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Setting performance goals not only improves performance and commitment at work but also helps staff align with the wider organizational goals. Research has found that setting challenging but achievable goals leads to a 90% increase in performance. However, 31% of employees claim their manager hasn’t helped them set such goals. This article
will look at the importance of performance goals, HR’s role in helping employees set them, and different types and examples to help you guide performance goal-setting in the workplace. ContentsWhat are performance goals?Why are performance goals important?HR’s role in setting performance goalsTypes of performance goalsPerformance goals
vs. development goals9 real-world performance goals examples Work performance goals—also known as performance objectives—are specific, measurable targets employees aim to achieve within a set timeline. These goals relate to the core responsibilities of each employee’s role and aim to increase their efficiency, productivity, and expertise. A
performance goal helps employees align their individual efforts with company objectives in order to drive both forward. Ideally, the employee would experience professional growth and receive promotions, while the company would enjoy greater profits and other positive business outcomes. Performance goals are important for driving performance
and shaping the desired organizational culture. When defining what employees need to achieve, you should also consider how they should achieve those outcomes. This is a powerful tool for driving the right behaviors in your organization. Here’s why performance goals matter: Greater productivity and accountability: Locke’s goal-setting theory
shows that setting goals can increase productivity. When employees are held accountable for meeting specific goals within a set timeframe, they’re likely to be more productive and effective in their roles, as they have something concrete to work toward. Increased employee engagement, motivation, and satisfaction: When employees have clear goals
to aspire to, they tend to be more motivated at work, which, in turn, helps boost employee engagement. More comprehensive performance reviews: Goal-based performance evaluation gives employees clarity on where they are, what they must do to progress, how to achieve this, and the timeline for it. This leads to more comprehensive and
informative performance reviews that benefit both employees and employers. Clearer progress measurement: Clear performance goals make it easier to track and measure employees’ performance, detect skills gaps, offer suggestions for improvement, recognize and reward achievements, and foster continuous development. Minimized misalignment
risk: Employee performance goals help align individual targets with company objectives. This can prevent mismatched priorities that could result in employee dissatisfaction and negative business outcomes. One of the most underrated ways in which performance goals enhance employee engagement is by creating transparency. They remove
ambiguity about what’s expected from employees, how this will be measured, and how outcomes are rewarded. This clarifies the give-and-take relationship between employees and the organization. Dr Marna van der Merwe, Subject Matter Expert, ATHR Let’s take a look at HR’s responsibilities in the context of helping employees set performance
goals: Guide managers in setting clear, attainable, and relevant goals: HR assists managers by outlining what SMART goals may look like for each role. Consider creating a document or handbook detailing important performance goals for managers. Ensure fair, consistent evaluation processes: HR must make sure the evaluation process is fair for all
employees and consistent across departments and roles. Creating an evaluation template for managers and employees to fill in and track their progress can help achieve this. Train employees on goal-setting: HR can offer training to explain SMART goals and how goal-setting can help them perform better and progress at work. Hold leadership
accountable: HR must hold leaders accountable for their roles in performance management in order to drive organizational performance and set the tone for the company’s culture. Establish a regular goal-setting and evaluation cycle: This cycle should align with the business rhythm and help shape performance management practices and processes.
The following types of performance goals differ based on whom they’re meant for, as well as their key purpose. They include: Performance goals for leadership: These goals aim to improve strategic direction, decision-making, and employee engagement at the leadership level. (e.g., lead a new department successfully). Performance goals for
managers: These help managers manage their employees more effectively and increase productivity, effectiveness, and engagement at the managerial level (e.qg., increasing employee retention by 10%). Performance goals for employees: Future goals are set during a performance review (typically once or twice a year) between an employee and their
manager. They help employees perform better while meeting organizational goals (e.g., increase sales in the next quarter by 25%). Performance goals for teams: This is a common practice in organizations that have a strong collaborative function or regularly create team-based assignments (e.g., increase project completion efficiency by 15% over the
next quarter). Performance evaluation goals: These goals involve evaluating an employee’s performance and documenting the level of skill, knowledge, and achievement the employee has attained. Individual performance goals: Employees set these goals to help them learn new skills, progress in their careers, and improve their productivity and
motivation (e.g., getting promoted to Marketing Manager within 2 years). Increasingly, organizations are looking to HR to help increase employee performance. To successfully manage your talent pipeline, you must master methods to develop talent in the business - like helping to establish performance goals. In AIHR’s Talent Management &
Succession Planning Certificate Program, you will learn how to develop a talent pipeline that can contribute to profitability, innovation, and competitive advantage. This online, self-paced Certificate Program will also teach you to use talent data to optimize your talent management practices, and implement strategies and performance goals that
benefit both your company and its workforce. Performance goals are strongly linked to organizational goals and outcomes, while development goals are linked to individual goals and outcomes. The latter can be related to either an employee’s role or their career aspirations. The table below explains the main differences between performance goals
and development goals: Achieve specific objectives tied to job responsibilities and company targets. Improve an individual’s skills, knowledge, and competencies for future career growth. Improve employee productivity and effectiveness while achieving organizational goals. Help each individual reach their highest potential in their career. Improve
employees’ skills, knowledge, productivity, effectiveness, motivation, and engagement, which contributes to greater business success. Nurture employees, make them feel valued, and create a culture of growth. Align individual performance goals with the key responsibilities. Make sure they are challenging but achievable. Discuss with the employee
which areas they’d most like to develop their skills and knowledge in. This will help them progress at work and achieve their wider career goals. Set deadlines for achieving these goals. Break them into smaller goals to make the process more manageable. Set a deadline for completing a specific area of development. Complete and pass all 12
onboarding training modules, and have a solid understanding of the key responsibilities of your role by the end of your first month. Attend two industry events over the next six months to remain up to date with emerging trends in graphic design. What does setting these goals look like in practice? Let’s explore some real-life examples of performance
goals at global companies. Amazon’s performance management system focuses on data-driven decision-making and continuous improvement. Its key goals include driving results, optimizing processes, and aligning individual contributions with broader business objectives. The company evaluates employee performance in areas like sales, customer
satisfaction, and operational efficiency using metrics and KPIs. More specifically, it uses an annual ‘stack ranking’ system that compares and ranks employees against one another, fostering a highly competitive environment. Additionally, Amazon promotes ongoing feedback through regular manager-employee discussions throughout the year. The
company offers training programs to enhance skills and rewards high performers with bonuses, promotions, and public acknowledgment. Apple employees create individual development plans (IDPs) related to their career goals and the steps they must take to achieve them. The company’s top-level goals are filtered down into ‘cascading goals’ that
ensure department and employee goals align with Apple’s vision. As such, the company regularly monitors these goals and adjusts them when needed. Apple strongly focuses on three core areas: teamwork, behavior, and innovation. It uses different metrics to measure performance in each one. For example, it may measure innovation by the number
of new ideas an employee has successfully implemented. The company supports work performance goals with weekly feedback sessions (including one-on-ones, team discussions, informal check-ins, and 360-degree feedback). These sessions offer a comprehensive picture of each employee’s performance, progress, and potential. They also outline
areas for improvement while building a culture of openness, collaboration, and accountability. Each quarter, Google sets four to six OKRs to give itself focus and encourage teamwork. Every employee has a mid-year check-in and year-end review, which combine to form their annual performance review. This incorporates the employee’s self-
assessment (where they evaluate themselves on set criteria and highlight their accomplishments), 360-degree feedback from peers, and a manager rating. The two main focus areas for employee performance are attained results (hard skills) and displayed behaviors (soft skills). Employees also have monthly performance check-ins with their
managers, focusing on coaching, development, and personal issues (if applicable). Additionally, the company uses the Googlegeist to get employees to rate their managers and life at Google, which helps leadership understand what works and what doesn’t. IBM employees sit down with managers to set SMART goals and discuss their progress at
regular check-ins. This allows managers to adjust goals whenever necessary instead of only after a formal review. Employees who struggle to meet their goals are placed on performance improvement plans (PIPs) to prevent them from being left behind. IBM assesses performance across five core areas: business results, impact on client success,
innovation, personal responsibility, and skills. By creating a culture of growth and development, employees are more engaged and motivated, and individual performance aligns with wider company objectives to create a significant impact. Microsoft builds a performance journal for each employee to help track current projects, achievements, and
goals and collect 360-degree feedback. This helps employees take charge of their own development and offers a detailed overview of their performance. The company encourages employees to set short- and long-term goals not just at formal reviews but throughout the year to support themselves in their current projects and future career aspirations.
Additionally, it facilitates ongoing dialog between employees and managers so they can modify performance goals if needed and recognize and reward achievements promptly. Nestle’s company-wide strategic objectives inform individual employee goals to align individual and organizational performance. It also fosters a culture of feedback between
employees and managers and uses 360-degree feedback to track and measure performance. At the same time, Nestlé employs balance scorecards to assess performance in several areas: financial, customer, internal processes, and learning and growth. It prioritizes employee development through formal training programs, coaching and mentoring,
and online learning platforms and recognizes and rewards high performers. Adobe has scrapped annual performance assessments in favor of a less structured approach it calls ‘Check-in’. The company believes quick feedback that gives employees greater awareness of their current performance and how they can progress helps employees perform at
their best. At Check-in meetings, employees and managers discuss what’s going well, areas for improvement, and what they must do to advance professionally while maximizing business impact. Every employee can access a digital space to document their goals and growth with their manager. Consider using performance review software to help
employees and managers organize and track performance goals. This creates a single, central place where goals can be clearly defined, tracked, reviewed, and assigned to the relevant individuals and teams. Like Adobe, Netflix eliminated performance appraisals in favor of a 360-degree evaluation system. The streaming giant facilitates transparency
among employees by having their peers sign off on feedback and conducting certain 360-degree appraisals face-to-face. Another unique aspect of Netflix’s performance evaluation system is its ‘stop, start or continue’ process. The company encourages employees to state what their peers should stop, start, or continue doing at work to thrive. Uber’s
approach to performance management uses a T3 B3 (top three, bottom three) system focused on development instead of past behavior. This system requires employees to list their three greatest strengths and three greatest weaknesses. Employees then use this information to set individual performance goals that they enter into a shared system
everyone at Uber can access. Employees regularly receive both formal and informal feedback meant as positive reinforcement or constructive advice. This approach aims to help create a more collaborative culture where employees value what their peers have to say. Implementing performance goals can benefit both employees and the organization.
Clear, specific targets align employee goals with company objectives, which may foster a stronger sense of purpose in employees. For HR, this involves more than helping individuals and teams set goals—you must create an environment that actively supports growth. Real-time feedback, regular check-ins, and collaborative performance tracking tools
show employees their efforts’ tangible impact. They also create a workplace that encourages engagement, transparency, and mutual success. Research shows that employees with clear performance goals are over three times more likely to be committed to their company and over six times more likely to recommend their company as a great place to
work than those without measurable goals. The best work performance goal examples align with larger organizational objectives, making this effect even stronger. Employees who understand how their goals contribute to the bigger picture are an impressive ten times more inspired and motivated to take action at work than those who don’t.
(1)However, according to recent Leapsome data, a third of employees are unhappy with the current performance goal-setting and measurement process at their companies. (2) Defining ambitious, aligned, and achievable employee performance goals is no simple task. If you focus too much on organizational or team-level objectives, you’ll end up
focusing on performance metrics that aren’t really under your employees’ control. Going too far in the other direction will leave you with work performance goals that don’t move the needle on the company’s strategic aims. The most effective way to empower your team members for success is by working together to establish goals that are both
impactful and realistic.This article will show you how to do just that. We’ll discuss what makes a great employee performance goal and share our top eight examples of performance goals for employees. Let’s get started.1. BI Worldwide, 20212. Leapsome Workforce Trends Report, 2023 Want to help your employees reach their full potential? Use our
best-practice question template to run performance reviews that enable and empower your people. Download our list of questions Overview: 8 examples of performance goalsGoal setting isn’t a create-and-forget exercise. Performance objectives are designed to motivate employees to do better and help managers and companies invest in their growth.
