
Few people are happy when they are engaged in artificial harmony. If opposing thoughts or
disagreements are suppressed you can be sure that unhappiness has been planted. It may
not show up immediately but it will show up.  
Progress is never made with artificial harmony. This is like planting a bad seed in your
flower garden. You are hoping to see something bloom and produce a beautiful plant but it
will never happen. Just remember if the seed is rotten never anticipate seeing something
grow. Advancement and progress never take place with disharmony.  
Goals are never reached with artificial harmony. Goals will be talked about but if fake
harmony makes up the organization you should never expect to see anything more than
talk taking place. When there is unhappiness deep down in the heart of team members the
willingness to work together is destroyed.

Article 1: Artificial Harmony Destroys Teamwork
What is artificial harmony? Artificial harmony is a process that evolves when a group of people
who are working together agree on a matter even when they do not believe it to be the best
decision for the group. This type of decision is made due to a fear of conflict. Some people
would rather agree than raise issues of disagreement and engage in the stresses of varying
opinions.

Artificial harmony is basically false agreements. It is created within a team because no one
wants to engage or create an atmosphere of dispute. The people who make up the team would
rather go along with an idea they may not like than engage in strife or be tagged as an
antagonist. These types of individuals do not want to be seen as those who create dissention,
discord or strife. Everyone just wants to get along. What evolves can best be described as a
singing group that is off pitch with one another but they think it sounds all right. This is
artificial harmony.

There are some basic problems with artificial harmony.
1.

2.

3.

The Key for Real Harmony
Everyone needs his or her ideas heard. An individual’s opinions do not have to be agreed upon
but everyone should be respected by listening to them. Artificial harmony is corrected to true
harmony when people who are working together are not afraid of conflict. In fact, conflict can
be a powerful creative tool exposing new and creative ideas.

If an organization, whether a business, volunteer group or a church, is unwilling to address
differences of opinions artificial harmony will evolve.
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Masking: This is when we minimize situations or selectively share our opinions and feelings. This can
also involve using sarcasm, downplaying an issue or sugar coating to make something seem better
than it really is. 
Avoiding: This is where two persons talk but deliberatively steer away from sensitive subjects. So,
while they talk, they intentionally talk about everything but the real issue and the situation at hand
remains unaddressed.
Withdrawing: This is where you literally check out of the conversation (mentally and emotionally) or
physically pull out of a conversation or exit the room.

Controlling: This involves pressuring others to your way of thinking. It is done by either forcing your
views on others or dominating the conversation. Methods include interrupting others, overstating
the facts, using generalizations and absolutes, and changing the subject.
Labelling: This is where you put a label on people or ideas, so you dismiss them under a general
stereotype or category.
Attacking: This one speaks for itself since it moves from winning the argument to making the other
personal suffer. Tactics include belittling and threatening others with ultimatums or "tit for tat'
statements.

Article 2 - Silence Vs. Violence

One of the biggest reasons people struggle with crucial conversations or avoid them altogether is that
they do not feel safe. According to the authors of Crucial Conversations, safety is an essential ingredient
for crucial conversations and dialogue because when people feel safe, they can say anything. However,
when safety is missing, people believe that they cannot express their opinions and feelings without
feeling judged or fear that their voices will not be heard. And when people feel unsafe, they turn to
unhealthy patterns of silence or violence which reduces the possibility for honest and meaningful
dialogue or progress.

The authors of Crucial Conversations further explained that dialogue requires a free flow of information.
But when people feel that their opinions and ideas won’t be accepted, they start to withdraw and hide
(silence) or push too hard, (violence). Therefore, to help people feel safe in these crucial conversations,
we must establish mutual purpose and mutual respect by letting the other person know that we care
about them and their issue and that we have shared goals. When we make people feel safe in tough
conversations, we can talk about anything, and people will listen. Afterall, if we don’t fear that we will be
being attacked or humiliated, we can hear anything and not become defensive.

So, what does silence and violence look like in our everyday interactions and conversations? According to
the authors, the three main ways in which we practice silence are masking, avoiding, and withdrawing.

When it comes to violence, the most common ways that we do this is :
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Article 3 - Mining for Conflict

How often do you find people talking in the corridors about what happened in a meeting, saying things
like, “I didn’t really agree with x or y?” This can be so destructive and such a waste of time. Teams,
especially leadership teams, need to have regular constructive conflict to survive and thrive. Your
meetings must be engaging, challenging and productive. Too often meetings oscillate between artificial
harmony, where an idea is proposed and the level of apathy means it is not challenged (the corridor
conversations follow), or the pressure is bottled up to a point where heated exchanges take place
(destructive). There is a point between those two, where constructive conflict takes place.

Promoting conflict in teams sounds rather counter-intuitive I know, but it’s important that it happens.
Let me explain. The only way people commit to actions (unless they are in fear of their boss) is to buy in
to them. Patrick Lencioni has a great phrase “you don’t buy in unless you weigh in.” In other words, our
meetings need to have everyone’s opinions on the table, they need to be honest and challenging, the
team must then weigh into the discussion to a conclusion and when the decision has been reached, then
we all need to go with it.

So how do you create a level of trust so strong that people are willing to challenge without fear of
reprisals or personal digs? Well firstly it has to start at the top: the leader and the top team, must set
the example. It all starts by creating what is called ‘vulnerability-based trust.’ This is not the sort of trust
where I trust you to do something I have asked you, rather it is trust built on a shared opening up of
ourselves to each other, where we show we are human, make mistakes, have insecurities and sometimes
need help and support. Showing Vulnerability is a strength not a weakness and as a leader we need to go
first.

There are some great exercises you can do to start to build the right level of vulnerability-based trust in
teams. If you are just starting your journey to build trust, tread carefully and don’t go in for a deep dive
trust exercise, rather you should start with a simpler one that the team can build on the next time they
are together. A sign-in at the start of every meeting is a great way to start. Ask people to score their last
week or month out of 10 for their part of the business, and if you feel confident, ask for a score for
‘personal,’ too. Then ask for a two-minute narrative to explain their score. Suddenly people start to talk,
people challenge others as well as praise them for a job well done, people become more open and
meetings are taken to a new level. The longer you do this for, the stronger the team becomes and the
better the results will be.


