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If your previous objective setting efforts have fallen into
the annual ritual category, you m

ay be w
ondering: “W

hy
bother setting objectives in the first place? “W

hy? B
ecause

w
hen objective setting is done w

ell it answ
ers the age-old

question asked by everyone from
 C

E
O

 to hourly em
ploy-

ee: “W
hat exactly is expected of m

e around here anyw
ay?”

G
ood objectives give w

ork a sense of purpose —
 a 

direction —
 a raison d’etre. You’re not doing things just 

to do things.

G
ood objectives also keep you from

 falling into the trap
of m

erely doing w
hat you are m

ost com
fortable doing or

w
hat you’ve done in the past —

 neither of w
hich m

ay be
right for the current situation. A

lso, num
erous research

studies on the relationship betw
een objective setting and

perform
ance show

 that specific, challenging objectives
produce better perform

ance than m
edium

, easy, do your
best, or no objectives. G

ood objectives focus your efforts
on things that are strategically im

portant to achieve in
your job. T

hey enable you to invest your heart and soul in
your job —

not just go through the m
otions.

G
ood objectives also help ensure that you and your boss

are on the sam
e page as to w

hat are the m
ost im

portant
things to accom

plish in your job. W
ithout objectives

there is no better than a 25%
 chance that you and your

boss w
ill agree on w

hat's m
ost im

portant.

W
hy Set O

bjectives?
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H
ere are som

e other benefits associated w
ith developing

good objectives:

• A
 greater aw

areness and understanding of your role in
the organization.

• Increased consciousness of overall departm
ental and

organizational strategic initiatives and goals.

• C
larification of your vertical and horizontal w

ork 
relationships.

• A
 higher level of m

otivation and greater sense of
accom

plishm
ent.

A
ll in all, developing good objectives m

akes good sense
from

 both a personal and organizational perspective.

W
hy Set O

bjectives?

“G
ood objectives give w

ork a sense 
of purpose —

 a direction —
 

a raison d’etre. You’re not doing 
things just to do things.”
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T
he first step in the objective setting process is to build a

solid foundation on w
hich objectives can be developed.

C
onstructing a solid foundation brings focus to your

objective setting efforts. It provides a fram
ew

ork around
w

hich to develop objectives. In addition, it keeps you
from

 developing too m
any objectives, or falling into the

“activity trap” and developing objectives w
ithout first

determ
ining w

hat’s m
ost im

portant to accom
plish. L

astly,
it ensures that the objectives you develop are focused on
w

hat you do in your job —
 not som

ething you do in
addition to your job.

O
bjectives are built on a foundation of key result areas,

w
hich are unique for your job. T

o determ
ine your key

result areas, you need to do three things:

1.
L

ist all the duties, tasks and activities you perform
 in

your job.

2.
C

luster the item
s into three to five groups of item

s
related to the sam

e aspect of the job.

3.
A

ssign each cluster group a nam
e.

It’s im
portant in #1 to m

ake a com
plete list of A

L
L

the
duties, tasks and activities you perform

 in your job. 
N

ote:
B

ecause your job is likely to consist of things you
do m

ore or less often, it is advisable to review
 and revise

your initial list several tim
es before going to #2.

T
here is no one “best w

ay” to create the clusters in #2.
U

se com
m

on sense and good judgm
ent in deciding w

hich
item

s relate to the sam
e aspect of your job, and group

D
eterm

ine K
ey Result Areas – O

verview

9

these item
s together. In cases w

hen an item
 could fit into

m
ore than one cluster, only one should be chosen. A

lso, if
you end up w

ith slightly m
ore than five groups (say six or

seven), that’s okay.

In #3, review
 and nam

e each cluster group. T
he nam

e cho-
sen should be brief —

preferably one- or tw
o-w

ord nouns
like safety, budgets, labor relations, training, supervision,
etc. T

hese nam
es —

 know
n as key result areas —

 represent
the m

ajor areas that m
ake up your job. T

hey also represent
areas w

here high perform
ance m

ust be achieved in order
for you to successfully carry out your job.

D
eterm

ine K
ey Result Areas – O

verview

“C
onstructing a solid foundation 

brings focus to your objective setting
efforts. It provides a fram

ew
ork around

w
hich to develop objectives.”
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W
hether you believe you can or can’t accom

plish an
objective —

 you’re right either w
ay! R

esearch indicates
that beliefs are an im

portant variable in determ
ining indi-

vidual m
otivation to accom

plish an objective. So, it’s
im

portant to develop objectives you consider w
orth w

ork-
ing on —

 and that you view
 as challenging yet realistic.

O
bjectives view

ed as too easy or too hard are not likely to
be m

otivating.

T
hree factors affect your beliefs about your ability to

accom
plish an objective:

1.
O

ther people’s perceptions of the objective

2.Your previous experience w
ith a sim

ilar objective

3.Your self-im
age

In the case of other people’s perceptions of w
hether an

objective is doable, listen to w
hat they have to say but

don’t be overly influenced by it. You are your ow
n person.

C
onsider w

hat they have to say, but test it against your
ow

n instincts and beliefs.

If you previously had a bad experience w
ith a sim

ilar
objective, keep in m

ind that that w
as then and this is

now
. It’s likely you’ve gained additional experience and

know
ledge so you’re not tackling the objective from

 the
sam

e place you w
ere before. W

hile it’s im
portant to learn

from
 history and not repeat the sam

e m
istakes again,

don’t autom
atically assum

e that because you w
eren’t 

successful before, you w
on’t be successful now

.

B
eliefs and O

bjectives
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E
veryone has self-im

age. T
he difference is som

e people
have a positive self-im

age w
hile others have a negative

one. In each instance, regardless of the reasons w
hy, the

goal is to not let your self-im
age set you up to fail. W

hen
your self-im

age is positive, be careful to distinguish
betw

een objectives that are im
possible and those that 

are challenging. D
on’t set yourself up to fail by taking 

on im
possible objectives. If you have a poor self-im

age,
bew

are! You can set yourself up to fail by avoiding 
objectives that are m

erely challenging but you regard as
im

possible  —
 or by unconsciously taking on im

possible
objectives so that you’ll be sure to fail.

B
eliefs and O

bjectives

“W
hether you believe you can or can’t

accom
plish an objective —

 you’re right
either w

ay!”


