
S T E E R
Southwestern Tactical Evaluation for Employee Excellence and Results



Agenda
● Welcome to the STEER info session

● Overview of the session's objectives and goals

● Brief introduction to the STEER program

● Roles and responsibilities: The Importance of supervisor and employee 
involvement in the success of STEER

● STEER process and timing overview



Session Objectives and Goals
● Introduce the STEER process and form, emphasizing key updates and the 

rationale behind the changes.

● Define the roles and responsibilities of supervisors and employees to 
ensure active, meaningful participation in STEER.

● Outline the STEER timeline and key milestones to support confident, 
consistent engagement throughout the process.



What is STEER
● Definition: Southwestern Tactical Evaluation for Employee Excellence 

and Results (STEER).

● Puts the focus on employee development, continuous improvement, 
and actionable feedback.

● Key goals of STEER:

○ Creating alignment with organizational vision and objectives.

○ Supporting merit-based increases.

○ Encouraging continuous growth.



Why STEER
➔ Why is the STEER program being introduced?

◆ Addressing performance management gaps.

◆ Fostering professional growth and development.

◆ Building a culture of timely feedback.

◆ Aligning individual goals, team objectives, and university objectives.

➔ Benefits of STEER: 

◆ Enhances clarity around expectations and goals setting. 

◆ Promotes ongoing two-way dialogue between employees and supervisors 
that support growth, engagement, and year-round performance.

◆ Fosters consistent performance evaluations and feedback, creating a 
transparent process. 



Key Features
■ Structured evaluations with actionable feedback.

■ Regular check-ins and performance discussions.

■ Opportunities for career progression and skill development.

■ Merit-based salary adjustments linked to performance. (Based 
on resources availability and approval.)

■ Focus on professional development and collaboration.

■ Shared responsibility model, where both supervisors and 
employees actively participate in the process.



STEER Process and Timeline Overview
▪ Step 1: Goal Setting & Performance Expectations (June - August)

○ Initial discussions with employees on setting SMART goals.

▪ Step 2: Regular Check-ins & Feedback (September - March)

○ Two (2) check-in meetings to assess progress and make 
adjustments if necessary. 

▪ Step 3: Year-End Evaluations (April - May)

○ Review period: fiscal year (July 1st through June 30th).

○ Comprehensive review of performance and development.

○ Final feedback and recommendations for future growth.





Goal Setting Process ( June - August)

▪ Align on priorities.

▪ Draft SMART goals: Specific, Measurable, Achievable, Relevant, 
and Time-bound.

○ 3 to 4 professional goals: focus is on the University’s 
objectives, tactical plan, department priorities, or team 
goals.

○ 1 to 2 developmental goals (encouraged but not required): 
focus is on the employee’s growth in their role/career. 

▪ Review, finalize, and document. 



Check-in Meetings (September - March)

▪ 1st check-in September - December, 2nd check-in January March.

▪ Review progress and revisit goals.

▪ Exchange feedback.

▪ Adjust, document, and plan forward leading into the final review.



Year End Evaluation (April - May)

▪ Review and reflect on goals.

▪ Evaluate performance against operating principles. 

▪ Provide final comments and feedback.









Roles and Responsibilities

All employees: 

▪ Participate actively in training and development opportunities.

▪ Engage openly in feedback sessions and discussions.

▪ Identify and communicate your career goals and problems early.

▪ Commit to growth within the STEER framework.



Roles and Responsibilities
Supervisors’ responsibilities:

▪ Main driver of the STEER process.

▪ Set clear expectations for employees.

▪ Prove consistent, constructive feedback.

▪ Monitor progress and offer support.

▪ Conduct performance reviews.

▪ Collaborate with HR to ensure alignment with institutional goals.

▪ Ensure timely completion of each section.



Employee Engagement Best Practices:

1. Take Ownership of Your Growth
a. Regularly assess your strengths and areas for improvement.
b. Set personal and professional goals aligned with the organization’s objectives.

2. Prepare for Performance Discussions
a. Document achievements, challenges, and feedback received.
b. Be ready to discuss progress and future aspirations with your supervisor.

3. Be Open to Feedback
a. Actively listen to constructive criticism.
b. Ask for clarification when needed and focus on actionable steps.

4. Maintain Clear Communication
a. Share updates on your progress and challenges with your manager.
b. Express your needs for resources, support, or training.

5. Actively Seek Development Opportunities
a. Participate in training, workshops, or mentoring programs.
b. Volunteer for projects that expand your skills or role.

6. Stay Engaged and Positive
a. Demonstrate accountability and a proactive attitude.
b. Celebrate your accomplishments and acknowledge others' contributions.



Supervisor Best Practices
Tips for effective collaboration:

● Help employees make goals SMART (Specific, Measurable, 
Achievable, Relevant, Time-bound).

● Provide timely and constructive feedback with specific 
examples.

● Engage in two-way conversations during performance 
check-ins.

● Recognize achievements and addressing challenges.
● Ensure consistency and fairness in evaluations.



Tools & Resources
▪ HR Website: HR website will have STEER related resources 

and training materials.

○ Training Materials: Guides, workshops, and resources 
to support the process.

○ Timeline for Training: Key dates and deadlines for 
training and implementation.

▪ HR Support: is available for navigating STEER and addressing 
any challenges.



Common Challenges and Solutions
● Challenge 1: Aligning goals with organizational objectives.

○ Solution: Collaborate with supervisor and senior leadership for 
guidance.

● Challenge 2: Handling difficult feedback conversations.

○ Solution: Utilize HR resources for coaching and support.

● Challenge 3: Ensuring consistent feedback across teams.

○ Solution: Set regular check-ins and keep documentation of progress.



Recap of what’s new and changing
● Setting goals at the beginning of the Fiscal 

year. 
● Form and completion of form throughout the 

year.
● Year of review period from annual to fiscal 

year.
● Submission process to come end of the year.



Conclusion & Next Steps
● Encouragement to engage with HR for 

additional support.

● Keep an eye out for reminder and resources, 
upcoming training sessions, and deadlines.

● Thank you and commitment to employee 
development and growth.



Q&A:

What questions do you still have?


