
Overview of 
Per form an ce Man agem en t



Performance Management at BC

Per form an ce Man agem en t  is…

❖ Contextual 

❖ Integral t o  ou r  da ily r esp on s ibilit ies  

❖ An investment in  t h e  Un iver s it y 
an d  it s  em p loyees



University Mission, Vision, Goals, and Values

❖ Bost on  College m iss ion  an d  vis ion : 
- “To become the world’s leading Catholic university and 

theological center” 

❖ Un iver s it y goa ls : 
- St r a t egic Dir ect ion s : “Ever to Excel: Advancing Boston College’s 

Mission” 

❖ Un iver s it y va lu es  an d  cu lt u re  
- Th e Ign a t ian  Trad it ion



The Ignatian 
Trad it ion

Un iver s it y Per form an ce 
Man agem en t  Com p et en cy 
Model: 

- Em p loyee p er for m an ce 
m u s t  su p p or t  t h e  u n iqu e 
m iss ion  of BC as  r eflect ed  
in  ou r  Ign a t ian  Tr ad it ion  

- Accou n t abilit y 

Un iver s it y St r a t egic Dir ect ion s

- Com m it m en t  t o  for m at ion



Four Strategic Directions

Strategic Direction I

❖ Re-envision liberal arts education at Boston College by sustained 
attention to the Core Curriculum, enhancing faculty quality and 
engagement, and leveraging the strengths of undergraduate programs 
in the Morrissey College of Arts and Sciences, Carroll School of 
Management, Connell School of Nursing, and Lynch School of Education.

Strategic Direction II

❖ Enhance the University’s commitment to formation among students, 
faculty, and staff to further Boston College’s mission and strengthen its 
institutional culture.

https://www.bc.edu/bc-web/sites/strategic-plan/strategic-directions/direction-1-liberal-arts.html
https://www.bc.edu/content/bc-web/sites/strategic-plan/strategic-directions/direction-2-formation.html


Four Strategic Directions

Strategic Direction III

❖ Expand support for scholarship and research in keeping with Boston 
College’s mission to help address complex societal problems and 
contribute to the common good, with a particular focus on the sciences.

Strategic Direction IV 

❖ Increase the University’s presence and impact in the City of Boston, the 
United States, and around the globe.

https://www.bc.edu/content/bc-web/sites/strategic-plan/strategic-directions/direction-3-research-scholarship.html
https://www.bc.edu/content/bc-web/sites/strategic-plan/strategic-directions/direction-4-local-national-global-presence.html


Responding to External Forces

❖ Competitive markets for  a t t r act in g  an d  r e t a in in g t op  s t u den t s , facu lt y, 
an d  s t a ff

❖ Government laws ,  r egu la t ion s , an d  com p lian ce r equ ir em en t s  
- Tit le  IX 
- Affor dable  Car e  Act  
- Min im u m  Wage 
- FLSA Over t im e Ru le
- Massach u set t s  Equ a l Pay Act

❖ Information Technology
- Clou d
- SaaS (Soft war e  a s  a  Su bscr ip t ion ) 
- CRM 
- Secu r it y



Optimizing Resources

❖ Con t a in  operating costs ,  wh ich  d ir ect ly im p act  t h e  cos t  o f 
t u it ion
- Stewardship 
- Decision- making

❖ Su s t a in  an d  fu r t h er  advan ce t h e Un iver s it y’s  m iss ion  an d  goa ls  
- Planning
- Assessment



Mechanisms for Managing Performance in a Dynamic, 
Com p et it ive, an d  Asp ir a t ion a l En viron m en t

❖ At  t h e institutional level - University, Division, School, and 
Department:
- St r a t egic Plan
- Lon g- Ran ge Fin an cia l Plan
- Cam p u s  Mas t er  Plan
- Cap it a l Cam p a ign  Plan
- Organ iza t ion a l r es t ru ct u r in g  an d  job  r edes ign
- Form al a s sessm en t  of p rogress  t oward  goa ls

