' § 4501

and the government of the Dj

erivation: United States Code

5 U.8.C. 2122

fkplanatory Notes.

In DParagraph (13, the term “Executive
Feney” s coextensive with and substi-
ted f ;kxecutlve department op inde-
eadent ey i tne executive branch of
@ Government including a Government-
vned or controlled corporation” in view
tho definition of “Executive agency” in
etion 105, Application to the General
ceounting Office (included in the term
nXecutive ageney”) is baseq on former
ction 6933,

EMPLOYEES
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Ch. 45

(3) “Government” means the Government of the United Stateg

strict of Columbia,

ub.L. 89-554, Sept. G, 1966, 80 Stat. 442,

Reviser's N otes

Rovised Statutes and Statutes at Yarge

Sept. 1, 1954, ch. 1208, § 303, 63 Stat. 1113,
Aug. 18, 1959, Pub.1, 86108, § 202(q), 73 N
Stat. 389,

Pnrngrnph @) s supplied because the
definition of “employeo™ in section 2105
does not encompasg individuglg employed
by the government of the District of
Columbia.

Paragraph (3) 18 supplieq for clarity
and convenienca,

Standard changes aro made to conform
With ihe definjtiong applicable ang the
8tyle of thig Hile as outligeg in the
bpreface to the Teport,

Cross References

Cxecutive &gencey, see section 105 of thig titie.

Report ang Tecommendatiors to President on re,
tle,

der this chapter, see section 1308 of this ti
'nited States E230(5).

4502,

General provisiong

Sults of Incentive awards program

Library References

C.J.8. United States §§ 17, 4@,

‘a) "Kcept as provided by subsection (b) of thig section, a cash
ar.

der this chapter may not e

b) When the head of an agency certifies to the Civil Service Com.

Xeeed $5,000.

sion that the suggestion, invention, superior accomplishment, or

*T meritorious effort for which

the award is proposed ig highly

>ptional and unusually outstanding, a cash award in excess of
00 but not in excess of $25,000 may be granted with the approval

he Commission,

J

- of & further claim of any nature against the Government by the

oyee, his heirs, or assigng,

' A cash awarg to, and expense for the honorary recognition of,

nployee may he paid from the

fund or appropriation available

> activity Primarily benefiting or the various activities be

nefit- .
2002/05/02 :
The head of the agency concerned deteminﬁppge‘é%fxﬁrtgﬁéease o

fia [IRTIN

Derfvations

e T R IT oM vk,
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Ch. 45 INCENTIVE AWARDS S5 §4503
title,

The President determines the amount to be p

aid by each ge-

tivity for o Presidentia] award under section 4504 of this title, Pub,

L. 89-554, Sept. 6, 1966, 80 Stat. 442,

Historical ang Revision Notes

Reviser’s Notes
United Stateg Code
5 US.C. 2123(a), (e), (g)

Derlvation: Roviged Statutes ang Statutes at Large
Sept. 1, 1954, cn, 1208, § 204(d), (o), (&)
68 Stat. 1113,
Xxplanatory Notes,
In subsectiony {a) and {b), the words
“cash awarg” are substituted for “mone-
tary award” ang “8uch award” to conform

fo the romainger of the chapter, the President under former scetlon 2123

In sobsection (¢), the wora “Govera- (©) [now Bubsec. (d)) of thig section

ment” is substituted for “Government of delegated to the Chairman of the Clyi]

the Uniteg States or the government of Service Commiss[on, Bee gection 2 op

the District of Colnmbia” in view of the Ex.Ord,Na.ll?.ZS. June 14, 1503 zp PR,

detinition of “Government” in section 4501, 7739, set out @8 & note undep section 301
of Title 8, The President,

style of this title 8 ountlined in the
breface to the report,

Delogation of Tanctions, TFunctions of

Standarq changes arg made to conform
with the detinitiong applcable and the

Cross Refercnces

Welght tq boe accorded incentive awards p:

nder thig chapter In selecting employecs
for Promotions, gep section 3362 of this title,

Notes of Deocisions
L Taxability
The moneyg

ble in Bross Income, Denniston v, C I
R., 1965, 343 I2d 312, 120 USB.App.D.C.
30,

Awara made to government employee
.ander former section 2123 of thig title wag
AT

FED A WA 5
§ 4503, Agency awards (TiTox T)
The head of an agency may pay a cagh award to, and ineur neces-
521y expense for the honorary recognition of, an employee who—
(1) by hig Suggestion, invention, superior accomp]ishment, or
other personal effort contributes to the efficiency, economy, or
other improvement of Government Operations; op
(2) performs a special act or service in the public interest in
Connection with op related to hig officia] employment, :
Pub.L. 89-554, Sept, 6, 1966, 80 Stat. 443,

erary, or civie achievement, Griggs v,
U. 8, 1963, 314 P.2d 513, 181 Ct.CL 8t.

