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GENERAL INSTRUCTIONS 
1. Rater must read official ins tructions on performance evoluotlon before comp leting fo r m. 

2. Prepare in triplicate-o riginal 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; give due consideration to his personal ran~. 

PART I - DESCRIPTION OF MAJOR DUTIES 

List in descendi n g o rder of importance the major duties of the rated afficer's position . Amaunt of time spent is no t necessarily an indication of the 

relative importance of duties performed. 

hem No. 

SEE ATTACHED POSITIO DES IPTIOli 

Number and t ypes of emp loyees supervised: 

PART It. RATING AREAS 

Evaluate the officer's performance with respect to the five areas listed belaw. For each area check (V ) the one bo.K representing the desc r iptiv" 
statem.nt which most accurately applies to the rat.d office r. Read carefully the Considerations in each area before selecting the most descriptive 
sta tement. Note tha t on. of the stat.ments in each area, if checked, requires you to identify specific weaknesses by striking out all other words 
which do not describe a w.akness af the rated office r. The spaces headed " Roter's Clarifying Comments, If Any," an intended to permit the rater 
to modify any element checked, if he feels the descriptive statem.nt is not sufficiently precise. 

JOB PERFORMANCE 
EXC LUDING MAN. 

AGEMENT 
RESPONSIBILITIES 

Considerat ion s : 

Has full knowledge of subject matter field; knows all aspects of job aSSignment; functions decisively, rapidly, 
occurately, wi th • .Kceptionol judgment at top productivity and is notably resourceful in meeting new or unusual 
probl.ms. 

Has thorough knowledge of his job and superior background in his fi.ld of work . Solves problems accurately and 
produces at a le .... l which meets .)Cocting requirements for speed and ma turity in judgment and re s ponse to un--
• .Kpected situations. 

Fundamental knowledge and und.rstanding of the job in hand are acceptobl. and meet reasonable requlrem.nts fo r 
Knowledge of field judgment, solutions af problems with sufficient production to k.ep pfogrom od ... oncing. 

of work, job respon-- Consid.ring total comple.K of r.quirements inherent in the job and id.ntifiable objec ti ves, satisfies most or many 
sibilities, decisive-- demands but is weak in knowl.dge of field of work, job objectives, decisiveness, judgm.nt, accuracy, resou rceful--

D 

D 

o 
ness, pr oductivity. (Cross out those which do not apply . ) 

ness, ludgment, re.. D 
In many aspects of job performanc., does not me.t the demands for ode quat. performance. 

sourcefulness, occu" r,R",ACT"E'R"" '''C"L-'A'R"''F"V""'N",G''C"O'M~M"E~N'TC, •. -.,.F-'A~N"V'-----------------------------------------------------------------C====C-­
racy, productivity. 
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GENERAL MAN. 
AGEMEtroiT SKILLS 

Pions and organizes exceptionally well; constant ly and objective ly evaluol., and adjusts pfograms; gets the best 0 AND ABILITIES 
out of hi' subordinates, submits sound unbiased .... oluotlons on time; .ffecti vely sponsor s innovotions. 

Cons iderations : Directs his functions very effectively and usually meets al l requirements of oreo, of manogemenl considerations 0 mentioned obov. in on exemplary monner. 

Competence In 
Skill and ability In all aspects of man a gement or. acceptable, me.tlng the n •• ds of the situation to the satisfaction 0 of the rotl ng officer. 

plonni ng, organ· 
Does not demonstrate equal skillin all facets of manogement. Although adequot. in some fespects, .uffers some 

Ir.lo;, supervising, weakness In planning, organhlng , follow-up, super ... lsion, employee evaluation, program evaluation. (Cross out 0 
evaluating both tho se which do no t apply. ) 

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

programs. 

FI"TER'S CL.AFlIFYING COMMENTS, IF ANY 

Not fully applicable. bas 00 subordinates in present job. 
PERSONAL ATTRI· 
BUTES AFFECTING 

PERFORMANCE Is completely flexible; can do or adjust to any change at assignment; analyz.s facts or situat ions expertl y; accepts 

0 resp onsibility .nthusiastlcally; promotes new approaches and gets them underway on time ~d a s reques t ed; work s 

Cansld.ratlans: happily outside normal field of expertise. 