❖ Cascad in g effect  of Mission, Goals, Values
- University - Division - School - Department - Unit - Employee



Mechanisms for Managing Performance in a Dynamic, 
Com p et it ive, an d  Asp ir a t ion a l En viron m en t

❖ At  t h e  Employee/Team level

- Performance Management: Process and tool t o  facilit a t e  t h e  
effect ive  m an agem en t  of ou r  h u m an  r esou r ces

- Pr ovides line of sight bet ween  em p loyee goa ls  an d  u n it ,  
dep ar t m en t , s ch ool, d ivis ion  an d  Un iver s it y goa ls

- Es t ablish es  a  meaningful context for  em p loyee p er for m an ce 
an d  con t r ibu t ion s

- What is the “Big Picture” and what is my role within it?



Share Your Experience

• What have you done to ensure performance 
objectives and goals have been communicated and 
achieved?

• What obstacles have you encountered?

• What has been helpful to you in that process?



❖ An ongoing process based on 
s t ru ct u red  d ia logu e abou t  
em p loyee p er form an ce
- Com m u n ica t in g  

p er for m an ce exp ect a t ion s  
an d  s t an dar ds

- Recogn iz in g  s t r en gt h s  an d  
con t r ibu t ion s

- Coach in g p er for m an ce in  
cu r r en t  r o le  an d  p r ep ar in g  
for  lon ger - t er m  ca r eer  goa ls

- Pr om ot in g  s t a ff 
en gagem en t  t h r ou gh  goa l 
se t t in g  an d  lea r n in g an d  
develop m en t  op p or t u n it ies

Per form an ce 
Man agem en t



Performance Management is 
based on:

❖ Goals (the “What”)
- Work Goals
- Professional Development 

Goals

❖ Competencies (the “How”)
- University Competencies
- Functional Competencies

Performance 
Management



Setting Work Goals and
Profess ion a l Develop m en t  Goa ls

❖ Goals  m u s t  a lign  wit h  an d  su p p or t  Un iver s it y an d / or  dep a r t m en t  goa ls

❖ To h ave t h e gr ea t es t  im p act ,  lim it  t h e n u m ber  of goa ls  for  t h e com in g yea r

❖ Goals  sh ou ld  be “SMART”
- Sp ecific
- M easu r able
- At t a in able
- Relevan t
- T im e- sp ecific

❖ Est ablish  a  clea r  act ion  p lan  t o  ach ieve each  goa l
- Act ion  p lan s  sh ou ld  in clu de sp ecific exp ect ed  r esu lt s  an d  a  t a r get  da t e  

for  com p let ion



Examples of SMART Goals
Not  So  SMART Goa ls  SMART Goa ls

Work Goal 

Development Goal 

❖ Upda t e  t h e  Facilit ies  
Man agem en t  webs it e 

❖ Im pr ove m y wr it t en  
com m u n ica t ion  skills  

❖ Iden t ify key p ieces  of in for m a t ion  or  
sect ion s  t h a t  n eed  t o  be  m a in t a in ed .  
Iden t ify in for m at ion  p r ovider s  an d  
set  weekly su bm iss ion  dead lin es .

❖ En r oll in  a  bu s in ess  wr it in g  sem in a r  
t h r ou gh  t h e  con sor t iu m  t h is  
sem es t er .  Receive p r ogr ess ively 
fewer  m an ager ia l ed it s  an d  
r ewr it es ; t r ack p r ogr ess  an d  r eview 
sam ples  wit h  m an ager  ever y s ix 
weeks .