Setting and measuring employee performance goals is a key tactic to increase team efficiency, help companies grow, and encourage employees to prosper in their careers. Here are our top eight employee objectives and goals examples:Collaboration — Employees offering their support to colleagues to help increase efficiencyProfessional
development — Employees upskilling and furthering their careers within the companySelf-management — Follows the “manager of me” concept in which employees are their own primary managersSoft skills — Determine how employees communicate and collaborate with other colleaguesPeople management — Teaches employees how to motivate
others, make themselves heard, and be better team playersProblem-solving — Encourages employees to resolve issues that come up both individually and with their teamCreativity & innovation — Prompts employees to be creative in their solutions and encourages participationCommunication — Enables employees to effectively communicate tasks,
procedures, and deadlines Customize the eight key goal areas above according to your company’s requirements and the skills you’d like individual employees to develop.Examples of measurable employee goals & objectivesUse our examples of goal setting for employees to inspire you and your team members. If you're asking team members to set
their own goals, it’s especially important to give them sample performance goals so they’re clear on the approach and level of detail expected. We’ll talk you through why each example is important, and give you actionable tips and employee goal ideas you can implement right away in your organization.1. Employee goals examples for
collaborationCollaboration is essential for all teams and departments and directly impacts employee motivation, productivity, and job satisfaction. With collaboration and teamwork, employees also become more innovative and better problem solvers.But since collaboration isn’t an easily measurable performance objective, we suggest assigning
employees collaborative tasks and measuring success based on communication, legibility, and effective collaboration. Example of a collaboration objective If the collaboration between your sales and marketing teams is limited and inefficient, suggest specific ways they could work together, like: * Exchanging weekly reportse Marketing and sales
managers sitting in on at least three cross-departmental meetings each monthe Collaborating on a specific upcoming project or internal initiative2. Employee goals examples for professional developmentA striking 87% of millennials (the largest generation in the workforce) rate learning and development opportunities as important to them at work. As
an employer, that’s great news; after all, your people want to do their jobs well and grow — all they need from you is a helping hand.Incorporating development goals into performance reviews in a meaningful, growth-oriented way can help. In general, setting up professional development goals and ensuring employees follow through on them ensures
they know you're invested in their future. This ups engagement, retention, and productivity, which is a true win-win situation. Example of a professional development objective Imagine your new social media marketing hire mentioned they’d like to learn more about performance marketing. A great professional development goal would be encouraging
your new hire to choose a course they’re interested in — or perhaps you already have a learning path available that caters to that development need.Leapsome’s Learning module offers an overview of employee progress with detailed learning path dashboards3. Employee goals examples for self-managementSelf-management can include anything
from employees taking ownership of a project to adapting to changes at work and managing deadlines without getting sidetracked by distractions. By practicing self-management skills, employees consistently show up ready to give their best effort and take on the day.Self-management can help boost productivity, improve performance, and achieve
professional and personal goals. For managers, it also means not micromanaging — and instead, letting employees flourish. Self-management means developing self-awareness and helping employees feel successful in their roles. Example of a self-management objective Employees who struggle with deadlines but generally work efficiently may have
issues with time management. A great self-management goal could be learning how to prioritize.4. Employee goals examples for soft skillsGenerally speaking, no one wants to work with an unempathetic person who doesn’t communicate with team members. Fortunately, soft skills can often be learned. Goal setting for soft skills should ensure that
employees invest time and effort to optimize how they relate to and communicate with their colleagues. Example of a soft skills objective Consider asking your employees to put together individualized, three-month action plans that can help them become better communicators. As an example, you may manage an employee that excels at working
autonomously but struggles to work just as effectively in a team. By keeping track of their own learning progress throughout their journey, they can learn to identify their shortcomings and work on them.5. Employee goals examples for people managementGone are the days when people management was a skill necessary only for leadership. Now, it
goes beyond managerial tasks and also encompasses fruitful collaboration, the ability to motivate peers, and communication across teams. Setting goals for better people management means encouraging all employees to be open to receiving and giving constructive feedback and giving credit when it’s due. Example of a people management objective
Encourage your employee to head one or more projects each quarter.6. Employee goals examples for problem-solvingProblem-solving is a skill that’s as useful when a crisis strikes as it is in day-to-day life. A good problem solver is an analytical thinker and creative doer who will save their company time and money in the long run.Problem-solving skills
help employees perform at work better and more autonomously Example of a problem-solving objective Ask each member of the finance team to come up with three problems they face in their day-to-day work and how to overcome them in a detailed plan. Their specific goal could be to develop an actionable plan in Q3 and implement it by the end of
Q4.7. Employee goals examples for creativity & innovationBy nurturing innovation and creativity in-house, companies empower their employees to contribute improvements, tackle challenges, and maintain a competitive edge. Creativity shouldn’t be restricted to jobs conventionally associated with design and ideation — it’s important in every role.
Creativity can be a marketing team figuring out new ways to A/B test emails or a product manager effectively helping different teams communicate. Innovation at work can be as simple as adopting a more efficient way to run meetings. Giving employees those kinds of opportunities in the workplace helps them feel valued and appreciated. Example of
a creativity and innovation objective If your website isn’t performing as well as you’d like, you could ask the marketing team to propose different versions of the homepage’s copy. By challenging your employees to come up with multiple solutions instead of the one best solution, you’'re encouraging them to think outside the box and develop creative
thinking skills.Pro tip: When setting creativity and innovation goals for new hires, begin with learning-focused objectives. As they gain experience, transition towards measurable outcomes and contributions. New employee goals could include:First 30 days — Collaborate with a senior colleague on at least two brainstorming sessions, contributing a
minimum of three innovative ideas during each session.First 90 days — Propose, develop, and execute one small creative improvement to an existing product or process, and set a clear KPI (e.g. achieving a 10% increase in efficiency).First 6 months — Lead an innovation project aimed at overhauling a work process, developing a new feature, or
launching a new marketing initiative, and define a clear goal for the project (e.g. increase customer satisfaction scores by two points).8. Employee goals examples for communicationActively working towards better communication improves productivity and relationships at work. The 7 Cs of communication is a great framework for setting clear goals
and improving communication skills for teams and individuals. Effective communication at work looks like: Clear communication without ambiguityGood relationships between individuals, teams, and departmentsClear deadlinesEffectively communicated tasks Positive changes with reinforcement Knowledge shared across teams Example of a
communication objective Encouraging employees to take initiative in team meetings and prompt colleagues to speak up is a great communication performance objective.To take things a step further, Leapsome’s surveys are an excellent tool for employees to share their opinions anonymously and communicate easily.Leapsome allows users to collect
meaningful employee feedback with a powerful survey toolDefinition of performance goals Performance goals are strategic objectives that guide employees towards fulfilling the requirements of their role and contributing to team and company success. Individual performance goals are tailored to each employee, serving as a roadmap for what they’re
expected to accomplish within a specific timeframe.It’s generally best to define performance goals in collaboration with the relevant employees. By involving them in the process, you can co-create effective, realistic objectives that they’'re invested in. Setting good business goals for employees builds a culture of accountability and excellence, where
every team member understands their role in the bigger picture and strives to perform at their best.There are slightly different definitions of performance goals according to different models. OKRsThe OKR framework breaks goals into objectives (clear, inspiring statements of what the employee should aim to accomplish) and key results (measurable
outcomes that show progress toward the objective). Let’s look at two individual performance objectives examples with relevant key results: 1. Employee objective: Develop my leadership skills over the next 6 monthsl. Example key results: Mentor two colleagues and get positive feedback on my mentorship skills from them in my next 360 review.Lead
two company-wide presentations by the end of Q32. Employee objective: Deliver an exceptional customer experience in 20242. Example key results: Proactively engage five customers per month on new offerings and solutions by end of Q2Get a customer satisfaction score of 5 out of 5 for 80% of my customers by end of Q3John Doerr, author of
Measure What Matters, highlights the importance of clear, numbers-driven key results: “Key results benchmark and monitor how we get to the objective. Effective KRs are specific and time-bound, aggressive yet realistic. Most of all, they are measurable and verifiable. As prize pupil Marissa Mayer would say, ‘It’s not a key result unless it has a
number.””SMART goals SMART goals are specific, measurable, achievable, relevant, and time-bound objectives. A SMART performance goal example: Onboard 35 new paying clients (specific) as measured in the CRM tracking system (measurable) based on current sales capacity increasing 10% quarterly (achievable) to contribute towards the
company'’s client acquisition goals (relevant) by the end of Q4 2024 (time-bound).Below, we’ll go more in-depth on how to use SMART goals to map out exactly how, when, and why you’ll achieve your objectives. How to set performance objectivesGreat performance goals help employees feel connected with their company’s mission, boost
engagement rates, prioritize employee development and communicate expectations effectively. They are also essential for defining fair performance improvement plans (PIPs).Use the steps below to set strong goals for work performance.1. Collaborate with employeesSetting up effective, realistic goals is no easy task, but collaborating with employees
will make the process a lot easier — and your results, more powerful. Whether you’'re dealing with a departmental or individual conversation, an employee’s contribution to goal setting is invaluable. Collaboration lets employees discover how their actions contribute to their company’s long-term growth, increasing autonomy and ownership.But
collaboration on performance goal setting shouldn’t be limited to delegation. When employees have been actively engaged in establishing objectives, both team and individual goals have higher chances of being met. If you need help, our guide on setting team goals will walk you through the process.2. Align your objectives with your company
missionlt would be pretty ironic if you owned a startup that wanted to revolutionize the world of data but didn’t give employees a work environment suitable for creativity, innovation, and change.If your company wants to promote open communication and a flat hierarchy, your top goals should be things like: For management roles — Become a
people-centric leaderFor teams — Take on regular collaboration initiatives For individuals — Level up communication skillsIdeally, each employee’s personal goals should focus on their own development, while team goals should be tied to the company’s overarching mission. For example, Leapsome’s mission is to make work more fulfilling for
everyone. That determines what our company stands for and how we run it. When team goals are aligned with the company’s mission, employees understand how their work helps achieve organizational goalsEmployees also feel more motivated when they understand how they fit into the big picture. Leapsome’s Goals & OKRs module can help you
align your company mission with individual performance objectives, promoting transparency and accountability throughout the organization.3. Focus on growthSome of your best talent is sitting there just waiting to excel. And if you don’t support their growth, they’ll move on and excel somewhere else. Performance objectives don’t only benefit the
business: they should help employees grow within their organizations — enriching the company itself. Growth should be the primary focus of any performance objective, especially when job searchers rank career growth opportunities as one of their top criteria when looking for a new position. That statistic shows that you risk losing your best talent to
competitors if you don’t focus on employee development. But you must equip your people with the right skill sets to help them grow. And a career progression framework is perfect for that. It allows you to map out the skills and qualities your employees need to progress in their roles, which you can regularly check in on during performance
evaluations.Leapsome’s Competency Framework helps define company-wide and team-specific skills to track employee progress over time4. Make your performance objectives SMARTRemember that SMART means specific, measurable, achievable, realistic, and time-based. Here’s an example of how to make a goal SMART. Take a general goal:
Increase productivity [vague & not measurable]Then, add a timeline and a clear metric for success: Improve productivity by increasing the average number of high-priority tasks completed each week by 10% by the end of February [specific, measurable, actionable, relevant, time-based]You can then get even more granular by defining related
success metrics (e.g., reduced project time, error rates, efficiency goals) and how exactly your employee should work to achieve the goal (e.g., completing a particular training or implementing a new project management system). Pro tip: Make sure you’re setting realistic timelines, keeping in mind that larger, transformational goals often require
multiple milestones to reach completion. Break annual performance goals into quarterly and monthly targets to keep your larger objectives on track. For example, yearly goals for employees like “Increase personal sales rate 20% by December 2023” could be subdivided into quarterly targets (“Generate five qualified sales opportunities from leads
contacted in Q1”) and monthly targets (“Schedule two demo meetings each week”). 5. Build cascading goalsLet’s consider another goal-oriented example. A C-level team is pushing to increase revenue by 10% over the upcoming quarter. But what does that mean for each team and individual at the company? Would simply increasing everyone’s
output (and workload) by 10% (e.g., HR hiring 10% more people) help achieve that? Probably not. This imaginary C-level team needs to work on cascading goals to get where they want to be.Developing cascading goals is the process of structuring goals and promoting alignment at all levels in the organization. With cascading goals, plans at the
leadership level trickle down and shape the objectives of all other company employees. When that happens, you get measurable and attainable individual goals that align with the company’s mission.Cascading goals create alignment and boost engagement Let’s build unifying goals your team can get behindLeapsome is the tool you need to build
successful goal cycles and align your whole team behind your company mission. See it in actionBetter performance goal setting for a stronger teamSetting goals for work performance requires a strategic, collaborative approach and a commitment to tracking progress and following through is crucial. With the right tools, continuous goals and
performance management can be both effortless and effective.Turn performance goal ideas into actionable OKRs with Leapsome’s Al-powered goal generatorWith customizable, expert-backed templates, and Al-powered features, Leapsome’s Goals module simplifies the process of setting employee performance goals and OKRs. Goal trees show every
team member how their individual targets contribute to team objectives and company goals. Leapsome’s goal analytics visualize and track performance goals so employees can own their progress and managers get a clear sense of how the team is performing and where support may be needed. You can also link professional development goals with
our Competency Framework feature to promote a growth-oriented company culture. Our Goals module integrates seamlessly with our Learning, Meetings, Reviews, and Surveys tools, so you can easily follow up on goals at every stage of your workflow and increase their impact. Leapsome’s tools for setting and achieving performance goals unite your
teams around a shared vision of success. Take the guesswork out of assigning performance objectives Leapsome’s frameworks and tools help employers create and track high-impact performance objectives that boost productivity and align with your company’s mission. Start improving performance now Performance goals are an essential tool that
managers use to ensure the success of their teams and organizations. They create a clear vision of what is expected from each employee. They encourage productivity, foster accountability, and create opportunities for employees to show their strengths. Setting these benchmarks is integral for the overall performance and productivity of the
organization, bridging the gap between individual responsibility and collective goals.By setting performance goals, managers can help their employees eliminate confusion from the workspace because employees can get specific directions on what they need to accomplish. Giving these goals as directions can also create a basis for feedback and
evaluation. Along with providing direction, the goals provide tangible measures for success. But, what are some examples of goals that a manager should give to his or her employees?In this article, we present example goals for a variety of employee skills, including the following:CollaborationProfessional growthSelf-managementSoft skills People
managementProblem-solvingCreativity and innovationWe also present examples of goal methodologies, including:SMART GoalsOKRsLocke and Latham’s 5 PrinciplesBHAGGoal PyramidWhen combined, these examples help you develop goals that are both focused on unique skills that an employee should master, while also adhering to tried and true
goal methodologies. PerformYard brings goals and performance management into one platform.Learn MoreExamples of Collaboration Performance GoalsCollaboration fosters unity in the workplace and creates opportunities for the best work to be completed because many individuals are working together to complete a common objective.
