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GOAL SETTING

Why Set Goals?

· People who set goals achieve more than people who don't.

Research indicates that entrepreneurs who set goals for themselves performed better than those who do not (see Human Motivation by David McLelland).  Dr Charles Garfield's work with top-performing athletes (quoted in Seven Habits of Highly Effective People by Stephen Covey) found the same.

· Goals allow the reticular activating system (the part of the brain that focuses attention) to help us notice events that are relevant to the goal and screen out distractions.

· Meaningful goals give us a sense of purpose.  They provide a vital organising principle to allow us to develop as human beings and to have more 'flow experiences' which make life worthwhile.  They literally make us happier (see Flow: The Psychology of Optimal Experience by Dr. Mihaly Csikszentmihalyi).

· With a sense of purpose, we can survive almost any experience, no matter how unpleasant (see Man's Search for Meaning by Viktor Frankl).

· Goals provide criteria for assessing our actions – do they move us closer to our goals or further away? They become a guide for decision-making. 

· If we don't shape what we get by design, it will happen by default – which may not be what we want.

What Works In Goal Setting?
· Build on one's strengths, rather than one's weaknesses.

Often a small improvement in what we are already good at will get a result with less effort than trying to make big improvements in our weaker areas.

· Goals must be a person's own, rather than imposed by someone else.

Personal commitment is the key to goal attainment.  If the goal is not meaningful, the person will not feel like doing anything to achieve it.  Any action will be taken grudgingly and as the result of an internal struggle.

· Development-based goals get better results than performance-based goals.

Research has found that being handed a performance-based goal tends to evoke anxiety about whether it is possible to achieve the goal, which hinders performance.  Goals based on learning and development, on the other hand, will indirectly lead to better performance.  Becoming a better salesman, for example, will lead to more sales.

· Goals should allow the person to reach the end result in the way that suits them.  
People have different skills and different learning styles. Telling someone exactly how to do something ("micromanagement") will tend to demotivate them and will not develop their decision-making and learning skills.

· Plans should be feasible, with manageable steps that don't disrupt the person's life and work.  Since people have busy lives, trying to incorporate totally new actions into one's life begs the question "What are you currently doing that you will have to give up in order to fit this in?"  The trick is to design the steps so that they are integral to what you do already – e.g. practice your presentation skills at team meetings that are going to be held anyway.

· Goals should be specific and measurable – vague goals mutate into something else or are forgotten.
Solution Focus – "Towards" vs. "Away From"

We tend to get more of what we focus on.  For this reason it is important that goals are framed in positive terms – so that we are focusing on what we want rather than what we don't want.

The unconscious mind cannot process the word "not".  Negation is a logical concept – our imaginations cannot picture the negation of something without picturing the "something" first.  For example, don't think of a blue rhinoceros.  What do you immediately think of? In order to process the sentence "Don't think of a blue rhinoceros" you have to form a picture of a blue rhinoceros, at least briefly.

Sometimes a client will not know what they want.  If they know what they don't want, or what they want to change, we can ask them questions which make them focus on what they want instead. 
Motivation: "Towards" and "Away From"

Motivation comes in two flavours: 

· Towards what we want

· Away from what we don't want

The two types of motivation have different characteristics.

"Away From" Motivation

· Is reactive – motivation comes from the negative consequences of not taking action

· Is undirected – any direction will do as long as it takes you away from what you don't want

· Weakens and runs out altogether once you get far enough away.  Hence it leads to inconsistent results – e.g. businessmen who grow up in poverty and are motivated mainly by never wanting to be poor again may make and lose fortunes several times over.

· Is stressful, as the internal representation is of what you want

· Tends to attract difficulties and setbacks

"Towards" Motivation

· Is proactive – motivation comes from the positive consequences of taking action

· Is directional towards your goal – so you can correct if knocked off-course 

· Is constant, and gets stronger as you get closer to your goal

· Is pleasant, as the internal representation is of what you want

· Leads to more consistent success

· Tends to attract more of what you want

While a certain amount of "away from" may be useful to get started, and to motivate the client to look anticipate and pre-empt glitches and obstacles, the dominant motivation should ideally be "towards". 
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