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BSBLDR411 
Demonstrate leadership in the workplace 

ASSESSMENT SUMMARY

The assessment activities for BSBLDR411 Demonstrate leadership in the workplace cover all aspects of the unit of competency. For Apprentices/Trainees, this includes supervisor completion of the Apprentice/Trainee Record (ATR). 

Participants must read all the information given before starting any assessment task. The assessment tasks are intended to be fair, flexible, valid and reliable. If a Participant has any questions or requires alternative arrangements to be made such requests should be directed to their Trainer/Assessor, who should note such arrangements in the ‘Assessor Comments’ on the affected assessment. If a Participant feels they are not yet ready to be assessed, they should discuss their options with their Trainer/Assessor. 

To satisfactorily complete the assessment, the Participant is required to answer all questions correctly and demonstrate their skills to industry standards. If a Participant does not answer all questions or perform all tasks, they will be deemed ‘Not Satisfactory’ for the task and ‘Not Yet Competent’ for the unit of competency. 

The Trainer/Assessor can provide the Participant with additional information on interpreting the assessment outcomes and guide the Participant’s options. If a Participant is still deemed ‘Not Satisfactory’ they will have the opportunity to undertake a supplementary assessment or appeal the result as per the process in the Student Handbook. 

By signing below, the Participant acknowledges:
· They understand the assessment instructions and requirements, and consent to being assessed. 
· The work submitted is to be their own work – with the work of/with others needing to be clearly acknowledged and documented. 
· They consent to any photo/video recording of their work that occurs during assessment. 

	Participant name
	Brodie Page

	Participant signature
	


	Pre-requisite unit(s) to be achieved and authenticated prior to undertaking assessment

	 Not applicable



	Task
	Date completed
	Assessment Results 

	Theory Exam
	Select Date.
	 Satisfactory 
	 Not Satisfactory

	Practical Assessment
	Select Date.
	 Satisfactory 
	 Not Satisfactory

	Outcome for BSBLDR411
	Select Date.
	 Competent
	 Not Yet Competent



	Evidence requirements checklist (ticked by assessor and evidence supplied to RTO)

	 Theory Exam
	 Practical Assessment



	Assessor name
	

	Assessor signature
	

Theory Exam - BSBLDR411 Demonstrate leadership in the workplace

	Assessment Summary - BSBLDR411 Demonstrate leadership in the workplace
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THEORY EXAM


	Participant name
	Brodie Page




	FOR THE PARTICIPANT

	Instructions

	· You will complete written questions as outlined on the following pages. You must attempt all questions and provide enough detail in your responses to demonstrate your knowledge.
· It is anticipated that you should complete this assessment within two (2) hours, but additional time may be allowed upon negotiation with the Assessor.
· You must complete all questions unassisted by the Assessor or other personnel but may refer to reference material as needed. All questions must be answered correctly for a ‘Satisfactory’ assessment outcome to be awarded. 
· An oral examination may be allowed under certain circumstances, whereby your answers will be documented by another party. 
· Any written questions that are incomplete, or not answered satisfactorily will need to be completed again after further training support.
· If you answer a question incorrectly but modify your response, put your initials next to the written change (or the Assessor must initial a verbal change).

	Resources required

	Pen




	FOR THE ASSESSOR

	Instructions

	· Where oral examination has occurred, ensure that this is acknowledged in writing (e.g. FT001 and Assessor Comments)
· All questions must be satisfactorily demonstrated by the Participant for a Satisfactory determination (indicated by an Assessor tick to the right of the question).
· Assessors are to complete marking in pen of a different colour to the Participant.
· If the Participant verbally modifies their response, write in the modified response verbatim and put your initials next to the written change. 


[bookmark: _Ref396827952]

	[bookmark: _Hlk82780839]ASSESSOR COMMENTS

	As necessary, outline:
· Details on reattempts, alternative arrangements or reasonable adjustments made.
· Where a Participant is deemed ‘Not Satisfactory’, provide recommendations for future training.

	




[bookmark: _Ref87527680]Discuss the evolution of leadership theories from the ‘Great Man’ theory to ‘Transactional and Transformational’ theories.

	Answer
	Leadership theory has progressed from viewing leadership as an inherent personal trait to understanding it as a learned, adaptable, and inspirational process.

The earliest Great Man Theory argued that leaders are born with exceptional qualities that naturally set them apart, but it was later criticized for ignoring environmental and contextual influences.