Historioal ang Revisioglx Notes
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DD/M&S 73

MEMORANDUM FOR: Director of Communications

Director of Finance
Director of Joint Compute
Dirxectox of Logistics

r Suppbrt

s Director of Medical Servmes

Director of Perscnnel
Director of Security
Director of Training
Director of Planning

KX

"SUBJECT .

Competitive Evaluation System for Em

Management and Services Directorate

~3098

06 AUG 7..)/\)
ApproVed For Relewe 2002/05/02 CIA RDP78- 05077A0094£0140007 1 -

g, Prog rammlncr and Budgeting -
- Special Asmstant for Information Control

ployees of the

1. A new comoeuuve evaluation g}rsL eni has been adopted for the
of the MG carcer sexvice.
1 would like this new system to be utilized by the other career services thro
out the Management and Services Directorate, You may feel it necessary to

' professional carecrists, through the GS~14 level,

make minoxr r}odmcatlo 1s to {ill some peculiar requirements of your Service,

but I want to approve any basic modifications before you initiate the system.

2. Attached are the DD/M&S Administrative Instrucdon No. 73-18,
"Fitness Reports for Members of the MG Carzer Service™ and the explanation

of the cvaluation system which uses the information from the Fitness Report
as the basic data for evaluating and ranking the carecrists. These two papers

should provide you with the philos ophy ana objectives as well as the t

procedures fox revising your evaluation system.,

3. Plcaoe adopt this evaluation system for

1ean
CCiul

ical

our carccnqts as qulCr

<)

’1-—

as possible and provide me with a copy of the announcement and the inStTucCtions

which are prepared explaining the system to your

employees.
STATINTL

HAROLD L. BROWNMAN

Management and Services

Attachments

Deputy Director
for ‘

Approvéd For Release! 2002105/02: CIA‘ RDPw’ 05077’Aooo1oo14ooo7 1

LIV PO

L7

>

Nl



L

IL

LR R R e~
{ "’a K <i EAEN B T

WU G : v i

Approved For Rele¥€e 2002/05/02 CIA‘RDP?S‘OSB 7A008480140007-1 | -

. AN E\"ALUA'I‘IGN SYSTEM FOR THE SUPPORT CAI EER S”(\’I

.'OB"ECTIVES OF THE EVALUATION SYSTEM

The Ob_]@CllVCS of the prpo*“ Caxcer Scche Evaluation System axre:

A. To provide each officer with the standaxds upon which he will be
competitively evaluated;

B. To identify qualified "S" careerists who merit advancement on the

basis of their demonstrated perioxn rmance und project poiential;

&

C. To counsel and motivate the individual "S" careexrist hy px_ovu’i
relevant information-on Low he is performing in relation to other
in his grade;- '

r
b
"8
-
-

D, To 1mpr0\m the long rargu effectiverness of the Management and

' Sexvices Directorate by .oem“yx g ”q" careerisis with execuiive
potential; _

.
b -\ )
E. 'Toidentify "S" careeristq whose current performance signals nc

need for counsc ling, raining, reassignment, deinotion or other
action including sepayation. SR

OVER-ALL POLICY

a
A,

It is the policy of the Deputy Dzrecror for \mmgement and Services (DD/MES):

A. To rank competi uvdy all "S§" careerists at specific grad‘, levels at
Jeast annually and to use these rankings to determine promotions, 1o
aid in the assignment process and to identify those cmplayees who may
need counseéling ox other career service attention; :

o

B. To permit acczlerated advancement within the "S" Career Sexvice;

C. To require that all substantive matters considercd in the ranking

-~ process be made a matter of record without disclosing the source of
privileged items. This information will be used by the D DD/MES, the
Carcer Management Officer (CMO) or by some other officer, designated
by the DD/M&S, to counscl the individual employee

Approved For Release. 2002?05/02 CIA@RDP78-050/77A{)00100140007 1
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The following precepts axc to be used as the basis for cvaluation:

A. The Official Personuel Folder should be U.de as the pr mcmm source
of information fox panel consideration., It may, however, be supple-

~  meanted by any other material that the CMO or a panel mermbper may
consider reclevant; :

B. Emphasis shculd be placed upon each officer's ability to periorm
~ effectively in a wide range of responsibilities;

. Emphasis should be placed upon an officer's demonstrated willingness
"~ to accept assignments in the interest of the career service, except
where circumstances justily Jimitations on his availability;

" D. Emphasis should be placed upon each oificer's ability to periocrm
-7 effectively at & higher grade level

L4

s exccutive potential must be evalu f»ted, this

ry
intine 1o - ittt - 3, 10 AT
evaluation become cxxtu,al at the mid-officexr level (CS-12, i3, ox i4);

b

'F. E‘mphasis should be placed on moxe recent performance;

G. Emphasis should ¥. placed upon cach officer’s demonsirated wil.ingness
" to acquire and updete his communicaticns skills and his knowledje of e
support and management process as evidenced by | participation it
sponsorced and unsponsored internal and external training , atiendance
--. — .-at professional co 1f rences, cic.,