Collaboration performance goals can lead to a workspace that is better equipped to succeed with coworkers around them. In essence, collaboration performance goals can leverage the power of collective intelligence and drive the organization toward shared success.Setting a collaboration performance goal begins with clearly defining what
successful collaboration looks like in the specific context of your organization or team. It should involve metrics that quantify aspects of teamwork, such as the number of joint projects completed, frequency of interdepartmental meetings, or the quality of cooperative output. To meet this goal, the team could engage in activities like team-building
exercises and joint decision-making activities that foster cooperation.Examples of collaboration goals could include:"Increase the number of joint projects between different departments by 20% over the next quarter to promote interdepartmental communication and cooperation.""Implement bi-weekly collaborative problem-solving sessions to boost
innovative thinking and strengthen team unity.""Improve team satisfaction scores by 15% in the next employee survey by fostering a more cooperative and supportive team environment." Performance Management ROI CalculatorExamples of Professional Growth GoalsProfessional development performance goals are critical because they emphasize
the importance of ongoing learning and skill enhancement in the workplace. Such goals can help individuals to remain competitive in their roles, increase job satisfaction, and facilitate career progression. In addition, these goals contribute to the company's success as employees are growing their skill sets, performing their jobs more effectively, and
adapting to changes in the job requirements.Setting a professional development goal involves identifying specific skills or knowledge areas that the employee needs to improve or acquire. It could be based on job requirements, future career aspirations, or continuous feedback received during performance evaluations. The employee could engage in
various activities such as attending workshops, undertaking online courses, seeking mentorship, or working on projects that develop the required skills to achieve these goals. Examples of professional development goals could include:"Complete an advanced certification course in data analytics within the next six months to enhance decision-making
skills in the role.""Attend at least two industry conferences in the next year to stay updated with the latest trends and practices.""Seek and engage in a mentorship program with a senior leader in the organization over the next quarter to gain insights and guidance for career growth."» 6 Employee Development Areas to EmphasizeExamples of Self-
management GoalsSetting self-management goals is crucial because they encourage employees to take ownership of their responsibilities and performance. These goals cultivate independence, initiative, and personal accountability so that the office can run smoothly with fewer exact directions or guidelines from the manager. Managers should
always be guiding employees to improve their work; however, no one knows someone’s weaknesses better than oneself.A self-management goal could be set by identifying specific areas of improvement, such as time management, task prioritization, or stress management. Meeting this goal would require consistent practice and potentially the
adoption of new strategies or tools. For example, someone aiming to improve their time management might begin using a digital planner or download performance management software.Examples of self-management goals could include:"Improve time management by breaking each workday into strategic time blocks for specific tasks, aiming to
reduce overtime hours by 15% over the next two months.""Enhance stress management by incorporating mindfulness techniques into daily routine, to decrease stress-related sick leaves by 20% in the next quarter.""Boost productivity by developing a system for prioritizing tasks, targeting a 10% increase in completed projects within deadlines over
the next six months."Examples of Soft Skills GoalsSoft skills goals in the workplace are important because they focus on interpersonal skills that are crucial for smooth and helpful communication in the workplace. These skills, which include communication, emotional intelligence, and adaptability, are often transferable across different roles and
industries. They can enhance an employee's ability to work well with others, navigate workplace challenges, and contribute positively to the organizational culture. A soft skills goal can be set by identifying specific behaviors or attributes that an employee wants to develop or improve. If an employee struggles to be kind or understanding in high-stress
situations, there are ways to artificially curate scenarios in which he or she can hone those skills. Other examples are activities such as workshops, role-playing exercises, or seeking coaching or mentorship. These resources could help the employee reach his or her soft skills goal. Examples of soft skills goals could include:"Improve public speaking
and presentation skills by attending a public speaking workshop and presenting at least once per month at team meetings.""Enhance emotional intelligence by participating in an emotional intelligence training program and practicing active listening and empathy in daily interactions.""Develop stronger problem-solving abilities by leading a project
that involves complex planning and decision-making, aiming to deliver the project successfully and receive positive feedback from the team."PerformYard brings goals and performance management into one platform.Learn MoreExamples of Problem-solving GoalsProblem-solving goals are of paramount importance in the workplace. They encourage
employees to develop and utilize their critical thinking skills to overcome challenges and obstacles. In tight deadlines or other high-stress situations, these goals could be crucial for enhancing productivity or contributing to better decision-making. Setting a problem-solving goal involves identifying specific challenges that an employee often
encounters in which they need to adapt quickly to succeed. Achieving this goal may require the employee to undertake specific training, such as workshops on critical thinking or creativity, or to gain more experience in tackling complex projects or tasks.Examples of problem-solving goals could include:"Enhance analytical problem-solving skills by
completing a relevant online course and successfully applying the learned techniques to at least two significant work-related problems in the next three months.""Reduce the average time to resolve customer complaints by 25% over the next quarter by developing and implementing a new customer service protocol.""Improve creative problem-solving
skills by leading a project that requires innovative solutions, aiming for a successful project completion and positive feedback from the project team within six months."Examples of Creativity GoalsCreativity performance goals in the workplace are essential because they promote innovation and out-of-the-box thinking. These goals empower employees
to challenge the status quo, explore new ideas, and feel free to be transparent with coworkers. They can lead to the development of new products, services, or processes, offering competitive advantages to the organization. Setting a creativity goal involves identifying opportunities for innovative thinking within an individual's role or team. It may
require the encouragement of risk-taking, brainstorming sessions, or providing time and resources for creative pursuits. Meeting these goals could involve participating in workshops or courses that foster creativity, seeking inspiration from diverse sources, or regularly dedicating time to brainstorming and ideation. Examples of creativity goals could
include:"Generate at least three new ideas each month for improving the team's workflow or processes.""Develop and implement an innovative solution to a longstanding departmental challenge within the next six months.""Participate in a creative thinking workshop and apply learned techniques in daily work, aiming to contribute at least two
innovative ideas for team projects in the next quarter."Examples of Goals for New EmployeesSetting goals and staying consistent with those goals are both important, but for some employees, setting these goals can be even more challenging. For new employees, it can be difficult to see goals that should be completed because there is no context for
what you need to do. If you are a new employee and are having difficulty seeing goals that you should meet, consider using these examples as guidelines:"Familiarize yourself with the company's products, services, and key processes within the first month of employment.""Build relationships with all team members and key stakeholders by arranging
introductory meetings or informal catch-ups within the first two weeks.""Complete all onboarding training modules and demonstrate understanding of your role and responsibilities by the end of the first month.""Contribute to your first team project or task, demonstrating understanding of job responsibilities and alignment with team objectives within
the first three months."“Purposely and intentionally go out and seek advice and feedback from a manager to see what else you could be doing or accomplishing.”» Employee Core Competencies - Examples & Development StepsThe SMART Goal MethodologySMART is an acronym that represents a framework for creating effective goals. It stands for
Specific, Measurable, Achievable, Relevant, and Time-Bound. When setting performance goals, using the SMART methodology ensures that objectives are clear, realistic, and capable of making a tangible impact.Specific goals are well-defined and clear about what is to be achieved, avoiding vagueness. Measurable goals can be quantified or evaluated,
allowing for clear tracking of progress and ultimate success. Achievable goals are realistic, taking into account resources, constraints, and abilities. Relevant goals align with broader team or organizational objectives, ensuring the work contributes to larger goals. Lastly, Time-Bound goals have a specific deadline or timeframe, which adds a sense of
urgency and helps motivate progress. SMART goals make sure to emphasize the achievability and realistic possibility that the goal can be completed. With SMART goals, employees can become more motivated because they feel that the goals are doable and still significant. The OKRs MethodologyOKR is an acronym for Objectives and Key Results, a
popular goal-setting framework that helps organizations set, track, and achieve their goals. Objectives are broad, qualitative descriptions of what you want to achieve. Ideally, they are significant, concrete, action-oriented, and inspiring. Key Results, on the other hand, are a set of specific, measurable, and time-bound metrics that gauge the
achievement of the objective. They are quantifiable, achievable, and lead to objective grading.OKRs work on multiple levels. At the organizational level, they provide a clear direction and help to align all departments towards common goals. At the team level, they promote focus and coordination, encouraging each team to work together towards their
Key Results. At the individual level, they offer clarity on what each employee needs to accomplish and how their work contributes to the overall objective. OKRs can display a comforting, optimistic, and general approach while still assessing the barebones requirements of certain goals. When used effectively, OKRs can significantly improve the
performance, alignment, and engagement of both teams and individuals.Locke and Latham’s 5 PrinciplesLocke and Latham's goal-setting theory is one of the most influential and practical theories in organizational psychology, focusing on the impact of goal-setting on individual performance. Their theory is built around five key principles: clarity,
challenge, commitment, feedback, and task complexity.The clarity principle emphasizes the need for goals to be clear and specific, avoiding ambiguity. Specific, well-defined goals are easier to understand and act upon. The challenge principle suggests that goals should be challenging yet attainable. Challenging goals stimulate effort, persistence, and
ambition. Commitment relates to the level of personal investment and motivation toward the goal. Greater commitment often leads to higher effort and determination to reach the goal.The feedback principle stresses the importance of providing feedback on progress toward goals. Feedback allows individuals to adjust their effort, strategies, and
actions to better align with the goal. Task complexity is the final principle. It cautions that if a task is highly complex, individuals need sufficient time and resources to practice or learn about the task to avoid becoming overwhelmed. This may require setting short-term sub-goals to support the ultimate goal. Incorporating these five principles when
setting goals can significantly enhance motivation and performance.The BHAG Goals MethodologyBHAG, an acronym for "Big Hairy Audacious Goal," is a term coined by business consultants James Collins and Jerry Porras in their book Built to Last: Successful Habits of Visionary Companies. BHAGs are very different from other typical types of
performance goals. A BHAG is a long-term goal that changes the very nature of a business's existence. BHAGs are bigger, bolder, and more powerful than regular long and short-term goals. They typically take a 10-30 year commitment, but they are exciting, tangible, and something everyone just "gets" without any further explanation.A BHAG is
meant to shift how a company sees itself and instills a sense of purpose and urgency, stimulating progress and acting as a unifying focal point for a team effort. This bold goal might appear to be outside of what the team can currently achieve, but it's not outside the realm of possibility. It requires the organization to stretch beyond its comfort zone
and rethink how it operates. While not all BHAGs are achieved, they inspire organizations to rise to the challenge and achieve more than they thought possible, acting as a driving force behind major strategic and operational changes.The Goal Pyramid MethodologyThe Goal Pyramid is a visual representation that helps individuals and organizations
hierarchically structure their goals. The pyramid starts from the top with the main goal and cascades down to smaller, more actionable steps. This approach provides a clear roadmap toward achieving the main goal, as each level in the pyramid is a stepping stone toward the next one.At the top of the pyramid is the main goal or the overarching
objective, which is typically broad and long-term. This could be an individual's personal goal or an organization's strategic objective. As you move down the pyramid, the goals become more specific, achievable, and time-bound, acting as milestones on the way to achieving the main goal. These could include medium-term goals, short-term goals, and
daily actions or habits. The Goal Pyramid helps to break down the journey toward the main goal into manageable steps, making the process less overwhelming and more achievable. It enables individuals and organizations to see how everyday actions contribute to broader objectives, enhancing motivation and providing a sense of
progress.PerformYard brings goals and performance management into one platform.Learn MoreAdditional Aspects to ConsiderKeeping track of performance goals is a crucial part of ensuring they are met. It allows for adjustments to be made along the way, keeps individuals and teams focused, and provides a clear picture of progress toward the
goal.One effective way to track performance goals is by regularly reviewing them. Going back weekly or monthly can greatly assist employees in accomplishing their goals. This act is essential for goal completion because it keeps the goals at the forefront of your attention. Additionally, employees should do these check-ins on their own instead of
