
Team Performance ProĮle 
Success - The Result of an EīecƟve Team

     DEMO Team
7/2/2020

Helping Teams To Exceed ExpectaƟons

Level 2

Version 1.1



DISTRIBUTED BY 

GENYX 
T  +971 4 3237626 
W   www.genyx.net 
E   info@genyx.net 



    DEMO Team
7/2/2019

Level 2

Team Performance ProĮle 

Helping Teams To Exceed ExpectaƟons



Team Performance ProĮle 

IntroducƟon

OrganizaƟons beneĮt exponenƟally from teams that operate at the top of their 
capability. Some high performing teams achieve results that defy logical 
explanaƟon. When such teams exist, we inevitably discover highly moƟvated and engaged 
team members who are aiming high and surpassing expectaƟons. On the other hand, 
badly designed, poorly led or behaviorally dysfuncƟonal teams usually produce sub- 
opƟmal results that have a ripple eīect throughout an organizaƟon. 

Performance in a team context doesn't come from carefully wriƩen words, framed and 
hung on a wall. It comes by being fanaƟcally devoted to idenƟfying criƟcal team strengths 
that elevate the team’s performance and targeƟng signiĮcant improvements that build 
upon these strengths. In this assessment tool, we have idenƟĮed a number of team 
performance criteria that contribute to success. We’ve discovered that healthy, 
performing teams spend a lot of Ɵme working to discover and implement soluƟons. Every 
organizaƟon has Įnite resources (Ɵme, energy and money). Every team faces 
challenges.  When a team is able to focus on turning challenges into opportuniƟes, it 
creates an environment that promotes achievement. This has a producƟve impact on the 
people who are in contact with the team, including internal and external clients.  

This proĮle focuses on two disƟnct sets of measurements.  The Įrst dimension (we call it  
L-1 )  exists at the very core of a team and is not always evident without extensive
observaƟon.  We measure speciĮc characterisƟcs of team performance in 4 criƟcal
manifestaƟons. How focused is the team on behaving  courageously  in situaƟons that
require resolve?  How does the team aim for personal and professional  growth ?  Under
what circumstances does the team demonstrate  commitment  to each other and the
organizaƟon?  How does the team go about taking a  disciplined  approach towards its
work? 

The second dimension (we call it  L-2 ) can be understood by measuring team approaches, 
responses and behaviors in 8 criƟcal team performance measurements.  A team’s 
performance and capabiliƟes can be improved when a deliberate eīort is made to 
measure eīecƟveness in these 8 areas and build upon key areas of strength. 
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About the Team Performance ProĮle (TPP)

It is possible to idenƟfy and measure the key characterisƟcs of teams that consistently 
achieve outcomes that contribute to their own success. The TPP evaluator uses well- 
researched assessment methods. Individual team members were provided with a 
framework to subjecƟvely assess the performance of their enƟre team according to the 
characterisƟcs that are idenƟĮed in the index of this proĮle. The major limitaƟon of the 
accuracy of this proĮle is that it is the product of speciĮc individual percepƟons of the 
team by each individual team member.  

This proĮle may include an L-1 or L-2 assessment of the team. It may include both. For a 
brief summary of the two assessments, please see the introducƟon on the previous page. 

This proĮle is the output of all of the responses received. Although the data of individual 
responses is kept on Įle, all speciĮc personal idenƟĮcaƟon is removed from the input to 
maintain conĮdenƟality. Our data is maintained in a manner consistent with our Privacy 
Policy. 

