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INTRODUCTION

The rise in hybrid work forced a significant shift in the traditional workplace model.
While employees now have the flexibility and freedom to work from the comfort of
their own homes, managers and leaders must discover new ways to improve and
maintain productivity, battle employee burnout, manage collaboration between

team members and prevent any conflict from arising.

But hybrid teams can still exceed expectations when managed correctly-in fact,
remote work productivity was stable or increased when working remotely from
home, according to a two-year study of 800,000 employees'. The managers who
could build their high-performing teams remotely have similar strategies - empha-
size communication, foster collaboration, recognize and navigate conflict, and

ensure every employee is engaged.

Continue reading to learn the five steps to building a high-performing team.

\.l

¥




5-Step Guide for Building a High-Performing Hybrid Team

Communicate with
motives in mind

KEY TAKEAWAY

Teams & leaders who recognize
each other’s motives can adapt
their communication styles for more

effective interactions.

“Impact of Team Performance Survey Report
ThinkWise, 2021

“Council Post: 15 Key Benefits of DEI to
Communicate with Team Members.” Forbes,
Forbes Magazine, 19 May 2021

According to a recent survey?, the trait that
high-performing teams utilize most to outper-
form average teams is effective communica-
tion. How we communicate is fundamentally
connected to our core values and motives, and
organizations that share effectively are 4.5x
more likely to retain the best employees®.
Teams communicate better when members
understand their intrinsic motives and how

they relate to others.

People are primarily motivated by one or a
combination of people, performance, and

process.

This means managers need to step away
from the one-size-fits-all approach. Instead,
they should try recognizing what makes each
team member unique - are they driven to help
others? Do they prefer direct conversations, or
do they enjoy short conversations? Do they
tend to ask for more information when given
a task or problem to solve? Leaders can adapt
their communication styles beforehand to
craft messages that resonate with each team

member when motives are recognized.

This strategy can also be applied to the other
half of communication - listening. Managers

should practice listening with the intent to truly

understand the other person rather than to
confirm their current view or wait for the oppor-
tunity to speak. Leaders of high-performing
teams look beyond the communication style
of the messenger to find the true intention and

motive behind the words.
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Use strengths for
better collaboration

KEY TAKEAWAY

Team members have multiple
strengths to choose from when it
comes to more effective collab-
oration - and sometimes that
means stretching to use some
strengths that don’'t come as

naturally as others.

Rob Cross Reb Rebele Adam Grant.
“Collaborative Overload.” Harvard Business
Review, 16 Dec. 2020

5 Mann, Jim Harter and Annamarie. “The Right
Culture: Not Just about Employee Satisfaction.
Gallup.com, Gallup, 9 July 2021

Collaboration with teammates now takes
up more than 80% or more of employees’
time, and are also on double the amount
of teams they were five years ago*. When
collaboration is done right, businesses can see
a 21% increase in profitability due to highly
connected teams®. But collaboration isn’t
something that can be achieved by throwing
teams together hoping they’ll “make it work,”
and that applies doubly for virtual teams. When
opposing ideas and work styles clash, it’s just
that much easier to hide behind a screen
until the storm passes, slowing progress and

hindering brainstorming efforts.

This may bring a lot of pressure to managers
and team leaders to find new and innovative
ways to keep their employees collaborative
and engaged. But before introducing yet
another digital collaboration tool or scheduling
your third virtual team meeting of the week,
take a look at how your team is using their
strengths to enhance collaboration and not

just personal performance.

First, let’s expand our view of strengths. We're
not referring to competency or talents, but
the behaviors we use to help us get our best
work done. We all have strengths we’re more

comfortable using than others, but sometimes

those strengths aren’t the best suited for every
situation. Put another way, our strengths may
suit us well, but they don’t always strengthen
our interactions or outcomes. We must become
mindful of how our strength behaviors affect
the people we work with. When we force our
top strengths, we may be doing our teams
more harm than good. Thankfully, every team
member has the power to adopt the strengths
they need to overcome any situation - even
if they aren’t as comfortable using them. For
example, someone who is naturally cautious
may need to prioritize being quick-to-act in
times of crisis or pressing deadlines. On the
contrary, someone who is quick-to-act may
need to rely more on their analytical strengths
when assessing potential outcomes of a

situation or project.

