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Abstract

This study integrated four-factor goal orientation theory with goal
setting theory, two related but separate research streams. 335
undergraduate business students participated by indicating their goal
orientations, self-efficacy, and self-set goal for the semester. At the end
of the semester, their final class grade was recorded. Results from the
LISREL mediational model indicated that after controlling for ability, the
four goal orientation variables differentially influenced self-efficacy, self-
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set goals, and performance. Further, self-efficacy positively influenced
goals and goals positively influenced performance. The integration of a
four-factor model with goal setting processes served as a useful model to
predict academic performance. 

Keywords: goal setting, goal orientation, self-efficacy

INTRODUCTION

One of the most widely supported theories from the field of
organizational behavior is goal setting theory. Hundreds of
studies have supported the basic premise that individuals
committed to specific, difficult goals and who are provided
feedback will have higher performance than those with easy or
vague goals (Kanfer 1991; Locke and Latham 1990, 2002). The
focus in goal setting theory is on motivational processes toward
the attainment of performance outcomes, and the extant
literature has consistently found that performance is a function
of both ability and motivation (Locke and Latham 1990).
Recently, researchers have explored the determinants that cause
individuals to set higher goals (e.g., Diefendorf 2004; Phillips and
Gully 1997). In particular, efforts have been made to integrate
individual difference variables with motivation constructs. 

Goal orientation theory, which has its origins in educational
psychology, has received attention by organizational behavior
researchers who examine self-regulatory processes (e.g., Phillips
and Gully 1997; Radosevich, Vaidyanathan, Yeo, and Radosevich
et al. 2004; Seijts, Latham, Tasa, and Latham 2004). Goal
orientation refers to the goals individuals implicitly pursue while
attaining performance outcomes (Dweck and Leggett 1988).
Theorists over the past few decades have proposed a two- (Dweck
1986; Dweck and Leggett 1988), three- (e.g., Elliot and
Harackiewicz 1996; Middleton and Midgley 1997; VandeWalle
1997), and most recently four-factor model (Elliot and McGregor
2001) of goal orientation. Although goal orientation theory and
goal setting theory seem to be related, there has not been enough
effort to integrate these two research streams. Thus, the primary
purpose of this study is to examine the effects of the four goal
orientation constructs on self-efficacy, self-set goals, and

22 Seoul Journal of Business



performance. 

THEORETICAL MODEL 

The hypothesized links in the theoretical model are presented
in figure 1. The theoretical background and relationships among
the constructs are presented below. 

Goal Setting Processes

Self-regulation theories (e.g., Bandura 1986; Carver and
Scheier 1981; Klein 1989; Locke and Latham 1990) stress the
importance of cognitive and behavioral factors in determining
motivation. At their core is the personal goal construct, which
influences individuals’ motivational processes (Austin and
Vancouver 1996; Locke and Latham 1990). Based on Kurt
Lewin’s seminal work on levels of aspiration (Lewin et al. Sears
1944), researchers have examined the idea that motivation is
linked to self-regulation. Goal setting theory (Locke and Latham
1990) highlights the importance of goals by suggesting that they
affect behavior in several ways: (1) directing attention to a task,
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Figure 1. Hypothesized Integrated Model of Goal Orientation
Theory and Goal Setting Processes.



(2) mobilizing on-task effort, (3) developing task strategies, (4)
encouraging task persistence, and (5) setting levels of task
proficiency. 

The finding that the adoption of higher goals leads to higher
performance has been demonstrated in over 500 empirical
studies (e.g., Latham, Locke, and Fassina 2002) as well as meta-
analyses in the goal setting literature (Tubbs 1986; Wood, Mento,
and Locke 1987); individuals assigned challenging goals
outperform those assigned easy or vague goals by 0.82 standard
deviations, on average (Tubbs 1986). It is important to note that
most studies have treated individual difference variables as
moderators in the goal setting process as opposed to predictors
of self-set goals (Phillips and Gully 1997). An additional concern
involves the type of goal used in research. Specifically, most
research has examined assigned goals as opposed to self-set
goals. Thus, although a few studies (e.g., Diefendorff 2004;
Phillips and Gully 1997) have examined individual difference
variables (e.g., need for achievement, locus of control, two-factor
goal orientation theory) as predictors of self-set goals, there is a
need to examine a variety of individual difference variables that
influence the level of self-set goals in the goal setting process. 

The primary constructs of task specific motivation include
individuals’ level of self-efficacy and their goal, as these two
variables are the most proximal predictors of task performance
(Locke 1991). The construct of self-efficacy pertains to an
individual’s belief that he or she has the ability to successfully
complete a task or attain a goal. Self-efficacy has received much
attention in goal-setting research and has been shown to be
positively related to higher self-set goals (e.g., Bandura 1986; Lee
and Bobko 1994; Locke and Latham 1990). In fact, Locke and
Latham (1990) reported an average correlation of 0.38 between
efficacy and self-set goals. Additionally, several studies (e.g.,
Chen et al. 2000; Phillips and Gully 1997) have reported direct
links from self-efficacy to performance as well as indirect links
from self-efficacy through goals to performance. Stajkovic and
Luthans (1998) reported a meta-analytic correlation of 0.38
between self-efficacy and work-related performance across 114
studies. Consistent with previous research, the following
hypotheses are formed: 

24 Seoul Journal of Business



H1: Self-efficacy will be positively related to self-set goals.
H2a: Self-efficacy will be positively related to performance. 
H2b: Self-efficacy will also be indirectly related to

performance through self-set goals. 
H3: Self-set goals will be positively related to performance.

Phillips and Gully (1997) suggest that a prevalent shortcoming
of research examining self-efficacy involves the fact that although
it is distinct from ability, many studies fail to control for ability in
analyses assessing the effects of self-efficacy as a predictor (e.g.,
Gist, Stevens, and Bavetta 1991; Mitchell et al. 1994). Failing to
control for ability limits our understanding of the unique role of
self-efficacy on self-set goals and performance. Adding to the
complexity of the issue, Austin and Klein (1996) note that ability
does not always exhibit correlations with self-efficacy because
ability is objective in nature and self-efficacy is a subjective
perception. However, a well-known finding is that ability is the
best single predictor of performance (Hunter and Hunter 1984).
Further, ability has been shown to predict both self-efficacy and
performance in other studies (e.g., Phillips and Gully 1997;
Thomas and Mathieu 1994). Ability will be included in this study
to assess the effects of self-efficacy and self-set goals after
controlling for ability. Thus, the following hypotheses are formed: 

H4: Ability will be positively related to self-efficacy.
H5: Ability will be positively related to self-set goals.
H6: Ability will be positively related to performance.

