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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
	Padraig Dineen

	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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BSBLDR411 
Demonstrate leadership in the workplace

THEORY EXAM


	Participant name
	Padraig Dineen




	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.

	


[bookmark: _Hlk146911029]Discuss the evolution of leadership theories from the ‘Great Man’ theory to ‘Transactional and Transformational’ theories.

	Answer
	The evolution of leadership theories has seen a significant shift from the early 'Great Man' theory to the modern 'Transactional and Transformational' theories. The 'Great Man' theory, prevalent in the 19th century, suggested that leaders are born with innate qualities and cannot be made. This notion gradually gave way to 'Trait Theories' in the early 20th century, attempting to identify specific leadership traits but ultimately proving inconclusive.

In the 1990s, leadership theories evolved in response to the challenges of rapid change, technology, and globalization. Transactional leadership, which focuses on exchanges and rewards, emerged as a way to manage day-to-day tasks. Meanwhile, transformational leadership became prominent for inspiring and motivating followers through vision and personal growth.

This evolution reflects a shift from a simplistic view of leadership as an inherent quality to a more complex understanding of leadership as a dynamic process influenced by interactions between leaders, followers, the situation, and the larger organizational system. In today's context, leadership theories have diversified further to encompass approaches like Lean and Agile, adapting to the fast-paced and complex challenges of the 21st century.









	




[bookmark: _Ref87527683][bookmark: _Hlk146912418]Describe the ‘Lean Strategy’.

	Answer
	[bookmark: _Hlk146912428]In summary, the Lean strategy is a comprehensive approach that seeks to enhance the efficiency, quality, and value delivery of an organization by continuously improving processes, respecting and involving employees, and eliminating waste. While it originated in manufacturing, Lean principles have been adapted and applied to various industries, making it a versatile and valuable strategy for achieving operational excellence and customer satisfaction.Top of Form


	



[bookmark: _Ref87527561][bookmark: _Hlk146912473]Discuss democratic leadership style and explain why it is often the preferred style used by leaders.

	[bookmark: _Hlk85785851]Answer
	[bookmark: _Hlk146912594][bookmark: _Hlk146912595]Democratic leadership is often preferred by leaders because it encourages team involvement in decision-making, taps into collective wisdom, improves communication, identifies problems early, promotes accountability, and enhances adaptability. However, it may not be suitable for all situations and can be time-consuming.

	



[bookmark: _Hlk146912624]
[bookmark: _Ref87527610]Explain the difference between the Laissez-faire leadership style and the autocratic leadership style.

	Answer
	The Laissez-faire leadership style is characterized by a hands-off approach where the leader delegates many decisions to the team, giving employees a sense of empowerment and fostering creativity and innovation. However, it requires responsible and committed employees, and problems may go undetected until they become serious.

On the other hand, the Autocratic leadership style is dictatorial, with the leader having total authority and control over decision-making, closely monitoring tasks to ensure strict adherence to plans and schedules. While some individuals may prefer clear direction, this style can frustrate employees, lead to passive resistance, stifle innovation, and necessitate continuous pressure from the leader. In general, the Autocratic style is less effective at optimizing team performance compared to the Laissez-faire approach.

	




[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
	In my workplace, values and behavioural standards are communicated through:
1. Company Policies: Values and standards are documented in policies like the Drug and Alcohol Policy, accessible to employees through handbooks and the intranet.
2. Posters and Notices: Visual reminders in common areas emphasize key values and expectations.

Organizational values establish a foundation for fostering a positive workplace culture and serve as a guiding code of conduct for employees. These values can either be explicitly documented or subtly conveyed during site meetings, like toolbox meetings, through documents like JSAs or safety promotions, as well as via notices and newsletters. Furthermore, the organization's commitment to these values is evident in its punctual payment of employees on the agreed-upon day.Top of Form


	




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

	Answer
	My workplace uses Recognition and Awards they reward employees who embody the company's values and standards

My workplace During the onboarding process, our company provides training that reinforces the company values and behavioral standards.

Our company display values and behavioural standards on crib room walls and site offices also on their website..

	




[bookmark: _Ref87527530][bookmark: _Hlk146914680]Discuss how leaders can ensure their performance behaviour meets the requirements of the organisation.

	Answer
	Leaders can ensure their performance behavior meets the requirements of the organization by building trust-based relationships, conducting self-assessments, objectively evaluating their performance against organizational standards, and demonstrating transparency, honesty, openness, reliability, and consistency in their actions.

