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Are the
performance
goals specific?
A general
statement such
as ‘improve
student results’
does not
provide enough
definition
about the area
and method of
improvement.

Can you measure
the performance
goals? Ifyou
can’t measure
itin some way,
you won’t know
whether the

goal has been
achieved.

Are the
performance
goals achievable
or within your
influence?

Are the
performance
goals relevant?
Do they
contribute to the
strategic goals of
the school or the
department?

Is there a time
period within
which the
performance
outputs need to
be achieved?
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Using the information you have collated in the conversation section of your plan, you now need to articulate your planned performance and development goals. It is recommended that you limit your performance and development plan to three or four areas to focus on, with corresponding performance and development goals. Reflecting on the SMART approach to developing goals will be useful (see below).  

Having identified the areas for development, discuss each area with your team leader and agree on performance and development goals, actions required in developing this capability and  indicators for success.
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Example Goal for public servant:
By the end of May I will actively listen to colleagues and clients, trying to see things from their perspective so that my workplace relationships, team effectiveness and performance are enhanced.

The following examples illustrate how these goals are articulated in a performance and development plan. 
	Performance and development plan

	Focus areas for improvement

As identified in relevant capability framework
	Agreed performance and development goals

Refer to Smart Goals Framework
	Actions to develop capability

Be specific
	Indicators for success 

What will you/others see if your goal is achieved?

	Public Servant in school example:

CLF 3 - 3 Supports productive working relationships

3.2 c. Actively listens to colleagues and clients

3.3 c. Tries to see things from the other person’s perspective


	By the end of May I will actively listen to colleagues and clients, trying to see things from their perspective so that my workplace relationships, team effectiveness and performance are enhanced.
	· Identify and observe good listeners in the workplace

· Listen carefully in conversations to understand the words and the meanings behind them 

· Use questioning to clarify meaning, perspective and understanding

· Avoid interrupting so others have time to share their thoughts and feelings

· Access information on active listening and questioning techniques e.g. online, articles, reference books 

· Seek regular feedback from peers and/or mentor


	· Treating people respectfully
· Valuing/respecting differing perspectives 
· Regularly using a range of listening strategies
· Regularly using a range of questioning strategies
· Reduced interruptions in conversations 
· Regular positive and constructive feedback received from mentor/supervisor/peers



SMART Goal setting framework





A useful stem to frame goal setting (Growth Coaching International) is:





By (date) …





I will (what you wish to achieve) …





so that (why this is of benefit to self/organisation)….




















Performance and development resource
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