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Deep-rooted cultural change must be led by the leadership team in order to remain sustainable and effective, as it is these
behaviours that are reflected down through the organisation.
Our Team Effectiveness Survey provides detailed analysis of the strengths and weaknesses of a team, and pinpoints areas
to improve effectiveness.
Traditional staff engagement surveys cover ‘how people feel’. We however focus on ‘how stuff gets done’ – the behaviours and
supporting processes that underpin a company’s culture.
By concentrating on both the processes and the behaviours of a team, we provide a detailed diagnosis of overall effectiveness.
The full survey combines the team’s own view of current performance with an external view of the team’s standing or ‘shadow’, as
assessed by their reports, peers and supervisors. This is particularly effective in identifying discrepancies between a team’s
self-assessment and the external perception, which often more closely reflects performance reality. Separate surveys are
available on request.
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Presentation of Results

# 80a1b7
r128 g161 b182

# 000000
r0 g0 b0

To provide a comprehensive, insightful and actionable set of results, the Team Effectiveness Survey provides
FOUR different levels of data analysis, as well as the opportunity for TWO comparative views, described below.
External Perception vs Self-Assessment - the key factor in this report is the comparison between how the
team is perceived externally (both from ‘above’ and ‘below’ in the organisation) and the team’s own view of
itself. This can cast an interesting light on the team’s leadership ‘Shadow’ and its effectiveness of leading
more broadly.

Data Segmentation & Analysis
1. Results Overview - showing the average response for the full question set creating an overall profile for the team.
2. Competency Detail – showing the detailed responses for each question, organised by competency category, with the
average score as well as the distribution of all responses.
3. Relative Strengths – comparison of strengths between the external (structural) and internal (behavioural)
competencies.
4. Personal Perspective – a set of seven questions articulating an individual team member’s experience of being in the
team. Also shows the distribution of all team members’ responses.
5. Verbatim Responses – free text input providing respondents the opportunity to comment directly on what is going
well, what needs more focus, as well as general comments. Where the sample size is sufficient, a word cloud is used to
identify key themes.
Executive Summary – analysis by Coode consultants, providing commentary, in-depth insight and recommendations
on where to focus, as well as next steps (where this level of report has been purchased).

Comparative Views
In addition to the data segmentation and analysis described above, the survey provides the opportunity for a team’s
effectiveness to be compared against three data sets:
A. Trend data – multiple Team Effectiveness Surveys, carried out over time, provide trend data on a team’s
development and how the specific strengths and weaknesses vary during its development.
B. Benchmarking – comparison of a team’s results against industry sector and organisations of a similar size.
*Available on request.

Such a comprehensive view of a team’s and effectiveness and leadership provides the team an opportunity to assess
its impact, its strengths and weaknesses and create targeted development actions and measure their impact.
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Section 1: Results Overview
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The chart below provides an overview of the team’s average responses to the 26 team-related questions in the Team
Effectiveness Survey. By looking at the summary view, before going into detail, it is possible to get a high-level picture
of the team’s perception of its relative strengths and weaknesses.
Combined View (External Perception 1 v Self-Assessment 1)

Self-Assessment Response Rate: 86% (6/7)

External Perception Response Rate: 89% (17/19)

Interpretation of Results:
The results are shown grouped by segment to allow quick assessment of areas where the team is particularly strong
(e.g. Team Role) or where the results show relative weakness (e.g. Mutual Support). It also allows quick identification of
certain questions that warrant further investigation.
The two lines represent the differing views of the team vs their peers.
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Section 2: Competency Detail
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Results at competency and individual question level are shown over six pages, including the distribution of all
responses for each, thus allowing for a more forensic analysis. The range of responses is illustrated by the size of the
colour blocks (indicating the share of responses in each of the five response choices Strongly Disagree through to
Strongly Agree), overlaid with the average response line for each category.

SAMPLE COMPETENCY: Openness and Accountability
Whether a team, and the individuals in it, are open to new ideas from each other and externally, whether they
seek solutions (rather than highlight problems) and value action over discussion will be a major factor in its ability
to perform, grow and continue to develop.
Distribution of Responses - Self-Assessment 1

Distribution of Responses - External Perception 1

Interpretation of Results:

(No. of Respondents = 6)

(No. of Respondents = 17)