Although research on the goal setting process has been well-
detailed in the literature, more research is needed to extend our
understanding of how individual difference variables could
potentially have direct effects on self-efficacy and goals. In
particular, research is needed that incorporates hypotheses
involving the recently developed four-factor model of goal
orientation to determine if it has implications for motivational
processes and performance.

Goal Orientation

Over the past two decades, a large body of research on
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achievement motivation has focused on identifying how different
types of goal orientations influence various self-regulatory
processes. While goal orientation research began with studies
using school children (Dweck 1986), it has more recently spread
from education to other contexts such as sports and
organizational settings as researchers have realized the
usefulness of the constructs in predicting performance and
achievement (Button, Mathieu, and Zajac 1996; Elliot et al.
1999; VandeWalle et al. 1999). Initially, goal orientation was
viewed as a dichotomy between mastery (also called learning
goals) and performance goals (Dweck and Leggett 1988). Mastery
goals focus on the extent to which individuals emphasize
learning and developing mastery as they approach tasks.
Performance goals describe the extent to which individuals
approach tasks with a focus on performance relative to others. 

Accordingly, research has supported the central principle of
achievement goal theory that individuals adopting various goal
orientations utilize different affective, cognitive, and behavioral
patterns during task engagement and performance (Ames and
Archer 1987, 1988; Butler, 1992; Day, Radosevich, and
Chasteen 2003; Duda and Nicholls 1992; Dweck and Leggett
1988). Learning goal orientation has been associated with higher
self-efficacy, effort, and goals compared to performance goal
orientation (Phillips and Gully 1997; VandeWalle et al. 1999).
Recently, Steele-Johnson et al. (2000) found that mastery goals
were associated with motivation and affect on complex tasks
while performance orientation was linked to both motivation and
affect on simple tasks. 

As research in this area grew, the vast majority of empirical
studies have documented individuals’ adoption of mastery goals
to be positively related to various performance outcomes,
including academic achievement (e.g., Button et al. 1996) and
laboratory task performance (Ford et al. 1998). However, some
studies investigating the relationships between performance goal
orientations and task performance obtained less conclusive
results; performance goal orientation was unrelated (e.g., Button
et al. 1996), negatively related (e.g., Fisher and Ford 1998), or
positively related (e.g., Pintrich and Garcia 1991) to various task
performance outcomes. Given the ambiguities in generalizing the
effects of goal orientation on task performance, researchers have
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argued that performance goal orientation, as a unitary construct,
may be confounded as it encompasses theoretically distinct
components. As a result, recent theoretical and empirical
research has conceptually bifurcated performance goals into
approach/avoidance forms (e.g., Elliot and Church 1997;
Middleton and Midgley 1997; VandeWalle 1997). The
approach/avoid distinction has been prevalent in several
motivational theories throughout psychology’s history that
suggest individuals adopt approach or avoid tendencies across
situations, especially those that are related to competence (e.g.,
Atkinson 1957; Bandura 1986; Carver and Scheier 1981; Higgins
1996; Murray 1938). Empirical research on this three-factor
model has yielded relatively strong support and the goals have
been linked to differential motivational patterns (Elliot and
Church 1997; Middleton and Midgley 1997; Skaalvik, 1997;
VandeWalle, 1997). For example, Radosevich et al. (2004) found
that high mastery goals and performance-avoid goals
differentially influenced how students allocated their resources,
revised their goals in the face of feedback, and engaged in
cognitive processing as they prepared for multiple exams over a
ten week period. 

Although research has examined the usefulness of the two-
and three-factor models in predicting performance and
achievement (e.g., Button et al. 1996; Elliot et al. 1999), Elliot
and McGregor (2001) have recently proposed a four-factor model
of goal orientation. Given the sparse number of studies to date,
there is a need for empirical investigation of the role that the
four-factor model has on the goal setting process and
performance.

Elliot and McGregor (2001) posit that competence is at the
foundation of achievement goals in their four-factor model of goal
orientation. The four factors are formed along two primary
dimensions: (a) definition of competence (mastery/performance)
and (b) valence of competence (approach/avoid). Both
dimensions are integral components of individuals’ self-
regulatory behavior directed toward the attainment of
achievement goals. In terms of the definition of competence,
mastery goals focus on an absolute, intrapersonal standard
whereas performance goals focus on a normative standard. Elliot
and McGregor (2001) argue that this distinction (i.e.,
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mastery/performance) has been implicitly theorized in the classic
definition of need for achievement, where individuals want to do
well relative to others as well as relative to the task requirements
(McClelland et al. 1953; Murray, 1938). Thus, by combining the
mastery/performance distinction with the approach/avoid
distinction, Elliot and McGregor’s (2001) 2×2 goal framework
yields four goal orientations: mastery-approach, mastery-avoid,
performance-approach, and performance-avoid. Although three
of these constructs have begun to accumulate empirical evidence
over the last few years (e.g., Day et al. 2003; Elliot and McGregor
2001; Radosevich et al. 2004), research focused on establishing
theoretically meaningful relationships between mastery-avoid
goals and important motivational variables is still in its infancy. 

A central principle of achievement goal theory is that each of
the different goal orientations influences the motivational
patterns of individuals in achievement situations (Butler 1992;
Duda and Nicholls 1992; Dweck and Leggett 1988). The first goal
orientation, mastery-approach, is characterized with an absolute
competence standard with a predilection to approach success. It
involves a focus on enhancing one’s task competence by
developing new skills and is associated with deeper processing of
task-related information and persistence. Individuals with
mastery-approach goals value the process of learning and are
self-referential as they seek to develop task skills and knowledge
relative to the task and one’s own past performance. In the face
of negative performance feedback, individuals with a mastery-
approach orientation tend to adopt adaptive response patterns
by persisting, increasing effort, revising task strategies, and
reporting that they find a task to be challenging (Elliot and
Dweck 1988; Dweck and Leggett 1988). For individuals with
mastery-approach goals, learning is viewed as an end in itself,
dependent upon effort utilization and cognitive self-regulation. In
other words, mastery-approach oriented individuals view
exerting effort on challenging tasks as instrumental to the
development of personal competence. Past research has
compellingly demonstrated that mastery-approach goals lead to
particular response patterns, such as higher self-efficacy and
personal goals (Phillips and Gully 1997). Furthermore,
individuals with mastery-approach goals have been found to set
higher performance goals and expend more effort to reach these
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goals (Radosevich et al. 2004; VandeWalle et al. 1999). Given
their focus on development of personal mastery, the following
hypotheses are formed: 

H7: Mastery-approach goal orientation will be positively
related to self-efficacy.