The proĮle of the team is presented as an aggregate of the responses. StaƟsƟcal analysis 
is compiled for comparison and discussion purposes. The actual staƟsƟcs and numerical 
values presented should not be the primary focus. Every team is diīerent and every 
individual has a diīerent percepƟon of the team’s strengths and challenges. It is therefore 
criƟcal that a review of this proĮle should begin by openly seeking to anecdotally validate 
the paƩerns that emerge in the staƟsƟcs. Teams are encouraged to seek to understand 
areas of strength that are evident in the responses rather than engaging in immediate 
discussion of the areas that appear to be weaker. 
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Responses Summary 

ResoluƟon of Challenges 7.39

Results Centered 7.12

Atmosphere of Trust 6.06

Common ObjecƟves 5.92

EīecƟve CommunicaƟon 5.85

ProducƟve MeeƟngs 5.70

Client Focus 4.65

Feedback and Guidance 4.53

100
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Results Centered:  Teams that perform well can quanƟfy the end result that they are looking to achieve. A 
team culture that elevates the value of achieving targets creates an expectaƟon that goals can be 
aƩained. An elevated team score in this area is an indicator that this could be a strength for your team to 
build on.  

It is possible to be so results focused that the broader vision of a team or organizaƟon can be lost by a 
relentless preoccupaƟon with short-term goals. Having a very strong focus on speciĮc and well-established 
results within a team can accelerate performance, even when faced with impossible odds. The test of a 
team is best measured by its ability to remain centered on achieving results when faced with mulƟple 
pressures like a lack of resources or a compeƟƟve challenge. 

One of the keys to being results centered in a team context is to ensure that the team’s daily or monthly 
acƟviƟes are engineered to obtain the results that are targeted. Another is to develop ways of keeping the 
“main thing” front and center in the mind of the team. The results and quanƟtaƟve analysis below provide 
your team with a benchmark for your team’s performance in this criƟcal dimension. 

Results Centered 

“A thought which does not result in an acƟon is nothing much, and an acƟon which does not proceed from a 
thought is nothing at all.”

– Sam WaƩs

Statements Average

The team is very focused on results - even under pressure 8.91

The team invests energy in acƟviƟes that produce results 8.45

Team members always Įnd a way to deliver results 7.91

The team will adjust its tacƟcs quickly to achieve its goals 7.45

Team members know what is expected of them 5.73

Team members are comfortable being measured by their results 4.27 0

10

Team Score
7.12Results Centered : Your Responses by Statement

DEMO Team Results Centered 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

Results Centered:  QuesƟons to ask myself as a team member. 

How do my daily acƟviƟes contribute to the results of the team?

Is what I am doing right now going to help us achieve what we are aiming for?

DEMO Team Results Centered 
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Common ObjecƟves:  Teams that perform well have a clear sense of their purpose – the reason for their 
existence. They also have a vision that they can easily arƟculate. A team with strong common objecƟves is 
a team where “we” is used far more oŌen that “I”. At an individual level, team members are well aware of 
what is expected of them but they are also aware of how this expectaƟon Įts in the context of the 
team.  An elevated team score in this area is an indicator that this could be a strength for your team to 
build on.  

A team that sets common objecƟves must also ensure that these objecƟves are deĮned and understood by 
all team members. It is possible to invest a lot of Ɵme establishing common objecƟves but fail to anchor 
these with clear enough deĮniƟons so that team members understand the expectaƟons. Failure can sƟll 
occur if common objecƟves are established and clariĮed but acƟons and behaviors by some team 
members are out of step with the direcƟon being advocated. 

One of the keys to having common objecƟves as a clear strength in a team context is to regularly check on 
the coherence of individual team member objecƟves and link them to speciĮc team objecƟves. The results 
and quanƟtaƟve analysis below provide your team with a benchmark for your team’s performance in this 
criƟcal dimension. 

Common ObjecƟves 

“Management by objecƟve works - if you know the objecƟve”. – Peter Drucker

Statements Average

The team focuses on deadlines and completes tasks on Ɵme 8.45
The team takes collecƟve ownership of success and collecƟve responsibility for 
failures  7.36

Individual objecƟves of team members are driven by overall team goals 6.64

There is no tolerance for acƟons or behaviors that undermine team goals 4.73

Team members are on the same page - aiming for the same objecƟves 4.64

Team members oŌen discuss team objecƟves informally 3.73 0

10

Team Score
5.92Common Objectives : Your Responses by Statement

DEMO Team Common ObjecƟves 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

Common ObjecƟves:  QuesƟons to ask myself as a team member. 