exclusively waiting for their performance reviews. Keeping this schedule can help organization and productivity.A tool that can help employees organize and track performance goals is performance review software like PerformYard. This type of software provides a central place to define, track, and review goals. It often includes features for setting
specific, measurable, and time-bound goals, assigning them to individuals or teams, and tracking progress. Additionally, our HR analytics software can create visualizations that provide a clear picture of how well the goals are being met.PerformYard can facilitate ongoing feedback and communication regarding the goals that are set after a
performance review. This feedback allows for a more communal and unified set of goals that are important for the whole organization to keep track of. Furthermore, using performance management software can set the alignment of individual and team goals with the larger organizational objectives. This facilitation provides a clear line of sight from
everyday tasks to the overall mission of the organization.PerformYard brings goals and performance management into one platform.Learn More Employee performance goals transform workplace ambitions into measurable achievements, yet many workers struggle with vague objectives that lead nowhere. Clear, measurable goals provide direction,
motivation and accountability that drive both individual success and organizational performance improvements.Well-crafted performance metrics create roadmaps for career advancement while aligning individual efforts with company priorities. They eliminate guesswork about expectations, enable objective performance evaluation and foster
meaningful conversations between managers and employees about professional development.This comprehensive guide provides 40 practical performance goals examples across four key categories, plus proven methodologies for setting effective objectives. Whether you're writing your first performance goals or refining existing ones, these examples
offer actionable inspiration for meaningful professional growth.Why it’s crucial to set performance goalsExamples of performance goals provide clear direction and focus for employees, transforming vague job descriptions into specific, actionable objectives that drive meaningful results. Without well-defined goals, employees often struggle to
prioritize tasks effectively, leading to wasted effort on activities that don't contribute to personal career advancement or team success.Measurable performance goals create accountability systems that benefit both employees and managers by establishing objective criteria for success and improvement areas. This clarity eliminates subjective
performance evaluations and provides concrete evidence of achievements, making continuous feedback more productive and fair while reducing misunderstandings and promoting conflict management skills.Goal-setting directly impacts employee focus and engagement by connecting daily work activities to larger organizational objectives and



personal career aspirations. When employees understand how their individual contributions support company success, they develop stronger ownership of their work and increased commitment to achieving excellent results consistently.Organizations with systematic goal-setting processes experience higher productivity and retention rates because
employees feel supported in their professional development and understand clear pathways toward measurable targets.This structured approach to employee performance management helps companies identify high performers, address skill gaps proactively and create development opportunities that benefit both individuals and business outcomes40
performance goals examplesThe following performance goals for employees examples span four critical areas of professional development and workplace effectiveness, providing specific, measurable objectives that employees and managers can adapt to their unique roles and contexts.These performance objectives examples demonstrate how to
transform general aspirations into concrete targets with clear success criteria, timelines and accountability measures that drive real improvement and career advancement.Professional development performance goals examplesProfessional development goals focus on building technical skills, industry knowledge and career-advancing capabilities that
enhance job performance and future opportunities. These performance goals help employees stay current with industry trends, develop expertise in their field and prepare for increased responsibilities or career transitions within their organization.Complete a professional certification relevant to my role (PMP, Six Sigma, Google Analytics) within 6
months to enhance technical expertise and career prospects.Attend 4 industry conferences or webinars this year to stay updated on emerging trends and expand professional network by connecting with 20 new contacts.Enroll in and complete an advanced Excel or data analysis course within 3 months to improve reporting capabilities and analytical
skills.Read 12 industry-related books or publications this year and summarize key insights in monthly reports to share learning with the team.Complete a leadership skills development program or executive education course within 8 months to prepare for future management opportunities.Learn a new software platform or technical tool relevant to my
department within 4 months and train 2 colleagues on its usage.Obtain a relevant industry certification with 90%+ score within 6 months and implement learned concepts in current projects.Participate in 3 professional networking events per quarter and follow up with 5 meaningful connections to build industry relationships.Complete an online
degree or professional diploma program within 18 months while maintaining current job performance standards.Develop expertise in emerging technology relevant to my field by completing 40 hours of training and implementing one pilot project.Self-performance review goals examplesSelf-performance review goals encourage personal
accountability and continuous improvement by focusing on individual productivity, work quality and professional behavior. These goals help employees take ownership of their performance while developing self-awareness and critical thinking skills that contribute to long-term career success.Reduce errors in work output by 25% over the next quarter
by implementing a comprehensive review checklist and quality control process.Improve time management by completing 95% of assigned tasks by their deadlines and eliminating last-minute rushes that compromise quality.Boost productivity by 20% within 6 months through better workflow organization, priority setting and elimination of time-
wasting activities.Enhance communication skills by seeking feedback from 5 colleagues monthly and implementing specific improvements based on their suggestions.Maintain 100% attendance and punctuality for 6 months while demonstrating reliability and commitment to team goals and schedules.Improve work organization by maintaining clean
digital files, updated project tracking and clear documentation for 90% of tasks.Develop better problem-solving skills by successfully resolving 3 complex challenges independently without requiring supervisor intervention.Increase initiative by identifying and proposing 2 process improvements per quarter that enhance team efficiency or customer
satisfaction.Improve performance expectations by dedicating 2 hours weekly to learning new skills or staying current with industry developments.Enhance attention to detail by achieving 98% accuracy in all deliverables and reducing revision requests by 50% over 4 months.Leadership and management performance goals examplesLeadership and
management goals focus on developing leadership skills, strategic thinking and team effectiveness that drive organization's success. These goals are essential for current managers seeking to improve their leadership impact and individual contributors preparing for future management responsibilities.Improve team retention by 15% within 12 months
through enhanced communication, recognition programs and professional development opportunities for direct reports.Successfully mentor 2 junior team members through structured development plans, helping them achieve their employee performance goals and advance their careers.Increase team performance by 20% within 6 months by
implementing new processes, removing obstacles and optimizing resource allocation.Conduct monthly one-on-one meetings with all direct reports, providing constructive feedback and support that improves individual performance and job satisfaction.Develop succession planning for key roles by identifying and preparing 2 high-potential employees
for advancement within the next 12 months.Improve conflict resolution skills by successfully mediating team disagreements and reducing workplace tensions by 30% over 6 months.Lead a cross-functional project involving 3+ departments, delivering results on time and within budget while maintaining stakeholder satisfaction.Enhance delegation
skills by empowering team members to make decisions independently, reducing approval bottlenecks by 40% within 4 months.Increase employee engagement scores by 25% through improved communication, recognition and team-building initiatives implemented over 8 months.Develop strategic thinking capabilities by creating quarterly business
reviews that identify opportunities and threats, leading to 2 actionable improvement initiatives.Soft-skill and teamwork performance goals examplesSoft-skill and teamwork goals address interpersonal effectiveness, collaboration and workplace behaviors that enhance overall team performance and organizational culture. These performance goals for
employees examples help staff build essential workplace competencies that complement technical skills and contribute to individual and team performance.Improve active listening skills by demonstrating understanding through summarizing and asking clarifying questions in 100% of team meetings and conversations.Enhance collaboration by
successfully partnering with colleagues from 3 different departments on joint projects, achieving shared objectives efficiently.Develop emotional intelligence by managing stress effectively, maintaining composure during challenges and supporting colleagues through difficult situations.Improve presentation skills by delivering 4 compelling
presentations to different audiences and receiving positive feedback scores of 4.5/5 or higher.Strengthen relationship-building by scheduling regular check-ins with 10 key stakeholders and maintaining positive working relationships across departments.Enhance adaptability by successfully adjusting to 3 significant workplace changes and helping
team members navigate transitions effectively.Improve cultural awareness and inclusivity by participating in diversity training and implementing inclusive practices that support all team members.Develop better empathy and support skills by offering assistance to struggling colleagues and contributing to a positive team environment.Enhance
creative problem-solving by proposing innovative solutions to 2 persistent challenges and implementing improvements that benefit the team.Improve customer satisfaction rating by maintaining 95% positive feedback ratings and resolving customer issues within 24 hours consistently.How to set effective performance goalsSetting effective
performance goals examples requires a strategic approach that balances ambition with achievability while ensuring clear alignment between individual objectives and organizational priorities.The process involves thoughtful planning, collaborative discussion between managers and employees and systematic implementation that transforms
aspirational targets into actionable roadmaps for success and professional development.Define clear and specific objectivesEffective performance goals begin with precise definitions that eliminate ambiguity and provide crystal-clear direction for employee efforts and manager expectations. Replace vague statements like "improve performance" with
specific outcomes such as "increase sales revenue by 15% within Q3" or "reduce customer response time to under 2 hours."This specificity enables accurate progress tracking, objective performance evaluation and meaningful feedback discussions that drive real improvement and accountability throughout the performance period.Choose appropriate
measurement methodsSelect quantifiable metrics and measurement criteria that provide objective evidence of performance goal achievement while considering both leading and lagging indicators of success. Establish baseline measurements, define success thresholds and identify data sources that will track progress reliably throughout the goal
period.Effective measurement combines numerical targets with qualitative assessments, such as customer feedback system alongside revenue figures, ensuring comprehensive evaluation that captures both performance outcomes and the methods used to achieve them.Align goals with organizational prioritiesEnsure self-performance review goals
examples directly support departmental objectives and broader company strategic initiatives, creating coherent connections between daily work activities and job satisfaction. This alignment process requires understanding company priorities, departmental needs and individual career aspirations to create time-bound goals that benefit both employee
development and business outcomes.Regular review and adjustment help maintain relevance as business conditions change, ensuring that actionable performance goals continue serving both individual growth and organizational effectiveness throughout the evaluation periodProven goal-setting frameworksDifferent goal-setting methodologies offer
unique advantages depending on organizational culture, leadership and management skills and specific business objectives. Understanding these proven frameworks helps managers and employees choose the most appropriate approach for their situation, ensuring that performance goals are structured effectively to drive meaningful results and
support personal and professional growth.SMART goals methodologySMART goals provide a comprehensive framework that ensures objectives are Specific, Measurable, Achievable, Relevant and Time-bound, creating clear structure and accountability for performance management.This framework transforms vague aspirations into concrete targets
with defined success criteria, making it easier to track progress and evaluate achievement objectively.Specific objectives eliminate ambiguity by clearly defining what needs to be accomplished, who is responsible and what success looks like in practical terms.Measurable criteria establish quantifiable benchmarks that enable objective progress
tracking and performance evaluation without subjective interpretation or bias.Time-bound deadlines create urgency and enable proper resource allocation while preventing performance management from becoming indefinite aspirations without completion dates.OKRs (Objectives and Key Results)OKRs combine ambitious qualitative objectives with
specific quantitative key results that measure progress toward larger examples of performance goals, creating transparency and alignment across company levels.This methodology encourages stretch thinking while providing concrete metrics that demonstrate meaningful advancement toward strategic priorities and breakthrough
achievements.Ambitious objectives push teams beyond incremental improvements, encourage employees to think creatively and break through performance that drives significant organizational advancement.Transparent goal-sharing across team members creates alignment and enables cross-functional collaboration while reducing duplicated efforts
and conflicting priorities.Quarterly cycles allow rapid iteration and adjustment based on changing business conditions, market feedback and emerging opportunities or challenges.KPIs (Key Performance Indicators)KPIs focus on continuous measurement of critical business metrics that indicate organizational health and performance trends over time.
