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NO APPROPRIATE REVIEWING OFFICER 
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Acting Director, FSI 

I have read th is report. 
RAT~O,;,:~ICER'S SIGNATURE 

;:;-z.... (G..a-, '"> 
GENERAL INSTRUCTIONS 

T. Rat.r must read official instructions on performance evaluation before compl.tlng form. 

DATE 

F..A,", ,,7/ 

2. Prepare in tTipllcote-origlnal for Washington, copy for post, copy for employee. For foreign service personnel assigned to Washington, prepare in 

duplicate only. 

3. Evaluate the officer on the basis of the difficulty of the duties he was required to perform; gi'le due consideration to his personal rank. 

PJoRT I - DESCRIPTION OF MAJOR DUTIES 

List in descending order of importance the major duties of the rated officer's position. Amount of time spent is not necessarily on indication of the 

relative importance of duties performed. 

Item No. 

Same as last year 

Number and types of employees supervised: 

PART II. RATING AREAS 

Evaluate th e officer's performance with respect to the five areas listed below. For each area check (V"') the one box representing the descriptive 
statement which most accurately applies to the rated officer. Read carefully the Considerations in each area before selecting the most descriptive 
statement. Note that one of the statements in each area, if checked, requires you to identify specific weaknesse s by stTiking out all other words 
which do not describe a weakness of the rated officer. The spaces headed "Rater's Clarifying Comments, If Any," are intended to permit the rater 
to modify any element checked, if he feels the descriptive statement is not sufficient ly precise. 

JOB PERFORMANCE 
EXCLUDING MAN. 

AGEMENT 
RESPONSIBILITIES 

Considerations: 

Has full knowledge of subject matter field; knows all aspects of job assignment; functions decisively, rapidly, 
accurately, with exceptional judgment at top productivity and is no tabl y resourceful in meeting new or unusuol 
problems. 

Has thorough knowledge of his job and superior background in his field of work. Solves problems accurately and 
produces at a level which meets exacting requirements for speed and maturity In judgment and response to un­
expected situations. 

Fundamental knowledge and understanding of the job in hand are acceptable and meet reasonable requirements for 
Knowledge of field judgment, solutions of problems with sufficient production to keep program advancing. 

of work, job res pan· Considering total complex of requirements inhe rent in the job and identifiable objectives, satisfies most or many 
demands but Is weak in knowledge of field of work, 'lob ob,"ectives, decisiveness, judgment, accuracy, resourceful· 

sibillties, decisive-
ness, pr-oductlvity. (Cross out those which do not apply.) 

D 

o 
o 

ness, judgment, re- D 
In many aspects of job performance, does not meet the demands for adequate performance. 

sourcefulness, accu-r.R>A"T~E~R~'~S"C~L-A~R~'~F~Y~'~N~G~C~O~M~M~E~N~T''~.-"F--A~N~Yc-----------------------------------------------------------~===-­
racy, productivity. 
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Staple attachment!. TO the BACK through this, 

PART III _ NARRATIVE COMMENTS ON PERFORMANCE 

GIve stalement containing your responses to items A and S , using the hoodings shown below. As you respond to item S, observe carefully the in· 

structlons contained in agency guides to rating officers for selected occupations, where applicable. If more space Is needed , use additional sh •• ts; 

identify each sheet at the top by the nome of the officer roted, the nome or initials of the rating officer , the mission, and the period covered by the 

r.port. 

A. ASSOCIATION WITH RATED OFFICER. Indicate how long you hove known the officer and the notur. of your ossociotion. 

B. PERFORMANCE SUMMARY. Describe the depth, breadth, and quality of the officer's perform once in relation to the duties listed in Part I, 

pointing up strengths and weaknesses. Discuss those factors in Part II which were particularly significant, and expecially those rated high 

or low. Give concrete examples whenever possible. 