Are our goals clear?

Are my goals aligned with my team’s goals?

DEMO Team Common ObjecƟves 

©Copyright 2010-2019 FormaƟon Paul Fergus & Assoc. Ltd. 

www.peakperformance2.com 
8



EīecƟve CommunicaƟon:  Teams that perform well communicate eīecƟvely. CommunicaƟon that is clear 
and Ɵmely elevates performance. An elevated team score in this area is an indicator that this could be a 
strength for your team to build on.  

Some team members may miss the mark from Ɵme to Ɵme in their aƩempt to do a good job of 
communicaƟng. It is possible to confuse informaƟon disseminaƟon with communicaƟon. Almost anything 
that is said or wriƩen is subject to interpretaƟon. The “message” is seldom what has been said but, rather, 
what is heard and understood by the listener. There may be a huge diīerence between what a 
communicator believes was communicated and what was actually understood. All recipients of 
communicaƟon employ informaƟon Įlters which determine how that communicaƟon is received and 
processed. Such Įlters delete, distort or generalize informaƟon.  

One of the keys to excellence in communicaƟon in a team context is to ensure that impediments to 
understanding are removed. Another is to communicate in a psychologically-balanced manner. The results 
and quanƟtaƟve analysis below provide your team with a benchmark for your team’s performance in this 
criƟcal dimension. 

EīecƟve CommunicaƟon 

“The single biggest problem in communicaƟon is the illusion that it has taken place.” – George Bernard Shaw

Statements Average

E-mail communicaƟon within the team is eīecƟve and well managed 7.55

Team members acƟvely seek more informaƟon if any direcƟve is not clear 6.36

Informal and casual communicaƟon occurs frequently within the team 5.55

Team members Įnd out what they need to know in a Ɵmely manner 5.45

Relevant informaƟon needed for speciĮc tasks is available to team members. 5.27

The team uses the right communicaƟon methods and tools  4.91 0

10

Team Score
5.85Effective Communication : Your Responses by Statement

DEMO Team EīecƟve CommunicaƟon 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

EīecƟve CommunicaƟon:  QuesƟons to ask myself as a team member. 

Am I contribuƟng to beƩer communicaƟon?

What adjustments do I need to make in my communicaƟon methods?

DEMO Team EīecƟve CommunicaƟon 
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Feedback and Guidance:  Teams that perform well are teams that seek out construcƟve and 
developmental feedback. They are unafraid to be candid. Strong, conĮdent teams are always looking to 
improve their performance. They provide informal counsel to each other in ways that build up and 
challenge their colleagues. An elevated team score in this area is an indicator that this could be a strength 
for your team to build on.  

When teams miss out on opportuniƟes to provide posiƟve or congratulatory feedback in a Ɵmely and 
appropriate manner, they will fail to generate leverage around a strength. When team members don’t 
provide feedback to each other, growth opportuniƟes for everyone are vastly diminished. Some team 
members can become so focused on their own iniƟaƟves that they may not make Ɵme to consult and seek 
out advice or assistance from others who may be in a posiƟon to help. Teams can also miss out on growth 
opportuniƟes by limiƟng feedback to a hierarchical, top-down iniƟaƟve that happens in scheduled and 
formal ways. 

Excellence in feedback and guidance within a team is connected to environmental factors. Outstanding 
teams expect that regular, informal guidance will be provided and that developmental feedback will be 
framed posiƟvely. The results and quanƟtaƟve analysis below provide your team with a benchmark for 
your team’s performance in this criƟcal dimension. 

