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GENERAL INSTRUCTIONS 
1. Rater must read official in s tru ctions on performance evaluation before completing form, 

2. Pre pare in triplicate-original for Washington, copy for post, copy for employee. Fo r foreign service personnel assigned to Washington, prepare in 

duplicate only. 

3, Evaluate the officer on th e basis of the difficulty of the du ti es he was required to perform; give due considerati on to his personal rank , 

PART I - DESCRIPTION OF MAJOR DUTIES 

Lis t in descending order of im portance the major duties of the rated officer's position, Amount of t ime spent is not necessarily on indication of the 

relative importance o f duties perfarmed, 

Item No. 

-,1. Planning. directing. coordination o~ a .. jor interagency training 
progra.. ~ 

Student counseling with. disparate and so .. ti .. s di .. ~~ectec:l stuc:lent 
bOdlt 
!.bison "ith policy o~ncen. parUclpatiag ageacles aDc:l end u .. r 
organbaUOIl (CORDS VIEDfAM. 

•• Outside repre .. ntation on Vietna. iaauea. 

Number and t ypes of emp layee. supervised: 

PART II . RATING AREAS 

Eva luate the officer ' s perfo rma nce with fespect to the five areas listed below, For each area check (V ) the one box representing the descriptive 
sta tement which mo s t accurately applies to the roled office r, Read carefully the Conside rations in each area before selecting the most descriptive 
sta tement. Not. that one of the statements in each area, if checked, requires you to Identify specific weakness.s by striking out all other wards 
which do no; describe a weakness of the ra ted officer, The spaces headed "Rater' s Clarifying Comments, If Any," are intended to permit the rater 
to modify any e lement checked, if h. feels the descriptive sta tement is nat sufficien t ly precis •• 

JOB PERFORMANCE 
EXCLUDING MAN­

AGEMENT 
RESPONSIBILITIES 

Consideration s: 

Has full knowledge of subject mott.r field; knows all aspects of job assignment; functions decisively, rapidly, 
accurately, with exceptional judgment at top praductiv ity and Is notably resourceful in meeting new or unusual 
problems. 

Has thorough knowledge of his jab and superior background in his field of work. Solves problems accurately and 
produces al a level which meets exacting requirements for speed and maturity in judgment and response to un­
expected s ituotlons, 

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

of work, job fespon- Cons idering total complex of re~uirements Inhe ren t In the jab and Iden tifiable objectives, satisfies most or many 
sibillties, decislv.~ demands but Is weak in knowledge of field of work, job objectives, decisiveness, judgment, accuracy, resourceful-

ness, pr·oductlvity, (Cross out those which do not apply.) 

o 

o 
o 

ness, judgment, re.. 0 
In many aspect 5 of job performance, does not meet the demands fo r adequate performance . 

sourcefulness, accu·r."".TT~E"R~-~'''C~C~A''"'l'FVY''"N'G''C'O~M~MUiE~N~T''S_-.,F.-•• N"'YC-----------------------------------------------------------~===--
racy, productivity. 
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GENERAL MAN. 
AGEMENT SKILLS 

Plans and organizes eKceptfonolly we ll; constantly and obiectlvely 8'o'oluot.5 and adjusts progfgmSi gets the best r¥J AND ABILITIES 
out of his subordinates, submits soynd unbiased evaluations on time; effectively sponsors innovations. 

Consld.roiiSitDI: Directs his functions very effectively and usually meets all requirements of areas of management considerations 0 mentioned above in on exemp lary manner. • 

Competence in Skill and ability in all aspects of management or. acceptable, me.ting the n.eds of the situation to the satisfac tion 0 of the rating officer. 
planning, orgon-

Doe$ no~ demonstrate eq,Jol skill In all facets of management. Although adequate in some respects, suffers some 
izing, superv isin g, weakness in planning, orgonizlng, follow- up, supervision, employee evaluotion, program evoluation. (Cross out 0 
evaluating both those which do not apply.) 

subordinotes ond In most aspects of monagement aperations, fails to meet general r equi rement s for adequate performance or operotions. D 
progra ms. 

RATER'S CLARIFYING COMMENTS, IF ANY 

PERSONAL ATTRI_ 
BUTES AFFECTING 

PERFORMAMCE Is completely flexible; con do or adjust to ony change or osslgnment: onalyzes facts or situotions expertly: accepts 

0 responsibility enthusiostlcolly; promotes new opprooches ond gets them underway on time ~d os requested ; works 

Considerotions: hoppily outside normol field of experti se . 

Is willing to try new suggestions and accept responsibility in new a reas. Can be rel/ed upon to use personal 

~ Adoptability, ver-
ingenuity to promote suggested chonges based on own onolysis of projected operations. Coope rote s fully in 
applicotlon of concepts wh ich he may have opposed. 

satillty, onolyticol Accepts changes and ontlc:lpates problems or prospects based on routine anolysis of prajec t; uses limited and some- D 
ability, initiative, whot unenthusiastic initiotive in such situations, but can be relied upon to follow directives hOflestly. 

acceptance of In the light of personol ottributes offectlrfg value to AID, possesses m~y of those desirable to successful pro" 

D secutlon of AID's program, but is weak In versotility , ability to antlc:lpote, analytlcol ability, initiatiVe, occeptonce . 
responsibi lity, of re spons ibility , dependability, positiVe job attitude, odaptobllity. (Cross out those which do not apply.) 

dependobi li ty, . In many o r criticolly required persona! ottributes needed for more thon adequate performance in the foreign service 0 attitude toward of AID, fails to meet Agency stondords. 