H8: Mastery-approach goal orientation will be positively
related to self-set goals.

The second goal orientation, mastery-avoid, involves a mastery
standard with a tendency to avoid failure or making any
mistakes. Thus, absolute competence is necessary for success
and any level of incompetence is the focal point of self-regulation.
Elliot and McGregor (2001) argue that mastery-avoid goals may
seem counterintuitive since mastery goals are thought to only
have an approach form of regulation. Examples of an individual
high in mastery-avoid goals include a business person who
strives not to make an error in a transaction, an athlete who
does not want to make a mistake in a game, or a student who
strives to avoid any type of misunderstanding that would prevent
her from learning (Elliot and McGregor 2001; Flett et al. 1998).
Further, Elliot and McGregor (2001) state that this perfectionist
style may describe individuals who focus on not losing their
skills or not stagnating in their performance. 

Given the lack of empirical research examining mastery-avoid
goal orientation and the fact that there is both an optimal and
non-optimal component, it is difficult to form hypotheses not
knowing exactly how the two components (i.e., absolute
standard/avoid failure) combine to exert influence on various
self-regulatory behavior. In their original study that examined
mastery-avoid goals, Elliot and McGregor (2001) hypothesized
that the relationship mastery-avoid has with various
motivational variables would be more negative than mastery-
approach goals, but more positive than performance-avoid goals.
They found that mastery-avoid goals were operating among
students in the classroom and positively predicted disorganized
studying, levels of worry, and emotionality. The current study
expands on these early findings by testing specific hypotheses
concerning how mastery-avoid goals are related to self-efficacy
and self-set goals after controlling for ability. Individuals with
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high mastery-avoid goals should have lower self-efficacy given
that they focus on failure relative to absolute mastery standards.
Entering a task episode with the belief that any mistake is less
than desirable should make individuals more likely to question
their performance capabilities. Further, mastery-avoid goals
should increase the level of individuals’ self-set performance
goals given their emphasis on perfectionism. Despite the
uncertainty over the combined effects of the optimal and non-
optimal components, this study contributes to the literature by
being one of the first to form hypotheses involving mastery-avoid
goals and goal setting processes.

H9: Mastery-avoid goal orientation will be negatively related
to self-efficacy.

H10: Mastery-avoid goal orientation will be positively related
to self-set goals.

The third goal orientation, performance-approach, involves a
normative success standard with a predilection to approach
success. Thus, it has both an appetitive component (i.e.,
approach success) and an aversive component (i.e., normative
performance) (McGregor and Elliot 2002). It serves to focus the
individual’s attention on the positive outcome of attaining
favorable competency judgments relative to others. Due to the
approach component, individuals with high performance-
approach goals are expected to self-regulate in ways similar to
individuals with mastery-approach goals, albeit to a lesser extent
as performance-approach individuals are inherently interested in
attaining positive judgments of ability. A basic difference is that
mastery-approach goals are associated with an incremental view
of ability (i.e., belief that individual characteristics are malleable)
while performance-approach goals are associated with an entity
theory of ability (i.e., belief that individual characteristics are
fixed). VandeWalle et al. (2001) suggest that since individuals
adopting a performance-approach orientation believe that ability
is difficult to develop, they will focus more effort on impression
management rather than competency development. Another
difference involves the theoretical relationships with
performance. McGregor and Elliot (2002) suggest that mastery
goals should be theoretically unrelated to actual performance
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given that individuals with mastery goal orientations focus on
absolute task-based standards without the normative evaluation.
If mastery goals are related to performance, it would be a result
of any indirect effects they have through cognitive processes (e.g.,
self-efficacy and self-set goals). Similarly, performance goals
should also be indirectly related to performance through self-
efficacy and self-set goals; however, they should also be directly
related to performance due to their focus on normative standards
of evaluation. 

In terms of the cognitive processes individuals engage in prior
to task performance, performance-approach goals should be
positively related to self-efficacy because it should enhance the
probability that individuals will actually attain their goal and
subsequently look favorable relative to others. Similarly,
performance-approach goals should be positively associated with
higher self-set goals because they are more instrumental in
helping individuals attain higher performance outcomes relative
to others. Finally, performance-approach goals should have a
direct, positive effect on performance. Thus, individuals with
performance-approach goals should self-regulate in ways similar
to individuals with mastery-approach goals, albeit to a lesser
extent as performance-approach oriented individuals are
inherently interested in attaining positive judgments of ability
relative to others rather than gaining task mastery. Thus, the
following hypotheses are formed:

H11: Performance-approach goal orientation will be
positively related to self-efficacy.

H12: Performance-approach goal orientation will be
positively related to self-set goals.

H13: Performance-approach goal orientation will be
positively related to performance.

The final goal orientation, performance-avoid, involves a
normative competence standard with a preference to avoid
failure. Individuals engage in tasks with the strategy of avoiding
demonstrations of incompetence and negative judgments,
relative to others (Elliot 1997; Elliot and McGregor 1999; Elliot
and Thrash 2001). Consequently, a performance-avoid goal is
considered to be an avoidance form of motivation as it orients

Goal Orientation and Goal Setting 31



one towards the negative outcomes of avoiding negative
judgments and demonstrating lack of ability (Elliot 1997; Elliot et
al. 1999). Avoidance forms of regulation are likely to elicit self-
protective processes, such as enhanced sensitivity to failure
information or anxiety during task engagement (Elliot 1997;
Elliot et al. 1999). It is expected that cognitive processes and
resource allocation strategies should be negatively related to
performance-avoid goals since these individuals adopt
maladaptive strategies stemming from their focus on avoiding
negative judgments relative to others. Radosevich et al. (2004)
found that performance-avoid goals were negatively related to the
cognitive self-regulation strategies (i.e., deep processing) in
students over a ten week period. Similarly, Elliot and McGregor
(2001) found that performance-avoid goals exhibited positive
relationships with surface strategies, disorganization, test
anxiety, and worry. Additionally, high performance-avoid goal
orientation should have negative effects on self-set goals and
actual performance (Elliot and McGregor 2001). Thus, the
following hypotheses are formed: 

H14: Performance-avoid goal orientation will be negatively
related to self-efficacy.

