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1. Introduction 
The purpose of this report helps us to understand if team goals are more beneficial to motivating and engaging employees, over the use of individual goals. There are several theories and advantages to using both team goals and individual goals within an organisation but there are also limitations that hinder goal setting in both a team environment and on an individual basis. 
	Locke and Lathan (1990) outline the advantages of using individual goals and research suggests the positive relationships between setting hard to reach goals and the employee’s performance, concluding that the employee’s performance was higher than easier to reach goals.
	This report discusses the theories for setting both individual and team goals within Lincoln Electric UK, it also helps a manager to understand the limitations to think of when setting goals for their team. It also provides an insight to SMART goals and OKR (Objectives and Key Results) helping the employee to achieve goals and the importance of an employee aligning their goals to the organisational strategy.
	Lastly, this report will demonstrate the current employee development tools within Lincoln Electric UK to help engage and enhance individuals to drive their own growth and development within the Company.














2. Main Findings 
As literature states, the term “group” can be explained by individuals who wish to be part of a group, however the term “teams” allows individuals to work collaboratively together, and Lincoln Electric UK view the dynamic approach in people as an investment (Brooks, 2018). Tuckman (1965) adds that individual performance does not impact the performance of the entire group, albeit a group can develop through forming, storming, norming, performance and adjourning stages.
Individual goals are set objectives for an employee to focus on their performance and development within the organisation, whereas team goals are set objectives for a number of individuals who are required to collaborate and coordinate their efforts to achieve the desired outcome for Lincoln Electric UK (Katzenbach and Smith, 2009).
2.1. Benefits of individual goals
The benefits of individuals goals for employees are set out by Pervaiz (2021):
· Allows the employee to have accountability of their own work, 
· Provides the employee with empowerment, 
· It helps continuous improvement throughout the organisation,
· Enables the support for employee’s personal growth and development.

2.2. Disadvantages of individual goals
Subsequently, Neagu (2023) explains the disadvantages of setting individuals’ goals in the workplace:
· Overemphasise on short-term goals
· Individual goals may promote competition
· Lack of alignment with the Lincoln Electric UK goals
· Foster a narrow focus – the individual would not be thinking of the big picture just of themselves.

2.3. Benefits of team goals
Setting team goals in the workplace can be valuable, it helps the team to align to the broader organisational values, defines a sense of clarity in what needs to be achieved, boosts team morale, encourages collaboration amongst the team members and allows performance to be measured (Kozlowski and Ilgen, 2006).
2.4. [bookmark: _Hlk164704285]Disadvantages of team goals
As Akhavan Tabassi (2024) addresses the difficulties in setting team goals, the disadvantages can be identified by a conflict of priorities, deeper focus on competition, a lack of flexibility within the team and also dependent on team dynamics that can be influenced by communication and leadership style.
2.5. Limitations to individual and team goals
Sonmez and Adiguzel (2020) states that whilst setting goals can be beneficial to individuals and team developments, limitations can impact the achievement of goals:
a) Organisational culture 
b) Leadership styles 
c) Resource availability
d) Market conditions
e) Legal constraints
However, Ryan and Deci (2000) believe that goals undermine an individual and the focus should be more on motivations and driving the behaviour of employees, as this will be perceived less controlling and demanding from the organisation. This shows that if an employee is motivated and driven, goals do not need to be set as the employee will already be engaged with tasks and the broader organisational values.
	Contrastingly, Meyer and Allen (1991) believe that the commitment to goals is addressed within three aspects:
1. Affective,
2. Continuance,
3. Normative commitment,
These three factors are observing the importance of psychological attachment, perceived costs and the pressures surrounding employees in a social setting.
	As Locke and Lathan (1990) demonstrate the positive effects of setting goals throughout many settings, allows goal setting to be positive within Lincoln Electric UK and their research suggests a positive relationship between difficult goals and performance individuals. This would suggest that by setting an employee goal, their performance can be determined and measured through the achievement of their set tasks.
	Arguably, Amabile (1996) suggests that goal setting stifles away from individual creativeness and it narrows the employees focus on what they should be achieving rather than exploring alternative solutions and methods. This is indicating that an individual may become engrossed in the goal that it does not allow the employee to pre-empt outcomes and what the best outcome may be.
	Lincoln Electric UK encourage their employees to develop inside of the organisation by allowing employees to drive their own development through the use of Individual Development Plans and Talent Profiles (Lincoln Electric, 2022). This actively motivates employees to achieve their individual and team goals.
	LE UK use the SMART framework to support employees, this allows the employee to set themselves goals that are not out of reach, as MindTools (2024a) outlines the use of SMART goals is to provide clarity to the employees and enables focus. Alternatively, unintentionally use the OKR (Objectives and Key Results) goal-setting framework, this encourages the employee to align their individual goals inline with the organisation values and goals, to help develop and grow the organisation’s strategy (Currimbhoy, 2023). Subsequently, Gothelf (2020) argues that the OKR framework is only beneficial to team goals.




















3. Conclusion 
In conclusion, the purpose of this report was to outline whether team based goals yield better results than individual goals. 
The benefits between individual goals and team goals exhibit traits that enables motivation, empowerment and drive in the employee (Pervaiz,2021; Kozlowski and Ilgen, 2006). Even though the limitations set out helps us to understand that individual goals may need more direction and how team goals will encourage a competitive environment (Neagu, 2023; Akhavan Tabassi, 2024), this should not hinder the development and growth of any employee with set goals, whether it be individual or team goals.
Whilst the limitations of goals will delay the employee in achieving their goals, goals cannot be overlooked, and the limitations will need to be addressed to provide the employee with the right support and resources to carry out their desired goals.
Individual and team goals both have benefits and if utilised in the right way and the organisational strategy has aided the development plan, both can be valuable to Lincoln Electric achieving their overall strategy. 
Therefore, with the use of LE UK’s individual development plans and talent profiles, employees are able to drive their own development within the company and set goals to achieve their growth.













4. Recommendations 
1. To provide clear communication at the beginning stages of setting goals
This will help all employees to align their goals with the organisational strategy. As Jinaye (2024) states in their article, research that was conducted by the American Management Association found that 68% of their respondents failed to achieve their goals as poor communication was demonstrated through the process.
This recommendation in its entirety comes at no cost albeit, it will take time to adapt and adopt best practice communication by demonstrating the 7’s of communication framework (MindTools, 2024b). As MindTools (2024b) also expresses that by practicing the 7 C’s it will help build effective relationships and to support a manager’s reputation.

2. To provide the employee with feedback throughout the process
Using feedback methods can help enhance the delivery of feedback to the employee and using the 360 feedback method, allow the employees manager, direct reports and peers to communicate the stages and progress of the set goal whilst assessing the skills, competencies and behaviours (Wallbridge, 2023).  This allows the employee to understand and receive an overall review of their performance with all their stakeholder relationships.
	Again, this recommendation does not cost the business. The feedback method will require the Line Manager to allocate their time to different stakeholders within the business, clearly the time spent for both parties will cost the business.
3. To encourage the use of Microsoft Teams to display the employee progress, giving instant feedback at each stage of the process
Lincoln Electric UK currently use Microsoft Teams for communication for ease throughout the site, intended for quick communication. The apps within this programme can help to support the tracking of goals, shared amongst a team to understand and display the progress. This will clearly set out stages and visually help the employee achieve their goals, by managing their time and allocating tasks to self-fulfil and motivate them.
	Progress and feedback can be written by the manager to help empower and motivate the employee, helping to keep the employee on track and aligned with the organisational strategy.
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