As thinking evolved, Trait and Behavioural Theories shifted the focus toward identifying common leader attributes and observable behaviours, emphasizing that leadership can be developed rather than inherited.
Later, Situational and Contingency Theories introduced the idea that effective leadership depends on adapting style to context, followers, and specific circumstances.

Modern theories such as Transactional and Transformational Leadership expanded this further: transactional leadership focuses on clear expectations, rewards, and performance, while transformational leadership inspires and motivates others through vision, empowerment, and change.
	




[bookmark: _Ref87527683]Describe the ‘Lean Strategy’.

	Answer
	The Lean Strategy is an approach to business improvement that focuses on creating maximum value for customers while minimising waste and inefficiencies. It originates from the Toyota Production System and is built on principles such as optimising processes, eliminating non‑value‑adding activities, and continuously improving.

This method seeks to eliminate waste throughout the entire manufacturing process. dealing with minimising manufacturing costs through wise allocation of resources to achieve the best output.

	




[bookmark: _Ref87527561][bookmark: _Ref162432253]Discuss the democratic leadership style.

	Answer
	The democratic leadership style, also known as participative leadership, is a leadership approach where the leader actively involves team members in decision‑making and values their input before reaching a final decision. Instead of making decisions by themselves, democratic leaders encourage collaboration, open communication, and shared problem‑solving.

This style is characterised by inclusivity, where all team members—regardless of their position—are invited to contribute ideas, express opinions, and participate in discussions. Democratic leaders use transparent communication, actively listen to their team, and empower individuals by giving them ownership of their roles and responsibilities.
	




[bookmark: _Ref162432256]Explain why the democratic leadership style is often the preferred style used by leaders.

	Answer
	The democratic leadership style is often the preferred style used by leaders due to:
· consultation among teams can identify problems early
· good communication benefits staff morale
· participation, open communication, and shared decision‑making, can helps team members feel valued and respected
· gaining access to a wider range of ideas, leading to more innovative solutions and improved outcomes

	




[bookmark: _Ref87527610]Explain the difference between the Laissez-faire leadership style and the autocratic leadership style.

	Answer
	The laissez‑faire leadership style is a hands‑off approach where the leader provides minimal guidance and allows team members significant freedom to make their own decisions. This style can encourage creativity, independence, and innovation, but it may also lead to lack of direction or accountability if team members are not self‑motivated or clear on expectations.

In contrast, the autocratic leadership style is highly directive and controlling, where the leader makes decisions unilaterally without seeking input from others. The leader maintains strict control over tasks, processes, and communication. This style can be effective when quick decisions are required, such as in emergencies, but it can also reduce morale, limit creativity, and make employees feel undervalued.
	




[bookmark: _Ref87530097]Clarify and provide three (3) examples of where your workplace states its values and behavioural standards, and explain how this is achieved.

	Answer
	Where workplace states its values and behaviour standard
	How this is achieved
	

	
	Company Code of Conduct / Policies and Procedures Manual
	Outlines formal values and behavioural standards and is shared during onboarding
	

	
	Site Induction Materials and Toolbox Talks
	Communicate expectations around safety, teamwork, and conduct on a regular basis
.
	

	
	On-Site Posters and Safety Boards
	Provide daily visual reminders of values and expected behaviours
	




[bookmark: _Ref162444165]Describe and provide at least three (3) examples of how your workplace implies its values and behavioural standards.

	Answer
	Where workplace implies its values and behaviour standard
	How this is achieved
	

	
	Leaders modelling safety and respect
	Workers learn expected behaviour by observing supervisors' conduct
	

	
	Daily routines like pre-starts, toolbox talks, and SWMS reviews
	these imply teamwork, accountability, and safety-first culture
	

	
	How the workplace handles issues or mistakes
	supportive responses imply values of integrity, learning, and continuous improvement
	




[bookmark: _Ref87527530]Discuss how leaders can ensure their performance behaviour meets the requirements of the organisation.

	Answer
	Leaders can ensure their performance behaviour meets organisational requirements by:
· Understanding and modelling company values and policies
· Seeking regular feedback and reflecting on their behaviour
· Communicating clearly and respectfully
· Demonstrating accountability and integrity
· Engaging in ongoing training and development
· Reinforcing expectations through daily practices
· Leading by example, especially regarding safety

	




[bookmark: _Ref87534580]It is important that the personal values of employees match with those of the organisation. What are the consequences if this is not so?