This methodology emphasizes ongoing monitoring and tracking progress rather than project-based achievement, making it ideal for operational roles where consistent performance maintenance matters more than specific goal completion.Continuous monitoring provides real-time visibility into performance trends, enabling proactive adjustments
before small issues become significant problems.Benchmark comparisons against industry standards or historical performance help contextualize results and identify areas needing improvement or optimization.Dashboard visualization makes complex data accessible and actionable for managers and employees, facilitating data-driven decision-making
and course correction.Balanced Scorecard approachThe Balanced Scorecard methodology evaluates performance goals across four perspectives: financial, customer, internal process, and learning and growth, ensuring comprehensive assessment that goes beyond traditional financial metrics.This holistic approach helps businesses avoid short-term
thinking while building sustainable competitive advantages through balanced attention to all success factors.Multi-perspective evaluation prevents overemphasis on financial results while ensuring attention to customer satisfaction, operational efficiency and employee development.Strategic alignment connects daily activities to long-term
organizational vision through cascading objectives that link individual work to broader strategic initiatives.Cause-and-effect relationships help identify leading indicators that predict future performance, enabling proactive management rather than reactive problem-solving.ConclusionEffective performance goals examples serve as powerful catalysts
for professional growth and organizational success when crafted with specificity, measurability and strategic alignment. The 40 examples provided demonstrate how to transform aspirational statements into actionable objectives that drive meaningful results across all areas of workplace performance.Implementation success depends on choosing
appropriate goal-setting methodologies, maintaining regular progress reviews and fostering collaborative relationships between managers and employees. Whether using SMART criteria, OKRs or other proven frameworks, consistency in application and commitment to follow-through determine ultimate effectiveness.Examples of performance goals
represent investments in both individual careers and organizational capabilities, creating win-win scenarios where employee development directly contributes to business outcomes. Start with clear objectives, measure progress consistently and adjust strategies as needed to maximize the transformative power of well-structured performance
management. Today, setting clear and measurable employee performance goals is crucial for driving individual and organizational success. Effective employee performance goals not only help employees stay focused and motivated but also align their efforts with the company’s overall objectives. But crafting effective goals can be tricky. This
employee performance goal examples guide tackles that challenge head-on. In this blog post, we will explore 50+ practical employee performance goal examples that will provide you with a wealth of ideas and inspiration to help your employees thrive in the coming year. Employee performance goals are specific objectives that employees strive to
achieve within a set timeframe. They act as a roadmap for success, outlining what’s expected from an employee’s role and how their work contributes to the bigger picture. Here are some examples of employee performance goals: — Increase monthly sales revenue by 15% within the next quarter. — Generate 1,000 qualified leads through social media
campaigns in the next quarter. - Complete two online courses related to your job function by the end of the year. Employee performance goals are important for several reasons, benefiting both the employee and the organization as a whole. 1. Clear goals keep employees motivated and focused on achieving desired outcomes. 2. Collaboratively
setting goals fosters better communication between employees and managers. 3. Goals provide a framework for regular performance reviews and feedback discussions. 4. Well-defined goals help identify areas of improvement for employees and can guide development plans. 5. Goals aligned with company objectives ensure everyone is working
towards the same strategic direction. Now that we’ve established the significance of setting employee performance goals, let’s look at 50 employee performance goals examples you can use in your next performance evaluations. But before that, we have something to confess. While there are various goal-setting frameworks out there, many fall short
in truly driving ambitious growth and strategic alignment. That’s why, at Peoplebox.ai, we believe that OKRs, or Objectives and Key Results, are the way to go for forward-thinking companies. With their clear structure, focus on measurable outcomes, and alignment with broader organizational objectives, OKRs provide a dynamic and flexible
approach that drives both individual and collective success. The below employee performance goals examples have been written in the OKR format, and can be used as is, or customized to fit your organization’s strategic goals. Individual employee performance goals not only help in aligning personal objectives with company targets but also drive
motivation, accountability, and continuous improvement. In this section, we’ll explore various examples of individual performance goals, categorized to provide a comprehensive understanding of how they can boost productivity, quality, customer service, employee development, and leadership. Boosting productivity is essential for any business to
thrive. By setting clear and measurable goals, you can help employees focus on more important tasks with a strategic impact. Here are some key objectives and results aimed at making everyone more productive. Key Results: Finish more than 20% of tasks per week compared to last quarter. Reduce time spent on non-essential activities by 15%
Achieve a 95% on-time task completion rate Key results: Within the next six months, reduce the average time spent on each project by 15%. Implement at least two new productivity tools or techniques. Increase the number of projects completed by 10%. Key Results: Increase billable hours by 10% through implementing new time management
strategies Reduce time spent in unproductive team meetings by 25% Achieve a daily focus time of at least 4 uninterrupted hours Key results: By the end of the year, automate at least three repetitive duties using available tools. Reduce time spent on manual data entry by 50% Increase overall team productivity by 15% through automation Key results:
Meet all project deadlines for the next six months Reduce the number of last-minute extension requests by 90% Improve project estimation accuracy to within 10% of actual time spent Did you know— OKR management platforms like Peoplebox.ai make setting OKRs a breeze. You can set goals within seconds and see how your goals impact the entire
organization’s strategic plan. Try it yourself! Improving the quality of work is essential for delivering top-notch results. By setting specific goals, you can ensure accuracy, collaboration, and continuous professional development. Here are some key objectives and results focused on enhancing the quality of our work. Key results: Reduce error rate in
monthly reports by half before the end of Q3. Implement a double-check system for all critical documents Achieve 100% compliance with data entry protocols Key results: Maintain an accuracy level of not less than 95 percent for all deliverables Participate in at least two cross-functional projects per quarter Provide constructive feedback on at least
five colleagues’ projects monthly Not sure how to give feedback that is non-offensive? Download our free guide today and get started! Key results: Obtain a relevant professional certification to improve job-related skills by Q4. Complete 20 hours of skill-specific training Apply new skills to at least three major projects Key results: Attend 3 training
sessions on industry best practices and apply the learnings to improve work quality. Demonstrate application of learnings in at least two projects Share key insights with the team through three presentations Key results: Receive a minimum of 85% positive feedback on work quality from peers and supervisors during the annual review. Receive two
client commendations for exceptional work Have work featured in at least one company-wide showcase Providing excellent customer service is crucial for any organization’s success. Clear performance goals ensure that employees consistently meet and exceed customer expectations. Here are some specific goals designed to enhance customer service
skills and deliver outstanding experiences. Key results: Maintain a customer satisfaction rating of 90% or above for the next year. Reduce customer wait times by 25% Implement a new customer feedback system with 80% response rate Key results: Resolve customer complaints within 24 hours for the next quarter. Develop a knowledge base to
address 80% of common issues Reduce repeat complaints by 50% Key results: Attend a customer service training program and apply the techniques learned to improve customer interactions. Demonstrate improved customer interactions through 20% increase in positive feedback Mentor two team members on advanced customer service techniques
Key results: Proactively reach out to 10 customers per month to gather feedback and address concerns. Implement a quarterly customer appreciation initiative Increase customer retention rate by 15% Key results: Contribute to the creation of a comprehensive customer service FAQ document by the end of Q2. Increase usage of self-service options by
30% Reduce basic inquiry tickets by 25% through improved self-service resources If you're looking for more OKR examples for customer success, don’t miss this! Investing in professional development is essential for both personal growth and organizational success. Setting clear professional development goals helps employees enhance their skills,
stay motivated, and contribute more effectively. Here are some goals to support continuous learning and development. Key Results: Attend a minimum of 2 industry events and share key learnings with the team Establish connections with 10 new industry professionals Implement 3 new industry best practices learned from these events Key Results:
Successfully complete an online course and demonstrate the application of new skills Demonstrate application of new skills in at least 2 major projects Teach newly acquired skills to at least 3 team members Key results: Successfully contribute to a cross-functional project Shadow 3 colleagues from different departments for a day each Propose 2
initiatives that leverage cross-departmental synergies Key results: Establish a mentorship relationship and meet regularly with the mentor Set and achieve 3 specific career development goals with mentor’s guidance Provide mentorship to a junior colleague, helping them achieve 2 of their goals Key results: Read 5 industry-related books and share
insights with the team Write 3 blog posts or articles on industry topics Apply insights from readings to improve 2 current work processes Strong leadership is vital for driving team success and achieving business objectives. Setting specific goals for developing leadership skills helps employees lead more effectively and inspire their teams. Here are
some goals to cultivate strong, effective leaders within an organization. Key Results: Successfully mentor a junior team member to achieve their performance goals Provide bi-weekly feedback and guidance sessions Help mentee develop and execute a personal growth plan With Peoplebox.ai, you can automate the one-on-ones so you never have to
miss a meeting again! Key results: Lead a team initiative and achieve a 20% efficiency increase in the targeted work process Involve and get buy-in from at least 90% of team members in the improvement process Document and present the improved process as a case study for other teams Key results: Plan and execute monthly team-building
activities Achieve 90% participation rate in team activities Improve team collaboration scores by 25% in the next employee survey Key results: Consistently delegate tasks and provide constructive feedback to team members Improve team productivity by 15% through effective task delegation Achieve a 90% satisfaction rate from team members
regarding feedback quality Key results: Complete a leadership development program and demonstrate improved team management skills Implement 3 new leadership strategies learned from the program Improve personal leadership effectiveness score by 20% in 360-degree feedback Setting goals for team performance is fundamental to promoting
cooperation, enhancing communication skills, and driving collective success. Let’s now look at some goals you can use in your organization. Effective project management is the backbone of any successful organization. By ensuring projects are delivered on time, within budget, and to the required quality, this section’s goals contribute directly to
achieving organizational objectives. It minimizes wasted resources, keeps clients satisfied, and builds a reputation for reliability. Key results: Complete 100% of projects within budget and timeline for the next financial year Reduce project overruns by 25% Improve resource allocation efficiency by 20% Key results: Implement a new project
management tool with a 90% team adoption rate by Q3 Reduce time spent on administrative tasks by 30% Increase project visibility and tracking accuracy by 40% Key results: 95% attendance in weekly project status meetings. Reduce miscommunication-related issues by 50% Implement a centralized project communication platform with 100% team
usage Key results: Achieve a 30% reduction in project delays through proactive risk management Identify and mitigate 90% of potential risks before they impact the project Improve project timeline estimation accuracy by 25% Key results: Ensure every completed assignment gets a client satisfaction score above or equal to eighty-five percent within
one quarter. Increase client retention rate by 15% Reduce the number of client-reported issues by 40% Continuous process improvement is essential for organizational success. It helps eliminate waste, reduce errors, and improve overall efficiency. This section highlights goals that focus on identifying and eliminating bottlenecks, streamlining
workflows, and implementing quality control measures. These improvements lead to increased productivity, cost savings, and enhanced customer satisfaction. Key results: Identify and eliminate three workflow bottlenecks by the end of Q2 Reduce process cycle time by 20% Increase overall team productivity by 15% Key results: Get a 40% reduction
through the new QC process Increase first-pass yield by 25% Implement automated quality checks for 80% of critical processes Key results: Make at least two suggestions for process improvement per quarter Achieve 80% team participation in improvement idea submissions Reduce waste in key processes by 30% Key results: Achieve a 25%
reduction in time-to-productivity for new hires Create and implement a standardized onboarding checklist for all departments Increase new hire satisfaction scores by 20% Key results: Successfully develop an SOP as well as implement it in the most critical team. Achieve 100% team compliance with new SOPs within 3 months of implementation
Reduce process variations by 50% Today, fostering innovation is essential for sustainable career growth. This section’s goals aim to encourage creative problem-solving, develop new ideas, and embrace calculated risks. This leads to a constant stream of improvements, keeps the organization ahead of the competition, and helps capture new market
opportunities. Key results: Produce at least ten new ideas per quarterly innovation workshop Implement 20% of generated ideas within 6 months Increase cross-departmental collaboration on innovative projects by 30% Key results: Reach a participation ratio of 50% for the entire team using the platform to submit ideas Increase the number of
implemented ideas by 25% year-over-year Achieve a 40% reduction in time from idea submission to implementation decision Key results: Implement a “fail fast, learn faster” initiative, where each team member proposes and executes at least one experimental project per quarter, sharing learnings and insights with the team Increase the success rate
of new initiatives by 15% through lessons learned Conduct monthly “failure analysis” sessions to extract valuable insights Key results: Identify and engage with 3 external partners for collaborative, innovative projects Develop at least 1 successful proof of concept by year-end Increase innovation-driven revenue by 10% through external collaborations
Key results: Design and launch an innovation recognition program within 2 months Achieve 50% of the team receiving recognition within the first 6 months Increase overall team innovation output by 30% year-over-year Strong, collaborative teams are the driving force behind organizational success. This section highlights goals that promote
knowledge sharing, appreciation, and teamwork. By nurturing these aspects, organizations can create a more engaged workforce, improve communication and problem-solving, and ultimately achieve their strategic objectives. Key results: Organize monthly lunch and learn sessions with team members presenting Increase cross-departmental project
collaborations by 25% Improve team members’ understanding of other functions by 40% (measured through employee surveys) Key results: Reach 75% team participation in the peer recognition program Increase employee satisfaction scores related to recognition by 30% Implement a monthly “appreciation spotlight” featuring top contributors Key
results: Plan and execute quarterly team-building activities Improve team collaboration scores in surveys by 25% Reduce inter-team conflicts by 50% Key results: Develop a skills matrix for the entire team by Q2, ensuring that each individual has his or her personal development plan Ensure 100% of team members have individual development plans
Achieve an average of 2 new skills acquired per team member by year-end Pssst! Need help crafting individual development plans that will actually help your employees improve? Here’s a free template you can use today! Key results: Attain at least an 80% minimum mean score for staff engagement in annual surveys. Reduce voluntary turnover rate
by 15% Increase participation in company initiatives by 30% Key results: Implement a cross-training program so the employee is proficient in at least 2 skills Increase the team’s ability to cover for absent colleagues by 40% Improve overall team productivity by 15% through enhanced skill diversity Key results: Conduct a bimonthly meeting that
retrospects on past performance and rectifies it Increase the team’s ability to cover for absent colleagues by 40% Improve overall team productivity by 15% through enhanced skill diversity Key results: 90% team participation in a community service event Increase team cohesion scores in surveys by 30% Implement 2 additional team-driven social
responsibility initiatives Key results: Develop a team mentoring program with 100% of team members participating Improve skill transfer rate within the team by 35% Increase junior team members’ confidence and job satisfaction by 25% Key results: Effectively organize and implement team hackathons Implement the winning solution from the
hackathon within 2 months Increase team’s ability to rapidly prototype solutions by 40% As you implement these goals, keep in mind that continuous feedback and adjustments are crucial for sustained success. Regularly review and refine goals to adapt to evolving business needs and personal growth. For a more streamlined and effective approach to
performance management, consider leveraging performance management tools like Peoplebox.ai, which can help align your goals with broader organizational strategies and drive both individual and collective success. Setting goals is a crucial aspect of managing employee performance, but achieving these goals requires more than just writing them
down. To effectively align individual objectives with broader organizational strategies and drive both personal and team success, using the right tools can make all the difference. That’s where the Peoplebox.ai OKR and performance management software comes into play. Peoplebox.ai is designed to streamline and enhance the goal-setting process.
