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Executive Summary

This article addresses Penn State University's decision to restructure its annual employee goal-setting and
performance review cycle for University staff. The administration's central argument is that aligning the
performance review period with the fiscal year (beginning July 1) improves consistency, reduces
scheduling pressure, and creates a better employee experience. The key evidence presented is
qualitative: the University cites employee feedback identifying the prior April-start cycle as disruptive to
spring semester operations. Supporting statements from Vice President for Human Resources Jennifer
Wilkes and Senior Director for Talent Management Christy Helms reinforce the rationale. Practical details
include a Workday goal submission window opening August 4, 2025, with a deadline of August 29, and a
transitional 2025-2026 cycle covering April 1, 2025 through June 30, 2026. The article concludes that the
change standardizes the review schedule across all employee groups — staff, administrators, executives,
academic administrators, and technical service employees — and aligns goal-setting with the annual
salary increase timeline without altering the compensation schedule itself.

Key Insights

1. Penn State shifted its staff performance review cycle from an April start to a July start, aligning it with
the University's fiscal year and existing review schedules for academic administrators and technical
service employees.

2. The change was driven by employee feedback indicating that conducting performance reviews and
goal setting during the end of the spring semester created operational pressure.

3. The transitional 2025-2026 performance year spans 15 months (April 1, 2025 to June 30, 2026) to
accommodate the scheduling adjustment without creating a gap in coverage.

Practical Takeaways

* Large institutions transitioning PMS cycle timing may use an extended transitional performance year
to bridge the gap between the old and new schedules, avoiding coverage lapses.

* Aligning performance review cycles with fiscal year calendars and compensation timelines is a
documented organizational approach to reducing administrative fragmentation across employee
groups.

Critical Analysis
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Strengths: The article provides clear, specific dates and procedural details, making it useful as a factual
record of an institutional PMS change. It attributes statements to named officials and explains the rationale
transparently. Limitations: The article is an institutional press release with no independent analysis, no
data on the effectiveness of the prior system, and no measurable outcomes cited. The claim that the
change will 'positively impact the overall employee experience' is asserted without supporting evidence.
Bias: As an official communication from Penn State Human Resources, the article is inherently
promotional of the administrative decision. No dissenting employee views or critical perspectives are
included.

Organizational Practice

Penn State University realigned its annual staff performance review and goal-setting cycle from an April
start to a July start to coincide with the fiscal year. Goal submission is conducted through Workday, with
cascade goals available for managers to assign uniform objectives across units. The cycle applies to all
full-time, benefits-eligible staff, administrators, and executives across Penn State locations.

Strategic Implications

The Penn State case illustrates a pattern where large, complex organizations consolidate multiple
employee-group review schedules into a single unified cycle to reduce administrative burden and improve
consistency. Aligning PMS cycles with fiscal calendars and compensation timelines is an observable trend
in higher education HR, where academic and operational calendars can create competing scheduling
pressures. The use of employee feedback as a stated driver for PMS structural change reflects a growing
emphasis on employee experience as a design input for HR processes.
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