When collaborating with team members,
understand where your own and other’s
individual strengths will play a crucial role
in the success of the project. Use your top
strengths to your advantage- but know when
they should take a back seat to prioritize

others.
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Ensure that
everyone is valued,
seen, and heard

KEY TAKEAWAY

Not only does innovation increase when
team members are encouraged to share
individual perspectives, but employees
that feel included are more likely to remain

engaged with their work.

¥

6 “Council Post: 15 Key Benefits of DEI to
Communicate with Team Members.” Forbes,
Forbes Magazine, 19 May 2021

7 Powers, Anna. “A Study Finds That Diverse
Companies Produce 19% More Revenue.”
Forbes, Forbes Magazine, 28 June 2018

& Swiegers, Giam, and Karen Toohey. “Waiter,
Is That Inclusion in My Soup? A New Recipe
to Improve Business Performance.” Deloitte,
May 2013.

® “How Diversity Can Drive Innovation.”
Harvard Business Review, 1 Aug. 2014

As leaders, it’'s important to know what matters
to everyone on our team, including their views,
values, and the things that energize them. It’s
all about making each individual feel welcome
and valued because of their differences,
not tolerated despite them. Inclusive teams

generally are:

19%

more profitable
with innovation
revenues’

120%

more likely to hit
financial goals®

70%

more likely to
capture new
markets®

35%

more likely
to outperform
competitors®

When people feel included, they commit to the
project, the team, and the organization. When
they’re committed, they go above and beyond
what’s required in their KPIs. They’ll make more
effort, voice more ideas, and innovate more.
They end the workday feeling energized, not

drained, and discouraged.

To foster team inclusivity on remote teams,
leaders should begin with their own self-

awareness. If you're often the most senior

person in the room, ask yourself whether you

habitually do some of the following things:

«  Speak more than you listen

« Talk over someone or cut them off

- Move on to another subject or make a
comment that dismisses what the person
has said

«  Pronounce your idea before you ask for

contributions from others

To break these communication habits and
promote inclusion in the workplace, prac-
tice opening your mind to new contributions
instead of listening to confirm what you already
know. Prioritize helping others feel like they
belong with one-on-one meetings, encourag-
ing feedback, and creating an environment of
psychological safety where it’s okay for every-
one to be who they are, disagree, and say they

don’t understand.
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Turn conflict into
healthy opposition

KEY TAKEAWAY D

Recognizing the first stages
of conflict can help leaders
navigate the conversation

towards healthy opposition.

© Hayes, Jeff. “Workplace Conflict and How
Businesses Can Harness It to Thrive.” CPP,
Inc., May 2008. .
°

Many leaders know that conflict in the work-
place is uncomfortable, expensive, and coun-

terproductive. However, conflict is inevitable.

80% of employees experience some
form of conflict in the workplace.

$359 billion lost in hours paid
annually just for workplace conflict.

60% of employees never receive the
training for conflict resolution.

OOXC

But conflict doesn’t have to be negative -
in fact, opposition often drives innovation and
better understanding and respect amongst
teammates. There’s a fine line between
conflict and opposition, but there’s an enor-
mous chasm between their outcomes. When
there’s too much conflict — engagement and
productivity can suffer. Without enough healthy
opposition to see all sides of an issue — inno-
vation is nowhere to be found. The teams
that understand how to manage the tension

between the two outperform the rest.

