ° o o o e Flexible
structure CA KP MG JS JR e Driven by
¢ Organized M8 options
e Intent on e Open-ended
planning e Spontaneous
e Scheduled e Adaptable
e Focused on
closure
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Reproduction in any form, in whole or in part, is prohibited.

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved.

Reproduction in any form, in whole or in part, is prohibited. An nOtated PI’OQ reSS RGDOI’T 1 9



Results

A

Commitment

Conflict

Profile Page 20

This page is designed to help people acknowledge that we all handle tense sitoations differently. The unhealthy
behaviors, in particular, are generalizations. This map reflects the corrent team, so if there has been a change in team
members since the last assessment, it will be reflected below.

Appendix: Conflict Team Map
Below are descriptions of healthy and unhealthy responses to conflict as they relate to the Introversion-
Extraversion and Thinking-Feeling dimensions. While anyone can engage in these behaviors, you may be
more likely to demonstrate the behaviors that are within your region. Your team members’ initials appear
in their style regions below. Your region is Introverted & Feeling
Extraverted & Thinking Team Members Introverted & Thinking Team Members
JR . JS, KP, MG
\,\BA\\_THY behavijq, o
UN Urip
(C)
Becomes Becomes
. . . Cy
overbearing impatient
w/logic w/emotion
Becomes LTHY behay;
]
overly \)\ep\ Ok O’U/_/. Clams up
critical %
Focuses on Analyzes o
logic & situations for 7.
objectivity solutions Cx
Insists on Digs in
being Speaks up Keeps heels even
right EXTRAVERTED | INTROVERTED il further
& THINKING & THINKING cool
Expresses EXTRAVERTED | INTROVERTED MENGIERe] Gives in
& FEELING & FEELING ;

Exaggerates feelings others to avoid
problems perspectives tension
Attempts Shows
to mediate empathy

Becomes
visibly Withdraws
defensive
Takes Dwells on
issues too hurt
personally feelings
MB CA
Extraverted & Feeling Team Members Introverted & Feeling Team Members
20
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ESTP
EXPEDITOR

Rides with the tide; An
adaptable realist; Makes the
most of every situation;

Highly observant; Fun loving.

JR

ISTP
OPERATOR

Quiet and reserved; Cool
observer of life; Usually
interested in the how and
why of things; Does not
waste personal energy.

ENTP
INVENTOR

A creative thinker;
Stimulating company; Alert
and outspoken; Argues on

both sides of an issue;
Confident of abilities.

INTP
DESIGNER

Reserved and objective;
Focused on ideas; Skilled
w/hairsplitting logic; Enjoys
theoretical/scientific topics;
Strongly defined interests.

JS, MG

ESTJ
IMPLEMENTOR

Practical and realistic; A
natural in business and

mechanics; Likes to run

things; Gets things done;
Has no time to waste.

ISTJ
PLANNER

Serious and quiet; A “no-
nonsense” person; Task-
oriented; Responsible and
trustworthy; Will see the job
through to the end.

ENTJ
MOBILIZER

Frank and decisive; A natural
leader who thinks on his or
her feet; Exudes confidence;
Is well-informed.

INTJ
STRATEGIST

An original thinker; Single-
minded concentration; A
naturally high achiever;
Interested and innovative;
Unimpressed w/authority.

KP

© 2015 by Patrick Lencioni and John Wiley & Sons, Inc. All rights reserved.
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ESFP
MOTIVATOR

A hands-on operator; Able to
“smell the roses”; A natural
negotiator; Life of the party,

a lot of fun; Exciting
company.

ISFP
COMPOSER

Quietly friendly and warm;
Modest about his or her
abilities; A loyal follower;
Guided by values; A free

spirit.

ENFP
ADVOCATE

Warm and enthusiastic;
Charming and interesting;
People oriented; Knows
everyone and all that’s going
on; Can-do attitude.

INFP
HARMONIZER

A peacekeeper; Undertakes
a great deal; Absorbed in
projects; Deeply caring; Idea
oriented.

