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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
	Luke Marks

	Participant signature
	



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

	 Not applicable



	Task
	Date completed
	Assessment Results 

	Theory Exam
	
	 Satisfactory 
	 Not Satisfactory

	Practical Assessment Task 1
	
	 Satisfactory 
	 Not Satisfactory

	Practical Assessment Task 2
	
	 Satisfactory 
	 Not Satisfactory

	Outcome for BSBLDR411
	
	 Competent
	 Not Yet Competent



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

	 Theory Exam
	 Practical Assessment



	Assessor Name
	

	Assessor Signature
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THEORY EXAM


	Participant name
	Luke Marks




	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: _Ref87527680]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.

	


Discuss the evolution of leadership theories from the ‘Great Man’ theory to ‘Transactional and Transformational’ theories.

	Answer
	Great man theory posited that the qualities that were required for effective leadership were innate and could not be learned. It was then theorised that leadership was a result of personality traits however upon further research a specific set of traits that determined leadership could not be defined. Ideas on leadership developed to become more focussed on patterns of behaviour rather than personality traits. Different behaviour patterns were identified and classified as specific leadership styles. Further depth of understanding was added when situational differences was included in analysis. An effective leader is someone who could adapt styles to match the requirements of the context in which they found themselves. Transactional and transformational theories were then developed to suit management of changing contexts. They focus less on the leader and more on feedback provided by a system or team and the many interactions within. 

	




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

	Answer
	The ‘Lean Strategy’ started as a manufacturing methodology focussing on reducing waste and optimising production. It is a system that uses constant feedback to drive continuous improvement in a business. Lean strategy has two main ideas: Continuous improvement and respect for people. The “continuous improvement cycle”  first identifies opportunities for improved, then creates a plan for changes, implements the change and then monitors and reviews the outcome of the change. Lean strategy was adapted from manufacturing to software development and become a leadership style known as Agile methodology. 

	



[bookmark: _Ref87527561]Discuss democratic leadership style and explain why it is often the preferred style used by leaders.

	[bookmark: _Hlk85785851]Answer
	Democratic leadership is a style that focuses on getting feedback and input from team members before changes and decisions are made. Democratic managers delegate to team leaders decisions regarding implementation of change and decisions but retain final say and responsibility for decisions and outcomes. Democratic leadership is a preferred styles as it makes team members feel included and listened to and promotes buy in.  Open lines of communication also help allow feedback regarding issues to come through as they arise. Democratic leadership if taken too far can slow down work and affect productivity. 

	




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

	Answer
	In the Laissez-faire style the leader is hands off and leaves the majority of decisions that need to be made to their team members. The autocratic leadership style is completely opposite in that the leader makes all decisions generally without consulting the team. Monitoring of performance and progress in a laissez-faire style  is also different to an autocratic styles. Autocratic leaders will monitor each stage of a project and micro-manage where a laisse-faire style leader could be said to provide too little oversight of progress. 

	




[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
	We use a variety of forums and mediums to communicate our values and standards. The daily pre-start meeting is the most used to communicate values and standards. This allows opportunity for communication of expectations and feedback while all staff are present. Our site office signage is visible to all and outlines BMD’s values and priorities of safety and environmental management. We also have  toolbox meetings which will focus on one specific element of works and provide more in depth information.

	




[bookmark: _Ref87530126]Describe and provide at least three (3) examples of how your workplace implies its values and behavioural standards.

	Answer
	BMD’s core values are stated as “Family, Empowering, Determined, Collaborative and Striving to do better”. Often prior to commencement of a new task we will discuss with our sub-contractors and plant operators about our plan to complete the task. Often times we will request for feedback or ideas to help improve our plan which implies our values of collaboration. At each morning’s pre-start we open the floor to all staff and subbies and offer a chance to provide feedback on any safety or environmental issues. This practice implies our core value of Striving to Do Better. BMD staff are often given opportunity to increase their skills, gain new tickets or qualifications which implies their stated core value of ‘Empowering’. 

	




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

	Answer
	Leaders need to be clear eyed in their self assessments and then compare their performance and results of their works against the stated standards and values of their organisation. They may also consider using constructive feedback from colleagues in order to make an objective assessment of their performance.

	




[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
	A discrepancy between the values of an organisation and the values of employees has the potential to cause issues. A difference in values may mean that both parties are not aligned in their goals or in their standards of work or expectations. This can cause situations where achieving success is undermined by employees who do not understand or agree with the stated objective or method of works.

	




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

	Answer
	I work hard to make sure that I am consistent in my enforcement of standards around site. I think it is important that everyone is treated the same when it comes what is expected of them. I try to keep a positive outlook and to communicate this with the team. I also am open to listening to criticisms of the company and if possible then providing some insight into why we do things the way we do them.  

