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This team development model is centered on Five Essential Components for High Performing Teams: 

Communication, Goals, Clear Roles and Processes, Productive Conflict, and Feedback.  

The first component Communication sets the foundation of performance and includes the two vital 

behaviors of Asking Questions and Listening. Below is a table of questions for the four remaining 

components of the model. This tool is intended to help teams foster important dialogue on how to 

work together effectively. 

Component Questions 

Goals: Set direction so that 
everyone understands the task at 
hand and how to stay on track to 
meet the expectation. 
 

• What does success look like?  

• What is going well?  What about it makes it a success? 

• What is holding us back now? What has been hard to manage?  

• What are we learning about our work?  

• What have we read or talked about with others that would 
improve the way the team performs? 

• Who supports our work? What opportunities do we have?  

• Who is critical of our work? How can we learn from our critics?  
 

Clear Roles and Processes: 
Assumptions fill the gaps when roles 
and responsibilities are not defined. 
Get consistent execution with clarity 
in how the work gets done. 
 

• What processes need clarification on roles and responsibilities? 

• How can we clarify those processes? Through a committee or a 
single decision maker?  

• How will we make decisions as a team?  

• When does the team make the decision and when can individual 
members make the decision? 

• What circumstances require the boss to resolve the issues versus 
when the team can resolve on its own? 
 

Productive Conflict: Disagreement is 
inevitable. Discuss as a team how 
conflict will be handled before it 
comes up. Invite differing opinions 
to lead the team to better ideas. 
 

• How does our team resolve conflict now? What works and what 
does not work in our current approaches? 

• How can we handle team disagreement more effectively?  

• What approaches to conflict resolution have worked in the past? 

• What experiences does everyone have working on teams that 
handled conflict well? What happened and how was it managed? 
 

Feedback: When feedback is 
expected and routine, it feels less 
threatening. Apply a framework for 
consistently checking in on 
individual and team progress. 
 

• What is going well with our work together? 

• What can we improve? 

• What should we start doing, stop doing, and continue doing? 

• How well-informed does everyone feel about the work we do 
together? 

• How do we evaluate our performance toward the goals we set? 
 

http://www.growthpartnersconsulting.com/

