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GUIDELINES FOR THE ASSESSMENT OF SENIOR EXECUTIVES 

REPORTING TO THE PRESIDENT AND THE PROVOST1 

Last Revised 31 August 2018 

Introduction 
These guidelines assist the President and Provost and Executive Vice President in the development and 
assessment of senior leaders reporting directly to them. They focus on the mutual success of the leader 
and the University; are consistent with the mission, vision and strategy of Oregon State University; and 
are broad enough to inform assessment of leadership and management more generally. They serve as a 
component of University-wide leadership development and assessment programs. Ongoing personal 
development of leaders is a core element. Onboarding, regular check-ins with feedback, and 
coaching/mentoring are essential to the development of leadership and to the success of the University. 

The following statement captures Oregon State University’s leadership philosophy: 

The leadership of Oregon State University is committed to making and implementing 
decisions through collaboration, shared governance, transparency, accountability and 
effective communication. OSU leaders at all levels—the Board of Trustees, president, 
provost, deans, Faculty Senators, heads and chairs, directors and others—strive to take 
innovative, creative and entrepreneurial actions that continually move the university 
toward realizing its vision as a leading land-grant research university. 

OSU bases its expectations for leaders’ work on core leadership/management competencies and 
corresponding behaviors supplemented with function/position competencies and behaviors. Additional 
considerations include specific expectations and goals outlined in the leader’s position description, 
delivery of results against plans, and achievement goals against plans for personal development. 
Although the individual leader is responsible for their own personal development, the supervisor 
performs a critical role in facilitating and tracking progress toward the leader’s successful growth. 

Leadership and Management Competencies and Behaviors 
The following table summarizes leadership and management competencies and behaviors that align 
with OSU’s values, mission, vision and goals. Behaviors associated with each core competency 
demonstrate the degree to which a leader achieves that competency. 

  

 
1 The guidelines are based on the recommendations of a spring 2018 task force chaired by Senior Advisor to the 
President Ron Adams, Dean of Agricultural Sciences Dan Arp, Vice Provost and Graduate Dean Jennifer Brown, 
General Counsel Becca Gose, Vice President for Finance and Administration Mike Green, Dean of Public Health and 
Human Sciences Javier Nieto, and Facilitator and Content Expert Micky Shields of Amplify Consulting. 



2 
 

Leadership & 
Management 
Competencies - What Behaviors – How 

Strategic Vision & 
Leadership 

Owns mission; brings others along toward vision; engages others in common 
shared purpose; supports and demonstrates organizational values; Passion: 
conveys strong commitment to mission, vision, values & goals 

Systems Understanding Understands uniqueness and interests by internal and external stakeholder 
groups; understands benefits of the system and how to engage 

Organizational 
Management 

Understands impact of culture and how to shape it; drives positive change 

Communication & 
Listening 

Is transparent, accessible, approachable, respectful, an active listener, effective in 
two-way communication, open to other ideas; communicates regularly 

Accountability Follows through; meets commitments; delivers results/outcomes in support of 
vision and mission; steps out; takes action; learns from mistakes 

Value & Enhance Diversity Respects all others; is inclusive and implements and models practices that create 
an inclusive workplace; acts to advance all people; establishes a welcoming 
community; is knowledgeable about diversity topics (e.g., culturally congruent 
practices, unconscious bias in the workplace) 

Integrity, Trust, Credibility Is evident in all interactions and all actions; acts ethically and sets the tone for 
ethical behavior 

Operational & Financial 
Management 

Practices continuous improvement; reviews best practices and uses 
benchmarking; utilizes time effectively and engages in meetings and 
communications that are productive and necessary; effectively manages 
resources; effectively delegates; sets appropriate priorities; ensures compliance 
with policies and procedures 

Innovation Thinks creatively and engages others in creativity; encourages entrepreneurship 

Decision Making Is clear about decision processes and aware of best decision process depending 
on situation; considers the short- and long-term consequences of a decision 
before making it with appropriate due diligence 

Development of Leaders 
and Team 

Maintains effective and productive internal and external relationships; leverages 
individual’s strengths and unique abilities; attracts and retains talent; 
collaborates; fosters cooperation; effectively gives and receives feedback 