Annotated Progress Report

Commitment
Conflict

Trust

ESFJ
PROVIDER

Warm-hearted; Active
committee member;
Sociable; Strong value
systems; Always doing
something nice for others.

ISFJ
PROTECTOR

Quiet and conscientious; A

loyal and devoted worker; A

sympathetic listener; A very

dependable person; A real
team player.

CA

ENFJ
MENTOR

A natural communicator;
Warmly enthusiastic; Popular
and sociable; Charismatic
charm; Responsive,
responsible.

MB

INFJ
DEVELOPER

Quietly forceful; Concerned
for others; Serves the
common good; Puts best
effort into work; Single-
minded concentration.

21
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Appendix: Question Ranking

Below you will find all 20 questions ranked from this team’s highest to lowest average score. The average scores for this team
(DecisionTech Leadership Team) appear in the first box to the right. In the second box to the right, you will find the average
score for all teams that have taken the assessment. This information is not in the participant reports.

, Avg. score
Almost Almost THIS team’s for ALL

Never Rarely Sometimes Usually Always avg. score teams
1 2 3 4 5

1. Commitment
The team is clear about its
overall direction and priorities.

4.33 3.59

2. Commitment

Team members support group
decisions even if they initially
disagree.

417 3.70

3. Conflict

Team members voice their
opinions even at the risk of
causing disagreement.

417 3.50

4, Conflict

When confiict occurs, the team
confronts and deals with the
issue before moving to another
subject.

3.83 3.18

5. Results

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

3.83 3.23

6. Trust
Team members willingly
apologize to one another.

3.67 3.37
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Reproduction in any form, in whole or in part, is prohibited. An nOtated PI’OQ reSS RGDOI’T 2 2



Appendix: Question Ranking

Almost Almost
Never Rarely Sometimes Usually Always
1 2 3 4 5

7. Commitment

Team members end meetings
with clear and specific -]

resolutions and calls to action.

8. Conflict
During team meetings, the most
important—and difficult—issues _

are discussed.

9. Results
e e g e I
sacrifices in their areas for the

good of the team.

10. Results
T e o 0 [N
point out the contributions and

achievements of others.

11. Conflict

another’s opinions during
meetings.

12. Commitment

Team members leave meetings

confident that everyone is _
committed to the decisions that

were agreed upon.

13. Trust

Team members ackrowiecoe |

their weaknesses to one
another.

THIS team’s
avg. score

3.67

3.50

3.50

3.50

3.33

3.33

3.33

Avg. score
for ALL
teams

3.46

3.48

3.35

3.50

3.65

3.34

2.75
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Appendix: Question Ranking

Almost Almost
Never Rarely Sometimes Usually Always
1 2 3 4 5

14. Accountability
Team members question one
another about their current _

approaches and methods.

15. Trust

Team members ask one another

for input regarding their areas of _
responsibility.

16. Trust

Team memersaro unguerced.

and genuine with one another.

17. Accountability

The team ensures that
members feel pressure from
their peers and the expectation
to perform.

18. Accountability

Team members offer
unprovoked, constructive
feedback to one another.

19. Accountability

Team members confront peers
about problems in their
respective areas of
responsibility.

20. Results

Team members value collective
success more than individual
achievement.

THIS team’s
avg. score

3.17

3.17

3.00

2.67

2.50

2.33

217

Avg. score
for ALL
teams

3.13

3.41

3.35

3.09

3.06

3.19

3.53
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Appendix: Percentiles

Below you will find this team’s average scores and percentiles for each of the five behaviors. The percentile refers to the
percent of average scores (for all teams that have taken the assessment) that fall below DecisionTech Leadership Team's
average score. For example, if the DecisionTech Leadership Team's score is in the 85th percentile, it is higher than 84% of
other teams’ scores. This information is not in the participant reports.

RESULTS\

ACCOU NTABILIk

COMMITMENT

Your Team’s Average Score Percentile
Trust 3.29 67 %
Conflict 3.71 83 %
Commitment 3.88 81 %
Accountability 2.67 22 %
Results 3.25 42 %
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