	Answer
	If employees’ personal values do not align with the organisation’s values, the consequences can include:
· Reduced motivation and job satisfaction
· Conflicts and poor team culture
· Lower performance and non-compliance
· Greater safety risks
· Higher staff turnover
· Potential damage to the organisation’s reputation

	




[bookmark: _Ref87536068]Describe attitudes and work behaviours you display that contribute to the organisation’s integrity and credibility.

	Answer
	I contribute to organisational integrity and credibility by demonstrating:
· safe work practices
· respectful communication
· leading by example
· taking accountability
· producing high‑quality work
· supporting teamwork

	




[bookmark: _Ref87536069]Discuss at least three (3) traits you would recognise in a credible leader.

	Answer
	1. Consistency and reliability

2. Integrity and ethical behaviour

3. Competence and capability
	




[bookmark: _Ref87595859]Why is it important for you, as a leader in your workplace, to question standards and values portrayed either by the company you work for, or by others, that could be damaging to your organisation’s reputation? Discuss how you would go about raising your questions and who to.

	Answer
	It is important for me, as a leader, to question standards or behaviours that may harm the organisation because doing so protects safety, maintains client trust, supports a strong workplace culture, and upholds the organisation’s integrity.

To raise these concerns, I would gather the facts, address the issue professionally with my direct manager or relevant senior staff, and follow formal reporting procedures where required. This ensures problems are resolved early and the organisation continues to operate ethically, safely, and credibly.
	




[bookmark: _Ref162444410]Explain three (3) ways that you support others at work (including your managers) to behave positively and appropriately and change negative workplace behaviours. Provide an example of your actions.

	Answer
	How you support others towards positive behaviour
	Example
	

	
	Modelling expected behaviour
	Always wearing the correct PPE when onsite and keeping others accountable
	

	
	Coaching individuals through constructive conversations
	Pulling individuals aside if I notice something is wrong with their behaviour to discuss it in a private manner
	

	
	Reinforcing and recognising positive behaviour
	Providing confirming feedback to operators when they do a good job and making sure to thank workers when they go above and beyond
	




[bookmark: _Ref87596665]Explain how you support others at work (including your managers) to behave positively and appropriately and change negative workplace behaviours. Provide an example of your actions.

	Answer
	On one project, I observed a supervisor becoming visibly frustrated and raising his voice at subcontractors during a delay. Instead of addressing it in front of others, I spoke with him privately. I acknowledged the pressure he was under but explained how the behaviour was impacting team morale and escalating tension. Together, we discussed practical ways to communicate expectations without conflict—such as calling a quick stand‑up meeting, using calm but firm instructions, and involving me earlier if issues escalated.

Over the next few weeks, he made noticeable improvements: communication became clearer, there were fewer emotional flare‑ups, and the subcontractors responded more positively. I made a point to recognise his improvement during a weekly coordination meeting, further reinforcing the behavioural change.
	




[bookmark: _Ref87603131]Discuss your understanding of performance management and developing a performance management plan.

	Answer
	Performance management is an ongoing process that aligns employee performance with organisational goals by setting clear expectations, monitoring progress, providing feedback, developing capability, and evaluating results.

A performance management plan includes setting clear & measurable goals (SMART), scheduling regular check‑ins, evaluating performance, and recognising achievements.
	



[bookmark: _Ref87603135]Describe characteristics of an effective performance management plan and the purpose of KPI’s.

	Answer
	An effective performance management plan includes:
· clear expectations
· ongoing monitoring and feedback
· development opportunities
· fair evaluation
· recognition of achievement

KPIs support this process by measuring strategic progress, enabling informed decisions, improving accountability, driving continuous improvement, and ensuring alignment across the organisation.
	




[bookmark: _Ref87607816]Clarify key performance indicators you need to meet to achieve the organisation’s (or your team’s) goals and objectives.

	Answer
	Each month, I have a set requirement of KPI’s I need to achieve:
· 4x Activity Based Conversations
· 1x Safety Inspection
· 1x Environmental Inspection
· 1x Plant Inspection

These KPI’s help demonstrate that I am following the safety and environmental requirements when performing my job.

	




[bookmark: _Ref87609604]When holding a pre-start meeting, why is it important that leaders examine options for risk management put forward by team members?

	Answer
	It is important for leaders to examine team members’ risk‑management suggestions during pre‑start meetings because workers provide valuable insights from hands‑on experience, collaboration leads to stronger safety controls, and listening to staff builds trust and engagement. It also ensures risk controls are practical, encourages a proactive safety culture, and helps the organisation meet its WHS consultation obligations.
	




