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Agenda 

•Stages of Team Formation 

•A framework 

•Conflict Resolution Styles 

•Hypothesis 

•Plan comes before Do 



Stages of Team Formation 
•A pattern was found by Bruce Tuckman 

–1965 

–Later revised 

–Stages are Forming, Storming, Norming, 
Performing and Adjourning 

•Is everyone already familiar with this? 

–The remaining slides are brief 



Forming stage 
•Formal behavior 

•Low conflict 

•Low output 

•In general life here is tranquil 



Storming stage 
•Conflict as we define boundaries 

–Disagreement creates friction 

–Progress is slow 

–Many teams never leave this stage 

–Lots of steam and noise 



Norming stage 
•Tuckman picked this name to rhyme 

•Implies normal behavior for most team 

–Animosity is kept low 

–Work gets done 

–Definite transformation from storming 



Adjourning 
•The end for every team 

•Some teams die in forming or storming 

•Projects end, companies close 

–Chaos as we transition 



Performing stage 
•Nearly frictionless 

–People enjoy the work 

–The right work gets done correctly 

•Goal is to lead your team to this stage 

–This is the dream team we ALL want 

 



A framework 
•I suggest we arrange these stages in order 

•Please accept the green triangle as a mountain 

 



Hypothesis 
•If we identify the dimensions on the grid 

we can intelligently influence the result 



I recommend the following 
•Overlay the team stages 

with conflict resolution styles 



Forming stage – Smoothing style 
•Formal behavior 

•Low conflict – nothing gets solved 

•Low output – but no one gets hurt 

•In general life here is tranquil 



Storming stage – Forcing style 
•Conflict as we define boundaries 

–Disagreement creates friction 

–Progress is slow 

–Many teams never leave this stage 

–Lots of steam and noise 



Norming stage -- Confronting 
•Animosity is kept low 

•Work gets done – Problems get solved 



Performing stage -- Aligned 
•Nearly frictionless 

–People enjoy the work 

–The right work gets done correctly 

–This is the dream team we ALL want 

–This is the manager we ALL want 

•Think “One Minute Manager” 

 



Horizontal Hypothesis 
•I suggest the horizontal dimension is 

better known as SUPPORT 

•When in conflict we have antagonism 

•When aligned we have compassion 

–Bigger word for compassion is Love 



Vertical Hypothesis 
•I suggest the Vertical dimension is better 

known as LEARNING 

–Listen to each other 

–Listen to the problem not the politics 

–Improved, effective communication 

•But how do we create a learning 
environment? 



Teaching 
•Teaching creates opportunity for learning 

•Requires low antagonism 

•Requires a gap between what we know and 
what we want to know 

•The word I use for our perception of that 
gap is DISSONANCE 

•The way we prevent learning is through 
DISTRACTERS 



What do you think so far? 
    



Plan comes before Do 
•Plan the move to NORMING 

–Dampen the antagonism 

•Including you 

•Apply compassion and concern 

–Increase the noise 

•Identify and CONFRONT the problems 

•Visibly and COLLABORATIVELY 



Plan comes before Do 
•Plan the move to PERFORMING 

•The management technique is 
ALIGNMENT 

–Amplify the dissonance 

–Amplify the love 

–Total voluntary buy in 



Plan comes before Do 
•Plan this 

•Then LEAD your team 

–I know your team is difficult 

–But you set the direction 

–Pick the right direction and you get results 

–No coercion, no antagonism 

–Nothing swept under the rug 



But… 
•But my company… 

•But my boss… 

•But my team… 

•I agree, some cultures are combat zones 

–If I TELL you how to solve that problem 
then I become part of the problem 

–I will be happy to collaborate with you on 
transformation 



What do you think so far? 
    



Plan Your Route  
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