	



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

	Answer
	A credible leader is someone who inspires confidence and trust in his colleagues. This can be achieved by showing consistent fairness in how they deal with their peers and team members. Consistent fairness allows your team members the confidence to know how they will be treated with they approach you with issues they may face in the workplace. A reputation of credibility is also earned being an active listener and a strong communicator. This helps to ensure that the flow of information around your business is constant meaning that mistakes are likely to be picked up quickly and new efficiencies can be found. A credible leader should also have strong knowledge base of the field that they are working in . It is hard to be viewed as a credible leader and person if you aren’t able to demonstrate a solid understanding of the tasks that your team are trying to achieve.

	




[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
	Leaders must be wary of areas of their businesses practices and values that can potentially harm the reputation of the company. A public perception of a company that is operating unethically can harm potential business opportunities. There is also the likelihood that improper values or standards may have a damaging effect on the morale of the employees that work for the company. If the damaging behaviour or standards have you operating outside of Australian standards, particularly safety standards, there is also a chance of legal ramifications should a crisis occur. Raising these kinds of concerns can be a delicate issue. It is important that the correct avenues are used. The first point of call for issues such as this would be your direct supervisor. If there is no help offered then it would be necessary to document these concerns and raise them with someone further up the chain of command. If possible I would bring a proposal of an viable alternative.


	



[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
	I try my best to keep a positive outlook and word on the challenges that we face at work. Recently we’ve had a significant amount of rain which has delayed progress and kept a lot of subcontractors stuck at camp unable to receive their full pay. When I hear people disgruntled with the circumstances I will usually agree with them about how poor the situation has been, ask them how they are coping, and then tell them that the dry season is not far away and that we’ll all be making the most of it come April. 

	




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

	Answer
	Performance management is about setting expectations and targets for a team member or team. This is done so that a business is able to achieve short and long term goals, and so that there is a reasonable set of metrics by which to measure the success and effort of teams or team members. The development of a performance management plan requires consideration of the broader aims of the business and construction of specific KPI’s that accurately measure the group or individual’s contributions towards those goals. This also requires scheduled check-ins to assess how the objectives are being met along with a support framework to give teams or individuals easy access to help should they require it.

	



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

	Answer
	KPI’s are an assessable set of objectives or goals that are designed to measure performance and help teams or individuals understand how their work assists acheiving the broader aim of a project/business. 

	




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

	Answer
	Our KPI’s primarily relate to safety compliance. We are required to complete 3 ABC’s, 1 Health and safety review, 1 environmental assessment and 2 compliance checks. These compliance checks are to ensure that our staff on the ground have ticked the required safety boxes. I also have targets to hit with production. These include calculating daily cost of placing materials for pavements works.

	




[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
	Our team members have different levels of experience and can provide valuable suggestions for different ways to do things. The people on the ground often have a different perspective on works than engineers may and may be able to find a more practical or safer way to work. Getting feedback from team members allows them to contribute to the plan and helps increase participation and ‘buy in’.

	




[bookmark: _Ref87610096]Informed decisions are made when sourcing information from internal and external sources. Discuss a procedure or policy you have used in the workplace and which relevant external source/s align to this.

	Answer
	If an incident has occurred, depending on the severity it is often that we will take time to review our SWMS with relevant work groups and parties, asking for feedback and alternative methods for things. We can then implement changes as required. This method of reviewing SWMS is recommended by Safe Work Australia’s Construction Work Code of Practice (ISBN 978-0-642-33361-2 (PDF))

	




[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
	It is important to use a variety of sources to ensure the accuracy of information. These can include Australian standards which provide specific requirements, management which can provide insight into business needs and ways of achieving them, company policies and procedures which outline strict requirements for approaches to tasks, team members  which can provide valuable experience and internal reports which can provide data to support decisions. 

	




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

	Answer
	Feedback is essential as it can be used to gain learnings and achieve better outcomes. It is important to institute a program of feedback that ensures that both positive and negative feedback are promoted and considered. It is important to make sure that there are avenues for feedback to be provided as quickly as possible so that corrective changes can be considered if required. At our business we have an open forum at pre-starts that allow for any member of our business to provide feedback, there is also an invitation to provide it in a private context after the pre-start if they do not feel comfortable to do so in front of the group. We also periodically provide anonymous feedback forms for all staff to submit. 

	





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
	I was asked to work as a dogman to move some form shutters into place to allow for pouring of flame traps. The team that I was moving the formwork was 75% people who did not speak English. Before commencing the lift I completed a lift assessment, then we completed a JHA and discussed the lift with the team and I used someone as a translator for those who did not speak English. Part of the discussion was around staying clear of the suspended load and for only me to handle the suspended load. Once we were underway multiple team members made their way to handle the lifted formwork. I directed the digger operator to ground the formwork and stopped work. I then got the team back together and created an exclusion zone for the lift, and the concreters were only able to enter once the suspended load was grounded in such a way to make adjustment of it into place safe.

	




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

	Answer
	First I would ask to speak with the person privately and ask them if they were intoxicated. If they deny that they were I would raise the issue with another supervisor and our safety staff and arrange for the person to submit for a breath analysis. If necessary I would explain the risks that working intoxicated has created for the person and for their colleagues. 