SEE ATTACHED SHBETS 
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GENERAL MAN-
AGEMENT SKILLS 

Pions and organizes exceptionally well; constantly and obj.ctl .... ly evaluate. and adjusts programs; gels the best ~ AND ABILITIES 
out of his subordinate., submits sound unbiased evoluatlons on time; effectively sponsors innovation,. 

Conslderotigo,t Directs his functions very effectively and usually meets all requirements of areas of manogement considerations 0 mentioned above in on exemplary manner. 

Compefence In 
Skill and ability in all aspects of management are acceptable, meeting the ne.ds of the situotion to the satisfaction 0 of the rating officer. 

planning, organ· Doe, not demonstrate eq.Jol skill in all focet . of management. Although adequote in some ,.spech, suffers some 
!:ting, supervising, weakness In plonning, orgonhing, follow.up, super"'lslon, employee evaluotlon, program evaluation. (Cross out 0 those which do not apply.) evaluating both 

In most aspects of management operations, fails to meet general requirements for adequate performance or operations. D 
subordinates and 

programs . 

RATER'S CLARIFYING COMMENTS, IF ANY 

PERSONAL ATTRI~ 
BUTES AFFECTING 

PERFORMANCE Is completely flexible; can do or adjust to any change or assignment; analYles facts or situations expertly; accepts 

[!] responsibility enthusiastically; promotes new approaches and gets them underway on time and as requested; works 

Considerations: happily outside normal field of expertise. 

Is willing to try new suggestions and accept responsibility In new areas. Con be re!led upon to use personal 

0 Ingenuity to promote suggested changes based on own analysis of proiected operations. Cooperates fully in 
Adaptability, ver~ application of concepts which he may hoye opposed, 

satillty, analytical Accepts changes and anticipates problems or prospects based on routine analysis of project; uses limited and some~ D 
ability, Initiative, what unenthusiastic Initiative in such situations, but can be relied upon to follow directives honestly. 

acceptance of In the light of personal attributes affecting value to AID , possesses many of those desirable to successful p'o~ 
secution of AIC's program, but is weak in versatility, ability to anticipate, analytical ability, inltiatiYe, acceptance 0 

responsibility , of responsibility, dependability, positive job attitude , adaptability . (Cross out those which do not apply.) 

dependability, In many or critically required personal attributes needed for more than adequate pe,fOl"mance In the foreign serYlce 0 attitude toward of AID, fails to meet Agency standards. 

jab, ability to 

anticipate. RATER'S CLARIFYING COMt.4ENTS , IF ANY 

EFFECTIVENESS 
WITH PEOPLE 

Considerations: Operates actively and positively with a minimum of friction between himself and other Americans, official or ~ Ability to deal 
unofficial, and nan·Amerlcans of any nationality and status, to the positive advantage of the U.S. Government. 

effectively with Lives and works without serious personality problems between himself and other persons or groups, creating a 0 Americans ; ability 
general Imp'esslan favorable to the U.S, 

to establish and Hos no particular impact on others by virtue of pefSonality factors. Fits quietly into the American Community 0 maintain good re· 
and local situations, 

lations with all Relationships and impact on work or local situation although ordinarily adequate, fluctuate based an some weak· 

0 non.Americans; 
ness in relations with Americans, with nOfl'OAmericans, in representation, official or unofficial. (Cross out thos e 
which do not apply.) 

ability to project 
Personality traits are sufficiently negative to create problems in either Internal ope,ations, external operations, 0 a good impression 
or be Inimical to U.S. Interests. 

of the U.S. pub. 

licly, privately, 

formally and RATER'S CLARIFYING COMMEN TS. IF ANY 

informally. 

COMMUNICATIONS . - . 
Is completely articulate, skilled In writing, conveys technical advice dearly and persua s ively to local nationals , 

Conslderatlonsl 
and has no misunderstandings with locol businessmen or officials by ... Irtue of skill in communication, either 0 through Interpretetll or awn knowledge of local language, and Is dearly skilled in negotiations. Is equally skilled 
in dealing with fellow Americans. 

