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A. PERFORMANCE

1. Creativity
P

2. Initiative

- « . . b4

-, 3. Judgment .

[

4, Productivity
o ¥
6. Self-reliance

. Versafility,“

8. Integrify,

9. Discretion

v,

The degree to which an individual reiies

=3

The degree to which an 11dLV1cua1 identifies
develops, and articulates innovative aLLornu
tives an d solublons to proolcns.

~The’degree to wvhich an individual undertakes

‘action on his own or actively seeks adQLtIO“E
t“s&s or p1ob1ens for solution.

The degree to whlch an 1na1V1dual is able to
make sound recommendations or effective de-

cisions. - - o o

The degree to which an individual completes

assignnanus with minimal supervision and
within environmental constraints (twoe
information, etc.j.

- The degree to which an individual can con-
1Steﬁcly be expected to p*odu e hign quality
work. . '

- . -

o
o3

"his own-confidence, efforts or powers to ac-
complish a given besk; i.e., his ability <o
oper.te succecsfull, oL his own.

he degree to which an individual displays a
tlllingness to accept and the ability t¢ pors
form compete ntly in a variety of assignments.
~The deoreﬂ to which an individual is wllling
‘to take the personal risk of e\p*ess nz inde-
pendent, op;nlons and maintaining his posﬂtiot
in the. face of OUPOQlLlOH.
The deorce to nhlch an lnleIQdal evidences

id
the ablllL} to act prudently within the
oneratlﬁc environment. : :
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Conceptual

Experience
h o

Interpersonal
N ,

Leadership

Managerial

Self—exprgssion

Technical -

FLd
. "
r

the 51Un1L1c

- a@ssignments within
"1n other Dlrechorauea or Indcpendcqu Offlces,

The decroc

_'Iclqt°
SLDP“VISOfS and

. ment of

The degree to which an
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inuiv1 ual can identid

ance of a given situation or pPro-
blen, -develon @lternaulves and recommend a

reasonable COL),"SC, O.L action.

The dezree to which an
£u¢ly pbrfolnvd in a
Lne

LO 'Whil ch an
and works with

zations.

oyt

The degree to which an
0T motivates others in

. . .
The degrec to which an
organize znd direct an

its corg otlon

The' degree to which an
le@ly cxi

Thb degree to which an
and keeps abreast of
Wlbﬂln whlcn he WOTAS.

‘ess himself

5
the su ostaﬂtise

individua1 has success

wide ranoce of jobs; c.z.

Directorate or

1“d1V1uual suchssfr
subordinates, peer

u

counterparts in otner organi»

tne success ul acnlbvw

tasks or acLLv1L1es

ble to
TC

individual i

activity or k

K

[¥7BR )]

s
ta
individual can effec-
orally and in writing.
e

individua as ma
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ot
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DE \O\SLRATFD EVIDENCE

-

OF POTENTIAL

1.. Advancement
l-."
;5
.
- . .. . S;- . ‘.
2. " Executive
‘ .
Self-

improvement - |

4
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" ‘and has a demomstrated potential for

g C

. be expeched to mature and develop the
ghe
O

_levels of

Does the individual's past year of
performance indicate that he has no
apparent prospect for promotion; has
limited potential for further advance-
ment; has average potential for further
advancenent; or is ready for promction

success at higher levels of rcsnonsx-
blllty within the Directorat

»

e o £ S
-

The dec ee to whlch 2n 11&1V1gu 1 can™"

st

variety of skills needed at the H

th D_x. CL.OI‘Elt .

- - - . - Lom e Doe .

The degree to which an individual seeks -

to enhance his skills and ultimate B
value to the Directorate; e. .y formal
trainin attendance at DroLeschua;
conLeLcdces, etb.

.
-

*

: CIA-RDP78-05077A000100140017-0




Pt - L N
I ca et e L
"..:"J.--i-l:‘\l‘n!-l!‘bil
.

F»‘-‘,o- oy

Approved For Relea®6 ZOOJIO8I d: CIA-RDPm-oép?momoo14oo17 0

i .{LN EVALUATION SYSTEM FOR THE SUPPORT CARELR SERVICE

. OBJECTIVES OF THE EVALUATION SYSTEM

The obJecuvcs of the Suppo Carcer Sczvxce Evaluation System are:;

A. To provide each officer with the sLanda.rds upon which he will be
compeiitively evaluated;
B. To identify qualif'led "S" careexrisis who merit advancement o the
basis of their demonstratad periox mance and project poiential;
: ) ‘ |
C. To counsel and motivate the indivicual "S" careerist hy providis 1y
relevant formation.on }ow he is performing in relation to others

- .. in his grade;

-
*

.D. To improve the long rangg_ effectiveness of the Management and
Services I)il"CCLOI'd te by memuym'r "5” careerisis with execuiive
potential;

E. To u:Icntxfw "St careerisis whose current performance signals the
need for counseling, Lrﬂwmg, reassignment, demotion or other
action including separation. 7 : : -

I.  OVER-ALL POLICY

It is the policy of the Deputy Director for Management and Services (DD/ME&S):

A. To rank c:ompctitively all "S§" careerists at specific grade levels at
-Yeast annually and to use these rankings to determine promotions, to
aid in the assignment process and to identify those emplayees who “.ny
need counseling or other carcer service attention; :

B. To permit acezlerated advancement within the "S" Career Service;

C. To require that a1l substantive matters ‘considered in the ranking

. pProcess be made a matter of record without disclosing the s ource of
privileged items. This information will be used by the Do/w\s the
Career Management Officer (CMO) or by some other officer, desiznated
by the DD/MES, to counsel the individual employee.

