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Context Setting: The Changing Nature of Work

 Organizations are grappling with the long term effects of doing more with less 
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 Changes in the work environment have resulted in fundamental differences in how work 
is accomplished

 Greater interdependence in work has changed how employees get work done.

 Shifts in organizational strategy necessitate greater transparency and accountability 
d l t th b i f hand accelerate the business case for change

 Performance gains and innovation are critical

 Organizations must find ways to incent and reward new skills and behaviors

 Mitigation of enterprise risks will require executive leadership to be closely aligned in 
order to achieve organizational goals

L di ti d f li i ti l d hi l d bj tiLeading practice recommends formalizing executive leadership goals and objectives



Historical PerspectiveHistorical Perspective

Where We’ve Been Where We’re Going

Evolution of Performance Management in the Port Authority

Single Event Continuous Feedback

Little Differentiation High Performance-Driven

Individual Performance
Ratings Agency ContributionRatings g y

Stand-Alone Process Integrated with 
Compensation

Both formal and informal performance systems have been in place for  management 
employees since the late 1980s



Process Overview

Strategic Business Priorities & Key Initiatives

Process Overview

• Review progress against 
objectives & competencies 

Review and discuss:
• objectives
• competencies 

t i t l t

Interim 
Review

Objective 
Setting

• metrics to evaluate 
performance

• review cycle

ReviewSetting
Coaching 

& 
Mentoring 

Final 
Review

• Review year-end 
performance metrics

• Assess 
accomplishments 

• Observe and 
document 
performance

• Provide timely 
feedback (formally p

against objectives & 
competencies 

feedback (formally 
and/or informally)

Agency & Department Outcomes



Connection to Organizational Strategyg gy

Priorities

Key Initiatives

Metrics

Enterprise Risk Management (ERM) framework provides the foundation 
for establishing performance goals, objectives, and metrics

 Unified vision and mission Unified vision and mission

 Strategic priorities highlighted across six broad functional areas

K i iti ti li d h f th t t i f f Key initiatives align under each of the strategic areas of focus 

 Organizational outcomes and metrics are defined



2015 Executive Leadership Goals and Objectives
Common goals and objectives
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 Common goals vs. siloed by business focus

 Increased collaboration and coordination by the executive team is critical to 
success

Common executive leadership competencies

 Drawn from leadership profiles built upon in-depth interviews with key Port 
Authority leaders 

 Based on current environment and challenges

Variation in success metrics

 Common metrics for Chiefs at agency level

S f f Specific metrics for Directors based on business imperatives



Common Goals and Objectives
Broad functional areas of focus
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 Safety, security, and resiliency

 Operation of a regional transportation network

 Financial self-sustainability 

 Attracting and retaining talent Attracting and retaining talent

Key Competencies

 Champions and Drives Change 

 Focuses on Enterprise Results 

 Demonstrates Strategic Orientation 



Proposed TimelineProposed Timeline
Dec Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb

2014 2015 2016

Objective 
Setting

Chiefs and Directors 
meet to review 2015 
goals

Interim 
Review

Chiefs and Directors meet to 
discuss 2015 mid-year Review

Final

y
performance against objectives 
and competencies

Final 
Review Chiefs and Directors 

complete Final 
Review for 2015

Updates 
to Board

CHRO updates Board  
on goals and  objectiv
es for Chiefs and 
Directors

ED updates Board 
on Interim Review 
Process

ED updates Board 
on Final Review 

Process

Ongoing Coaching & MentoringOngoing Coaching & Mentoring