Oral and written 
Can conVey thoughts, concepts, ond information or desired objectives cogently and with above overage success to 

~ co.workers or local nationals In virtually all situations and circumstances. Negotiating skill exceeds job require~ 

communication, ments. 

negotiation,s, Communicates satisfactorily in the jargon of his field to fellow Americans. Reaches local nationals through 0 
technical advice, 

interpr.te" without mojo, misunderstandings, though possessing little ability in local language. 

local business 
Although ability In communication seems to meet requirements, Is weak in Ofal communication, written cammunlca~ 

0 tlons, negotIations, conveying technical advice, conducting local business transactions , required facility in local 

dealings, skill language. (Cross out those which do not apply.) 

in local longuage. General ability to convey Ideas or requirements persuaslyely does not satisfy requirements for adequate performance 0 
in context of Agency needs. 

RATER'S CLARIFYING COMMENTS, IF ANY 

'-"" 
'---" 



4 

PART IV - REVIEWING OFFICER'S STATEMENT 

The primary role of the reviewing officer concerning this report Is to en sur. the oppHcotlcn of appropriate and equitobl. roting standa rds. When the 

roting officer hos completed his report, including adjustments h. may wont to make oft.r discussion of differing views wit+, the reviewing officer, 

the latter prepares his own evaluation according to the instructions below - and signs page 1 of the form. If more space is n •• d.d, additional 

sheets may b. attached, Identified at the top by the nome of the officer roled, the nome or Initials of the reviewing officer, the mission, and the 

period covered by the report . 

A. The reviewing officer Is required to indicot. (1) the extent to which h. concurs in the offlcer's report ond to explain any differences. He should 

comment on (2) the extent of his observation of the rated offlcer's work, (3) whether because of differences in locations, absences, vaconcles in 

the superVisory position or for other reasons the roted officer received less than normol supe rvision and guidonce, (.4) whether the rotlng offlcer's 

report appears unduly str ict or lenient, and (5) any other motters he deems pertinent. 

B. The reviewing officer shou ld summoriz.. his own evaluation of the officer's performance If he has sufficient basis and observotlon for doing so. 

PART V - REVIEW PANEL Was r.vlew lpane' used? y .. [i) 
F' "N EL COMMEN TS (USE ADDITION AL 51-1 EETS, IF N EC ESSARY, 

Review·ot this rating shows i~ to be complete, clear , internally consistent, and 
based upon common standards. The panel is ot the opinion that the rating is not 
overly aever.e or harsh, nor is it excessively lenient. 

PANEL MEMBERS (NAME. TITLE, CL.ASS, 

Levis C. White, Pers stafting Spec, P'R-2 
Robert Renville, Pers Bl'atting Spec, FR-2 
Theodore L. MorriB, Pers stattin8 Speo FR-2 

. SIGNATIJRE 

~S C. White, Chairman for the Review Pooei 

Staple top. ',1. single sheet only. 

, ~ 



PART III - NARRATIVE Q)MMENTS ON PERFORMANCE 

Ogden Williams FR - Ol (1/1/70-12/31/70) 

A. ASSOCIATION WITH RATED OFFICER 
My association with Mr. Williams has been as his immediate 
supervisor since July 1969 . This is my second consecutive 
report on his performance. 

B. PERFORMANCE SUMMARY 
The fact that he was drafted into this job because of his 
unique qualifications and experience is already part of the 
record, as is also a description of his duties and respon­
sibilities as Coordina tor of the Vietnam Training Center (VTC) . 
(Pl ease see my previous report covering period 5/26-12/31/69) . 
There is however an additional factor concerning the job which 
I believe is particularly pertinent to the e valuati on of his 
performance this year . Speci fically , the genera l situation 
within which VTC has had to operate has greatly added to the 
Coordinator's probl~ms ana uifficulties. First , the general 
interest and support from the Wash ington bureaucracy for 
anything having to do with Vietnam has marKedly deteriorated. 
The manifestations of this are (1) a significant falloff in 
civilian recruitment; (2) a shift to training of more military 
personnel ; (3) difficulty in attracting and keeping staff; 
(4) constant threats of budget and staff curtailment. Secondly , 
there haS been no home agency fully responsible for the sup­
port of the CORDS Operation in the field and to which the 
Institute and VTC can turn for support in Washington. 