Is wi llin g to try new suggestions ortd accept responsibility In new areas. Can be relied upon to use personal 

S ingenuity to promote suggested chong.s hosed on own analysis of projected operations. Cooperates fully in 
Adaptability, v. r- application of concepts which he may ho .... opposed. 

satillty, analytical Accept. chang.s and antl clpa t.s probl.ms o r prospects bas.d an routln. analysis af praject; us.s limited and same- 0 
ability, initiative, what un.nthuslastlc initiative in such situations, but con be reli.d upan to follow directiv.s hon.stly, 

acceptance of In the light of personal attributes off.ctlng valu. to AID , possesses mony of those desi rable to successful pro-

D s.cution of AID's program, but Is weak In versatility, ability to antlclpat., analytical ability, initiativ., acceptance 
respon slb i Ilty, of respansibillty, d.p.ndobillty, posl t i ... e job attitude, adoptability. (Cross out those which do not apply .) 

dependability, In many or critically r.qulred p.rsonal attribut.s n.eded for more than odequat. performonce In the foreign s.rvlc. D atti tud e toward of AID, foils to me.t Agency standards. 

job, ability to 

antic! pate. RATER'S CL."R I FYINCi CO ........ ENTS. IF "NY 

EFFECTIVENESS 
WITH PEOPLE 

Considerat ions : Op.rat.s active ly ond positively with a minimum of friction between himself and other Am.rlcans, official or J8l Ability to d.al 
unofficial, and non_Americans of any nationality and s tatus, to the positive advantag. of the U.S. Government. 

effectively with Lives and works without serious personality problems between himself and other persons or groups, c r.at ing a 0 Americans; ability 
gen.ral Impression favorable to the U.S. 

to establish and Ha s no particular impact on others by vir tue of personality fac tors. Fils quietly into tne American Community 0 maintain good reo 
and loco! situotions. 

lotions with all Relationships and impact on work or local situation although ordinarily ad.quate, fluctuate based on some weak-

0 non·Americans; 
ness in r.lations with Americans, with non- Am.rlcans, in representation, officia l or unofficial. (Cross ou t those 

ability to project 
which do not apply.) 

a goad impression 
Personality traits are sufficiently n.gatlve to create problems in .Ith.r internal operations, externa l operations, D or be inimical to U.S. int.rests. 

of the U.S. pub· 

Ilely, privately, 

formally and R"TER'S CL.AR IF YING CO MMENTS. IF "NY 

informally. 

COMMUNICATIONS 
Is completely articulot., sk1l1ed In writinO, conveys technical advice cl.arly and persuasively to local nationals, 

Considerations: 
and ha s no misunderstandings with local businessmen or officials by vi rtu e of skill In communication, .ither 0 through interpreters or own knowl.dge of loca l language, and Is clearly skilled in negotiations. Is equ ally skilled 
in deali ng with fellow Americans. 

Oral and wd tten 
Can convey thoughts, concepts, and information or desired objectives cogently and with above overage success to 

gJ co-worker s or local nationals in virtua lly all situations and ci rcumstances. N.gotiating skill exceed. job requlr.~ 

communication, ments. 

negotiations, Communicates satisfactorily in the jargon of his. field to fellow Ame r icans. Reaches local nationals th rough 0 
technical advlc., 

inte rpr.ters withou t mojor misunderstandings. though possessing little ability in local language. 

local huslne" 
Although ability In communication seems to meet requlrem.nts, is wea k in oral communication, writt.n communlca-

0 tions, n.gotiations, conveying technical advice, conducting local business transactions, required facility in local 

d.alings, skill langu age. (Cross out ;'ose which do not apply.) 

in local language. General ability to convey Ideas or requirements persuasively does not satisfy requirements for adequate perfo rmance 0 In con t. xt of Agency needs. 

R"TER'S CL."RIFYING CO .... MENTS, I F "NY 

I 
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St opl e o ttoch me nt s to the BACK throug h th is C:: Ofn e r. 

PART III - NARRATiVE COMMENTS ON PERFORMANCE 

Gi ve statement contain ing your respon s e s to items A and a, usi n g the headin g s s hown bel ow . As you r • • pond to item B, ob.erve corefull y the in­

s tt\J ctlons c o ntai ne d in agen cy gu i de. to rat inS! officer s for .el ect e d occupa t ions, wher. applicable. If more spoce II n •• d.d , us. additional s h •• ts; 

identify e a ch s h e.t at the t op by the nome of 1h . o fficer ro te d , th e nome or initial s o f th e roti n g o fficer , the mi n ion, and the period covere d by the 

report. 

