
GOVERNORS STATE UNIVERSITY

Performance Evaluation for Deans/Chairs/Directors
By Unit A and Unit B UPI Bargaining Unit Members

Name of Administrator Being Evaluated: 



Title: 

Date: 
College/Unit: 


In order for this evaluation to be considered in the AY2008-09 administrative evaluation period, please return to the Office of the Provost’s before June 30, 2009.
DEFINITION OF RATINGS

Below is a summary of the rating categories.  Detailed definitions can be found in the Glossary of the Performance Evaluation Guide.

	· (S)uperior:  Exemplary performance in many areas of the job or a particular job criterion.

· (G)enerally Exceeds Expectations:  Surpasses the standards and established performance expectations in many important areas of the job.

· (M)eets Expectations:  Good performance.  Consistently meets standards and established performance expectations in important areas of the job.
	· (N)eeds Improvement:  Performance does not meet expecta​tions in some important areas of the job; below expected levels.  Improvement needed.

· (U)nsatisfactory:  Performance falls below expectations in many areas of the job.  Substantial improvement critical. 

· (N/A) Not Applicable:  Performance factor is not relevant to the position or there is not enough information to evaluate.  


Follow the definition of ratings above and place the appropriate initial (S-Superior, G-Generally Exceeds Expectations, M‑Meets Expectations, N-Needs Improvement, U-Unsatisfactory) in the box to the left of the skill and/or ability specified.  If a factor is not relevant to the position, or if the factor cannot be rated because of lack of information, “N/A” should be written in the rating box.

1.
Performance Factor:  JOB KNOWLEDGE.  Administrator possesses and applies the knowledge, skills, and abilities specified by the position description.
	
	Supports development and implementation of the university’s strategic plan.

	
	Maintains current knowledge and skills relative to position/job responsibilities.

	
	Understands current accreditation requirements.

	
	Complies with applicable state and federal laws; university policies and procedures; and union contracts.

	Comments:

 


2.  Performance Factor:  COMMUNICATION AND TEAMWORK
	
	Keeps appropriate people informed in a timely manner.

	
	Develops systems for faculty input.

	
	Expresses ideas in writing, clearly and persuasively.

	
	Effectively listens and provides timely feedback.

	
	Expresses ideas verbally, clearly and persuasively.

	
	Shows tact and diplomacy in dealing with others.

	
	Displays sensitivity to ethnic and gender issues in verbal and written communications.

	Comments:




3.  Performance Factor:  HUMAN RELATIONS SKILLS
	
	Works effectively with subordinates.

	
	Interaction with other deans, chairs, and directors.

	
	Interaction with members of the general public.

	
	Works effectively in promoting relationships between GSU and community.

	Comments:




4.  Performance Factor:  ORGANIZATION
	
	Manages faculty work assignments systematically and efficiently.

	
	Maintains necessary records and documentation.

	
	Establishes appropriate work processes and work flow.

	
	Determines appropriate distribution of work.

	Comments:




5.  Performance Factor:  FACULTY DEVELOPMENT

	
	Allows and encourages faculty development.

	
	Helps faculty identify areas for development.

	
	Encourages participation in university governance.

	
	Evaluates faculty performance regularly, accurately, and fairly.

	Comments:



6.  Performance Factor:  LEADERSHIP/SUPERVISION
	
	Provides a work environment which maximizes faculty productivity.

	
	Support faculty achievement of division/department criteria.

	
	Creates and enhances faculty morale and job satisfaction.

	Comments:
 


7.  Performance Factor:  COLLEGE/DIVISION/DEPARTMENT/PROGRAM DEVELOPMENT
	
	Sets relevant, realistic goals in consultation with appropriate faculty group.

	
	Consults with appropriate faculty group(s) in establishing priorities and in the decision making process.

	
	Considers multiple perspectives and input in decision making.

	
	Appropriately prioritizes work assignments.   

	
	Collaborates with employees regarding work assignments, such as AODs and Work Plan Agreements.

	
	Allocates time in accordance with priorities.

	
	Introduces appropriate technology into work environment.

	
	Uses fiscal, material, and facility resources effectively.

	
	Anticipates and plans for future developments.

	
	Actively identifies and seeks external funding.

	
	Successfully procures external funding.

	Comments:




8.  Performance Factor:  PROBLEM SOLVING, DECISION MAKING, AND JUDGMENT
	
	Analyzes problems, evaluates risks and costs, and takes steps to prevent the problems.

	
	Identifies opportunities and generates alternative solutions.

	Comments:
 


SECTION IV.  STRENGTHS, DEVELOPMENT/TRAINING FOR CURRENT EVALUATION PERIOD

What are this administrator’s strengths and/or major accomplishments?

What are this administrator’s weaknesses?

SECTION VI.  OVERALL PERFORMANCE EVALUATION RATING

( Superior      ( Generally Exceeds Expectations      ( Meets Expectations      ( Needs Improvement      ( Unsatisfactory

____________________________________                                           _______________________________________

Name (optional)






Signature (optional)
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