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PERFORM with Confidence



The Purpose of PERFORM
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Track Record’s PERFORM with Confidence Model combines coaching and analytics to enhance organisational 
effectiveness. 

The core components of the PERFORM with Confidence Model focus on: 
• Preparing the individual to be the best version of themselves 
• Developing players to create inter-team trust in order to work collectively and effectively as a team 
• Creating an environment for the organisation to perform with confidence.  

Increasing the sustainable performance of an organisation is more likely when individuals and teams have 
confidence in their capability, a focus on what’s within their control, and belief in the choices made.  
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Why does improving confidence to perform enable 
a competitive advantage?

Confidence is an important psychological contributor 
to performance and a powerful differentiator between 
winning and losing teams. 

When seeking to enhance the performance of an 
organisation, monitoring, measuring and actively 
enhancing confidence across multiple levels of an 
organisation is one of the most powerful things you 
can do to influence your success.
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Analytics: PERFORM with Confidence Indicator

The PERFORM with Confidence Indicator (PCI) is an organisational development tool providing insight into the 
key levers of organisational excellence. 

To calculate ROI, it is critical to establish a baseline and measure key performance indicators at regular intervals. 
This tool tracks the impact of the coaching intervention and diagnoses focus areas for future development. 

The data captured provides insight into the critical elements of performance at multiple levels of the system:  
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PERFORM with Confidence Indicator 
Alpha Grid Results 

Company Baseline: April, 2020 

© Track Record Ltd 2020
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PCI Overview 

Introduction  

The following report provides an overview of the data captured from Alpha Grid employees. As the primary team of interest 
was the Senior Management Team, the data has been analysed to provide a comparison between the Senior Management 
Team and the rest of the company. Considering multiple perspectives within the system is important to help understand the 
interrelationships of people and processes. 

Respondents:  
Senior Management Team (5)  
SFC, Production & Ops, B2B (15) 

The results will be discussed in detail with a Track Record Coach to understand the priority areas of focus and strategies to 
enhance performance at an individual, player, team and organisation level. 
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PCI Overview 

Headlines 

• Alpha Grid has a strong foundation to perform with confidence indicated by high levels of belief across multiple perspectives of 
the organisation.  

• There was a strong connection to the Orgs purpose. Employees believed decisions are aligned to the purpose and that their 
work  makes a meaningful contribution to the purpose.  

• Individual confidence was lower in comparison to player, team and Org due to a relatively lower belief in “ability to prioritise 
and identify solutions to any problems I encounter.” However, individuals appear to have higher levels of confidence in the team 
as a whole and the Org.  

• The majority of the current anxieties expressed relate to prioritising time and balancing short-term planning and long-term 
strategies. There is a need to refine processes and provide clarity on project leads and transparency of ongoing projects.  

• There appears to be a desire for the team below management level to up-skill and diversify their skill-sets but they experience a 
lack of confidence from the management team in terms of the responsibility and opportunity provided. Learning opportunities 
and informal / formal feedback scored relatively low compared to benchmark data.  
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Overall Confidence score = 77%

Benchmark 

Confidence at a team and organisation 
level is significantly higher in comparison 
to benchmark scores. Ownership of 
Identity and Clarity of the Win scored 
exceptionally highly across both levels.  

Factors to consider that contribute to 
this are the relatively small size of the 
team /org, communication of business 
goals and strategy and strong leadership 
capabilities.  
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Overall Confidence score = 77%
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Overall Leadership Impact score:  
MT = 82% vs Team = 84% 

How confident are you……
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Senior Management Team SFC, Production & Ops, B2B This graph highlights the 
perception gap between the 
Management team and the 
rest of the business.  