This section of questions assesses to what degree there is individual and shared accountability in the team. Accountability manifests itself in a bias for action and an openness to other’s thinking and is the building block for effective and
high-performing organisations. If individual accountability levels are seen to be low, trust will be absent, and little will
get done.
The degree to which members of the team feel accountability for each other as leaders, as well as the team dynamic,
can be seen through the first and last of this section’s questions. It is unusual for the score of these two questions to
differ significantly. If levels of listening and mutual respect lack, holding each other accountable is likely to also and
simmering resentment is likely to lie under the surface.
Where openness scores are higher than those for accountability, it indicates a team comfortable with discussing new
ideas but has difficulty in translating those ideas into action (at the extreme: a ‘talking shop’). Special care should be
paid if the team’s responses to the questions vary significantly. This would indicate dangerous mis-alignment and the
opportunity for a breakdown in trust.
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Section 3: Relative Strengths
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Relative strengths look at the split between the external mechanisms (providing focus and measurable outputs)
and the internal (mindset-driven) behaviours which underpin good decision-making, relationship strength and
team cohesion.
In addition to the level of strength in each area, the balance between the two areas is also a key driver in team
effectiveness, as illustrated in the below graph.
The Effectiveness Coefficient measures the relative strength/balance between the external and internal drivers. This
coefficient is calculated by taking the % positive responses to the internal questions in the survey, less the % positive
responses to the external questions, divided by 100%.
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External Perception:
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Interpretation
Effectiveness Coefficient:

External Mechanisams

Internal Drivers

- Represents >15ppt difference in strengths
- Heavy bias towards behaviours
- Likely to have strong conhesion, but lack focus
- Major blind spots in effectiveness & decision
making probable
- Represents 5-15ppt difference in strengths
- Bias towards behaviours over structure & focus
- Team operating below its opportunity
- Greater focus given to feelings over output
- Potential lack of structure, focus & efficiency
- Balanced strengths (+/- 5ppt)
- Well aligned external drivers & behaviour focus
- Team should look at increasing effectiveness in
both internal & external areas
- Focus on maintaining balance
- Represents 5-15ppt difference in strengths
- Bias towards external structures & mechanisms
- Team operating below its opportunity
- Low emphasis on behaviours resulting in lower
levels of team work, cohesion & collaboration
- Represents >15ppt difference in strengths
- Heavy bias towards structure & outputs
- Significant gaps in cohesion & teamwork
- Likely to have major blind spots in
effectiveness & decision-making
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Section 4 – Personal Perspectives
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In previous sections of the report, responses have been about the team and how it operates. In this section, we asked
respondents about their personal experience of being on the team - whether they feel heard and supported by their
colleagues; whether they are personally developing and feel fulfilled as a result of being on the team and, crucially
whether they feel there are high levels of trust in the team.
The results should therefore be analysed at individual response level and are represented differently, showing where
each individual score falls on the scale, as illustrated in the below table.

Individual Perspectives

(Self-Assessment No. of Respondents = 6)

Interpretation of Results:
This section provides a snapshot of sentiment amongst team members and can be useful to identify if there is a lack
of trust on the team and what the potential drivers are. Any neutral responses should be studied and if there are any
negative scores (either ‘Disagree’ of ‘Strongly Disagree’) this should be cause for concern.
It’s also important to observe the spread of responses across the team. A series of single negative responses, or a small
group, may indicate a disgruntled faction, whereas a broad spread of responses across the team indicate more serious
alignment challenges. In all cases, these results should be used in conjunction with the other sections to form an
overall picture of the team’s status and development needs.
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Section 5: Verbatim Responses
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The final series of three questions allows the respondents to answer freely and express their individual views
about the team’s strengths and challenges.

SAMPLE Respones:
Q1: In what areas have they made the most progress with their team effectiveness?
- “Working on a clear set of priorities.”
- “The team are starting to work better as one, rather than a disparate set of sub functions. I think the structure is
clearer with more accountability.”
- “More frequent sharing of meeting outcomes is valuable, interesting and transparent.”
Q2: What areas require further focus to improve their effectiveness as a team?
- “Processes and decision making - effectiveness, speed, consistency e.g. new product development.”
- “Be more visible as business leaders as well as function heads.”
- “Need to ensure they maintain the behaviours and practices that they expect from the rest of the business.”
Q3: Do you have any other comments, questions, or concerns?
- “The new Exec team members provide helpful diversity in thinking and outlook.”
- “Briefings and Conferences have become increasingly more professional with a focus on delivering more concise
messages.”
- “Notable improvement from previous regimes and lots of positive views particularly around evolving as leaders
and passion for the business.”

SAMPLE Wordcloud:
Word clouds give greater prominence to words that appear more frequently in the source text. By utilising
the feedback provided in the verbatim responses, we can get a visual view of the most common words and
themes associated with the external perception of the team.
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