With Peoplebox.ai, you can: Effortlessly set OKRs using intuitive templates and goal-sharing functionalities. Ensure strategic alignment by cascading individual goals from company objectives. Boost employee engagement through clear goal visibility and progress tracking. Drive continuous improvement with regular check-ins and data-driven insights.
Peoplebox.ai empowers you to ditch the outdated performance management methods and unlock the true potential of your workforce. Ready to transform your goal-setting process? Get started with Peoplebox.ai today! “Without goals, and plans to reach them, you are like a ship that has set sail with no destination.” — Fitzhugh Dodson Effective goal-
setting is key to organizational success. Goals help provide a benchmark for performance, motivate people toward higher performance, keep everyone aligned strategically, and drive professional development. Regarding performance management, Gartner found that when individual goals are aligned with organizational priorities and help employees
meet changing needs, coordinate with peers, and hold themselves accountable, employee performance increases by up to 22%. Use this guide of performance goals examples, methodologies, and best practices to help you develop performance goals to boost employee and organizational performance. Professional development goals are some of the
most essential because they help employees grow their skills, improve performance, and prepare for future career opportunities. These goals provide a clear pathway for personal and professional growth, keeping employees motivated, engaged, and aligned with organizational objectives. Example: “Complete an advanced HR analytics certification
within six months to enhance technical expertise.” Purpose: Build specific technical or functional skills that directly improve job performance and enhance career prospects. Example: “Shadow a colleague in a different department for one week to understand how their work contributes to organizational goals.” Purpose: Builds broader organizational
awareness, fosters collaboration, and encourages a holistic perspective. Example: “Participate in one networking event each quarter and establish connections with professionals in the industry.” Purpose: Build valuable relationships that may support the employee’s growth and provide insights into industry trends. Example: “Take a project
management course and lead at least one project from start to finish by the end of the year.” Purpose: Helps employees gain project management skills to manage tasks, timelines, and resources effectively. Example: “Attend a leadership development program to develop skills in team management, communication, and conflict resolution.” Purpose:
Prepares employees for leadership roles and enhances their ability to lead and inspire others. Collaboration goals are important because they enhance teamwork, foster strong interpersonal relationships, and ensure smoother project execution. Team members can better leverage each other’s strengths, support diverse perspectives, and collectively
achieve goals more efficiently. Example: “Acknowledge a colleague’s contribution during team discussions each week, highlighting their strengths and efforts.” Purpose: Builds a supportive environment, motivating team members and fostering positive relationships. Goal: “Use [specific tool, e.g., Slack, Trello] to update team members daily on project
progress, ensuring that 100% of updates are accessible by all team members.” Purpose: Keeps everyone aligned on tasks and deadlines, improving efficiency and reducing communication gaps. Goal: “Publicly recognize a teammate’s effort or contribution in team meetings or via email once a week.” Purpose: Encourages a positive, supportive team
atmosphere where members feel valued and motivated to contribute. Goal: “Organize a workshop to collaboratively define team norms, with 100% team member participation by the end of the month.” Purpose: Ensures that team norms are inclusive and reflect everyone’s input, fostering buy-in and alignment from the start. Goal: “Submit a project
progress update to the team every Friday, ensuring at least 95% of updates are on time over the next six months.” Purpose: Keeps everyone informed, reducing the chance of project delays due to lack of visibility on status. Problem-solving goals are crucial for personal and team success, as they empower employees to think critically, navigate
challenges, and make informed decisions. Effective problem-solving skills can improve efficiency, reduce conflicts, and drive innovation within the team or organization. One trick is to identify recurring or significant challenges related to your role or industry, and set goals around addressing those areas. Goal: “Facilitate a brainstorming session with
the team once per quarter to generate at least five innovative solutions for a recurring challenge.” Purpose: Encourages creativity, and collective thinking, and helps generate diverse solutions that might not arise in individual problem-solving. Goal: “Document each step taken in problem-solving for at least 90% of issues, creating a reference to
streamline future problem-solving efforts.” Purpose: Builds a knowledge base for future reference, improving consistency and efficiency in addressing similar problems. A 3 MINUTE READ, TWICE A WEEK Stay at the top of your game with insights, inspiration, and how-to’s on the biggest and most pressing topics in HR and leadership. Goal: “Practice
structured decision-making by using a decision matrix to evaluate options for at least one major project or problem per month.” Purpose: Improves clarity and objectivity, enabling people to make more confident, well-considered decisions. Goal: “Identify and implement preventative measures for at least three recurring issues each quarter, reducing
their frequency by 15%.” Purpose: Reduces the recurrence of common issues, freeing up time for more strategic work and improving efficiency. Goal: “Gather feedback on solution effectiveness from stakeholders for each problem solved, with at least an 80% feedback rate by the end of each month.” Purpose: Ensures solutions are effective and meet
stakeholder needs, providing insights for improving future solutions. Creativity goals are essential because they foster innovation, improve problem-solving, and drive personal and organizational growth. By setting measurable creativity goals, individuals and teams can build a culture of innovation, stay competitive, and bring fresh ideas to their work.
Goal: “Dedicate one hour per week to focused creative work, such as brainstorming, mind mapping, or researching new techniques.” Purpose: Builds a routine that prioritizes creativity, ensuring time is consistently set aside for idea generation. Goal: “Create and present one new concept or proposal each month, regardless of immediate feasibility.”
Purpose: Encourages consistent ideation and helps refine presentation skills, leading to a steady stream of innovative proposals. Goal: “Research and present one creative solution from a different industry each quarter, analyzing how it might apply to our own work.” Purpose: Exposes you to fresh perspectives and strategies, broadening creative
thinking by applying insights from diverse fields. Goal: “Lead a creativity workshop or brainstorming session with the team once per quarter, generating at least 10 new ideas collaboratively.” Purpose: Builds facilitation skills, fosters team creativity, and leverages diverse perspectives to generate ideas. Goal: “Try at least one new approach or tool for
each major project, tracking outcomes to assess effectiveness.” Purpose: Promotes an experimental mindset, allowing for continuous improvement and creativity through trial and error. New hire performance goals are crucial for setting clear expectations, helping new employees integrate successfully, and supporting them in becoming productive
team members. By establishing measurable goals, new hires have a roadmap (we’re fans of the 30-60-90 day plan) to guide their development, with the focus being on learning and networking. Goal: “Attend and complete 100% of required onboarding sessions and training within the first 30 days.” Purpose: Provides a comprehensive understanding of
company policies, tools, and resources, ensuring a smooth transition into the organization. Goal: “Schedule bi-weekly check-in meetings with your manager for the first 90 days to review progress and receive feedback.” Purpose: Promotes open communication, allowing new hires to address any questions, receive guidance, and make continuous
improvements. Goal: “Meet with at least five key stakeholders or team members in other departments within the first 30 days to understand how your role supports their work.” Purpose: Helps new hires understand cross-functional dependencies and build a support network, aiding their ability to collaborate effectively. Goal: “Gain proficiency in all
required company tools and software by the end of the first month, completing any related training and practicing independently.” Purpose: Reduces reliance on others for basic technical support, enabling the new hire to work efficiently and productively. Goal: “Participate actively in team meetings by sharing insights or asking questions at least once
per meeting within the first 60 days.” Purpose: Encourages engagement and shows the new hire is invested in team goals, helping them integrate more fully into the team dynamic. Executive and leadership performance goals are crucial for guiding strategic vision, fostering team alignment, and driving organizational success. Setting clear,
measurable leadership or manager goals helps leaders focus on high-impact areas, support team and organizational growth, and demonstrate accountability. These goals also ensure leaders are actively developing the skills needed to adapt to changing market demands, build strong teams, and inspire employees at all levels. Goal: “Develop and roll
out a set of key performance indicators (KPIs) for all departments within the next 90 days to track and measure organizational progress.” Purpose: Creates transparency and accountability, allowing the organization to monitor progress and make data-driven adjustments. Goal: “Post weekly updates and conduct monthly town hall meetings to keep
employees informed about company goals, progress, and challenges.” Purpose: Builds trust and morale by promoting transparency, and ensuring employees feel connected to the organization’s mission and vision. Goal: “Identify and develop at least three high-potential leaders for key roles by implementing tailored development plans within the next
12 months.” Purpose: Ensures organizational continuity by preparing future leaders, and supporting long-term stability and growth. Goal: “Train 100% of senior leaders on data analysis and decision-making tools, integrating data-driven practices in monthly leadership meetings.” Purpose: Promotes a culture of informed decision-making, improving
the quality and impact of strategic choices. Goal: “Create a centralized knowledge repository within the next quarter, adding at least 10 key documents or resources per month.” Purpose: Provides easy access to essential knowledge, reduces duplicated work, and ensures team members can easily find resources to support their tasks. Human
resources (HR) performance goals are vital for supporting organizational growth, enhancing employee engagement, and fostering a positive workplace culture. Clear, measurable goals help HR professionals focus on strategic priorities that align with business objectives, from talent acquisition and retention to employee development and compliance.