H15: Performance-avoid goal orientation will be negatively
related to self-set goals.

H16: Performance-avoid goal orientation will be negatively
related to performance.

METHODS

Participants

Participants were 335 male and female college undergraduates
enrolled in a school of business at a large state university in the
Northeast U.S. The sample contained 56 percent women and 44
percent men. The average age of the respondents is 23.1 years.
The sample contained 1.2% freshmen, 10.1% sophomores, 20%
juniors, and 68.7% seniors.
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Procedure

During the first class session of the semester, participants
completed an in-class survey assessing their goal orientation.
Within the first few weeks of the semester before any
assignments or tests occurred, participants were required to
indicate their level of self-efficacy and their performance goal for
this particular class. At the end of the semester, the professor
reported the participants’ final semester performance grade in
percentage units. 

Measures 

Goal orientation. Goal orientation was assessed with the 12-
item Achievement Goal Questionnaire (Elliot and McGregor 2001)
that included three items for each of the four goal orientation
constructs: (a) mastery-approach (e.g., “I want to learn as much
as possible from this class”), (b) mastery-avoid (e.g., “I worry that
I may not learn all that I possibly could in this class”), (c)
performance-approach (e.g., “It is important for me to do better
than the other students”), and (d) performance-avoid (“I just
want to avoid doing poorly in this class”). Elliot and McGregor
(2001) reported adequate internal consistency estimates for each
scale. Coefficient alpha in this study was .79 for mastery-
approach, .84 for mastery-avoid, .89 for performance-approach,
and .72 for performance-avoid.

Ability. As a measure of ability, self-reported prior college
grade point average (GPA) was indicated for each participant. 

Self-efficacy. Self-efficacy was assessed using a 10-item scale
developed by Phillips and Gully (1997) who wrote the items to
reflect Bandura’s (1991) definition of self-efficacy. The items (e.g.,
“I feel confident in my ability to perform well on the upcoming
exam.”) were similar in content to other self-efficacy scales used
in academic settings (e.g., Mone 1994). Responses were made on
a seven-point scale ranging from strongly disagree (1) to strongly
agree (7). Coefficient alpha for this scale was .72.

Self-set goals. Participants indicated their performance goal
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as the percentage score they were trying to attain for their final
grade in the class. 

Performance. Performance (i.e., percentage units) in the class
was assessed by asking the professors to report each
participant’s final grade in the class. 

RESULTS 

Descriptive Statistics 

Table 1 provides the means, standard deviations,
intercorrelations, and coefficient alphas for the variables used in
this study. There were 335 participants, but the data for all
analyses are based on a subset of 284 respondents for whom a
complete set of data exists. Each of the four goal orientation
constructs demonstrated adequate reliability and, consistent
with previous literature, exhibited relatively low or nonsignificant
correlations. In general, the participants reported high levels of
mastery-approach goal orientation (M = 6.13) and above average
levels of performance-approach goal orientation (M = 5.14). 

The average prior GPA reported by the respondents was 3.11,
with a minimum of 1.9 and a maximum of 4.0. The distribution
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Table 1. Means, Standard Deviations, and Intercorrelations of
Variables Used in Study 

Variable M SD 1 2 3 4 5 6 7 8

1. Ability (prior GPA) 3.11 0.44 –
2. Mastery-approach 6.13 0.88 .17**(.79)
3. Mastery-avoid 3.53 1.47-.08 .06 (.84)
4. Performance-approach 5.14 1.40 .16** .29** .14* (.89)
5. Performance-avoid 4.74 1.69-.17**-.07 .15* .07 (.72)
6. Self-efficacy 5.33 0.74 .24** .19**0.34** .21**-.18**(.72)
7. Self-set goal 93.43 4.24 .24** .23** -.11 .25**-.12* .27** –
8. Performance 81.38 8.74 .48** .11 -.02 .15**-.24** .15**.27** –

Note. N = 284 respondents with complete data. Values on the diagonal represent
scale reliabilities. 
* denotes a correlation that is significant at the .05 level. 
** denotes a correlation that is significant at the .01 level. 



showed no evidence of skewness. Respondents were optimistic in
their goal setting, a phenomenon observed many times in prior
research. The average self-set goal for the course was 93.43 (A-),
considerably above the prior GPA (B) the group achieved.
Moreover, there was considerable positive skewness in the
distribution (skew = 2.195; standard error of skew = .135). Not
only were respondents optimistic in terms of their historical
achievement, they were optimistic in the face of the actual
results achieved in the course. Besides the skewness of the self-
set goal data, they were also leptokurtotic. The kurtosis measure
was 22.52 (standard error = 0.269). A histogram of these data
shows that the right tail is truncated (at about 100 percent), but
absent the truncation it appears as if it would have the “long tail”
to the right indicated by the positive skew value. The average
performance (final class grade) achieved was 81.38, (B-), which
are in line with overall grade distributions at this institution.
Moreover, the actual performance data are also skewed (skew =
–1.35; standard error of skew = .14). 

Structural Equation Modeling

We begin by investigating the measurement model for the goal
orientation variables. We used LISEL for this purpose. First we
used a single latent variable to all 12 measured goal orientation
items. The resulting model yielded a chi-square of 1464.35 with
54 df. The RMSEA for the model was 0.27, the SRMR was 0.22,
and the CFI was 0.30. Thus, the single latent variable model fits
the data badly. Next, we used two latent variables, one
representing the mastery items and the other representing the
performance items. The model fit improved significantly (chi-
square = 970.36 with 53 df), but the fit measures show that the
two-factor model is unacceptable (RMSEA = 0.23, SRMR = 0.20,
and CFI=0.51). Continuing in this fashion, we added a third
latent variable by dividing the performance measure into two
groups of three items, performance-approach and performance-
avoid, while using a single mastery construct with six items. The
resulting three-factor model fit the data significantly better than
the two-factor case, with a chi-square of 684.14 with 51 df. While
the fit measures improved (RMSEA = 0.19, SRMR = 0.17, and
CFI =0.66), the overall fit of the model remained unacceptable by
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conventional criteria. Finally, we fit the goal orientation
measures with the full set of four factors. This yielded a chi-
square of 128.92 with 48 df, a significant improvement over the
three-factor case. Goodness of fit measures indicate that the
four-factor case provided acceptable fit (RMSEA = 0.71, SRMR =
0.59, and CFI = 0.96). Thus, the measurement model supports
the case that the goal orientation items best fit the four factors.

