
Executive Summary 
S.M.A.R.T. Performance Planning 

What is S.M.A.R.T. Performance Planning? 
 S.M.A.R.T. Performance Management is the first phase in developing a comprehensive approach to performance 

management. S.M.A.R.T. offers supervisors and managers and the knowledge and skills needed to develop individual 
performance plans and establish a baseline of accountability. 
 It is designed to promote a shared definition and unified approach in all agencies of performance expectations by 

creating S.M.A.R.T. Performance Plans.  
 The performance management skill set is mission critical to the success of creating a high performing workforce. This 

skill set includes providing clear expectations for performance, continuous feedback and coaching.  

 Who goes through S.M.A.R.T. Performance Planning? 
 All supervisors and managers who are responsible for  

developing S.M.A.R.T individual performance plans for  
their employees  should participate in learning  S.M.A.R.T.    

The Importance of S.M.A.R.T.  
Performance Planning 
 Directly supports the Governor’s priorities for the  

State of Tennessee.  
 Directly reflects the strategic and operational goals of  

each agency.  
 

Scope of 
S.M.A.R.T. 

Performance 
Planning 

 Review performance 
management 
procedural steps, 
myths and critical 
components 

 Learn the S.M.A.R.T. 
formula acronym and 
definitions  

 Learn how to use the 
S.M.A.R.T. formula to 
write work outcomes  
and action steps for 
an Individual 
Performance Plan 

Critical Components of   
S.M.A.R.T. Performance Planning  

 Using the S.M.A.R.T. formula is a requirement of the performance management program.   
 All performance expectations are to be written to the mid-point of the rating scale.  

These expectations describe a solid performer.  A rating of “Valued” is used to describe 
performance of a work outcome that meets the expectations.  This rating implies that the 
standards for expected performance of a work outcome are met.  
 It is the supervisor’s responsibility to coach the employee for higher performance 

through brainstorming potential ideas for achieving ratings above “Valued”. 
 Individual Performance Plans should have 4-6 work outcome statements. 
 Work outcomes should be listed in priority order with most important on top. 
 All references to policy driven activities should be removed (i.e., attendance,  

punctuality etc.). 



The Performance Management 
Procedural Steps 

1. Individual Performance Planning 
2. A minimum of 2 interim review discussions during the review 

cycle 
3. Annual Performance Review 

 
NOTE: All annual reviews are rated as Unacceptable, Marginal, Valued, 
Advanced or Outstanding.  Unacceptable and Outstanding reviews 
must have approval from the appointing authority. 
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