Types of Work and 
Develop m en t  Goa ls

❖ Sp ecia l p ro ject s  – u n iqu e or  
on e- t im e ass ign m en t s

❖ On goin g p ro ject s  –
deep en in g u n der s t an d in g of 
r esp on s ibilit ies

❖ Sp ecific t a sks / act ivit ies  –
a lon e or  a s  a  m em ber  of a  
t eam

❖ Profess ion a l o r  ca reer  
develop m en t



Competencies
❖ Definition

- Knowledge, skills, and abilities described in behavioral terms that are 
observable , coachable and measurable, and critical to successful 
individual or organizational performance

❖ Purpose
- Describe what is required to perform particular roles within the 

University
- Describe an individual’s ability to contribute in current/future roles
- Describe how results will be achieved

❖ Informed by the Ignatian Tradition
- Cura Personalis
- Cura Apostolica



University Competency Model

Valu in g Diver s it y

Peop le  Developm en t

Con t in u ou s  Lea r n in g

Com m u n ica t ion

Team wor k

Open n ess  t o  Ch an ge

Pr odu ct ivit y

App lyin g Tech n ology

Decis ion  Makin g

Cu s t om er  Focu s

Th e Un iver s it y- wide 
com p et en cies  descr ibe wh a t  
effect ive p er for m an ce looks  

like a t  BC. Th ese 
com p et en cies  a r e u sed  

t h r ou gh ou t  t h e p er for m an ce 
m an agem en t  p r oces s  an d  

ap p ly t o  a ll em p loyees . Alon g 
wit h  t h ese,  em p loyee 

p er for m an ce m u s t  su p p or t  
t h e u n iqu e m is s ion  of BC as  

r eflect ed  in  ou r  Ign a t ian  
t r ad it ion . By u p h old in g  t h is  

t r ad it ion ,  ou r  va lu es  a r e 
s t r en gt h en ed .

Big  Pict u r e  Per spect ive

See detailed handout.



Performance Appraisal

❖ A formal tool to assess, discuss and document employee 
performance and goals

❖ Appraisal form comprised of:
- Com p eten cies
- Work Goa ls
- Profess ion a l Developm en t  Goa ls
- Per form an ce Su m m ary
- May in clu de a  Ra t in g Sca le



Appraisal Form - Com p et en cies



Appraisal Form - Goa ls



The Appraisal Process

❖ Provides supervisors and employees the opportunity to view 
performance from multiple perspectives

- Look back over past year’s performance
- Review results achieved
- Look forward to next year’s performance

❖ A shared responsibility

❖ Sets the stage for linking performance to merit salary increase



Employee/Supervisor Performance 
Man agem en t  Cycle

Planning Meeting & Goal 
Setting/Performance & 
Development Planning

Check - In 
Discussion, 

Coaching and 
Feedback 

Annual Appraisal 
Discussion and 

Performance Review

Annual Merit 
Review



Performance Appraisal DOs and DON’Ts

DO DON’T

Ju dge an  em p loyee’s  per for m an ce aga in s t  job  
t a sks  an d  expect a t ion s  defin ed  in  t h e  
per for m an ce p lan

Com par e  on e em p loyee’s  per for m an ce aga in s t  
an ot h er  em p loyee’s  per for m an ce

Allow t h e  em p loyee am p le  t im e t o  t a lk an d  
en gage in  t h e  d iscu ss ion  by a skin g open - en ded  
qu es t ion s

Wh en  im pr ovem en t  is  n eeded , exp la in  h ow 
fa ilu r e  t o  im pr ove im pact s  t h e  wor k u n it  an d  
over a ll goa ls

Dom in a t e  t h e  con ver sa t ion  an d  n ot  a llow t h e  
em p loyee a  ch an ce t o  sh a r e  t h eir  t h ou gh t s  by 
a skin g close- en ded  qu es t ion s

Exp la in  t h e  n eed  t o  im pr ove per for m an ce by 
sayin g, “ becau se t h is  is  t h e  s t an da r d”  or  
“ becau se I t o ld  you  so”

See detailed handout.



