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MANAGING 

TEAM AND 

INDIVIDUAL 

PERFORMANCE  

Unit Level 5 Good Practice 

Unit Number 5003V1 CMI’s Unique Selling Point (USP) is that our 

centres can deliver and assess our qualifications 

in a variety of ways, provided the learner 

demonstrates achievement of the assessment 

criteria.  The best practice details offered below 

aim to support our USP and at the same time give 

our centres an idea of the type of evidence of 

knowledge, understanding or ability that we would 

wish to see from learners. 

When assessing this unit please be aware that the 

learner has to meet all the assessment criteria in 

order to pass.  The unit is written using framework 

level descriptors and the assessment criteria is at 

a level 5 level of difficulty. 

Ofqual Reference L/504/9026 

Credit Value 9 

Total Unit Time 90 

Guided Learning Hours 30 

LEARNING OUTCOMES ASSESSMENT CRITERIA GOOD PRACTICE 

1 Be able to identify and agree 
performance objectives for 
your team and individuals 
 

1.1 Explain the links between individual, team and 
organisational objectives 
 
 
 
 
 
 
 

For this element and, ideally drawing from a 

known organisational context, the linkages can 

readily be demonstrated through the notion of the 

‘golden thread’ that joins vision, mission, values 

and strategic objectives, through (often) 

hierarchical plans linking objectives relating to the 

teams and the individuals that comprise those 

teams. There are various theoretical contributors 

to golden thread and associated theory (e.g. 

organisational alignment and structure) that would 

support this explanation and similarly, an ideal 

1.2 Identify the selection of individual and team objectives for 
agreement 
 



35 CMI SYLLABUS | LEVEL 5 IN MANAGEMENT AND LEADERSHIP v07 

 

 
 
 
 

opportunity exists to use diagrammatic evidence 

to demonstrate the concept in organisational 

practice. 

Closely interrelated and supported by the 

explanation in 1.1 above, this section could be 

evidenced in a number of ways including (but not 

confined to) the identification of team and 

individual objectives and responsibilities: 

 As part of the appraisal process; where 

objectives for a given period of time are 

(mutually) agreed at the individual level 

(but as a function of team objectives). 

Organisational examples/templates 

(anonymised if necessary) could provide 

further evidential support for this section.  

 As part of the business planning process 

where departmental (team) objectives are 

determined and distilled from the strategic 

overview/composite. 

 As part of the line management process 

where individual objectives are allocated 

as part of the overall team objectives. This 

requires management knowledge of the 

skills sets, team dynamics and other 

attributes within the team to inform ‘best 

fit/alignment’ when assigning tasks 

 Recognising the general use of SMART 

objective setting would also support this 

1.3 Identify areas of individual and team responsibility in 
achieving objectives  
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 section  

This section considers the ways in which the 

management function can create an environment 

of trust and support and could be usefully framed 

in a known organisational context where possible; 

content could include: 

 The consideration of behaviours that 
engender trust 

 The role of communication in creating (or 
destroying) trust 

 Organisational values and norms 

 Interpersonal/relationship skills and 
attributes 

 Psychological contracts 
 

There are many contributors to this area of 

management who include but are certainly not 

confined to: McGregor, Maslow, Luft and Ingham, 

Covey and Guest. 

1.4 Identify the need to create an environment of trust and 
support with others 

2 Be able to assess 
performance against 
objectives and provide 
feedback 

2.1 Evaluate individual and team performance against 
objectives 
 
 
 
 

Naturally linked but can be dealt with separately if 

preferred; these assessment criteria provide a 

broad opportunity for the candidate to consider 

their own organisation in; explaining recording 

systems for performance, examining methods of 

providing feedback and ways of evaluating 

performance. Areas to consider that are common 

to most organisations could include (but again, 

are not confined to): 

 Systems, methods and 

documentation/records  relating to the 

2.2 Examine methods of feedback to individuals and teams in 
relation to their performance against agreed objectives 
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2.3 Examine the causes of conflict, and  strategies used to 
minimise or prevent conflict  
 
