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PFI/Bids/Tenders Department 
The Goal of this two-day conference is that delegates leave energized, excited and 
empowered.  It is intended that as a consequence of the conference they feel valued and 
have the confidence to believe that this is the business that they want to work for. 
 
An outline for a two-day conference has been proposed.  Each day comprises of three  highly 
interactive sessions, which apart from one session can be led by Senior Management and co-
facilitated by Your Impact!  

08 Fall 

The Confidence Conference  

 

P r e p a r e d  b y  Y o u r  I m p a c t !  
a u d r a @ y o u r i m p a c t . c o . u k  
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Confidence Competence Confidants 

Session One  Confidence in our Progress  ‘School report’ The story so far/so far 
so good or good could do better  

Session Two  Confidence in our Practice Becoming the best in class, The Sunday 
Times 100 best companies to work for 
benchmarking exercise 

Session Three  Confidence in our Proposition  The Team, LEP, Award Winners, 
Lessons Learned etc;  

Session Four  Confidence in our Partnering   Discussion about our partnering 
credentials / SWOT analysis  

Session Five  Confidence in our People  Leadership Vs Management and 
Whole Person Leadership, plus 
Profiling our stars? 

Session Six  Confidence in our Participation  What it means to be a member of a 
high performing team  

   

 

Day One Content (draft) 
Introduction:  Confidence In Our Progress   

We are in the confidence business.  Confidence is about trust; it is the freedom from doubt.   Our goal 
throughout these two days is to instill an even deeper-rooted sense of confidence in who we are what 
we do and the way we do it.    We will be looking at how we can embed this confidence in five key 
areas:  

Confidence in our … 

Practice  

Proposition 

Partnering  

People  

Participation  

 

Any company that is serious about continuous improvement begins the process of finding a path to 
greatness by confronting the brutal facts of their current reality. 

We propose to achieve this, not by talking at you but by us talking with you.  

In so doing, we propose to start with an honest and diligent effort to determine the truth of our 
situation, when that is known, the right decisions often become self-evident.  
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It is impossible to make good decisions without infusing the entire process with an honest 
confrontation of the brutal facts. 

This conference will provide delegates with a safe environment in which we can explore our business 
together.  

A primary task in taking a company from good-to-great is to create culture wherein people have a 
tremendous opportunity to be heard and ultimately, for the truth to be heard.  

This works best in organisations in which the culture: 

1. Leads with questions, not answers 
2. Engages in dialogue & debate, not diatribe 
3. Conduct autopsies without blame 
4. Build red flag mechanisms that turn information into information that cannot be ignored 

 

Leadership does not begin just with vision.  It begins with confronting the brutal facts and to act on 
the implications.   
 
Spending time and energy trying to “motivate” people is a waste of effort.  The real question is not, 
“How to motivate our people?”  If you have the right people, they will be self-motivated.  The key is 
to not de-motivate them.  One of the primary ways to de-motivate people is to ignore the brutal facts. 
 

Session One: Confidence In Our Progress  

Client to provide an overview of the PFI/Bid/tender Strategy  

Notes/content 
 

¶ Client to provide a mid-term report  

¶ Update on existing bids  

¶ Results 

¶ Overview of where PFI/Bid/Tender sits within the business and its increasing importance to 
client 

¶ A thought on vision and strategy perhaps (strategy note)  

¶ A review of the sectors  PFI, Team,  Academies 
 
When it comes to strategic business planning it is important not to allow the exercise to become too 
process-centric and so lose its creative edge. When the creative edge is lost, what was once passion 
becomes work. 
 
This can be avoided by setting meaningful and aspirational objectives. These objectives serve as 
milestones. These markers let us know if we are on track and what adjustments, if any, need to be 
made. 

 
It is passion that gave life to the business venture. Passion is what enables the business to overcome 
obstacles. It is the vision that calls us and draws others to our cause. The purpose is what manifests 
the vision. 
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Getting the Balance Right ς An Intellectual and Emotional 
Journey  

 

 

Session Two:  Confidence In Our Practice (Becoming The Best In Class)  

 Culture Exercise  

   

 
100 Best Companies to 

work for 2009 
Criteria 

Leadership  How employees feel about the head 
of the company and its senior 
managers 

Well Being  How staff feel about stress, pressure 
and the balance between their work 
and home lives 

Belonging Feelings about the company people 
work for as opposed to the people 
they work with  

Giving Back  How much Companies are thought by 
their staff to put back into society in 
general and the local community in 
particular 

Personal 
Growth  

To what extent staff feel challenged 
and stretched by their job  
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Syndicated Exercise:  Using the Sunday Times Best 100 Companies criteria discuss in your group 

(A) How you see the Company today?  

(B) Where you would like to see the Company in two years time?  

(C) What specifically the PFI/Bid/Tender Department could do to facilitate the transition from where 
we are to where we would like to be in two years time?  

(D) What lessons can we learn from our competitors in this and other sectors?  