A. ASSOC IATION WITH RATE D OF FI C ER. Ind ic ot. ho w lon g you hove known the off icer an d th e nature of your associ a ti on. 

B. P ERF ORMA NC E SUMMARY. Descri be the de pth, breadth , and qual ity of the officer' , performance in re l a tion t o the du ti es li s ted in Part " 

po intin g up s treng t hs ond we aknesses . Di scuss th ose foc t or s i n P or t II which were porticulorly slgnif ic on t , ond eJCpeciolly those rot ed h igh 

or low. Give concre te eJC omp les whenever poss ib le. 

A. ASSOCIA'l'Io! Wlm 16m 0 ICD. 

the rated offlee: jo1Ded th1.s u .. a Specu1 "aUtaRt for 
llarcotiea iD JUlIe of thb ,.ear. M a r .. ult of th • .,., er .. t iat .... t 
8hCND thb ,.ear bJ th. ldetnbtratioD In iateraatloul upaeta of the 
dru& probl_. ad artlculArl,. bee .... of tba _jor tapact of thb ba. 
In Eaat .. lAt. 1 or1&luted thls poe1tloo and pcaoaall,. •• lected the rated 
offie .. to fUl it. tD that c:apae1ty. 1 baYa dealt with the rated offie .. 
fr U,. OY.. the lut aix tha _4 hav. kept ew.l,. iDfozaad reprdiJl8 
the probl ... w1th lIblcb h. 1a "11D&. 

B. 

I aelected the rata4 offiee: for hI. raaaat aaatgn=ct beeaua •• 
at h. bu ........ vorbcl for _ for •• lla:taw a deal of hI. 
I>r..,toua recor4 an4 hI. ability to fuDctioD affectlv.l,. ia a MIl I bat 

atructured dtuatloD. • UU-. baa UD.1qua 4lUA11f1c:at1oa •• 
Ba is _ a.eaptloD&U,. .. U-tra1Ded lawyer who. ttbr .. ,ears 1D the 
praeUc:a of hb profaadoD. BAa u a highl,. t:ratoed iDtelllaaae. officer. 
with a t:borou&h kDovl • of all of the techniques o~ covert oparatioll8. 
Ue b thorouabl,. £ .... 11ar with. aDd baa .cved In abloat aU of the 
eouotriaa of lDdoehiDa.... 10 'l'haUand. at iIIportaRtl,.. h. 1a a 
of kaaa 10teUaet and _e.Uet aal,.tleal abUlt,. b quite praparacl 
to grapple with 0_ probl .. _4 to r .... aolut1oa.a. that froa 
II1.J poiDt of vi_. he ha4 to a uoiqua .. the attrlbutd oeadacl to 
crap le with the axtr .. l,. co.pla 4 dlUicu1t probl-. of the 
trafficl 10 Jut Ma--pr 1 .. 1Ihleh are totall,. new to our bur .. ucracy 

_lch caft 001,. be claalt with by a htch dep'ae o f 1DDcwatl.e tbiDklDl. 

Hr. 1111 .... • perforune. In h1a .. at I' ct baa full, juatlfiacl ., 
apactatlODa .... I pcalladad h1II to jola ., ataff. Be baa .. tahlbhad 
axeeneat wor1dD& relati.oaa vlth an lDteraaaac:y QJ f tt .. dftoted to thb 
aubject. lacauae of hta aceU_t tmovl e of the loeal1ty .mil peraooal1-
U .. of cba lJldoehfaa ar .. , he baa baaa able to lUke _jor eootributloos 
to the deUbaraUou of the C:: tttaa aD bu baeD hlahl, effective 10 
worklD& out .... ,. of the c:o.p1ax pr~ala aw:.ittad to It. U. was the 
perllOD PJ:'blarU, r .. poae1bl. for 1oillAtll, ar-lQg a overall s.t ,of 
plana which hay. DOW baaa adopted a. U.S. GOYanrct polley la tht. ar ... 

3 
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PART IV - REVIEWING OFFICER'S STATEMENT 

The primary role of the r ..... i.wlng officer concerning this report Is to ensure the application of oppropriate and equitobl. rating standards. When the 

rati ng office r hO I compl.ted his 'eport, including adju s tments h. may wont to make oft.r discussion of differing views with the rev iewing officer, 

the lottef" prepares his own evaluation (lcc:ord ing to the instructions below - and signs page 1 of the form. If more space is needed. additional 

she.ts may b. attached, identified at the top by the nome of the officer roted, the nome or Irlitiols of the reviewing officer, the mi nion, and the 

period covered by the report . 