Feedback and Guidance 

“No organizaƟonal acƟon has more power for moƟvaƟng employee behavior change than feedback from credible 
work associates.” – Mark Edwards

Statements Average
Team members pursue learning opportuniƟes and help each other gain 
knowledge and skills 7.82

Poor performance on the team is idenƟĮed and addressed 5.45

Team members regularly receive individual feedback on how they are doing 5.27

Team members frequently ask each other for help or advice 3.45

Team members expect to be challenged by one another in a posiƟve fashion  3.00

Team members expect to receive ongoing developmental feedback 2.18 0

10

Team Score
4.53Feedback and Guidance : Your Responses by Statement

DEMO Team Feedback and Guidance 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

Feedback and Guidance:  QuesƟons to ask myself as a team member. 

Do I care enough to give other team members the beneĮt of my feedback?

Do I seek out guidance and do I receive feedback in an open fashion?

DEMO Team Feedback and Guidance 
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Atmosphere of Trust:  Team performance is heavily inŇuenced by the trust factor. Teams that perform well 
develop strong bonds of trust rooted in expecƟng the best from each other. They do not accept negaƟve 
rumors and refuse to parƟcipate in alliances that exclude. An elevated team score in this area is an 
indicator that this could be a strength for your team to build on.  

Trust takes Ɵme to build and reĮne in any team but it can be destroyed very rapidly. It can also be eroded 
slowly and almost impercepƟbly unƟl its absence cannot be ignored. Teams someƟmes do not recognize 
the absence of trust unƟl there is a major issue that needs to be addressed as a result of other symptoms 
that become evident. Building or rebuilding trust is a long process. Root causes must be discovered 
gradually and a process of reorientaƟon of percepƟons must accompany a willingness to change aƫtudes 
and behaviors.   

Excellence in trust within a team is a source of strength in challenging Ɵmes. Outstanding teams 
demonstrate care for each other by how respecƞully they manage issues, people and informaƟon. The 
results and quanƟtaƟve analysis below provide your team with a benchmark for your team’s performance 
in this criƟcal dimension. 

Atmosphere of Trust 

“When dealing with complexity and uncertainty, trust and openness become criƟcal.” – David L. Dotlich

Statements Average

Team members are unafraid to speak up and share their opinions 8.18
Team members believe that their colleagues genuinely care about them and their 
work 7.82

Team members act with the best possible intenƟons in all situaƟons 6.91

Team members are prepared to defend each other  5.64
The team does not talk negaƟvely about each other and deals with any conŇicts 
transparently 5.09

Team members give the beneĮt of the doubt to each other  2.73 0

10

Team Score
6.06

Atmosphere of Trust : Your Responses by Statement

DEMO Team Atmosphere of Trust 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

Atmosphere of Trust:  QuesƟons to ask myself as a team member. 

Do I think the best of and expect the best from everyone on my team?

How do I deĮne trust and how do I demonstrate it?

DEMO Team Atmosphere of Trust 
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Client Focus:  Teams exist to serve clients. OŌen there are many clients including external customers and 
internal stakeholders. Teams that perform well are constantly looking to improve the way they serve their 
clients. They focus a disproporƟonate amount of energy on ensuring that their processes and approach 
meet evolving client needs. An elevated team score in this area is an indicator that this could be a strength 
for your team to build on.  

Teams can become internally focused and develop habits or systems that do not serve their clients 
eīecƟvely. Some of these may be founded on faulty or dated assumpƟons.    It can be humbling to ask 
clients for their honest input. It can be even harder to accept that strategic clients may take a diīerent 
view of the team’s deĮniƟons and percepƟons of quality or service . Teams that focus intensely on constant 
improvement, as deĮned and measured by clients, are teams that will put themselves in a posiƟon to 
succeed.  

Excellence in client focus is an obsession of top performing teams. Clients are always front and center in 
discussions and may even be invited to parƟcipate in some decisions. Outstanding teams tend to examine 
their strategies and tacƟcs by looking at things from a client impact perspecƟve. This can be one of the 
validity tests of a desired course of acƟon. The results and quanƟtaƟve analysis below provide your team 
with a benchmark for your team’s performance in this criƟcal dimension. 