Setting performance goals also enables HR teams to demonstrate their impact on the organization, leading to better resource allocation and increased influence in strategic decision-making. Goal: “Decrease the average time-to-hire by 20% over the next two quarters by streamlining recruitment processes and leveraging digital hiring tools.” Purpose:
A faster hiring process helps fill open positions more quickly, reducing workload for existing employees and minimizing productivity loss. Goal: “Achieve a 10% improvement in retention rates within the next year by enhancing employee engagement initiatives and developing personalized career development plans.” Purpose: Lower turnover reduces
hiring and training costs, builds team stability, and ensures organizational continuity. Goal: “Achieve a 10% increase in employee engagement rate within the next year by developing employee engagement activities and plans.” Purpose: Higher engagement increases productivity and retention. Goal: “Increase diversity across all levels of the
organization by 15% within a year by implementing hiring and promotion practices focused on inclusion (i.e. post IT jobs on “women in tech” job boards).” Purpose: Higher diversity and inclusion boosts creativity and efficiency. It also positively impacts employee engagement and employer branding. Goal: “Redesign the onboarding program within
three months to include a structured 30-60-90 day plan, improving new hire satisfaction scores by 15%.” Purpose: A positive onboarding experience helps new employees acclimate quickly, improves engagement, and sets them up for long-term success. Goal: “Boost employee training participation by 25% over the next year by implementing flexible,
accessible training options such as online modules and workshops.” Purpose: Investing in skill-building and professional growth increases employee satisfaction, enhances capabilities, and improves overall productivity. Goal: “Conduct a compliance audit within the next quarter and implement any necessary policy updates to ensure 100% compliance
with federal and state regulations.” Purpose: Maintains a lawful work environment, reducing the risk of legal issues and protecting the organization’s reputation. Goal-setting methodologies provide structured approaches to defining, planning, and achieving objectives effectively. By using specific frameworks, organizations, teams and individuals can
set clear, measurable, and attainable goals that align with their personal or organizational priorities. Different methodologies, such as SMART goals, OKRs (Objectives and Key Results), and BHAGs (Big Hairy Audacious Goals), offer unique strategies to drive focus, measure progress, and maintain motivation. Understanding these methodologies
helps people select the most suitable approach for their needs, ensuring that each goal-setting process is intentional, impactful, and actionable. Here’s an explanation of some goal-setting methodologies, focusing on how they work and their unique advantages: SMART goals are designed to provide clear, actionable objectives by following five specific
criteria. SMART stands for: Specific: Goals should be well-defined and clear. Measurable: Goals need criteria to track progress and determine success. Achievable: Goals should be realistic and attainable, given available resources and constraints. Relevant: Goals must align with broader objectives, ensuring they have a meaningful impact. Time-
Bound: Goals should have a defined timeframe or deadline for completion. Advantages: This methodology provides clarity and focus, breaking down goals into manageable steps that increase motivation and make it easier to track progress. SMART goals are great for individual, project-based, and team-level objectives that need specific outcomes.
Example from AirBNB: “Improve customer service response times to enhance guest satisfaction." Specific: Reduce the average response time to customer inquiries. Measurable: Achieve a 50% reduction in response time, decreasing from an average of 24 hours to 12 hours. Achievable: Implement additional training for customer service
representatives and introduce advanced support technologies. Relevant: Enhancing response times directly impacts guest satisfaction and loyalty, aligning with Airbnb's commitment to delivering world-class service. Time-Bound: Accomplish this reduction within the next six months. The OKR framework was developed by Intel and popularized by
Google, focusing on measurable results that align with broader objectives. Components: Objective: A clear, qualitative goal that defines what you aim to achieve. Objectives are inspiring and directional. Key results: Measurable outcomes that track progress toward the objective, typically 2-5 per objective. Key results are quantitative, with specific
targets (e.g., increase sales by 20%) Advantages: OKRs create alignment across the organization, connecting individual and team goals to overarching company goals. They’'re designed to be flexible and aspirational, fostering transparency and motivating employees to aim higher. OKRs work well in fast-paced environments where goal adaptability is
important. Specific OKR software or goal-setting software can help track and maintain them. Example from Google: "Improve Chrome's speed by and efficiency." Key results: Reduce the browser's startup time by 25% within the next quarter. Decrease memory usage by 30% over the next six months. Achieve a 20% increase in page rendering speed by
the end of the fiscal year. Based on the Goal-Setting Theory by Edwin Locke and Gary Latham, these principles emphasize that effective goals improve performance and focus. The 5 principles: Clarity: Goals should be specific and clearly defined to avoid ambiguity. Challenge: Goals should be challenging enough to inspire effort and motivation without
being unachievable. Commitment: Employees need to be invested in the goal for it to have a meaningful impact; commitment can be enhanced by involving employees in the goal-setting process. Feedback: Regular feedback on progress is essential for staying on track and making adjustments. Task Complexity: Goals should be broken down into
achievable steps, especially if they are complex, to prevent overwhelm and increase focus. Advantages: This methodology emphasizes motivation and provides a solid foundation for goal setting in diverse contexts. It’s particularly effective when combined with regular check-ins and feedback loops to ensure continuous engagement. Example for a sales
representative: Objective: Increase monthly sales by 20% over the next quarter. Clarity: “Achieve a 20% increase in monthly sales, from $50,000 to $60,000, over the next three months.” Challenge: The 20% increase is ambitious, requiring the sales rep to explore new sales tactics, increase outreach, and potentially expand into new customer
segments, but it’s also reasonable given current growth trends. Commitment: Engage the sales rep by discussing how achieving this goal will contribute to both company growth and their professional growth, potentially resulting in a performance bonus or promotion consideration if consistently met. Feedback: Set up bi-weekly check-ins to discuss
progress, identify obstacles, and provide feedback on techniques. During these sessions, the rep can share insights about what strategies are working or not, and you can offer guidance. Task Complexity: Break down the monthly sales goal into weekly targets (e.g., $15,000 per week), and encourage the sales rep to focus on achievable daily activities,
such as a certain number of client calls, meetings, and follow-ups. Created by Jim Collins and Jerry Porras, BHAGs are long-term, ambitious goals that challenge the organization to achieve something extraordinary. Characteristics of BHAGs: Big and bold: Goals should be ambitious and challenging, requiring innovation and effort. Clear and
compelling: BHAGs should be easy to understand, motivating teams to work toward a powerful vision. Long-term: BHAGs are generally set for 10 to 30 years, aiming for large-scale impact rather than immediate results. Advantages: BHAGs are particularly effective for visionary organizations that want to stretch beyond incremental improvements.
They inspire employees, drive organizational growth, and help companies differentiate themselves by setting ambitious, transformative goals. Example: "By 2030, become the world’s leading platform for climate-positive technology, with 100% of our solutions contributing to a net-zero future for our users and partners." The Goal Pyramid breaks down
broad, long-term goals into smaller, actionable objectives, forming a structured hierarchy of goals. Structure: Top of the pyramid (vision or ultimate goal): A high-level, overarching goal that serves as the long-term target (e.g., “Become a leader in sustainable tech”). Middle of the pyramid (strategic goals): Medium-term goals that support the ultimate
goal and focus on key areas (e.g., increase market share, improve R&D capabilities). Base of the pyramid (operational goals): Short-term, actionable goals or tasks that contribute directly to achieving the strategic goals (e.g., launch a new product, optimize processes). Advantages: The Goal Pyramid provides a clear line of sight from daily tasks to
overarching goals, making it easy for employees to see how their work supports the organization’s vision. This methodology is particularly useful for long-term planning, as it aligns day-to-day actions with high-level objectives. Example from Amazon: Top-level goal (mission): "Enhance the value proposition of Amazon Prime to increase global
membership." Strategic goals: Expand Prime Video content library by 30% within the next fiscal year. Reduce average delivery times for Prime members by 20% over the next 18 months. Tactical Goals: For expanding Prime Video: Secure licensing agreements with five major international studios within six months. Increase investment in original
content production by 25% this year. To reduce delivery times: Establish 50 new fulfillment centers in key regions within a year. Implement advanced logistics software to optimize delivery routes by the next quarter. Operational Goals: Hire and train 1,000 additional logistics personnel over the next six months. Upgrade existing delivery vehicles to
eco-friendly models within the next year. The FAST goal-setting framework stands for frequent, ambitious, specific, and transparent goals. Frequent because they’re checked regularly, often weekly or monthly, rather than just at the end of a performance cycle. Ambitious to encourage employees to push themselves and aim higher than they might
with more modest goals. Specific goals make it clear what’s expected and what success looks like, Transparent goals ensure that everyone on the team or in the organization can see each other’s goals and progress, which boosts alignment and accountability. Advantages: The FAST framework encourages employees to strive for challenging outcomes
while staying closely aligned with the team or organizational mission. It keeps goals top-of-mind with frequent reviews and creates a culture of accountability through transparency. Example: A tech company working on an innovative product launch set a FAST goal to “Increase product functionality by adding two new features every quarter and
reduce reported bugs by 50% each month.” This goal is frequent (checked monthly), ambitious (challenging targets for new features and bug reduction), specific (two new features, 50% bug reduction), and transparent (progress shared across teams). Almost there! To summarize and provide extra insights, the following section will explore best
practices for establishing meaningful goals and consistently tracking their progress. Ensure individual and team goals support the broader strategic goals of the organization. This alignment creates a clear connection between personal achievements and company success, fostering a sense of purpose and direction. “The foundation of effective goal
setting lies in a clearly defined company vision,” explains Tara Bodine, HR Consultant and founder of True North People Consulting, “This overarching goal should inspire and guide all employees, providing a sense of direction and purpose. Once company-wide goals are established, they can be broken down into smaller, more manageable objectives
for teams and individuals.” This process is easier said than done, but Liz Lockhart Lance’s article on cascading goals is a great starting point. Evidence suggests that involving employees in setting their own goals increases commitment and motivation, which definitely makes sense when it comes to development. Goals should be ambitious enough to
push employees out of their comfort zones but realistic enough to avoid burnout or frustration. Goals that are too easy don’t motivate, while overly difficult goals can lead to disengagement. Results from a review of laboratory and field studies on the effects of goal setting on performance found that, in 90 percent of the studies, challenging and
specific goals resulted in better performance than easy goals, no goals, or “do your best” goals. Divide complex or long-term goals into smaller, achievable milestones. This helps maintain momentum and gives employees a sense of progress, making it easier to stay on track and adjust if needed. As Robert Hourie, Company Director at Elwood Roberts,
explains “Setting milestones in the process is critical because without specific, short-term milestones it's hard to coach someone to improve. Achieving small wins is what gives people confidence on a day-to-day basis. With short-term milestones, performance can be measured more often without micromanaging an employee.” Use a mix of
measurable (quantitative) goals and behavioral or skill-based (qualitative) goals. While quantitative goals focus on outcomes (e.g., sales targets), qualitative goals emphasize skills and behaviors (e.g., communication improvement). Define clear timelines for goal completion, along with intermediate milestones. Regular checkpoints allow for course
correction if needed and keep employees focused on achieving results within the set timeframe. Renee Barber, Global Director of Recruiting at TYR Talent Solutions, suggests reviewing every 90 days or so. “A quarterly (90 days) cadence tends to strike a good balance—enough time to reflect on progress, adjust goals, and provide meaningful
feedback, without being too distant or too frequent. This keeps performance conversations relevant and actionable.” In addition to more formal performance reviews, schedule regular (weekly, bi-weekly, or monthly) check-ins to discuss progress, challenges, and achievements. These touchpoints keep employees accountable and allow managers to
provide timely feedback and support. In addition to timely, feedback should be objective, and specific. Alana Fallis has a very helpful guide with practical examples of how to provide effective feedback. A study by the Journal of Applied Psychology states that presenting weekly progress reports of your goal increases your success rate by 40 percent.