A. The reviewing officer Is required to indicgte (1) the extent to which h. concurs in the office,'s report ond to explain any difference I. He should 

comment on (2) the extent af his observotion of the rated officer's work, (3) whether because of differencel in location I, obsencel, vacancies in 

the lupervlsory position or for other reasons the rated officer received less than normal supervision and guldonc., (4) .....neth.r the rating officer's 

report appears unduly stric t or leni.nt, and (5) any other matters he d.ems pertln.nt. 

B. Th. r .... t.wing officer should summarize his own evaluation of the officer's performance If he has suffici.nt basis and abser"ation for doing so. 

PART V - REVIEW PANEL Wos r."i.w panel used? y .. 0 
PANEL COMMENTS ~U 5E ADDITIONAL SHEETS. IF NECESSARY ) 

PANEL MEMBERSCNAME. TITLE. CLA.SS) 

ShGNA.TURE DATE 

for the Review Panel 
==~========~~~~~~========~============== 
St-Jple "top, left corner of attachments h.r. th\ this singl. sheet only. 

~ 
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PART III - NARRATIVE COMMENTS ON PERFORMANCE (cont'd) 

Perhaps Mr. Williams' major contribution, and it has been an 
essential one, has been his ability to maintain an overall sense of 
purpose in our approach to the drug problem in East Asia. Because 
the problem is new, and because the USG bureaucracy has not had 
clear lines to deal with it, there were a great many projects pro­
posed which were of rather dubious value. Moreover, there is a 
great deal of pressure to show results. Mr. Williams has been a 
tower of strength among his colleauges in keeping our work in this 
area centered on basic objectives and at the same time seeing to it 
that we achieve as rapid progress as possible in maintaining those 
objectives. In this respect, I think Mr. Williams has made an 
absolute, invaluable contribution. 

C. LIMITING FACTORS. 

None .that I have observed in tie present assignment. 

D. LEADERSHIP AND EXECUTIVE CAPABILITIES. 

a. In his present capacity, Mr. Williams is operating in a 
staff capacity with no subordinates and, therefore, has no opportunity 
to do much delegation to, or supervision or development of, subordinates 
On the other hand. much of Mr. Williams' work has been within the 
context of an Interagency Committee on which he is the AID repre­
sentative. In the work of this Committee, Mr. Williams has demon­
strated marked leadership ability, has consistently demonstrated a 
keen analytical capacity, and has been able to effectively organize 
his efforts towards the efficient accomplishment of the assigned 
objectives. I have sent to his personnel file a copy of a letter 
sent to me by Mr. Ed Masters of the State Department, who was Chairman 
of the Committee, highly commending the excellent work of the rated 
officer on the Committee. 

b. Mr. Wil~s is a man of strong convictions and is willing 
to take unpopular steps if he feels they are necessary. On the 
other hand, he is well able to adapt to new policies and new situations 
and demonstrates an excellent combination of firmness and flexibility 
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PART III - NARRATIVE COMMENTS ON PERFORMANCE (cont'd) 

in negotiations. I have known Mr. Williams for many years and know that he has a deep interest in and an excellent understanding of major world social and political problems, as well as economic development processes. 

E. GROWTH CAPACITY. 

Mr . Williams is a man of strong intellect with a well-trained and well-organized mind. He is also a man quite willing to take on additional responsibilities and to assume the burdens of leadership. He is a man capable of gaining great advantage from additional training; therefore, I would strongly recommend that he be given an academic year's training in development economics which I think would equip him very well for service as a Mission Director. 

F. ADVANCEMENT POTENTIAL. 

Mr. Williams is already at the highest professional rank in our Agency. Unfortunately, he is still in the limited category. I strongly recommend that Mr. Williams be accorded permanent status in our Foreign Reserve Service and believe that he has excellent advance­ment potential and is suitable for advancement to positions of broadest responsibility. 

o. EQUAL EMPLOYMENT. 

Although in his present capacity the rated officar has had virtually no opportunity to hire new employees, I know that Mr. Williams' personal convictions and attitudes are most sympathetic to minority group members. 

M.C. 206.5 abolished the East Asia Bureau effective August I, 1971 and in its place established two organizations - the Bureau for Supporting Assistance and Office of East Asia Development Programs. Although this reorganization was accomplished on paper, the working relationship functions and repponsibilities have continued much the same as those that existed prior to the reorganization. 

12/31/71 