 

Note:  Of the 100 Companies listed in the 2009 survey, seven Companies in the construction industry 
made the list:  

¶ Lindum Group 5
th

 (13
th

 2008)  

¶ Hydrock 13
th

 (4
th

 2008) 

¶ Cruden Group 50
th

  (n/a 2008),  

¶ Mace 65
th

 (55
th

 2008)  

¶ Willmottt Dixon Group 75
th

 (31
st

 2008),  

¶ Rider Levett Bucknall 77
th

 (69
th

 2008),  

¶ BAM 95
th

 (n/a 2008) 

 

Flip Chart/Plenary Group Feedback 

   

Session Three: Confidence In Our Proposition   

Syndicate Exercise to review lessons learned from the existing bids.  Split into four groups as below.  
Pre-assign teams from organogram. 

Bid/Team 1 

Bid/Team 2 

Bid/Team 3 

Bid/Team 4 

 

Each delegate to submit four Post-it notes for key lessons learned and this is to be discussed and 
distilled down to four from the group to present in the plenary session which will follow this exercise. 
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Q&A 

Strategic Analysis 
In view of the lessons that we have learnt from how do we see the PFI/Bid/tender 
Department developing over the next 3 to 5 years? 
 

 Moving Away From … 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Moving Towards … 
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Day Two Content (draft)  
Session Four:  Confidence In Our Partnering  

The Ingredients Required For Successful Partnering  
 
Partnering is a long-term collaborative approach. It can involve two or more organisations. The 

relationship is based on trust and openness, and the main purpose is the success of the relationship 
rather than individual objectives in isolation. 
 
Note: Partnering should not be confused with Partnership, which is a legal relationship. 
 

S.W.O.T. 
  TEAMS/CONSORTIUMS 

 Management 
Commitment  

Commitment from top-level management to 
ensure focus on success of relationship  

S Trust  Mutual respect and trust between the 
parties 

W Sharing  Openness and sharing responsibility for the 
success and/or failure of the relationship 

O Client & 
Customer 
Focus 

There must be overall customer focus in the 
combined objectives 

T Innovation  Responsibility for encouraging and 
supporting innovation and the sharing of 
best practice and lessons learned  

 Investment  Partnering is resource intensive and involves 
time and patience, intellectual capital as well 
as financial resources 

   

 
Syndicated Exercise:   

Q:  What is our perception of the way in which we are perceived by our various 
consortium/internal partners?  

Q:  How would we like to be perceived by them?  

Q: What can we do to close the gap? 

Q:  What are the relative strengths and weaknesses of our current approach to partnering?  
(SWOT analysis)  

Q:  What partnering behaviours could other members of the consortia/team embrace that 
would help us to better serve the consortia/team?     
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Session Five:  Confidence In Our People   

Suggested Content (Facilitated)   

A session around: 

Leadership Vs Management  

Whole Person Leadership 

Session Six:  Confidence In Our Participation    

The High Performing Team  

Characteristics of high performing teams.    

   

1 The Team accepts the Leader  
2 Each individual is committed to the team agenda, and his or her personal 

agenda supports the team agenda 
3 The managers respect each other 
4 The team handles conflict effectively  

5 Once a decision is made, everyone supports it 

6 The team has legitimacy in the eyes of others  

7 Team members feel mutually accountable for results 

 

Most management teams are not teams in the truest sense of the word.  In the main they are only a 
loosely connected group of natural over-achievers who have a very limited connection to each other. 
In order to realise our objectives it is imperative that we learn to function as an authentic team.   

The goal of the session is to get the group(s) to commit to one agenda as individuals.   The success or 
otherwise, of strategy, hinges on individuals taking personal ownership. Up to this point the vision is 
still relatively abstract. Agreed by all but owned by none. 
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Syndicate Exercise  

What are acceptable behaviours for members of the team?  

What are unacceptable behaviours for members of the team? 

Acceptable  Unacceptable  

Support decisions made by 
the group 100% 

Disagree with decisions made 
jointly in private in public 

Help each other meet 
mutually agreed goals - it’s 
our problem, not just theirs 

 

Treat each other with respect Hoard resources and people 
when others may need them  

Listen to different views  

 

Discussion Question:  

How can each member support the agreed behaviours to ensure that 
they are practiced by all team members?  

• Be honest with each other when someone is not demonstrating the appropriate behaviour  

• Offer support and solutions rather than just criticisms when a team member has an issue or a 
problem 

• Revisit how well we are meeting our behaviour agreements on a regular basis 
 

• Ask our own teams and parts of the organisation for honest feedback, without “shooting the 
messengers”  
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Exercise:   

Making Individual Commitments 

 making individual commitments 

Actions What specific actions will I need to take to contribute to the 
vision? 

Behaviors What behaviors will I need to do more of and less of to be an 
effective member of the PFI/Bid/tender team? 

Support What support will I need from my colleagues to help me be 
more effective? 

 
 
 

Conclusion 
¶ So What?  

¶ Client input 

¶ Take outs, concluding messages  

¶ What next? 

 