We investigated the four-factor goal orientation model further
by allowing some of the measured variables to load on more than
a single latent variable. LISREL identified six significant
modification indices that we freed and this improved the fit to
chi-square = 73.19 with 42 df. RMSEA for this model was 0.044,
SRMR was 0.034 and CFI improved to 0.98. We also found that
there was a modest amount of correlation between several of the
latent variables. Performance-approach and mastery-approach
were correlated (phi = 0.18), performance-avoid and mastery-
avoid were correlated (phi = 0.10), and performance-avoid and
mastery-approach were slightly negatively correlated (phi =
?0.05). These three correlations were significant at p < 0.05.
These latter findings are consistent with initial factor analyses
we ran using the OBLIMIN procedure in SPSS. 

Besides the measurement model for the goal orientation
variables we also examined the self-efficacy rating data. There is
only a single latent variable for these data and it is measured by
ten items. Cronbach’s alpha for the full set of ten items is 0.725,
so the inter-item reliability is fairly high, but a principal factoring
of the correlation matrix suggests that the efficacy scale may
have as many as three different factors since three eigenvalues
greater than unity appeared. We used LISREL to examine
efficacy ratings and found that, with the exception of the tenth
item, all had significant positive loadings on the efficacy latent
variable. Moreover, a number of the estimated error terms (theta-
epsilons in LISREL terminology) were correlated in a pattern that
is consistent with the loadings on the Varimax rotated analysis.
Based on prior research that has used this scale, we treated the
efficacy data as if it was represented by a single latent variable,
but our analysis indicates that further work should be done on
this scale to verify that it represents a single efficacy construct.

We then used LISREL 8.3 to investigate the proposed
relationships among the four goal orientation variables, prior
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GPA, self-efficacy, self-set goal, and actual performance. In the
model, the latter three were allowed to have causal links between
them, in line with previous research (e.g., Phillips and Gully
1997). In our modeling we let self-efficacy be a free parameter
causing goals to be set higher or lower, and goals, in turn, being
a free parameter that causes actual performance. We also
investigated a causal link directly between self efficacy and
actual performance. The base model with the hypothesized paths
we investigated is shown in figure 1. 

We analyzed the correlation matrix shown in table 1. The
model fit the data very well, with a chi-square of 0.78 and 2
degrees of freedom, the p-level was 0.78. Table 2 provides a
summary of the other goodness-of-fit indices for this model. Prior
GPA was significantly and positively related to self-efficacy, the
aspiration goal for the course, and to actual performance.
Students’ prior academic performance, therefore, seems to
control perceptions of competence, the level at which they set
their goals, and is related to their actual performance. Mastery-
approach and mastery-avoid goals were not related to
performance, but they were related to self-efficacy and, in the
case of mastery-approach, to self-set goals. Mastery-approach
was positively associated with self-efficacy and with self-set
goals. Mastery-avoid goal orientation was negatively related to
self-efficacy. However, there was no significant relation found
with mastery-avoidance and self-set goals. Both performance-
approach and performance-avoid goal orientations were related
to self-efficacy and self-set goals in a similar way to the mastery
variables. Performance-approach was positively related to self-
efficacy and self-set goals, while performance-avoid was
negatively related to self-efficacy and nonsignificantly (but
numerically negatively) to goal aspirations. Performance-avoid,
unlike either of the mastery constructs, had a significant
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Table 2. Goodness-of-Fit Statistics

Model X2 df RMSEA AGFI CFI

Base model 0.78 2 0.007 0.99 1.00
Final model 5.41 6 0.020 0.97 1.00

Note. RMSEA = root mean square error of approximation; AGFI = adjusted
goodness-of-fit index; CFI = comparative fit index.



negative causal connection with actual performance. 
The base model has several nonsignificant parameters and we

decided to explore further to see how well a simplified model fit
the data when these were excluded. The results indicated that
the model remains a good fit with a chi-square of 5.41 and with 6
degrees of freedom p = 0.49. Although the chi-square value
increased, the increase of 4.63 is not significant. Table 2
summarizes the other fit indices that indicate that the fit of the
model remains good. The fitted parameters changed very little
from the base model. A diagram of the final simplified model is
shown in figure 2. 

DISCUSSION

Overall, the results from this field study contribute to the
literature by (a) offering insight into the role of individual
difference variables in task-specific motivation and performance
and (b) demonstrating empirical evidence in support of the
construct validity of Elliot and McGregor’s (2001) four-factor
model of goal orientation. Specifically, there was strong support
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Figure 2. Final Integrated Model of Goal Orientation Theory and
Goal Setting Processes with Standardized Path Coefficients. + p 
= .053, * p < .05. ** p < .01. 



for a model linking the four goal orientation constructs, ability,
self-efficacy, and self-set goals into a framework that predicts
performance in an achievement context. The most interesting
findings of this study concern the four goal orientation
constructs. In particular, no other study has integrated this
particular four-factor goal orientation model with goal setting
processes.

Similar to previous research (e.g., Diefendorff 2004; Phillips
and Gully 1997; Radosevich et al. 2004; VandeWalle 1997),
mastery-approach goal orientation was a positive predictor of
motivational processes. Specifically, individuals high in mastery-
approach goal orientation had higher levels of self-efficacy and
also set their personal performance goal at higher levels. The
significant effect on self-set goals is theoretically important when
compared to an earlier study using undergraduate students by
McGregor and Elliot (2002). They suggest that due to the
emphasis on task-based standards, mastery goals are thought to
be theoretically unrelated to both goals and performance, unlike
performance goals, which focus on normative standards of
evaluation (McGregor and Elliot 2002). The current findings did
find a positive effect on goals, suggesting that researchers may
need to reconsider the nomological network of mastery goals and
their respective relationships with self-set goals; especially in
environments where achievement goals are salient. 

In contrast, mastery-avoid goal orientation exerted a negative
influence on self-efficacy. This finding is of particular interest
since few researchers have actually included this construct in
their research. The mastery-avoid finding is consistent with the
theoretical conceptualization of mastery-avoid as having optimal
(absolute mastery) and non-optimal (avoid failure) components.
Previous studies have shown that students high in mastery-avoid
may strive to avoid any type of misunderstanding that would
prevent them from learning (Elliot and McGregor 2001; Flett et
al. 1998). Further, Elliot and McGregor (2001) found that
mastery-avoid goals positively predicted disorganized studying,
levels of worry, and emotionality among students, which lend
support to the current finding that students with high mastery-
avoid goals had lower self-efficacy. By focusing on failure relative
to absolute mastery standards, these individuals may lower their
self-efficacy since one mistake may make them question their
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perceptions of their capacity to perform at such high standards.
Future research should examine how the mixed components of
this new construct operate with other motivational variables.