Use digital tools and software (like Asana, Trello, or performance management platforms like 15Five or BambooHR) to track goals, milestones, and ongoing progress. These tools provide a centralized view of performance data for both managers and employees. Encourage employees to track their own progress and reflect on their performance
periodically. Self-tracking boosts accountability and gives employees a sense of ownership over their goals. Top tip: Dashboards make it easy for employees and managers to see at-a-glance updates on individual and team performance. So important! Break down goals into smaller milestones and celebrate each achievement. Milestones provide short-
term motivation and help employees see tangible progress toward larger goals. Research from Achievers found that 90% of employees say that receiving recognition for their work motivates them to put in more effort. Time to set a goal to launch an employee recognition program! Keep a documented record of each employee’s achievements and
challenges over the performance period. This record provides valuable data for performance reviews and helps in identifying long-term growth patterns. Organizations, people, and jobs change constantly, a goal that was relevant in January may not be as relevant in June, so goals should be adjusted as needed. Even if things change, it’s still important
to reward achievements for goals, even if the results are no longer relevant. People work hard for their goals and they should not feel penalized if things change along the way. For more on goal setting and performance management in general, subscribe to our weekly newsletter for HR and business leaders. You'll receive all our latest content to help
you grow in your career and make greater impact in your org. We’re willing to bet that your ultimate aim as a business is to be as successful as possible, right? Of course, it is. But the only realistic way to achieve this is by making sure that your employees deliver quality work that meets or exceeds expectations. Sounds simple enough in theory, but in
reality, this can be quite a challenge unless you find a way to clearly communicate what these expectations are. Here’s a solution for you: performance goals at work. With the right benchmarks, you can challenge your employees to reach their full potential and contribute to the success of your organization. With this in mind, today we are going to
share 24 examples of performance goals at work, specifically focused on objectives aimed at improving soft skills, accountability, professional growth, collaboration, and problem-solving. A complete performance management toolkit in a single platform What Are Performance Goals at Work? Performance goals at work are a key employee
performance management strategy. Breaking it down to its bare bones, they are clear and specific benchmarks for measuring and guiding employee progress and development. Examples of performance goals at work include enhancing communication skills, meeting project deadlines, improving conflict resolution skills, and developing collaborative
skills. Essentially, with this strategy, you meet with an employee, discuss their current performance, identify areas for improvement, and set specific, measurable performance goals that align with both their personal development and the company’s strategic objectives. This collaborative approach ensures that the employee understands their role and
is motivated to actively contribute to the company’s success. Over time, these goals should become increasingly challenging to help nudge employees along the path of continuous development. The ultimate aim here is to create a high-performance culture where employees consistently meet or exceed the requirements of their roles. By framing your
performance expectations as tangible goals, each employee understands which areas of their development they need to work on before the end of the performance review phase. Remember to align employee performance goals with team objectives, individual interests, and opportunities for personal growth. Why Are Performance Goals at Work So
Important? So, what are the benefits of setting performance goals at work? Do they work? Is it worth the effort? To be effective, you need to set clear, strategic, and relevant goals. Also, provide your employees with the right learning and development tools. This will help them upskill, develop leadership skills, and achieve their objectives. Here are
some of the specific benefits of setting performance goals at work: Clarity and direction. They are a platform for you to communicate clear performance expectations to your employees and guide their development. Motivation and engagement. Performance goals give employees something tangible to work on. This can be a great engagement and
motivation tool. Performance tracking. Communicating clear goals makes it easier for you to track and measure employee performance. They also make it easier to detect potential performance gaps that employees need to address through training or performance coaching. Skill development. They encourage employees to develop their skills and
embrace a culture of continuous professional growth. Organizational alignment. A clear strategy for setting performance goals at work helps you align the entire team with the overall objectives of the company. Accountability. By making employees responsible for achieving specific goals within a defined timeframe, performance goals at work can be
a great tool for encouraging employees to take accountability for their own productivity. Employee recognition and rewards: Performance goals are a key part of a pay-for-performance model, where you recognize and reward employees for their achievements. This initiative boosts morale and encourages sustained high performance. Productivity and
efficiency. Finally, performance goals at work enhance overall productivity and efficiency within the organization. Methodologies for Setting Performance Goals at Work OK, great! All clear so far? We’ve seen what they are and why they are so important, but how do you set them? There are actually a few methodologies that you can use for setting
performance goals at work. It’s always best to use an established method as a guide as following a structured approach makes it far more likely that the goals you set will be achievable and achieved. The most common goal-setting methodologies are: SMART Goals OKRs Locke and Latham’s 5 Principles Goal Pyramid Each of these approaches will
help you create clear, aligned and actionable performance goals at work. The best approach for you will depend on your specific organizational needs, company culture, and the nature of the goals you want to achieve. If you're feeling brave, you could even mix things up and pick a few methodologies for different teams or projects to find what works
best for your organization. First things first, though. Let’s explore these 5 methodologies in a bit more detail. SMART Goals SMART is an acronym for Specific, Measurable, Achievable, Relevant, and Time-bound. Although this concept can be applied to any walk of life, in the context of HR, the SMART goals framework provides a structured approach
to goal setting, making it easier to create goals that are clear, actionable, and aligned with the overall organizational strategy. The biggest benefit of creating SMART performance goals is that employees have clarity and a clear roadmap for success. They understand exactly what is expected of them, how you will measure their progress, and the
timeframe within which they need to achieve their goals. This clarity helps to eliminate confusion, increase focus, and enhance motivation, ultimately leading to improved performance and greater alignment with the company’s objectives. For instance, an example of a performance goal at work created using this methodology might be: Increase
customer satisfaction scores by 10% within the next six months by implementing a new feedback system and conducting monthly training sessions for the customer support team. Objectives and Key Results (OKRs) OKR stands for Objectives and Key Results, a goal-setting framework used to define and track objectives and their outcomes. With this
methodology, you establish two core components: objectives (what you want to achieve) and key results (how you will measure progress towards achieving objectives). The OKR approach, made popular by companies like Intel and Google and now used by many modern businesses, can be a great tool for aligning individual, team, and organizational
goals. By setting clear objectives and measurable key results, employees can focus on what truly matters and ensure their efforts contribute to the company’s success. For instance, an example of a performance goal at work created using this methodology might be: Complete advanced sales training and apply new techniques to improve conversion
rates by 15%. Locke and Latham’s 5 Principles Locke and Latham’s 5 Principles are part of the Goal-Setting Theory developed by Edwin Locke and Gary Latham. This theory emphasizes the importance of setting clear, challenging, and attainable goals to enhance employee performance and motivation. Specifically, the 5 principles introduced by the
theory are: Clarity: Set clear, specific goals to avoid ambiguity. Challenge: Make sure goals are challenging but still attainable. Commitment: Make sure employees commit to the goals. (Commitment is crucial) Feedback: Provide employees with regular feedback on their progress so they can make adjustments where necessary. Task complexity:
Adjust goals according to task complexity so that they are manageable. For instance, an example of a performance goal at work created using this methodology might be: Goal: Improve project management skills. Clarity. Complete a project management certification course. Challenge. Achieve certification within six months. Commitment. Dedicate at
least five hours per week to study and coursework. Feedback. Meet with a mentor bi-weekly to review progress and address challenges. Task complexity. Break down the certification course into weekly modules to manage workload effectively. Goal Pyramid Finally, the Goal Pyramid methodology is a hierarchical framework for setting and organizing
performance goals at work. Strategic goals are placed at the top of the pyramid, and individual operational goals are placed at the bottom. In between, you will usually find levels including tactical goals and departmental goals. This structure increases the chances that high-level strategic objectives align with day-to-day operational tasks. Advantages
of using this methodology include improved clarity, better resource allocation, and enhanced coordination across departments. By aligning goals at every level, employees can see how their individual contributions support the overall mission and objectives of the organization, fostering a sense of purpose and direction. For instance, an example of a
performance goal at work created using this methodology might be: Strategic goal: Expand market share by 15% in the next fiscal year. Tactical goal. Launch three new product lines in the next six months to attract new customer segments. Departmental goal. Increase marketing efforts by 25% to promote new product lines and generate leads.
Operational goal. Each sales team member to achieve a 10% increase in monthly sales targets by the end of the quarter through targeted campaigns and client outreach. Individual performance goal: Attend advanced sales training and apply new techniques to improve personal sales conversion rates by 20% within the next quarter. Discover Business
Management Software that helps your team do more. Examples of Performance Goals at Work Now we’re getting to the heart of things: specific examples of performance goals at work. This is where we will see all the theories we’ve just covered put into practice. In other words, the sort of goals you should be setting in line with your underlying
objective. Keep in mind that there are various categories of performance goals relating to different aspects of employee development. Common areas that managers work on when they implement measures to improve performance include: Soft skills Accountability Professional growth Collaboration Problem-solving Whichever goals you set for your
employees, make sure they are clear, specific and tailored to both the employee in question’s professional development and the company’s strategic objectives. It’s also important to use performance management software to track and measure progress once you have set each employee’s goals. Without further ado, let’s get to it! Here are 20 examples



of performance goals at work to inspire you (adding to the 4 we gave you in the previous section). We’ve split these examples into different performance categories to help you understand how you can address each area of development through targeted goal setting. Soft Skills Performance Goals Soft skills are personal traits or attributes that
enhance an employee’s job performance as well as their personal and professional growth. While hard skills are technical and industry-specific, soft skills can be applied to all sorts of jobs and positions. These skills are more about the character and values of an employee rather than what they know. Examples of soft skills in the workplace include
critical thinking, communication, motivation, conflict management and time management. Here are 4 examples of performance goals at work that aim to improve an employee’s soft skills: Improve active listening skills by summarizing key points in meetings and asking for feedback. Enhance conflict resolution abilities by mediating at least two
workplace disputes. Develop better time management skills by meeting all deadlines for a quarter. Strengthen public speaking skills by presenting in at least two team meetings per month. Accountability Performance Goals Employee accountability is when employees take responsibility for their actions, decisions, and performance. When an employee
is accountable, they take ownership of their work, fulfil their duties, meet expectations, and understand the impact of their actions on organizational goals. It’s important to encourage employee accountability because it helps you foster a culture of trust, reliability, and productivity. When employees are accountable, they turn up on time, meet their
deadlines, and continuously strive to achieve their goals. Here are 4 examples of performance goals at work that aim to improve an employee’s sense of accountability: Complete all assigned tasks by the agreed deadlines with no need for reminders. Regularly update project management tools to reflect the current status of all tasks and projects. Own
up to and document any mistakes within 24 hours, along with a plan to address and prevent them in the future. Attend all scheduled meetings on time and fully prepared, contributing constructively to discussions. Professional Growth Performance Goals Professional growth refers to the ongoing process of developing skills, knowledge, and abilities to
enhance your career and achieve personal goals within a chosen profession. It involves continuous learning, skill development, and adapting to new challenges and opportunities. Encouraging professional growth in your organization is important because it helps employees stay up to date with industry trends, improves job performance, increases job
satisfaction, and fosters a culture of innovation and excellence. It also helps you build a skilled and adaptable workforce. Here are 4 examples of performance goals at work that aim to improve an employee’s professional development: Complete a relevant certification or professional course within the next six months. Attend at least three industry
conferences or workshops within the year to stay updated with the latest trends. Seek and participate in a mentorship program, either as a mentor or mentee, for ongoing development. Read and summarize one professional development book per quarter, sharing key insights with the team. Collaboration Performance Goals Collaboration skills are
about working well with others and achieving a common goal. It’s more than just finishing a project with a group of people, though. It also means building relationships with a team, resolving conflicts, and creating a work environment where everyone feels included and respected. Collaboration skills include: Communication Open-mindedness
Conflict resolution Active listening Emotional intelligence Delegation Understanding a variety of perspectives Managing priorities Meeting expectations Having a cooperative spirit and mutual respect. These skills are essential for individual growth and team success and pretty much every role and industry needs them. In fact, according to the
National Association of Colleges and Employers, 76% of employers want candidates with collaboration skills. Here are 4 examples of performance goals at work that aim to improve an employee’s collaboration skills: Participate in at least one cross-functional team project each quarter to enhance interdepartmental collaboration. Schedule and lead
monthly team-building activities to strengthen team relationships and communication. Provide constructive feedback to team members during project reviews, focusing on enhancing collective performance. Facilitate regular team meetings to ensure alignment on goals, progress, and challenges, fostering a collaborative work environment. Problem-
Solving Performance Goals Finally, problem-solving skills refer to an employee’s ability to identify an issue, analyze the context, and present and implement solutions that resolve it. Strong problem-solving skills empower employees to navigate challenges and contribute to organizational success. The more your employees are able to address and
resolve challenges that crop up during their workday, the more productive they will be and the smoother your operations will run. Plus, effective problem-solving can lead to innovative solutions and improvements, driving continuous growth and giving you a competitive edge. Here are 4 examples of performance goals at work that aim to improve an
employee’s problem-solving skills: Identify and propose solutions for at least two process inefficiencies within the next quarter. Develop a step-by-step problem-solving guide to be used by the team for common issues. Lead a team brainstorming session to generate creative solutions for a current project challenge. Analyze and resolve a recurring
problem within the department, reducing its impact by at least 50% within six months. How Factorial Can Enhance Performance Management Regardless of the type of performance goals at work that you assign to your employees, the best way to manage goal progress is to use a performance management system like Factorial to streamline the
process, create a supportive and transparent environment, and boost employee morale. In fact, Factorial’s solution can support you at each step of the performance management cycle. Specifically, with our performance management software, you can: Access comprehensive tools for setting performance goals at work, offering continuous feedback,
and managing performance reviews. Design employee development strategies in line with the objectives of your company. Streamline the performance management process with automated and centralized performance review periods. Track employee performance over time, making it easier to identify trends and areas needing your attention.
Monitor employee performance metrics in real time, so you can make timely interventions and adjustments. Generate comprehensive performance progress reports so that you can make informed decisions based on comprehensive data analysis. Create tailored learning and development programs for each employee to help them hit their performance
goals at work. Set reminders for feedback, performance reviews, and goal-setting deadlines. Not only that, but by integrating Factorial’s performance management software, you can enhance every aspect of the employee journey, helping you create a supportive, transparent, and productive work environment. Think about how easy it will be to track
individual and team performance, provide positive feedback, and review performance metrics. Still not convinced? Fancy a little taster of what we have to offer? Then download our free employee journey map template and use it to assess the employee experience during each step of the employee journey and measure the impact of your performance
management strategy on your employees. This makes it much easier to plan for improvement and help every member of your organization hit their performance goals at work!