As the confidence of a team 
to perform is strongly 
influenced by the leader(s), 
the PCI captures the 
perception gap between the 
Management Team’s 
performance relative to the 
individuals within the rest of 
the team. This is defined as 
the Leadership Impact.
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company goals and strategies are clearly
understood and continuously

communicated

employees feel that they are contributing
meaningfully to the company

employees understand their performance
expectations

employees are supported by the
organisation to enable them to become

successful

learning opportunities are provided

informal and formal performance feedback
is provided on a regular basis

failure is embraced by discussing the
lessons learnt to overcome similar

problems in the future

the organisation’s environment facilitates 
positive relationships between employees

employees share knowledge

time is prioritised effectively

Management Team SFC, Production & Ops, B2B
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Org Culture  
MT = 73% vs Team = 76% 

Organisational Culture is a system of 
shared assumptions and beliefs that 
governs how people behave. It is a 
representation of “how we do things 
around here.” 

Results indicate a strong organisational 
culture. Results have been presented 
from the Management Team and the rest 
of the business to indicate the difference 
between perceived levels of autonomy 
within the organisation. 
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PCI Results 

Organisational culture has an important effect on the workplace 
environment. It enables the structure and alignment of the 
organisation to be efficient.  

The greatest discrepancy between the Management Team (MT) 
and the rest of the business were: 
- Employees understand their performance expectations (higher 

in rest of business) 
- Employees share knowledge (higher in rest of business - 

lowest scores across SFC) 

Org Culture  
MT = 73% vs Team = 76% 
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PCI Results 

Organisational Culture 

This visual representation of the words used to 
describe what you see, hear or feel within your 
working environment conveys the frequency of terms 
used to describe your culture. They reveal the day-to-
day environment employees live and breathe and 
reveal pain points and barriers to performance. 
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PCI Results 

What is the biggest opportunity you see within your Org’s future? 

• Scale and grow workforce 

• Growth / create a global business  

• Clarify purpose and communicate to all stakeholders (guides decision-
making / priorities / identity)  

• Diversify product offering  

• Increase confidence in existing employees  
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PCI Results 

When has this team worked together effectively? 

• All contributing World Economic Forum - Davos. Working as a team.  

• The Iberdrola project. Involved five team members in total, ran exceedingly smoothly, example of best practice.  

• Lomard interrotron. Operated together smoothly and created a decent final product, on time and within budget. 

• When we’ve had group catch-ups weekly to discuss what's on our plate and if anyone needs help/has concerns. 

• When we’ve had a second pair of eyes within the team on all content before it gets sent to a client. 

• Creating new process to make everyone's day to day easier and constant communication. 

• Team meetings with smaller team and wider team both internally and externally. 

• Ability to adapt and react to the changing environment due to COVID-19
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PCI Results 

What can you do, that’s within your control, to increase the chance of Org success? 

• Develop 2nd tier skill-sets / more training  

• Refine business processes   

• Define role and communicate responsibilities  

• Don’t get bogged down in process when need to be agile*  

• Learn new skills to become a versatile employee /take more responsibility    

• Time management  

*appears conflict between perception of process: ‘hoops to jump through’ vs agility  
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PCI Results 

What are the top performance blockers? 

• People being over worked and pulled in multiple directions 

= mistakes being made due to too tight deadlines 

•  Talent gaps / lack or resource 

•  Lack of communication 

•  Lack of clear management team structure (appear to work 

independently) 

• Avoidance / lack of established processes (e.g. lack of 

project briefings at the start of a project) 

When has this team failed to work effectively? 

• When under pressure with an overload of requests.  

• When there are personal issues and conflict within the team   

• Lack of clarity on priorities and responsibilities  

• When plans change and whole team not informed  

• No clear project owner  

• When the product has not been sold correctly and processes 

are not completed (in establishing founding docs) 

• Conflicting styles of decision-making  
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PCI Results 

What is the biggest cause of anxiety you feel about the Org’s future? 

• Fulfilling specific skill sets at the 2nd tier of staff / recruiting the right talent  

• The leadership below Ros needs to be more clearly defined (purpose and rank) 
to move forward more effectively 

• Lack of structure and process (processes not streamlined) - which is also our 
strength as it enables us to be agile and flexible 

• Current global health and financial crisis  

• The loss of autonomy with the merger  

• Fluctuation of workload 