	




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

	Answer
	I’m currently working on placing subgrade for a taxiway. Before commencing works I will have a discussion with my grader drivers and roller operators about what we hope to achieve for the day. Part of this discussion will involved getting ideas and feedback on the best methods that we can use for things like placement, appropriate routes for trucks, any issues that have occurred previously. This allows the team members a chance to submit suggestions and also to gain buy in on how we plan to complete our days works.  When organising labour tasks (setting up parking bays for example) I will talk to the labourers about why we need to do a task, then outline how I had intented on them completing the task, then consult them to see if they have any better ideas on how to go about it.

	




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

	Answer
	When establishing KPI’s you will need statistics from the past which you can reliably use to compare against future performance. You can then use these statistics to create a benchmark for your staff to achieve. This should be an expectation that is ambitious but achievable. There also needs to be a reasonable timeframe attached to the KPI.

	




[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 collate information on how the project was materially impacted by the delays and feed this back to the supplier, stressing to them how significant the hold up was for our works. I would also ensure that in future we are allowing additional time for deliveries of this nature. 
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PRACTICAL ASSESSMENT


	Participant name
	




	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 
	
	 Workplace
 Simulation
	
	
	

	Task 2
	
	 Workplace
 Simulation
	
	
	



	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.

	



BSBLDR411
Demonstrate leadership in the workplace

	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:
· establish KPIs that align performance to organisational objectives
Once developed, the participant must demonstrate implementing the plan including:
· demonstration of positive management performance that meet 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 should be recorded below or in the Assessor Comments.

	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.

	1.A.  [bookmark: _Ref87853209]Locate and explain the organisations requirements for management performance.
	
	[bookmark: _Ref56587905][bookmark: _Ref87853235]Describe the organisational qualities required for positive management performance.
	
	Assessor specify qualities described that align with organisational policies and procedures

	
	1.B.  [bookmark: _Ref87853268]Locate and clarify organisation’s standards and values.
	
	[bookmark: _Ref87853301]Describe organisations expectations related to leadership qualities and how own performance meets these expectations.
Assessor specify qualities described

	
	1.C.  [bookmark: _Ref87853341]Determine and document individuals KPIs to enable individual to better meet organisational values
	
	1.D.  [bookmark: _Ref87853422]Gather and organise information to support individual in achieving KPIs
Assessor specify support offered

	
	1.E.  [bookmark: _Ref87853448]Discuss potential plan with individual, make adjustments as relevant following discussion.
	
	1.F.  [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.G.  [bookmark: _Ref87853489]Check in with individual during implementation to determine effectiveness of actions.
	
	1.H.  [bookmark: _Ref87853502]Undertake self-assessment of behaviour and make adjustments as required to meet organisational standards and values.
	
	1.I.  [bookmark: _Ref87853709]Behave in a manner that contributes to the integrity and credibility of the organisation.
	
	1.J.  [bookmark: _Ref87853846]Speak with individuals team member to confirm that individual is achieving KPIs.
	
	1.K.  [bookmark: _Ref87853898]Develop and implement a performance plan for an individual.
	
	1.L.  [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:
	

	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator:

	Review Date:


	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator:

	Review Date:


	Key Result Area: 

	Organisational Objective: 

	Key Performance Indicator:

	Review Date:


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

	Agreed and signed:
Employee: 

Supervisor: 
	Date:




BSBLDR411
Demonstrate leadership in the workplace

	Practical Task 2

	Description of task:
The participant is required to complete the following Performance Plan OR workplace performance plan for a team including:
· establish KPIs that align performance to organisational objectives
Once developed, the participant must demonstrate implementing the plan including:
· demonstration of positive management performance that meet 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 should be recorded in the Assessor’s Comments.

	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.

	2.A.  [bookmark: _Ref87853226]Locate and explain the organisations requirements for management performance.
	
	[bookmark: _Ref87853242]Describe the organisational qualities required for positive management performance.
	
	2.B.  [bookmark: _Ref87853262]Locate and clarify organisation’s standards and values.
	
	2.C.  [bookmark: _Ref87853309]Describe organisations expectations related to leadership qualities and how own performance meets these expectations.
Assessor specify qualities described

	
	[bookmark: _Ref87853328]Determine and document objectives for team improvement to better meet organisational values and requirements
	
	[bookmark: _Ref87853411]Gather and organise information to support team in achieving objectives
Assessor specify support offered

	
	[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.
	
	2.D.  [bookmark: _Ref87853889]Develop and implement a performance plan for the team.
	
	2.E.  [bookmark: _Ref87853912]Include key performance indicators/ objectives in plan that meet organisation’s business objectives.
	

Team Performance Plan template

	Start date
	

	End date
	

	Vision/ Aim of the performance plan
	

	Objectives for team improvement

	Objective
	Employee/s
	Start date
	End date

	1. 
	
	
	

	2. 
	
	
	

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

	
	Review 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:
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