Performance-approach goals were positive predictors of self-
efficacy and self-set goals. These findings are similar to mastery-
approach goals and add to the extant literature that has
demonstrated the adaptive patterns of self-regulatory behavior
employed by individuals with high performance-approach goals.
That is, they reported higher levels of confidence in their abilities
to reach their goal and set higher personal goals as a strategy to
motivate themselves for higher performance outcomes. The
benefits of a performance-approach goal orientation may be
greater in those environments where an emphasis on
performance outcomes relative to others is emphasized
(Radosevich et al. 2004). Performance-avoid goals exhibited a
negative effect on both self-efficacy and performance. The
negative impact of performance-avoid goals is consistent with
prior research showing that individuals oriented toward avoiding
demonstrations of incompetence and negative judgments,
relative to others, elicit self-protective processes of setting lower
goals when provided negative feedback (Elliot 1997; Elliot et al.
1999; Radosevich et al. 2004; VandeWalle 1997). That is,
individuals who are motivated by fear of failure consistently
adopt maladaptive self-regulatory strategies aimed at managing
evaluative perceptions rather than improving their performance.

As expected, ability had a positive effect on self-efficacy, self-
set goals, and performance. Controlling for ability in our
analyses is important to note because it enabled us to be more
confident in our conclusions of the unique predictive influence of
the four goal orientations relative to objective and subjective
ability constructs (Austin and Klein 1996; Kukla 1972). The well-
examined goal setting effect of self-efficacy positively influencing
goals, which in turn positively effects performance, was also
supported. The finding that all four goal orientation constructs
independently influenced self-efficacy, after controlling for
ability, adds to our understanding of the origins of self-efficacy. 

In developing his social cognitive theory, Bandura (1977)
posited that past performance, vicarious experiences,
psychological states, and verbal persuasion are the four
determinants of self-efficacy. Phillips and Gully (1997) argued
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that our understanding of the effects of individual differences on
self-efficacy is limited. The current study is a step toward
answering this question; mastery-approach and performance-
approach goal orientations exerted positive effects on self-efficacy
while mastery-avoid and performance-avoid had a negative
influence on self-efficacy. Thus, increasing an approach tendency
may prove to be a useful intervention to for optimizing
individuals’ level of self-efficacy. 

The finding that self-efficacy only influenced performance
indirectly through self-set goals is consistent with similar studies
(e.g., Diefendorff 2004; Phillips and Gully 1997), however, unlike
those studies, we did not find a direct effect self-efficacy to
performance after controlling for ability and goal level. It is
important for future researchers to examine other mechanisms
such as effort and persistence that might be related to self-
efficacy and enhance performance (Gist and Mitchell 1992). The
current model differs from the previous studies in that they used
a two-factor model of goal orientation, which has subsequently
been called into question for the confounded nature of the
mastery and performance orientations (e.g., Day et al. 2003;
Elliot and McGregor 2001). 

Taken as a whole, the current findings from the four-factor
goal orientation framework are consistent with the
approach/avoidance distinction that has been prevalent in
several motivational theories throughout psychology’s history
(e.g., Bandura 1986; Carver and Scheier 1981; Higgins 1996;
Nicholls 1984). In particular, this study lends support to the
approach/avoidance distinction in terms of its important
implications for goal pursuits. In short, mastery-approach and
performance-approach goals led to adaptive self-regulatory
behavior in terms of self-efficacy and self-set goals. In contrast,
mastery-avoid led to maladaptive self-efficacy responses and
performance-avoid resulted in lower self-efficacy and
performance. Given that the four-factor goal orientation model
demonstrated different, meaningful relationships with well-
established goal setting processes, not only is the
approach/avoid distinction meaningful, but its combination with
the mastery/performance distinction is useful for predicting how
individuals will engage in self-regulatory behavior aimed at the
performance of an achievement outcome.
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Although this study makes important contributions to the
literature, there are some limitations that should be mentioned.
Future research needs to examine the robustness of these
findings using additional operationalizations of self-regulation. It
is also important to note that the generalizability of our results
may be limited to a student population and achievement tasks.
Another concern involves the range restriction and small
variance on some of the variables (i.e., mastery-approach, self-set
goals). It may be the case that the level of goals set was too high
for even more substantial effects to be identified. The strength of
the findings reported in this study, therefore, may actually be
underestimates of the true relationship. Examining these issues
in a setting with a more normally distributed range of variables
may produce stronger effects. Finally, longitudinal designs with
multiple performance episodes may allow for the better
prediction of individual difference variables on goal setting
processes. 

Several theoretical implications result from this study. First,
researchers should examine how goal orientation can be best
integrated into a theoretical model of self-regulation. Second,
other individual difference variables (e.g., Big Five, attributions
for performance, action-state orientation) that may explain self-
regulatory behavior should be examined since they may have
incremental explanatory power over goal orientation. Third, given
the prevalence of two- and three-factor scales, researchers
should be mindful in their scale selection knowing that these
results are consistent with the extant literature that has begun
to find more support for the four-factor model of goal orientation
(e.g., Elliot and McGregor 2001). 

There are several applied implications from this study. In
particular, managers, coaches, and teachers may use these
results to help individuals develop more adaptive goal
orientations to the extent that goal orientation is malleable as a
state individual difference variable. For example, future research
needs to examine whether it may be beneficial for individuals to
adopt different goal orientations at different phases of their
performance. A high mastery-approach orientation may be
beneficial at the onset of learning a new task, but a performance-
approach orientation may be beneficial when task behaviors and
cognitions are more automatic. It may also be the case that
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individuals have different goal orientation profiles, such as
striving to improve their skills (mastery-approach) while also
trying to perform well relative to others (performance-approach)
or avoiding looking incompetent (performance-avoid) (Button et
al. 1996; Heyman and Dweck 1992; Pintrich and Garcia 1991).
Modeling principles from Bandura’s (1986) social cognitive theory
may be used as well. An educator could model a mastery-
approach goal orientation in hopes of teaching others. As
recommended by Dweck (1999) and VandeWalle et al. (2001),
educators can also utilize interventions aimed at developing an
incremental theory of ability.