Yearly Performance Management Calendar
February - March

1. Dep ar t m en t a l m eet in g  r egar d in g  goa ls  for  t h e yea r  
ah ead
2. Review of wor k u n it ' s  ob ject ives  an d  act ivit ies
3. Review em p loyee ' s  r o le descr ip t ion
4 . Role Descr ip t ion  For m

March - April

1. For m al p er for m an ce ap p r a isa l m eet in g  bet ween  
su p er visor  an d  em p loyee
2. Su p er visor / Em p loyee agr ee on  wor k goa ls an d  
p r ofes s ion a l develop m en t  goa ls
3. Su p er visor / Em p loyee agr ee on  wh ich  p er for m an ce 
a t t r ibu t es / com p et en cies  will r equ ir e focu s  over  t h e n ext  
yea r
4 . Ap p r a isa l for m com p let ed  an d  s ign ed
5. Ap p r a isa l for m s  an d  m er it  in cr em en t  
r ecom m en da t ion s  t o  Dep ar t m en t  of Hu m an  Resou r ces

April - October

1. On goin g  su p er visor / em p loyee d iscu ss ion s  
r egar d in g  p r ogr es s  m ade t owar ds  wor k goa ls  an d  
p r ofes s ion a l develop m en t  goa ls

October - December 

Half- yea r  ch eck p oin t :

1. A sch edu led  m eet in g  bet ween  su p er visor / em p loyee
2. Discu ss  p er for m an ce
3. Review/ r evise wor k goa ls  an d  p r ofes s ion a l 
develop m en t  goa ls  a s  n eeded

November - February

1. On goin g  su p er visor / em p loyee d iscu ss ion s  
r egar d in g  p r ogr es s  m ade t owar ds  wor k goa ls  an d  
p r ofes s ion a l develop m en t  goa ls

http://www.bc.edu/content/dam/files/offices/compensation/doc/Role_Description_For.doc
http://www.bc.edu/content/dam/files/offices/compensation/doc/Goal_Tracking_Worksh.doc
http://www.bc.edu/content/dam/files/offices/compensation/doc/Performance_Appraisa.doc


Methods of Learning and Development

❖ On - t h e- job
❖ Read in gs  (books , p er iod ica ls )
❖ Net wor kin g
❖ Coach in g
❖ BC Em p loyee Develop m en t  

p r ogr am s
❖ Self- d ir ect ed , com p u t er - based  

lea r n in g
❖ Par t icip a t in g  on  t a sk for ce,  sp ecia l 

p r o ject
❖ Ben ch m ar kin g  vis it
❖ Sh adowin g o t h er s

❖ Pr ofess ion a l Associa t ion s
❖ Sym p os ia ,  lect u r es
❖ Com m u n it y or gan iza t ion   

in volvem en t
❖ Cr oss - t r a in in g , job  “ swap p in g”
❖ Men t or in g  o t h er s
❖ Bein g m en t or ed
❖ Class r oom  t r a in in g , cou r ses
❖ Becom in g a  “ Un iver s it y Cit izen ”
❖ Th e Bos t on  Con sor t iu m  p r ogr am s
❖ Ot h er s?



Discussion and Action Items for You

Determine how you will prepare for the upcoming performance appraisal

- Iden t ify dep ar t m en t a l p r ocess  for  con du ct in g  ap p r a isa ls
- Review p as t  yea r ’s  wor k/ develop m en t  goa ls  ( if ap p licable)
- Review p as t  yea r  accom p lish m en t s  an d  ch a llen ges
- Review p r ogr ess  t owar ds  com p et en cy develop m en t
- Iden t ify it em s  for  d iscu ss ion  wit h  su p er visor  or  em p loyee
- Iden t ify n ext  yea r ’s  wor k/ develop m en t  goa ls
- Iden t ify t h r ee  t o  fou r  com p et en cies  r e la t ed  t o  develop m en t  

goa ls
- Iden t ify r esou r ces  n eeded  t o  ach ieve goa ls



Thank you!
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