.

_.-u..cl.-m
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The following precepts are (0 be used as the basis for evaluation:

A, The Official Personuel Folder should be used as the principal source
. ~of information for pancl consideration. It may, however, be supple-
s 7 mented by any other material that the CMO or a panel meraber may

. consider relevani; ' )

B, Emphasis shculd be placed upon cach officex's ability to pc jorm
eifectwely in a wice range of responsibilities;

. Emph:151s should be placed upon an oificer's demonstrated willingness

to accept assignments in the interest of the career service, except
where circumstances justily limitdations on his availabilii.y;

D Emphasis should b\. placed upon each oificer's ability to perform
effex_mvely at & higher grade level
b 4
E. Wiile each offlicer's exccutive potential must be evaluated, this
- evalvation becomes critical at the mid-officer level (CS-12, 13, ox i4);
"F. E}mphasis should be p1aced on more recent performance;

G. Emphasis should k. plac\,d upon cach officer's demonstracted wii' ir.gne:c

. to acquire and updaie his communicaticns skills and his knewlecge of the
support and management process as evidenced by participation in
sponsored and unsponsored internal and external training, attendance

-— - .- at professional conferences, etc.

IV, RANKING INSTRUCTIONS

1. Each section of the attached Ranking Worksheet identifies a speciiic. -
dimension of the "S" carcerist. Wiile Support Officers may hopefully share
common attributes a.nc‘ taluus there will be a distinct difference in the skiiis,
performance and poteatial of individual officers, depending upon their position
and grade with the %wvzo rt Careexr Service. The following weig m“g factors
are to he used to determine the net scores:

~Junior Level Mid Leval
{GS-07to 11) (G5-121t0 .4)

Performance o 5 4

Skills and Experience - -3 : 4
Potential S 4
r.u—-:—-:Tv”-r ..‘“-’»\4":".‘:::“;.:

e =2~ BN FIOSTORS RO S
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2. To achieve an objective, competitive mriking of all "S" careerists,
the attached worksheet will be used by each subpanel member, After each
Panel member has prepared a Separaie worksheet for ecach officer within
the specific grade, he will then rank order all 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
- turn be submitted to the Staff Operations Panel, A summary worksheet is
- to be prepared an each rated ndividual to reflect the panel's consensus
- rating, ' : ' - '

- V. SUBPANEL FINDINGS
Each subpane,lrwill present the follox&;ing‘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 or those who could not be rated. Supporting
. explanations for the decision not to rate officers must be included.
~ Recommendations for other specific career service action 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
. g criteria., Comments on rating or reviewing officers may also be
included in these recommendations.

»

-3~
regs
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- ATTRIBUTE DEFINITIONS

“A. PERFORMANCE

1. Creativity The degree to which an individual identifics, develops,

: & ©and articulates innovative alternatives and solutions to
< problems. . g

2.. Initiative The degree to which an individual undertakes action on

his own or actively sceks additional tasks or problems
for solution. '

3. Judgment . The degree to which an individual is able to make sound
e "\ recommendations or effective decisions.
4. Productivity The degree to which an individual completes assignments

with minimal supervision and within ecnvironmenial con-
straints (time, information, ctc.).
. .

. 5. Reliability The degree to which an individual can consistently be
‘ . expected to produce high quality work.,

6. Self~reliance The degree to which an individual relics on his own con-.’
' fidence, efforts or powers to accomplish a given task;
i.e., his ability to operate successfully oa his own.

7. Versatility The degree to which'an individual displays a willingness
‘ : to accept and the ability to perform competently in a
variety of assignments.

8. Integrity The degree to which an individual is willing to take the
personal risk of expressing independent opinions and
maintaining his peosition in the face of opposition.

9. Discretion The degree to which an individual evidences the ability
) ' to act prudently within the operating environment.

i - ) . *

b . -n
(3 o
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B. SKILLS AND EXPERIENCE

- 1. Conceptual

2. Experience

3. Interpersonal |

4. Leadershi;;
3. Mgnagerial
6. Sclf -expression

7. Technical

The degree to which an individual can identify the -
significance of a given situation or problem, develop
alternatives and recommend a reasonable course of
action.

The degree to which an individual has successfully ;
performed in a wide range of jobs; e. g., assignmeunss

~within the Management and Services Directorate, or

in other Di irectorates or Independent Offices.

The degree to which an individual success;uhy relates

- and works with subordinates, peers, stpervisors and
_ counterparts in oLhcr organizations.

The degree to which an 1nd1v1dua1 influences or raotivate:
others in the successiul aCLlLch.uLL."lL of tasks or activitic

The dcgreu to which an Lndkvxdual is able to organize
and direct an activity or task to its completion.

. 7’
The degree to which an individual can effectively
express himself orally and in writing.

The degree to which an individual has mastered and
keeps abreast of the substantive area (s) within which
he works.
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C. DEMONSTRATED EVIDENCE OF POTENTIAL

1. Advancement Does the individual's past year of performance
indicate that he has no apparent prospect for
promotion; has limited potential for further
advancement; has average potential for further
-advancement; or is :éeady 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 eahance
o - his skills and ultimate value to the Directorate;
N e.g., formal-training, attendance at professional
" conferences, etc.
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