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Dysfunction of a team

Leaders can use these insights to leverage
team strengths and diversity, driving
progress and innovation.

Understanding the model's limitations and
counterarguments ensures a more nuanced
application, enhancing team performance
and achieving collective goals effectively.

Applying the Lencioni
Model to Analyst Teams

Build Trust Across Cultures - Encourage open
dialogue and cultural sensitivity.

Embrace Healthy Conflict - Value respectful
disagreement to foster innovative solutions.

Foster Commitment - Ensure all team members feel
heard and included in decisions.

Promote Accountability - Set clear roles and
responsibilities, and support mutual accountability.
Focus on Collective Success - Highlight the
importance of team goals and their broader impact.

Counterarguments

Lack of Empirical Evidence - Not based on rigorous
scientific research but has practical applicability and
resonance with real-world experiences.
Over-Simplicity - Oversimplifies complex team
dynamics but serves as a starting point, adaptable for
specific needs.
Negativity Bias - Focus on dysfunctions may
demotivate team members, thus balance with
recognition of team strengths.
Cultural Differences - May not account for diverse
cultural dynamics therefore adapt the model to fit the
team’s cultural context.
Leadership-Dependent - Effectiveness depends on
the leader's skKills, then must invest in leadership
development.
Lack of Practical Guidance - Insufficient detailed
strategies for addressing dysfunctions thus
complement with additional resources and tools.
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are opinions, let’s go with mine.”
— Jim Barksdale
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Enhancing

“If we have data, let’s look at data. If all we have
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What is the Lencioni Model?

The Objective of this model/framework is to
assists teams in recognising and addressing
five common dysfunctions that impede
effectiveness.

Structure: Organised as a pyramid, each
dysfunction builds upon the previous one.

The Five Dysfunctions
Explained

Absence of Trust - Team members are hesitant to
admit mistakes, ask for help, or share ideas. Leads
to a lack of collaboration and innovation. Analyst
leaders should model vulnerability to foster a
culture of trust.

Fear of Conflict - Avoiding discussions to maintain
harmony. Results in unresolved issues and poor
decision-making. Encourage healthy, respectful

debates and facilitate discussions.

Lack of Commitment - Team members do not fully
buy into decisions and plans. Causes ambiguity,
delays, and inefficiencies. Ensure clarity and closure
in decision-making and confirm team support.

Avoidance of Accountability - Lack of holding each
other accountable for performance and behaviour.
Leads to slipping standards and poor-quality work.
Establish a culture of accountability with clear
expectations and feedback.

Inattention to Results - Prioritising personal goals
over the team’s success. Results in fragmented
efforts and suboptimal outcomes. Focus on
collective outcomes and align team goals with
organisational objectives.
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Read more at
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On LinkedIn & Join Weekly Analysts Newsletter
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