Self-awareness Is reflective and responsive to feedback; has understanding of strengths and 
weaknesses, successes and failures; takes responsibility for own personal 
development 

Specific competencies for 
function/position 

Specific behaviors for function/position 
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Leadership Assessment Review Processes 
The assessment of leaders is an ongoing process with generally unstructured leader-to-supervisor check-
in meetings and more formal performance assessments. The timing of the standard annual review cycle 
includes the following key steps: 

1. Specification of goals for deliverables and personal development at the beginning of the cycle, 
usually in late summer; 

2. Regular check-ins over the course of the year to provide updates and feedback on progress on 
annual deliverables and personal development plans; 

3. Near the end of the annual cycle, the leader develops a self-assessment of progress on both 
deliverables and personal development goals; 

4. The supervisor conducts a performance assessment, consulting with others as appropriate, and 
provides feedback; 

5. The leader updates the deliverables and personal development goals for the following year, the 
supervisor and leader agree to those updates, and the position description is reviewed to assure 
continued validity and updated as necessary. 

A more comprehensive review cycle is conducted after 1-2 years in the position, during the 4th year, and 
at 3-4 year intervals after 5th year. The comprehensive review cycle has all of the elements of the 
standard annual cycle with the addition of 360° feedback. The intention of 360° feedback is to provide 
both more thorough performance assessment and personal development guidance. 

Onboarding, Mentoring and Coaching   
A deliberate and well-organized onboarding process is critical during the first 1-2 years. Engagement 
with mentors and coaches occur as needed, and at any time during the leader’s service in the position. 
Both leaders and supervisors should be proactive in identifying and need for, and helping to arrange, 
mentoring and coaching support. 

360° Feedback Process in a Comprehensive Annual Review Cycle  
OSU conducts a 360° feedback process during a comprehensive annual review cycle (e.g., in year 1 or 2, 
year 4, etc.). The 360° feedback process provides the leader and supervisor with more comprehensive 
insights on how the leader is embodying competencies in behaviors. Those insights inform the leader’s 
personal development plan and progress toward greater success in the role. 

The elements of the 360° feedback are: 

• Clear core leadership and management competencies and behaviors; 

• Clear function and position competencies and behaviors; 

• Solicitation of feedback from key groups: internal members of the leader’s organization 
(faculty, staff); internal OSU peers of the leader (members of councils, OSU Foundation 
personnel, OSU Alumni Relations personnel, peers in stakeholder groups external to OSU 
such as regional/national committees, collaborations). For the provost and some vice 
president positions, reviewers may include member(s) of the Board of Trustees and 
consultation with the Board Secretary. 
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The 360° feedback process is structured to include a standard set of core questions for all leaders. This 
approach enables identification of common strengths or challenges and assists with elevating leadership 
and management competencies across executive level leadership. 

Three primary information-gathering approaches are used separately or together to inform the 360° 
feedback: one-to-one conversations, focus groups and a 360° survey instrument. For each pathway, the 
leader under review is requested to waive their right to know who is providing specific feedback. 

The survey instrument features: 

• Rating questions (does not meet expectations, needs improvement, satisfactory, strong, 
exceptional, no basis to judge); 

• Short answer questions; 

• The option for a focused section for a specific group of reviewers. 

Typical timeline for the assessment review process 

Month 1 2 3 4 5 6 7 8 9 10 11 12 

             

Goals for Deliverables & 
Personal Development X            

Regular Check-ins       Frequency varies depending upon function/position     

Self -Assessment         X   

360° feedback at 1-2 years, 
year 4, and at 3-4 year 
intervals following 5th year 

        X   

Supervisor assessment & 
feedback           X 

Deliverable and personal 
development goals updated 
and agreed to 

          X 

360° Feedback Process: Implementation 
The implementation of the 360° degree feedback process includes a project plan with timing and 
execution steps spelled out and clear communication of project plan to the leader under review. The 
President has delegated the implementation of the process for President’s direct reports to the Chief 
Assistant to the President. The Provost has delegated process implementation for Provost’s direct 
reports to the Special Assistant to the Provost. Both assistants collaborate to ensure consistent 360° 
degree feedback processes are followed for all executive leaders regardless of reporting line and that 
lessons learned about how to improve the processes are shared.  