[bookmark: _Ref162444129]Informed decisions are made when sourcing information from internal and external sources. Discuss three (3) procedures or policies you have used in the workplace and which relevant external source/s align to this.

	Answer
	Procedure/Policy
	External source
	

	
	WHS Management Plan
	WHS legislation and codes of practice
	

	
	Environmental Management Plan
	EPA and state environmental regulations
	

	
	Quality Management System / ITPs
	Australian Standards, client specifications, and industry requirements
	




[bookmark: _Ref87611077]Identify and explain a variety (4-5) sources leaders use to ensure they provide correct information as part of their facilitating and communicating processes.

	Answer
	1. Google and other search engines
2. Other experienced leaders in the field
3. Company resources such as Core Operating Procedures
4. Legislation and other government provided documents
5. Project specifications and drawings

	




[bookmark: _Ref87613547]Describe feedback processes that can be applied when monitoring the implementation and impact of decisions made to work planning.

	Answer
	Effective feedback processes for monitoring work‑planning decisions include:
· Regular progress meetings and check‑ins.
· Using toolbox talks and pre‑starts to gather frontline feedback.
· Reviewing and updating SWMS and risk assessments after changes.
· Monitoring performance data (productivity, safety, quality).
· Conducting one‑on‑one discussions for candid feedback.
· Completing post‑implementation reviews and debriefs.
· Updating work plans based on feedback and lessons learned.

These processes ensure decisions are evaluated continuously, issues are identified early, and work planning remains safe, efficient, and aligned with project goals.
	




The following questions are to be verbally answered to the assessor.

[bookmark: _Ref87615319]Provide an example of when you have modelled high standards of safety management performance/behaviour in front of other workers. Include in your response, the situation, what your actions were and how you ensured that actions met organisational requirements.

	Answer
	During a large civil construction project, our crew was preparing to commence excavation works near live underground services. The job had several high‑risk elements, including the potential for service strikes and plant‑person interaction.

I noticed that workers were becoming complacent due to the repetitive nature of the task and were preparing to move plant into position before the exclusion zones were fully established.

So before they could continue, I stoppped works immediately and brought everyone in for a quick toolbox to review the agreed plan, identify the hazards and risks in the area (JHA card), and then asked for feedback from the team to make sure they understood what we needed to do.
	




[bookmark: _Ref87615868]Explain how you would manage a person in your team who you believed was intoxicated.

	Answer
	If I believed a worker was intoxicated, I would:
1. Remove them from the work area immediately to ensure safety.
2. Conduct a discreet, respectful assessment of their condition.
3. Notify relevant HSE representative and follow drug and alcohol procedures.
4. Ensure safe removal from site and prevent them from driving.
5. Document the incident fully and support follow‑up processes.
.
	




[bookmark: _Ref87615960][bookmark: _Ref87616533]Provide the assessor with evidence of facilitating individuals and the team to participate in the decision making process.

	Answer
	Every day, we have a meeting to run through the works for the following day and determine what plant is required and what works we can safely and effectively complete.

This meeting is attended by the supervision team and engineering team as well as other HSE representatives where we can all raise any concerns or issues we are having and work as a collective group to determine a solution.
	




[bookmark: _Ref87616978]Discuss mathematical information you need when establishing key performance indicators for the team/task.

	Answer
	When establishing KPIs, leaders need mathematical information such as:
· baseline data
· numerical targets
· raw metrics
· weighted scoring
· variance and trend analysis
· time‑based calculations


	




[bookmark: _Ref87617314]Your job has been held up due to delays in material delivery and you have just informed contractors and workers. What do you do with the feedback and how do you ensure that the feedback provided contributes to the decision-making process?

	Answer
	I would write all the feedback down to ensure I remembered it all. Then I would take that feedback to the engineers and my direct supervisor who are involved with the planning to ensure that they are made aware of the issue and the potential solutions that the team have provided. Then I would provide updates to the team when I receive them and potentially look at other jobs we could do in the mean-time while we wait for the materials.
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PRACTICAL ASSESSMENT


	Participant name
	Brodie Page




	FOR THE PARTICIPANT

	Instructions

	· The tasks outlined on the following pages will require performance of normal workplace activities, as a result of a structured activity set by an Observer in the workplace or a simulated activity set by your Assessor/Observer. 
· The timeframe for these tasks will be established by your Assessor/Observer, in consideration of location conditions and industry requirements.
· You must complete all tasks unassisted by the Assessor or other personnel, unless the steps note this assistance. 
· You must attempt all tasks (and itemised steps) for a ‘Satisfactory’ assessment outcome to be awarded.
· For any observation conducted that is incomplete, or without satisfactory performance, the observation will need to be completed again after further training support.