IV. RANKING INSTRUCTIONS

s

Approved For Release 2002/05/02 : CIA-RDP78- 050?7A000.1 00140007 1

1, Each section of the attached Ranking Worksheet identifies a specific
dimension of the "S$" carcerist. Waile Support Officers may hopefully share
common aitributes and talents, there will be a distinet difference in the SA;,-:;.D,
performance and pou,ntial of indivicdual officers, depending upon thelr position
and grade with the Support Career Service. The following weighting Zactors
are to be used to duc*. nine the net scores: o

Junior Level Mid Level
(GS-07 o 11) (GS-izwo L)

Performance - S 4
Skills and Experience - 37 4
Poteatial 5 4
- ' l‘_r'._--'.T.-, e "':f"i’
o ~2- N T BT AR
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2. To achieve an objective, competitive ranking of all "S" careerists,
the attached worksheet will be used by each subpanel member. After cach
pancl membex has prepared a separate worksheet for each officer within
the specific grade, he will then rank order ail officers on the basis of their

* over-all weighted scores, When each has developed his ranking list, the

subpanel as a whole will reach a consensus on a final ranking which will in

- tuxn be submitted to the Staff Operations Panel, A summary workshect is
- to be pr epared on each rated individual to reflect the panel s consensus

Each subpanel will present the following_to the Staff Operations Panel:

A, Alist of all "S" Carcerists within the grade under review; the listing
should indicate the boundaries of upper, middle and, where appropriate,
lawer groups of officers oxr those who could not be rated. Supporting
‘ e;-.planatio*ls for the decision not to rate officers must be included.
' Recommendations for other specific careexr service acuon should be
~indicated; ~ :

B. The,summary worksheets supported by the individual panel members’
ranking worksheets are to be presented to the Staff Operations Panel
to be used to counsel employees when appropriate;

C. Any recommendations for improving the evaluation system or ranking
criteria. Comments on rating or rev:cwmg officers may also be
. included in these recommendations.

»
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“5. PERFORMANCE

1. Creativity

2. - Initiative

3‘. Judgment
4. Produ'c_tivity'
v v
- S, | Reliability
6. S?lf-rc;liance
7. Vérs;atﬂity

8. Inte grity

0. Discretion

-

ATTRIBUTE DEFINITIONS

The degree to which an individual identifics, devclops,
and articulates innovative alternatives and solutions to

problems.

The degree to which an individual undertakes action on
his own or actively sceks additional tasks or probleras
for solution. '

The degree to which an individual is able to make sound
recommmendations or effective decisions.

The degrece to which an individual completes assignments

with minimal supervision and within environmental con-

straints (time, information, ctc.).

The degree to which an individual can consistently be

- expected to produce high quality work.,

The degree to which an individual relics on his own con-.
fidence, ecfforis or powers to accomplish a given task;
i.e., his ability to operate successfully on his own.

The degree to which*an individual displays a willingacss
to accept and the ability to perform competently in a
varicty of assignments. )

The degree to which an individual is willing to take the
pexrsonal risk of expressing independent opinions and

maintaining his pesition in the face of opposition.

The dcgreev to which an individual evidences the ability

to act prudently within the operating environment.

-

. ’ o < e - -
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B. SKILLS AND EXPERIENCE

- 1. Conceptual

2. Experience

3. Interpersonal
A

. 3 H
4. Leadexship
‘5. Managerial
'
6. Self-expression

- 7. Technical

The degree to which an individual can identify the
significance of a given situation or problem, develop

~alternatives and recommend a recasonable course of

action.

The degree to which an individual has successfully :
performed in a wide range of jobs; e.g., assignments
within the Management and Services Directorate, or

in other Directorates or Independent Offices.

The degree to which an individual successfully relates
<

- and works with subordinates, peers, supervisors and

counterparis in other organizations.
. -

The degree to which an individual influences oxr motivate
others in the successiul achievement of wasks or activitic

The degree to which an individual is able to organize

and direct an activity or task to its completion.
s

The degree to which an individual can eifectively

express himself orally and in writing.

The degree to which an individual has mastered and
keeps abreast of the substantive axeca(s) within which
he works.

L4

Approved For Release 2002/05/02 : CIA-RDP78-05077A000100140007-1



Approved For Release 2002/05/02.: CIA-RI})P78-05077A000100140007-1

. 1
e -t PR oo K

-

C_. DEMONSTRATED EVIDENCE OF POTENTIAL

1. Advancement Does the individual's past year of performance
indicate that he bas no apparent prospect for
promotion; has limited potential for further
advancement; has average potential for further
advancement; or is ready for promotion and has
a demonstrated potential for ‘success at higher
levels of responsibility within the Directorate.

2. Executive The degree to which an individual can be expected
to-mature and develop the variety of skills needed
at the highest levels of the Directorate.

3., Self-improvement The degree to which an individual seeks to enhance
his skills and ultimate value to the Directorate;

S A e.g., formal-training, attendance at proiessional
' . conferences, etc.
v . .
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