	




[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
	
Matching organizational values with employee values is crucial for effective performance management and planning. When alignment exists, it fosters better cooperation and support. However, when there's a mismatch, it can lead to challenges in securing honest support and may even result in disruptive conflicts.

	




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

	Answer
	My attitudes and work behaviors that contribute to the organization's integrity and credibility include:
1. Operating from a position of accountability, responsibility, and ownership.
2. Being reliable and consistently following through on commitments.
3. Respecting privacy and maintaining confidentiality.
4. Having a good sense of humor and being able to laugh at myself.
5. Focusing on the problem, not personal issues or conflicts.
6. Demonstrating empathy and patience in interactions with others.
7. Striving for continuous self-improvement.
8. Practicing politeness and protecting the self-esteem of colleagues.
9. Being authentic, displaying ethical behavior, and maintaining honesty.
10. Encouraging and praising my colleagues and team members.
11. Engaging in activities that support the growth and development of team members.
12. Displaying strength of character and building rapport with people from diverse backgrounds.
13. Serving as a coach and mentor to help others succeed and grow


	



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

	Answer
	· someone who is a good listener and good communicator
· someone who is transparent and honest at all times
· someone who leads by example and is a good guide for others
· 


	




[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
	

1. Recognizing issues promptly when they arise.
2. Analyzing the root causes behind the issues.
3. Identifying the barriers preventing issue resolution.
4. Facilitating a professional and esteem-preserving approach to issue resolution.
5. Taking actions that promote the optimal outcome for all parties involved in resolving the issues.
I would raise any issue or address any questions with my supervisor, engineer or superintendent 

	



[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
	
To support positive behavior on my construction site and address negative behaviours:

I Lead by example.
Encourage open communication.
Provide constructive feedback.
Promote training and development.
Recognize and reward positive behaviour.
Offer conflict resolution when needed.
For example, if a worker is consistently late, I would have a private conversation to find a reasonable solution. 

	




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

	Answer
	Performance management involves aligning knowledge, workforce, and resources with organizational goals. It includes task-level management, where leaders select employees and allocate resources to meet specific objectives, and individual-level management, which sets expectations and outlines developmental steps. An effective plan should be clear, objective, easy to monitor, simple to execute, and communicated positively to all parties involved.

	



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

	Answer
	An effective performance management plan should:
1. Align with organizational goals.
2. Set clear expectations and goals.
3. Include regular feedback.
4. Utilize Key Performance Indicators (KPIs) for objective assessment.
5. Encourage two-way communication.
6. Support individual development.
7. Recognize and reward outstanding performance.
8. Document progress.
9. Be flexible and fair.
10. Involve manager training and employee input.
KPIs serve the purpose of measuring progress, providing objective assessment, guiding data-driven decisions, motivating employees, and identifying areas for improvement within the plan.


	




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

	Answer
	To implement performance plans aligned with KPIs for achieving organizational or team goals:

Assign tasks based on skills.
Clearly communicate expectations.
Understand team members' motivations.
Confirm willingness for tasks.
Utilize individual strengths.
Encourage self-direction.
Promote collaboration.
Define and agree on measurement criteria.
Regularly review progress.
Adjust plans as needed.





	




[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
	When holding a pre start meeting It important for leaders to: 
1. Carefully assess options and associated risks.
2. Collaborate with your team to spot issues and brainstorm solutions.
3. Use worker feedback to improve implementation and processes. This approach enhances decision-making and minimizes risks for successful outcomes.


	




[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
	In the workplace, we adhere to our internal Code of Conduct, focusing on ethical and informed decision-making. We also reference Australian Standards, which provide industry-specific guidelines for quality and safety. This alignment ensures that our decisions are both ethical and in line with industry best practices.:

	




[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
	Leaders can use the following sources to provide the correct information  example of the Internal Sources:
Code of Conduct, 
General policies and procedures
Vision and mission statements
Safety reports
Example of External Sources
Australian Standards
Codes of Practice
Market surveys
Stakeholder reports
Shareholder reports





	




[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 should:
1. Be specific and focused on the decisions or actions taken.
2. Be provided promptly after implementation.
3. Occur in a suitable and comfortable environment.
4. Be framed in a positive context, highlighting both successes and areas for improvement.
5. Offer clear, actionable steps for improvement.
6. Encourage two-way communication.
7. Be documented for tracking progress.
8. Establish regular feedback cycles.
9. Include feedback training if needed.
10. Seek input from various sources.
11. Consider technology tools for feedback management.
These practices ensure that feedback contributes to informed decision-making and ongoing improvement in work planning.