	FOR THE ASSESSOR/OBSERVER

	Instructions

	· The following observation record should be used to judge and record your observations of the Participant as they complete the task(s) set. You must record your observations of the Participant’s performance. 
· For each occasion, indicate the task performed and whether it was a simulation or workplace-based task. 
· Any simulated assessment must ensure the Participant still performs under workplace conditions which reflect industry standards.
· In the comments, provide clear detail regarding the task that the Participant was required to do (e.g. PPE used, materials handled, attachments connected, plant types).
· All steps must be satisfactorily demonstrated by the Participant for a ‘Satisfactory’ determination (indicated by an Assessor tick to the right of each itemised step, or an Observer tick to the right of each itemised step, and confirmation by an Assessor in the Assessor Comments).
· Where you have determined that one or more task steps have not been satisfactorily demonstrated, provide the Participant with additional support and outline details of such assistance in the Assessor/Observer Comments. Allow the Participant two (2) further opportunities to demonstrate the task again to allow an opportunity for a ‘Satisfactory’ assessment outcome to be achieved. 
· If after three (3) attempts the Assessor determines that the Participant cannot demonstrate the required steps, a ‘Not Satisfactory’ outcome is to be determined.





	TASK OUTCOME

	Task
	Date
	Task Type (Tick)
	Location
	Task outcome (Tick)

	
	
	
	
	Satisfactory
	Not Satisfactory

	Task 1 
	Select Date.
	 Workplace
 Simulation
	
	
	

	Task 2
	Select Date.
	 Workplace
 Simulation
	
	
	



	ASSESSOR COMMENTS: GENERAL

	As necessary, outline:
· Details on reattempts, alternative arrangements or reasonable adjustments made.
· Where a Participant is deemed ‘Not Satisfactory’, provide recommendations for future training.

	



	ASSESSOR COMMENTS: PRACTICAL TASK 1: 

	 Individual student (as named on cover page)
 Multiple students [ All from Attendance Report,  Specific students involved – identify students]

	Task
	Provide detail 

	1.B. 
	Specify qualities described that align with organisational policies and procedures:


	1.D. 
	Specify leadership qualities described:


	1.F. 
	Specify support offered:





	ASSESSOR COMMENTS: PRACTICAL TASK 2

	 Individual student (as named on cover page)
 Multiple students [ All from Attendance Report,  Specific students involved – identify students]

	Task
	Details

	2.D. 
	Specify qualities described


	2.F. 
	Specify support offered:





BSBLDR411
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	Practical Task 1

	Description of task:
The participant is required to complete the following Performance Plan OR workplace performance plan for a team member including:
· establishing KPIs that align performance to organisational objectives.

Once developed, the participant must demonstrate implementing the plan including:
· demonstration of positive management performance that meets organisational policies & procedures
· aligning own performance with organisations standards and values
· recognising issues to be resolved and gathering information to resolve issue
· involving individual and feedback in decision-making and risk assessment processes
· evaluating the effectiveness of decisions in terms of how well they meet stated goals

Tasks are at the Assessor’s Discretion, but detail of tasks undertaken must be recorded in the Assessor’s Comments (on the back of the Practical Assessment cover page).

	Resources required: 
Workplace Charter, Code of Conduct or Induction document to access Workplace Standards and Values.



	When completing the task, did the Participant:
	Tick if satisfactorily completed. 
Provide comments if left unticked.

	[bookmark: _Ref87853209]Locate and explain the organisations requirements for management performance.
	
	[bookmark: _Ref56587905][bookmark: _Ref87853235]Describe the organisational qualities required for positive management performance.
	
	1.A.  [bookmark: _Ref153863450]Locate and clarify organisation’s standards and values.
	
	[bookmark: _Ref87853301]Describe organisations expectations related to leadership qualities and how own performance meets these expectations.
	
	1.B.  [bookmark: _Ref87853341][bookmark: _Ref153863385]Determine and document individuals KPIs to enable individual to better meet organisational values.
	
	1.C.  [bookmark: _Ref87853422][bookmark: _Ref153803946]Gather and organise information to support individual in achieving KPIs.
	
	1.D.  [bookmark: _Ref87853448]Discuss potential plan with individual, make adjustments as relevant following discussion.
	
	1.E.  [bookmark: _Ref87853456]Encourage individual to participate in discussion and agreement of how KPIs are to be achieved and timeframe for achievement. (evidenced by signatures)
	
	1.F.  [bookmark: _Ref87853489]Check in with individual during implementation to determine effectiveness of actions.
	