 
 
 
 

appraisal or supervision process  

 Informal and formal ways of providing 

feedback; whether positive or negative 

 The so called ‘Feedback sandwich’ 

approach 

 Difficult conversations 

 Recognising and celebrating success 

 Performance management recording 

 360 degree appraisal processes 

 Using the business planning process to 

review team targets  

 Reporting against performance measures 

e.g. KPIs 

 Team meetings 

 Cultural dimensions  

(Updated Feb 2015) 

Linking closely to 1.4, managing conflict can be a 

challenging occurrence for managers. Ideally 

drawing from workplace experiences this section 

could usefully examine: 

 Causes of conflict (e.g. personality 

clashes, territory and protectionism, 

organisational culture) 

2.4 Explain recording systems for performance assessment 
for individuals or teams 
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 Symptoms of conflict (e.g. lack of co-

operation) 

 Tactics used that can create conflict (e.g. 

sabotage, withholding information, 

whispering campaigns) 

Dealing with conflict (e.g. mediation, intervention, 

negotiation) 

3 Be able to provide advice 
guidance and support to 
improve performance 

3.1 Examine how the performance improvement cycle can 
support an individual and the team to improve upon their 
performance 
 

Although these parts can be readily answered 
together; there are certain elements that are 
specific to each criteria as follows: 

The performance improvement cycle is a 
recognised model and its component elements 
should be explicitly identified in the narrative. 
Thereafter this could be applied to a workplace 
scenario to examine how the steps can support 
performance (e.g. agreeing a plan of action). 

Elements relevant to this section could range from 
the explicit to the subtle and good responses will 
create a depth of discussion relating to this (e.g. 
customer complaints = explicit indication whereas 
‘not going the extra mile’ may be more subtle). 
The discussion could also usefully encompass: 

 The need for clear objectives for clear 
measurement 

 Written job descriptions as a baseline 

 Training and other support received by the 
individual 

This element holds significant potential in the 
breadth and depth of subject matter that could 
usefully contribute to it. These include but are 

3.2 Discuss the indicators of poor performance  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3.3 Evaluate a range of methods that support performance 
improvement 
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certainly not limited to: 

 Action planning including PIPS 
(performance improvement plans)  

 Training, coaching or mentoring 

 Formal performance management 
processes 

Soft approaches underpinned by the manager’s 

awareness of motivational techniques 

4 Be able to apply the 
organisation’s disciplinary 
and grievance procedures 

4.1 Discuss the organisation’s disciplinary and grievance 
procedures  
 
 

Readily responded to together, this learning 
outcomes seeks to ensure that learners are able 
to apply organisational procedures and is ideally 
contextualised in own organisational context. 

Most organisations will have formal procedures for 
disciplinary and grievance – some will have 
separate performance management policies and 
in this instance the discussion can usefully 
embrace all of these to ensure that the 
organisational context is central to the response.  

The discussion should outline the procedures 
briefly and provide linkages to the legislative 
framework within which such activity exists; this 
could also include reference to the ACAS code of 
conduct. Clearly legislation can change and it is 
important that learners refer to the current 
legislation applicable. 

As part of the discussion learners should examine 
the role of the manager in implementing the 
procedures; such an examination could include 
their duties around: 

 Maintaining records 

4.2 Examine the role of the manager in implementing both a 
disciplinary and a grievance procedure 
 
 
 
 

4.3 Summarise key aspects of legislation  to an 
organisation’s disciplinary and grievance procedures 
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 Arranging and chairing meetings 

 Ensuring the policy is followed  

 Making judgements as applicable where 
latitude exists  

 Liaising with other functions such as HR 
as needed 

In most cases the role of the manager will vary 
according to whether the case in hand is one of 
discipline (including the level of the alleged 
disciplinary incident) or of grievance, and learners 
are expected to be able to demonstrate the 
distinction between their actual or potential role in 
each of these situations. 

ADDITIONAL INFORMATION ABOUT THIS UNIT 

Unit Aims This unit is about the management of individual and team performance and how to improve performance. 

  