In sum, our research study found that a four-factor goal
orientation model played an important role in the self-regulation
strategies of self-efficacy and self-set goals as well as
performance. Although goal orientation appears to have a
promising future for better understanding the motivational
mechanisms individuals use in achievement settings, more
research is needed to integrate it into more comprehensive
motivational theories. 

REFERENCES

Ames, C. and J. Archer (1987), “Mother’s Beliefs About the Role of
Ability and Effort in School Learning,” Journal of Educational
Psychology, 79, 409-414.

_______ and _______ (1988), “Achievement Goals in the Classroom:
Student’s Learning Strategies and Motivational Processes,” Journal
of Educational Psychology, 80, 260-267.

Atkinson, J. (1957), “Motivational Determinants of Risk-Taking
Behavior,” Psychological Review, 64, 359-372.

Austin, J. T. and H. J. Klein (1996), “Work Motivation and Goal
Striving,” in Individual Differences and Behavior in Organizations, K.
R. Murphy , ed. San Francisco, CA: Jossey-Bass, 209-257. 

_______ and J .B. Vancouver (1996), “Goal Constructs in Psychology:
Structure, Process, and Content,” Psychological Bulletin, 120, 338-
375.

Bandura, A. (1986), Social Foundations of Thought and Action,
Englewood Cliffs, NJ: Prentice-Hall.

_______ (1977), Social Learning Theory. Englewood Cliffs, NJ: Prentice
Hall. 

Goal Orientation and Goal Setting 43



_______ (1991), “Social Cognitive Theory of Self-Regulation”,
Organizational Behavior and Human Decision Processes, 50, 248-
287.

Butler, R. (1992), “What Young People Want to Know When: Effects of
Mastery and Ability Goals on Interest in Different Kinds of Social
Comparisons,” Journal of Personality and Social Psychology, 62,
934-943.

Button, S. B., J.E. Mathieu, and D.M. Zajac (1996), “Goal Orientation in
Organizational Research: A Conceptual and Empirical Foundation,”
Organizational Behavior and Human Decision Processes, 67, 26-48.

Carver, C. S., and M. F. Scheier (1981), Attention and Self-Regulation: A
Control Theory Approach to Human Behavior. New York: Springer-
Verlag.

Chen, G., S. M. Gully, J. Whiteman, and R. N. Kilcullen (2000),
“Examination of Relationships Among Trait-Like Individual
Differences, State-Like Individual Differences, and Learning
Performance,” Journal of Applied Psychology, 85, 835-847. 

Day, E., D. J. Radosevich, and C. S. Chasteen (2003), “Construct- and
Criterion-Related Validity of Four Commonly Used Goal Orientation
Instruments,” Contemporary Educational Psychology, 28, 434-464.

Diefendorf, J. M. (2004), “Examination of the Roles of Action-State
Orientation and Goal Orientation in the Goal-Setting and
Performance Process,” Human Performance, 17, 375-395.

Duda, J. L., and J. G. Nicholls (1992), “Dimensions of Achievement
Motivation in Schoolwork and Sport,” Journal of Educational
Psychology, 84, 290-299.

Dweck, C. S. (1986), “Motivational Processes Affecting Learning,”
American Psychologist, 41, 1040-1048.

_______ (1999), Self-Theories: Their Role in Motivation, Personality, and
Development. Philadelphia, PA: Psychology Press.

_______ and E. L. Leggett (1988), “A Social-Cognitive Approach to
Motivation and Personality,” Psychological Review, 95, 256-273.

Elliot, A. J. (1997), “Integrating the ‘Classic’ and ‘Contemporary’
Approaches to Intrinsic Motivation: A Hierarchical Model of
Approach and Avoidance Achievement Motivation,” in Advances in
Motivation and Achievement, M. Maehr and P. Pintrich eds.
Greenwich, CT: JAI, 10, 303-337.

_______ and M. A. Church (1997), “A Hierarchical Model of Approach and
Avoidance Achievement Motivation,” Journal of Personality and
Social Psychology, 72, 218-232.

_______ and M. Harackiewicz (1996), “Approach and Avoidance
Achievement Goals and Intrinsic Motivation: A Mediational
Analysis,” Journal of Personality and Social Psychology, 70, 461-

44 Seoul Journal of Business



475.
_______ and H. A. McGregor (1999), “Test Anxiety and the Hierarchical

Model of Approach and Avoidance Achievement Motivation,” Journal
of Personality and Social Psychology, 76, 628-644.

_______ and H. A. McGregor (2001), “A 2*2 Achievement Goal
Framework,” Journal of Personality and Social Psychology, 80, 501-
519.

_______, H. A. McGregor, A. Holly, and S. Gable (1999), “Achievement
Goals, Study Strategies, and Exam Performance: A Mediational
Analysis,” Journal of Educational Psychology, 91, 549-563.

_______ and T. M. Thrash (2001), “Achievement Goals and the
Hierarchical Model of Achievement Motivation,” Educational
Psychology Review, 13, 139-156.

Elliot, E. S., and C. S. Dweck (1988), “Goals: An Approach to Motivation
and Achievement,” Journal of Personality and Social Psychology, 54,
5-12.

Fisher, S. L. and J. K. Ford (1998), “Differential Effects of Learner Effort
and Goal Orientation on Two Learning Outcomes,” Personnel
Psychology, 51, 397-420.

Flett, G., P. Hewitt, K. Blankstein, K, and L. Gray (1998), “Psychological
Distress and the Frequency of Perfectionist Thinking,” Journal of
Personality and Social Psychology, 75, 1363-1381.

Ford, J. K., E. M. Smith, D. A. Weissbein, S. M. Gully, and E. Salas
(1998), “Relationships of Goal Orientation, Metacognitive Activity,
and Practice Strategies with Learning Outcomes and Transfer,”
Journal of Applied Psychology, 83, 218-233.

Gist, M. E., and T. R. Mitchell (1992), “Self-efficacy: A Theoretical
Analysis of its Determinants and Malleability,” Academy of
Management Review, 17, 183-211.

_______, C. K. Stevens, and A. G. Bavetta (1991), “Effects of Self-Efficacy
and Post-Training Intervention on the Acquisition and Maintenance
of Complex Interpersonal Skills,” Personnel Psychology, 44, 837-
861. 

Heyman, G. D. and C. S. Dweck (1992), “Achievement Goals and
Intrinsic Motivation: Their Relation and Their Role in Adaptive
Motivation,” Motivation and Emotion, 16, 231-247.