	1.G.  [bookmark: _Ref87853502]Undertake self-assessment of behaviour and make adjustments as required to meet organisational standards and values.
	
	1.H.  [bookmark: _Ref87853709]Behave in a manner that contributes to the integrity and credibility of the organisation.
	
	1.I.  [bookmark: _Ref87853846]Speak with individuals team member to confirm that individual is achieving KPIs.
	
	1.J.  [bookmark: _Ref87853898]Develop and implement a performance plan for an individual.
	
	1.K.  [bookmark: _Ref87853906]Include key performance indicators in plan that meet organisation’s business objectives.
	


Individual Performance Plan template

	Name of Employee:
	

	Performance Period:
	

	Job Title:
	

	Supervisor / Manager Name:
	

	Date:
	Select Date.

	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator: 

	Review Date: 
Select Date.

	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator: 

	Review Date: 
Select Date.

	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator: 

	Review Date: 
Select Date.

	This plan will be implemented by the following actions: 
· 
· 
· 

	Agreed and signed: 
Employee: 
Supervisor: 
	Date: 
Select Date.
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	Practical Task 2

	Description of task:
The participant is required to complete the following Performance Plan OR workplace performance plan for a team including:
· establishing KPIs that align performance to organisational objectives

Once developed, the participant must demonstrate implementing the plan including:
· demonstration of positive management performance that meets organisational policies & procedures
· aligning own performance with organisations standards and values
· recognising issues to be resolved and gathering information to resolve issue
· involving team members and feedback in decision-making and risk assessment processes
· demonstrating understanding of mathematical information relating to quantities and time
· evaluating the effectiveness of decisions in terms of how well they meet stated goals

Tasks are at the Assessor’s Discretion, but detail of tasks undertaken must be recorded in the Assessor’s Comments (on the back of the Practical Assessment cover page).

	Resources required: 
Documents to access Workplace Standards and Values.



	When completing the task, did the Participant:
	Tick if satisfactorily completed. 
Provide comments if left unticked.

	[bookmark: _Ref153863470]Locate and explain the organisations requirements for management performance.
	
	[bookmark: _Ref153863480]Describe the organisational qualities required for positive management performance.
	
	[bookmark: _Ref153863483]Locate and clarify organisation’s standards and values.
	
	[bookmark: _Ref153804697]Describe organisations expectations related to leadership qualities and how own performance meets these expectations.
	
	[bookmark: _Ref87853328][bookmark: _Ref153863336]Determine and document objectives for team improvement to better meet organisational values and requirements.
	
	[bookmark: _Ref87853411][bookmark: _Ref153804788]Gather and organise information to support team in achieving objectives.
	
	[bookmark: _Ref87853540]Calculate experience and capability of team members related to action plan and objectives.
	
	[bookmark: _Ref87853566]Discuss potential plan with team members, make adjustments as relevant and achieve agreement to proceed.
	
	[bookmark: _Ref87853582]Assign employee/s to components of action plan.
	
	[bookmark: _Ref87853635]Check in with team members during implementation of action plan to gauge effectiveness of actions.
	
	[bookmark: _Ref87853758]Comply with organisational standards and values during interaction, planning and implementation of plan.
	
	[bookmark: _Ref87853695]Behave in a manner that contributes to the integrity and credibility of the organisation.
	
	[bookmark: _Ref87853889]Develop and implement a performance plan for the team.
	
	[bookmark: _Ref87853912]Include key performance indicators/ objectives in plan that meet organisation’s business objectives.
	



Team Performance Plan template

	Start date
	Select Date.

	End date
	Select Date.

	Vision/ Aim of the performance plan
	

	Objectives for team improvement 

	Objective
	Employee/s
	Start date
	End date

	1. 
	
	Select Date.
	Select Date.

	2. 
	
	Select Date.
	Select Date.

	Reviewing and Assessment method (how will you track the plan’s implementation, the team’s progress: through team meetings, reports, etc.)

	
	Review Date: 
Select Date.

	Additional support (is there any additional support needed to reach the desired goals: courses, classes, resources?)

	

	Expected outcome (supervisor‘s expectations on the outcome based on the data)

	

	Outcome if goals and objectives are not reached (identify the consequences and further steps if the team fails to satisfy the standards set by the performance plan)

	

	Agreed and signed
Employees: 
Supervisor: 
	Date: 
Select Date.
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