The factor ratings which I have checked in PART II should 
clearly show that I consider Mr. William ' s performance in his 
job as outstanding in all significant areas . He has handled 
a complex job under the difficult circumstances with skill and 
success . 

Mr . \~illiam has demonstrated posi tive aggressive leadership 
in carrying out not only the training mission for CORDS but 
also in r epresenting CORDS ' interests in Washington . From 
conversations I had with high officials in Saigon in November 
1970, I know that his efforts and support on behalf of CORDS 
in Washington have been very much appreciated. 



2 . 
Ogden Williams FR 01 (1/1/70-12/31 / 70) 

continued (B. PERFORMANCE SUMMARY) 

In my judgment , the program could have faltered and perhaps 
fallen apart during this past year but for Mr . Williams' 
decisive leadership and total commitment. In my judgment 
he is one of the few people who can carry the program through 
the difficult period of adjustment and retrenchment ahead. 
I have therefore requested that Mr . Williams ' assignment as 
Coordinator of VTC be extended through FY 1972 . 

C. LIMITING FACTORS 
I know of no factors of health, self-indulgence or suitability 
that would affect his performance in a senior program director 
job either in Wa shington or oversea s . 

D. LEADERSHIP AND EXECUTIVE CAPA3ILITIES 
Obviously, I consider "executive leadership" as one of his 
principal abilities . He combine's wi th this a high order of 
personal integrity and commitment. He thinks a problem 
through and carefully weighs alternatives. Nor does he 
hesitate to advocatehi.s own position. Whether his position 
is accepted or not, I have found that he will energetically 
support and carry out the resulting pol icy decision. 

He has organized his staff to function effectively as a team, 
judiciously delegating responsibility . The staff is also 
involved in establishing objectives and evaluating organization 
achievement . 

Mr. Williams has shown sensitivity and a broad understanding 
of t he military, political, social and economic aspects of 
U . S. involvement in Vie tnam, and a Iso of the dome stic factors. 
He articulates his views very clearly and handles public 
discussion of these sensitive issues very well . 

In summary he is the sort of person I would turn to in order 
to carry out an operational assignment vigorously and pro~ptly 
and to whom others turn for leadership in times of crisis. 

E. GROWTH 
Mr. Williams is vigorous and active both physically and mentally. 
He is dynamic in his approach, open to change and self-motivated. 
I don ' t believe that any extended formal training is indicated. 
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Ogden Williams FR-Ol (1/1/70-12/31/70) 

continued (B . PERFORMANCE SUMMARY) 

Mr. Williams is already at the FR-Ol level. Even though he 
has served with AID for more than eight years, a peculiarity 
of circumstances has retained him in a "limited " appointment 
category . In my view, it would be most unfortunate if the 
Government were to lose a man of his demonstrated ability 
and leadership . I strongly ur ge that he be given regular 
status . I have no reservations in stating that in my opinion 
he is Mission Director material. 

To further substantiate my report I am attaching a letter from 
Mr . Byron Engle, Director, Office of Public Safety, commenting 
on Mr . Williams' contributions as a member of an evaluation 
team sent to Thailand last year. 

I am also attaching Mr. Wil lia ms ' VTC Goals for Fiscal Year 1971. 
This 1S a good illustration of his approach to his work. He 
has already made exce llent progress toward meeting these goals. 

Finally, during my trip to Vietnam in November 1970 , I questioned 
a significant number of junior, mid-career and senor officers 
who had received their training in VTC under Mr. Williams' 
direction. The response was overwhelmingly favorable from 
both civilian and military personnel . 

ATTACHMENTS: 
1. Copy of Letter from Byron Engle, 5/25/70 
2. VTC Goals for Fiscal Year 1971 