	





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 the site supervisor and Safety was a paramount concern, and I wanted to ensure that all workers on the site consistently adhered to the organization's Personal Protective Equipment (PPE) requirements.
Actions Taken: One morning, I noticed a worker, John, who had arrived on-site without his required PPE, specifically his hard hat. Instead of simply reprimanding him, I took a proactive and constructive approach to address the situation:


	




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

	Answer
	
If I suspect a team member is intoxicated, I would discreetly observe their behavior for signs of impairment. Safety is paramount, so I'd immediately remove them from any hazardous tasks or equipment. Privately, I'd inquire about their condition. Documentation is crucial, and I'd follow company policies, notify health and safety. Provide duty of care such as arranging for a safe ride home or medical attention if needed. Afterward, I'd follow up with the individual to discuss consequences and preventive measures, emphasizing our commitment to safety and zero tolerance for substance use on the job.

	




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

	Answer
	I facilitated team participation in decision-making by:
1. Emphasizing data accuracy.
2. Prioritizing current information.
3. Identifying reliable sources.
4. Organizing data for easy use.
5. Encouraging clear communication.
6. Resolving ambiguity.
7. Ensuring proper measurement processes.
This approach enhanced decision quality.
.

	




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

	Answer
	Focus on measurable factors within the team's control. Use SMART criteria for clear, achievable goals. Involve the team for commitment and informed target setting. Account for external factors using historical data. Employ tools like Gantt charts for effective planning. Quantitative Data: Measurable data points that can be used to assess performance objectively. For example, numbers, percentages, or counts.

	




[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
	Gather specific feedback on material delivery delays.
  Collect feedback promptly after informing contractors and workers.
  Create an appropriate and open environment for feedback.
  Frame feedback positively, emphasizing its value for finding solutions.
  Review and analyze feedback to identify common issues.
  Prioritize feedback and develop an action plan.
  Engage relevant stakeholders in decision-making, if needed.
  Implement solutions and monitor their effectiveness.
  Establish an ongoing feedback loop for continuous improvement.
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Demonstrate leadership in the workplace

PRACTICAL ASSESSMENT


	Participant name
	Padraig Dineen




	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:
	Sean Kelly


	Performance Period:
	6 months – October to April

	Job Title:
	Foreman

	Supervisor / Manager Name:
	Padraig Dineen

	Date:
	23/10/2023

	Key Result Area: Quality Assurance

	Organisational Objective: Deliver high-quality construction work that meets or exceeds industry standards and client expectations.

	Key Performance Indicator:
1. Implement and adhere to quality control procedures.
2. Conduct regular inspections and quality checks on workmanship.
3. Address any defects or deviations from the project specifications promptly.
4. Achieve a client satisfaction rating of 95% or higher.

	Review Date:
Monthly

	Key Result Area: Project Timeline

	Organisational Objective: Complete the construction project within the agreed-upon timeline to meet client expectations and minimize disruptions

	Key Performance Indicator:
1. Monitor and track project milestones and deadlines.
2. Ensure that subcontractors meet their project timeline commitments.
3. Identify potential delays and implement strategies to mitigate them.
4. Complete projects within 5% of the agreed-upon timeline

	Review Date:
Monthly

	Key Result Area: Project Safety

	Organisational Objective: Ensure a safe working environment for all employees and contractors on the construction site, in alignment with the company's commitment to zero accidents.

	Key Performance Indicator:
1. Maintain a zero-incident rate on the construction site.
2. Conduct weekly safety meetings and toolbox talks to reinforce safety awareness.
3. Ensure all workers are equipped with and properly use personal protective equipment (PPE).
4. Complete a monthly safety inspection and report on safety compliance.