Higgins, E. T. (1996), “Ideals, Oughts, and Regulatory Focus,” in The
psychology of action: Linking Cognition and Motivation to Behavior,
P. M. Gollwitzer, and J. A. Bargh, eds. New York: Guilford, 91-113.

_______ and R. F. Hunter (1984), “Validity and Utility of Alternative
Predictors Across Studies,” Psychological Bulletin, 96, 72-98.

Kanfer, R. (1990), “Motivation Theory and Industrial and Organizational
Psychology,” in Handbook of Industrial and Organizational

Goal Orientation and Goal Setting 45



Psychology, M. Dunnette and L. M. Hough, eds. Palo Alto, CA:
Consulting Psychologists Press, Inc., 1, 75-170.

Klein, H. (1989), “An Integrated Control Model of Work Motivation,”
Academy of Management Review, 14, 150-172.

Kukla, A. (1972), “Foundations of an Attributional Theory of
Performance,” Psychological Review, 79, 454-470. 

Latham, G. P., E. A. Locke, and N. E. Fassina (2002), “The High
Performance Cycle: Standing the Test of Time,” in The Psychological
Management of Individual Performance. A Handbook of Psychology
Management in Organizations, S. Sonnentag ed. Chichester,
England: Wiley, 201-228.

Lee, C., and P. Bobko (1994), “Self-Efficacy Beliefs: Comparison of Five
Measures,” Journal of Applied Psychology, 79, 364-369. 

Lewin, K., T. Dembo, L. Festinger, and P. S. Sears (1944), “Level of
Aspiration,” in Personality and behavior disorders, J. Hunt, ed. New
York: Ronald Press.

Locke, E. A. (1991), “The Motivation Sequence, the Motivation Hub, and
the Motivation Core,” Organizational Behavior and Human Decision
Processes, 50, 288-299.

_______ and G. P. Latham (1990), A Theory of Goal Setting and Task
Performance. Englewood Cliffs, NJ: Prentice-Hall.

_______ and G. P. Latham (2002), “Building a Practically Useful Theory of
Goal Setting and Task Motivation: A 35-Year Odyssey,” American
Psychologist, 57, 705-717. 

McClelland, D., J. Atkinson, R. Clark, and E. Lowell (1953), The
Achievement Motive. New York: Appleton-Century-Crofts. 

McGregor, H. A., and A. J. Elliot (2002), “Achievement Goals as
Predictors of Achievement-Relevant Processes Prior to Task
Engagement,” Journal of Educational Psychology, 94, 381-395.

Middleton, M. J., and C. Midgley (1997), “Avoiding the Demonstration of
Lack of Ability: An Under-Explored Aspect of Goal Theory,” Journal
of Educational Psychology, 89, 710-718.

Mitchell, T. R., H. Hopper, D. Daniels, J. Gorge-Falvy, and L. R. James
(1994), “Predicting Self-Efficacy in Predicting Academic Goals and
Performance,” Journal of Applied Psychology, 79, 506-517.

Mone, M. A. (1994), “Comparative Validity of Two Measures of Self-
Efficacy in Predicting Academic Goals and Performance,”
Educational and Psychological Measurement, 54, 516-529.

Murray, H. (1938), Explorations in Personality. New York: Oxford
University Press.

Nicholls, J. G. (1984), “Achievement Motivation: Conceptions of Ability,
Subjective Experience, Task Choice, and Performance,”
Psychological Review, 91, 328-346.

46 Seoul Journal of Business



Phillips, J. M., and S. M. Gully (1997),” “Role of Goal Orientation,
Ability, Need for Achievement, and Locus of Control in the Self-
Efficacy and Goal-Setting Process,” Journal of Applied Psychology,
82, 792-802.

Pintrich, P. R., and T. Garcia (1991), “Student Goal Orientation and
Self-Regulation in the College Classroom,” in Advances in Motivation
and Achievement, M. L. Maehr and P. R. Pintrich, eds. Greenwich,
CT: JAI Press, 7, 371-401.

Radosevich, D. J., V. Vaidyanathan, S. Yeo, and D. M. Radosevich
(2004), “Relating Goal Orientation to Self-Regulatory Processes: A
Longitudinal Field Test,” Contemporary Educational Psychology, 29,
207-229.

Seijts, G. H., G. P. Latham , K. Tasa, and B. W. Latham (2004), “Goal
Setting and Goal Orientation: An Integration of Two Different Yet
Related Literatures,” Academy of Management Journal, 47, 227-239. 

Skaalvik, E. (1997), “Self-Enhancing and Self-Defeating Ego
Orientations: Relations with Task and Avoidance Orientation,
Achievement, Self-Perceptions, and Anxiety,” Journal of Educational
Psychology, 89, 71-81.

Stajkovic, A. D., and F. Luthans (1998), “Self-Efficacy and Work-Related
Performance: A Meta-Analysis,” Psychological Bulletin, 124, 240-
261. 

Steele-Johnson, D., R. S. Beauregard, P. B. Hoover, and A. M. Schmidt
(2000), “Goal Orientation and Task Demand Effects on Motivation,
Affect, and Performance,” Journal of Applied Psychology, 85, 724-738.

Thomas, K. M., and J. E. Mathieu (1994), “Role of Causal Attributions in
Dynamic Self-Regulation and Goal Processes,” Journal of Applied
Psychology, 79, 812-818.

Tubbs, M. (1986), “Goal Setting: A Meta-Analytic Examination of the
Empirical Evidence,” Journal of Applied Psychology, 71, 474-483.

Wood, R. E., A. J. Mento, and E. A. Locke (1987), “Task Complexity as a
Moderator of Goal Effects: A Meta-Analysis,” Journal of Applied
Psychology, 72, 416-425.

VandeWalle, D. (1997), “Development and Validation of a Work Domain
of Goal Orientation Instrument,” Educational and Psychological
Measurement, 57, 995-1015.

_______, S. P. Brown, W. Cron, and J. W. Slocum, Jr. (1999), “The
Influence of Goal Orientation and Self-Regulation Tactics on Sales
Performance: A Longitudinal Field Test,” Journal of Applied
Psychology, 84, 249-259.

_______, W. L. Cron , and J. W. Slocum, Jr. (2001), “The Role of Goal
Orientation Following Performance Feedback,” Journal of Applied
Psychology, 86, 629-640.

Goal Orientation and Goal Setting 47