Client Focus 

“Customers provide you with the most accurate barometer of what's right and wrong.” – Herb Kelleher

Statements Average

The team will make adjustments in response to client input 7.27

The team listens carefully to its 'clients' 6.00

The team frequently highlights 'client' success stories 5.73

The team is highly sensiƟve to the needs and requirements of clients 4.91
The team engages external stakeholders or other parts of the organizaƟon to 
help them serve clients   2.09

The team asks its clients for their views and opinions 1.91 0

10

Team Score
4.65Client Focus : Your Responses by Statement

DEMO Team Client Focus 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

Client Focus:  QuesƟons to ask myself as a team member. 

Do I invest energy in what maƩers to clients everyday?

How do I measure my eīecƟveness versus our client’s expectaƟons?

DEMO Team Client Focus 
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ProducƟve MeeƟngs:  Teams that have posiƟve and producƟve experiences when they meet as a group, or 
in sub-groups, are teams that produce results. Team meeƟngs can serve to provide direcƟon and 
informaƟon. They can also be a source of inspiraƟon and clariĮcaƟon. An elevated team score in this area 
is an indicator that this could be a strength for your team to build on.  

Team meeƟngs that are ineīecƟve inevitably demoƟvate team members. Teams that consistently fail to 
plan their meeƟngs in a systemaƟc manner will not generate value from them.   Many of the disciplines of a 
good meeƟng are simple and easy to implement. They are oŌen challenging to maintain. SigniĮcant 
improvements in the quality and meaningfulness of meeƟngs in a team will oŌen elevate a variety of other 
team performance factors.  

Excellence in meeƟngs requires the discipline of proper planning and a dedicaƟon to Ɵmely follow- 
up. Outstanding teams will ensure that meeƟngs are the right length, involve the right people, focus on the 
right things and produce acƟonable outcomes.    The results and quanƟtaƟve analysis below provide your 
team with a benchmark for your team’s performance in this criƟcal dimension. 

ProducƟve MeeƟngs 

“MeeƟngs are indispensable when you don't want to do anything”
– John Kenneth Galbraith

Statements Average

AcƟon items from team meeƟngs are followed up   8.18

The appropriate people are invited to aƩend and contribute at team meeƟngs  7.09

Team meeƟngs start and end on Ɵme 6.18

Team meeƟngs are focused and produce acƟon items. 4.82
Team meeƟngs are seen as an opportunity to be informed and develop soluƟons 
to challenges 4.09

MeeƟngs within the team are producƟve 3.82 0

10

Team Score
5.70Productive Meetings : Your Responses by Statement

DEMO Team ProducƟve MeeƟngs 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

ProducƟve MeeƟngs:  QuesƟons to ask myself as a team member. 

Do I contribute posiƟvely and energeƟcally to the success of our meeƟngs?

What small improvements would exponenƟally increase the eīecƟveness of our 
meeƟngs?

DEMO Team ProducƟve MeeƟngs 
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ResoluƟon of Challenges:  Teams that recognize and address issues that could impact their performance 
are teams that demonstrate excellence. Challenges can come from outside or inside the team or 
organizaƟon. The ability to respond promptly and eīecƟvely to these challenges is oŌen a signiĮcant test 
of the character of a team. An elevated team score in this area is an indicator that this could be a strength 
for your team to build on.  

Teams oŌen face deĮning moments that determine the speed of their progress. Some of these deĮning 
moments may be a result of internal team-related issues - or external threats. Teams that avoid addressing 
unpleasant realiƟes may merely delay an inevitable confrontaƟon which can become more damaging 
when it is ignored over Ɵme. Teams that spend an inordinate amount of energy assigning blame for 
problems or past errors are oŌen teams that are focused on the wrong things.     

Excellence in resolving challenges begins with a commitment by team members to be vigilant and 
proacƟve in idenƟfying the iniƟal signals of an impending issue. Timing is important, so is Įnding the root 
cause of the issue rather than focusing on symptoms.    The results and quanƟtaƟve analysis below provide 
your team with a benchmark for your team’s performance in this criƟcal dimension. 