People experience conflict when it feels like
something important to them isn’t right. The
way they respond is an attempt to make it
right. Each of us experience conflict in three

stages:

« Accommodate the other person
- Assert or prevail over the obstacles

« Analyze and slow things down

The order depends on personality. If the first
strategy doesn’t work, people will try the
second strategy and the third as their last
resort. We call this a conflict sequence. When
leaders learn to recognize their colleagues’
conflict sequences, they’ll know when to start
steering the conversation away from conflict
towards healthy opposition, keeping both
parties in stage one conflict and in a better

position to collaborate on a solution.
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Increase engagement
through motivation

KEY TAKEAWAY

When leaders can pinpoint
the reasons behind their
team member’s actions, they
can increase engagement
by connecting work tasks to

each employee’s motives.

Sorenson, Susan. “How Employee
Engagement Drives Growth.” Gallup.com,
Gallup, 5 Aug. 2021,

As a leader, if you can make work a source of
energy instead of a drain, you win. Research
has shown that high employee engage-
ment improves organizational performance
through higher customer satisfaction, produc-
tivity, operational efficiency, profitability,
lower absenteeism, and reduced turnover.
Organizations in the top quartile in employee

engagement saw:

4x the earnings-per-share growth
compared to competitors

22% higher profitability

37% lower absenteeism”

OJOXO,

Most strategies that leaders use to improve
employee engagement often make one criti-
cal mistake: they assume that the entire work-
force will be motivated in the same way. But
people are individuals, with different reasons
for coming to work every day. If engagement
is flagging, you may not be tapping into those

reasons: their motives.

People don’t give a top performance at work
because of a ping pong table or free lunch

on Fridays. When we try to make work more

palatable with these perks, the unspoken
assumption is that work inherently isn’t palat-
able. But work can be more than palatable:
it can provide energy and purpose. People
seeking purpose in their careers often receive
the advice, “Do what you love.” A better piece
of advice would be, “Find meaning in what
you do.” It's possible to find meaning in any
task if you can see how the task fulfills your

motives.

There’s a myth that leaders need to create
employee engagement. Instead, we need
to unleash the engagement that’s already
there by ensuring every employee is connect-
ing their motive to the work they do. To truly
improve employee engagement, focus on
establishing relationships with individual
employees and empowering them to bring

their purpose and motives to work every day.
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Strengthen work relationships
and team performance

If you want to shape teams that exceed all expectations, you have to
start with the very thing that holds them together - their relationships.
With each interaction, relationships are either built up or broken
down. Managers and teams with Relationship Intelligence can skill-
fully adjust their approach with every colleague in any circumstance,

giving you the makings of an unstoppable organization.

The Core Strengths Platform provides visibility into what matters to
a person and the best way to interact with them, at scale. So teams

can build strong, intelligent relationships that deliver results.
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Core Strengths uses Relationship

Intelligence to help teams:

Teams learn to leverage their differences and build trust to

overcome innovation-killers while rapidly achieving goals.

By developing their Relationship Intelligence (RQ), teams
learn to adapt their communication to the unique person-
alities of each team member. This means teams can shape
their conversations in a way that solves problems and gets

work done.

Core Strengths provides teams with ways to de-escalate
conflict and find healthy and productive opposition by

showing how each individual responds to conflict.

Turn managers into effective coaches. Core Strengths’ real-

time RQ insight elevates the manager-team relationship,
allowing them to rise to challenges and respond to oppor-

tunities together.



Build your best teams with
Core Strengths

Our award-winning SDI 2.0 assessment, training and platform work together
to improve the quality of working relationships. By scientifically measuring
human motives and strengths, people learn to leverage them to do their best
work. It also shows how motives can change in conflict and how strengths,
though well-intended, can be overdone, limiting interpersonal effectiveness.
These deeply personalized results are then framed in the context of relation-
ships, providing a greater sense of self and other-awareness with customized

suggestions on how to communicate specifically with each individual.

When applied, this Relationship Intelligence (RQ) helps colleagues feel under-
stood and appreciated for their differences — strengthening trust, collabora-

tion, and ultimately improving team performance.

For more information, schedule a demo with a Core Strengths expert here.
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People are complex.
Team relationships 3
don’t have to be.
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Learn more about our Team Performance solutions.

Check out our client success stories.
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https://www.corestrengths.com/solutions/team-performance/
https://www.corestrengths.com/customers/
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