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What is your goal? What do you want to achieve? From what metric? To what metric? By what date?
Example: “I will decrease my 5K run time from 30 minutes to 21 minutes by June 15.”

How does this goal align with or support your dealer’s vision? 
What are the BENEFITS of achieving your goal? What are the CONSEQUENCES if you don’t?
Why is this goal important to you? 

RM TS ASpecific Measurable Achievable Relevant Time bound

PARTS HOMEWORK – ACTION PLAN
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What specific actions or steps will you take to accomplish your goal?  What will you do differently or improve? 
For each, be sure to include necessary resources, who is accountable, the measurable result, and dates.  

SPECIFIC ACTION/
STEP

NECESSARY 
RESOURCES?

WHO IS 
ACCOUNTABLE?

EXPECTED 
RESULT?

EXPECTED 
COMPLETION 

DATE?

ACTUAL 
COMPLETION 

DATE?
CHECK OFF
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Potential Obstacles?

BOTTOM LINE! What is the financial impact (expressed in dollars) of achieving your goal?

How will you track your progress? Where will you find the information? How often will you check in? 

Potential Solutions?

A

CONGRATULATIONS! You’ve accomplished your goal! You added or adjusted policies, procedures, and 
behaviors. Now what? How will you ensure you and your staff do not fall back into the previous habits 
that produced poor results? Be specific.

PARTS HOMEWORK – ACTION PLAN

What specific actions or steps will you take to accomplish your goal?  What will you do differently or improve?
For each, be sure to include necessary resources, who is accountable, the measurable result, and dates. 


	How does this goal align with or support your dealers vision: I will increase my gross profit as a percent of sales (counter retail) from 30.72% to 41% by 12/1/24. 


	1: This goal aligns with with our dealer's vision becuase it translates to the concept of people excellence. If our Parts department puts an emphasis on customer excellence and care, the gross profit as a percent of sales will naturally increase. However, this is not the only benefit. 

Having this mutual vision will not only make a positive monetary impact on the dealer(ship), but also:

- Increase customer satisfaction

- Increase employee engagement, development, and recognition

- Increase gross profin in various departments

- Result in less emergency purchases and obsolescence

- Prevent loss of sales

- Competative advantage and long-term sustainability

Not achieving this goal could result in:

- Customer dissatisfaction

- Competative dissadvantage

- Difficulty attracting and retaining quality talent

- Decreased gross profit in various deartments

- Strategic misalignment

This vision is the driving force that has been behind most of the good that has come out of our deaership. Aligning that with a smart goal to help turn a good department into a great one is what makes this goal important to me. 
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	A: I will track the progress by the KPI's after re-evaluated and adjusted (if necessary), customer and employee survey results (based on customer satisfacion and employee engagement and skills development), and of course the gross profit as a percent of sales produced over the course of the year. I will do this using our DMS and any survey software we use to collect the survey data. This would be done on a weekly basis to bi-weekly basis. I would also check-in with the Parts manager and GM to see if they have felt any operational differences on a daily/weekly basis, either via email, phone, or in-person. 
	A_2: - Management or team members wanting to operate as they always have/do things as they have always been done/good is good enough for them/don't fix what isn't broken mentality



- Tenured staff who are willing to change aren't able to keep up with the new tech or processes and just get frustrated
	A_3: -Recognize that you can see where they are coming from, but show them the benefits of the new methods, and the consequences of remaining stagnant in their old ways and what being "just good" can really do to a parts department and dealership 



- Play to what their strengths are, and see what the disconnect might be, to possibly teach them is a slightly different way they would understand.
	R: $59,013.61
	S: Consistent feedback loops - creating culture of communication that sets up for more effective performance reviews. 

Performance reviews - Monthly 1-on-1's between management and staff to go over KPI's/surveys/GP% contributions/personal and professional growth & goals, to ensure they have all they need to suceed in the upcoming month. 
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