ResoluƟon of Challenges 

“The successful person has unusual skill at dealing with conŇict and ensuring the best outcome for all.”  – Sun Tzu

Statements Average

The team ensures that obstacles to success are removed as quickly as possible  8.55

The team works to idenƟfy the root causes of problems or errors 8.18

The team quickly develops soluƟons for problems that need to be faced 7.82

The team resolves problems quickly and correctly 7.18
Errors are viewed as learning opportuniƟes rather than an occasion for assigning 
blame 6.55

Challenges are treated as opportuniƟes by the team 6.09 0

10

Team Score
7.39Resolution of Challenges : Your Responses by Statement

DEMO Team ResoluƟon of Challenges 
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QuesƟons & Comments 

What are our key strengths in this part of the proĮle? 

What are our key challenges in this part of the proĮle? 

ResoluƟon of Challenges:  QuesƟons to ask myself as a team member. 

Do I help idenƟfy and resolve issues that could slow our team’s progress?

How do I go about addressing signiĮcant challenges?

DEMO Team ResoluƟon of Challenges 
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The graph below represents statements that were idenƟĮed as being most descripƟve of the team when compared 
against other statements in the evaluator. It is important to understand the reasons why, on average, these 
statements were ranked highly. They likely represent strengths that the team can use to further elevate 
performance. We recommend that you review them and ask a number of quesƟons about them so that the team can 
build upon them and ensure that they conƟnue to be dominant team characterisƟcs. 

Team Strengths: A FoundaƟon for Ongoing improvement 

The team is very focused on results - even under 
pressure 8.91

The team ensures that obstacles to success are 
removed as quickly as possible  8.55

The team invests energy in acƟviƟes that produce 
results 8.45

The team focuses on deadlines and completes tasks 
on Ɵme 8.45

Team members are unafraid to speak up and share 
their opinions 8.18

100
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Team Challenges: Areas to Understand BeƩer 

The graph below represents statements that were idenƟĮed as being least descripƟve of the team when compared 
against other statements in the evaluator. It is important to understand the reasons why, on average, these 
statements were ranked lower. They may represent a potenƟal for improvement that the team can consider in order 
to elevate its performance. They may also represent things that are less important to the team.  We suggest that you 
ask a number of quesƟons about each of them to determine if they require any immediate aƩenƟon, but we 
recommend that you do not focus exclusively on this area, as it is always preferable to focus on key strengths. 

The team asks its clients for their views and opinions 1.91

The team engages external stakeholders or other 
parts of the organizaƟon to help them serve clients   2.09

Team members expect to receive ongoing 
developmental feedback 2.18

Team members give the beneĮt of the doubt to each 
other  2.73

Team members expect to be challenged by one 
another in a posiƟve fashion  3.00

100
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Standard DeviaƟon 

The graph below represents statements that were idenƟĮed because they had a relaƟvely high level of variability in 
the responses that were given. The broad range of responses suggests the potenƟal for a diīerence in the 
understanding of the statement or a diīerence in the percepƟon of how the team funcƟons in relaƟon to the 
statement. It is important to understand the reasons why the statements trigger diīerent responses. Careful 
consideraƟon of the root issues related to diīerences of perspecƟve in this area can represent a signiĮcant 
opportunity for the team to elevate its performance. There may also be logical explanaƟons for large variaƟons in the 
responses.    We suggest that you ask a number of quesƟons about each of them to determine if they require any 
immediate aƩenƟon, but we recommend that you do not focus exclusively on this area, as it is always preferable to 
focus on key strengths. 

Team members frequently ask each other for help or 
advice 4.60

Team meeƟngs are focused and produce acƟon 
items. 4.47

The team is highly sensiƟve to the needs and 
requirements of clients 4.44

MeeƟngs within the team are producƟve 4.32

Team meeƟngs start and end on Ɵme 4.32

100
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