	Review Date:
Monthly

	This plan will be implemented by the following actions:
· Training and Development: Ensure that the construction site foreman receives any necessary training and development to meet the KPIs and objectives of the plan. This might include safety training, leadership development, and project management courses.
· Regular Performance Reviews: Conduct regular performance reviews to assess progress against the KPIs. These reviews should be constructive and provide feedback on strengths and areas that need improvement.
· Provide Resources: Ensure that the foreman has access to the necessary resources, equipment, and personnel to fulfill their role effectively. This might include budget allocations, safety equipment, and additional labor when needed.
· Monitoring and Reporting: Implement a system for monitoring and reporting on the KPIs. This might involve software tools to track project timelines, budget expenditures, safety incident reports, and quality control measures.
· Communication: Maintain open lines of communication with the foreman. Encourage them to report any issues, obstacles, or concerns they encounter in their role. Make sure they understand the organizational standards and values.
·  
·  
·  

	Agreed and signed:
Employee: Sean Kelly


Supervisor: Padraig Dineen
	Date:
23/10/23



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
	23/10/2023

	End date
	23/04/2023Mo

	Vision/ Aim of the performance plan
	The vision or aim of the performance plan, is to improve the team's overall performance and effectiveness in alignment with the organizational objectives The performance plan serves as a strategic tool for setting clear goals, standards, and expectations to drive the team's success..

	Objectives for team improvement

	Objective
	Employee/s
	Start date
	End date

	1. Foster Employee Development

KPI 1: Conduct quarterly performance reviews for all team members and create individual development plans. 2. 

KPI 2: Facilitate at least one training session or workshop per quarter to improve team members' skills and knowledge.
	John Smith
Dan Clarke 
Amanda Black
	23/10/2023
	23/04/2023

	2. Enhance Team Efficiency.

KPI 1: Reduce team errors by 25% through additional training

KPI 2: Increase team productivity by 20% through process optimization
	Sean Kelly
Josh Bysouth 
Nic Hanson 
	23/10/2023
	23/04/2023

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

	1. Regular Team Meetings:
· Schedule periodic team meetings (e.g., weekly, bi-weekly, or monthly) to review progress.
· Encourage open discussions about the plan's implementation and any challenges faced.
2. KPI Tracking and Dashboards:
· Create KPI tracking systems and dashboards for real-time monitoring.
· Ensure that KPI data is easily accessible to team members and stakeholders.
3. Monthly Progress Reports:
· Generate monthly progress reports that summarize the team's performance against KPIs.
· Analyze trends, discuss achievements, and identify areas needing improvement.
4. Quarterly Performance Reviews:
· Conduct quarterly performance reviews with individual team members to discuss their contributions to the plan's objectives.
· Evaluate progress toward individual development plans (IDPs).

	Review Date:
Last Friday of every month 

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

	Training and Development Programs:
· Assess if the team requires additional training to meet specific KPIs.
· Identify relevant courses, workshops, or classes that can address skill gaps or knowledge deficiencies.
· Allocate resources for team members to participate in training programs.
Resource Allocation:

· Ensure that the team has access to the necessary tools, software, and resources required to achieve their goals.
· Allocate budgets for acquiring or upgrading resources as needed.


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

	1. Improved Performance Against KPIs:
· I expects the team to meet or exceed the KPI targets set in the plan. This includes reducing errors, increasing productivity, improving customer satisfaction, or enhancing employee development.
2. Consistent Progress Monitoring:
· Regular and proactive monitoring of KPIs, team meetings, and data analysis is expected. I anticipates that team members are actively engaged in tracking their performance.
3. Effective Problem Resolution:
· I expects that the team is adept at recognizing and addressing issues that arise during plan implementation. This includes swift problem-solving and adaptability to challenge


	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)

	1. Identify Root Causes:
· Conduct a thorough analysis to identify the reasons for not meeting the objectives. This may include examining KPI data, conducting surveys, and seeking input from team members.
2. Review the Plan:
· Reevaluate the performance plan to determine whether the objectives were realistic and attainable. Adjust goals if necessary, considering the team's capabilities and external factors.
3. Provide Support and Resources:
· Assess whether the team had access to the necessary resources, training, and support. Address any resource gaps or training needs that may have hindered performance.
4. Encourage Accountability:
· Hold team members and leadership accountable for their responsibilities in the plan's implementation. Encourage ownership of outcomes.
5. Feedback and Coaching:
· Offer constructive feedback to team members regarding areas that need improvement. Provide coaching or additional training as needed.
6. Revised Action Plan:
· Collaborate with the team to create a revised action plan that addresses the identified weaknesses and outlines specific corrective actions


	Agreed and signed
Employees: John Smith
Dan Clarke 
Amanda Black
Sean Kelly
Josh Bysouth 
Nic Hanson


Supervisor: Padraig Dineen
	Date:
23/10/2023
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