job, ability to 

anticipate. RATER'S CLARIFY ING COMMENTS. I F ANY 

\ 

EFFECTIVENESS 
WITH PEOPLE 

Considerations : Operates actively and positively with a minimum of friction between himself ond other Americons, official or 

~ Ability to deol 
unofficia l, ond non- Americans of any nationality and status, to the positive advontage of the U.S. Government. 

effectively with Li ves and works without serious personality problems between himself ond other persons or groups, c reoti ng a 0 Americons; Qbi Ii ty 
generol Impression fovoroble to the U.S. 

to cs tob Ii sh and Has no porticulQf impact on others by ... irtue Qf p«sonQlity fQctors. Fits quietly into the American CQmmun Ity 0 maintoin good reo 
and local situations. 

lotions with all RelotlQnships and impact on work or local situation although ordinarily adequote, fluctuate based on some weok-

D non-Americans; ness in relations with Americans, with non"Americons, in representation, official or unofficial. (Cross out th ose 

abi lity to project 
which do not apply.) 

a good impression Personality trolts are sufficient ly negative to create problems in either internal operations, external operQtions, 0 or be Inimical tQ U.S. inte re sts. 
of the U.S. pub. 

lic:1y, p'rivately, 

formally ond R"'TER ' S CLARIFYING COMMENTS, tF "'NY 

informally. 

COMMUNICATIONS 
Is compl e tely Qrticulate, skilled In writing, conveys technical ad ... ice cleorly and per suasively to local nationQls, 

Considerations: 
Qnd has no misunderstandings with local businessmen or officials by ... irtue of skill In communication, either 0 through interprete r s Of own knowledge of IQcol 10nguQge, ond is clearly skilled in negotiations. Is equal1y ski ll ed 
in dealing with fellow Americans. 

Oral ond written 
Can convey th0Ychts concepts, and Information Qr desired objectives cogently and with above average success to 

~ co-workers Qr I a-I notionQlsl ln virtu oily all situotions ond clrcumstonces. NegQtiatin g skill exceeds job require-

communication, menls. ", .'1.. 

negotiotlon.l, Communicates satisfactorily in the jargon of his field tQ fellow Americans. ReQches local nationals thrQugh 0 
technical advice, 

Interpreters without mQjor misunderstQndings, though possessing little Qbi!ity in local longuage. 

local business 
Although ability in communicQtion seems to meet requirement s, Is weok in orQI communication, written communi co-

0 tians, negotiations, cQnveying technical advice, conducting 10eQI business trQnsactlons, required focillty In local 

deQlings, skill lan9UQge . (Cross Qut 1hose which do not apply.) 

in local lon9UQge. Generol ability to convey Ideas or requi rements persuasively does not satisfy requirements for ad e quate performance 0 in conte)!t of Agency needs . 

RATER' S CLARIFYING COMMEN TS. 1F ANY 
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PART III _ NARRATIVE COMMENTS ON PERFORMANCE 

Gi ve stolement con taining your responses to items A ond B, using the heodings shown below. As you respond to item B, observe corefully the in­

s tructions contoined in ogency guides to roting officers fo r selected occupotions, where applicable. If more spoce Is needed, use additlanal sheet s; 

identify each sheet at th e top by the name of the office r rated, the nome or initials of the rating officer, the mission, ond the period cov.r.d by the 

report. 

A. ASSOC IATI ON WITH RATED OFFICER. Indicate how lon g you ha .... known the off icer and the nature of your assoclotion. 

B. PERFORMANCE SUMMARY. Describ. t he depth , br.adth , and quality of the officer's performance in r. lo tion to the duties li s ted in Port I, 

pointing up stren g th s and weaknesses. Discuss those factor s in Port II which were porticulorly significant, and expeclo lly those roled high 

or low. Give concrete examples whenever possible. 

I .. ASSOCIATION WItH RADD OJPJPICBR AJIID OIIN&RAL JOB D&SCRIPrIOJf. I ba". 
kIIOWIl Mr. ~II Willb .. allcS ba". beell Ili. i_'1bt. "pervillOl' oa1y 
.inc • .1u1y 14, 1'69 wbu h. joiaed tbe ~aC1&l'y fd .be JPor.lg11 service 
la •• Uu'. (JPst). Mr. Willia ..... drafted .or thl. crUlca1 job 
becau •• U ... coaaldered both by AID •• bIt Depall'" ~ S .... , aDd ' .... "'-51 ., be -'cS tb. ulque qua1Uicad._. allcl aped ... '0 carry 
out .b •• ra1ll1ng ai •• ion ~or CORDS. 

A. CoorcS1Da.or 01 tbe Vl.tna. 'lrain1llg CoiIIt.1I (VTC) Mr. Wi1U,a •• eS1 .. oct. 
on. 01 tbo 8 aajor cS1vl.l0 •• 01 tb. JPSI. Ho It .... ,. t. the DirectOlrI 
A.aoc1a'. ~ectOlr fd the I •• U tut., *0 1n tv. i. r .... alb1e eS1rocU,. 
'0 .b. Deputy UDder SOCII."ry · ~ Stat. I ... Aclld.a1.tradoa. 1'b. pod . tf.. 
o~ CoorcS1natolf i. n.kecS at '$lOla Cla •• 1 1.".1. 

th. iac,...ben~ coorcS1Da' •• a _jor i.t.ageaoy propa. t .... lnt.grat •• 
laaguage trablDg, use •• udi •• aacS operatl __ 1 ir.b1llg. . .... group. 
01 SO '0 60 .tudem ..... r •• rablag every 6 __ ".. 50_ take a 1 ..... " 
co ... , other. r .. 111 In traiaiag lor up to 4' __ ".. 'rill' •• SO_ 400 
.tudeat. r.pr ... atlng at l ... t 5 agacl •• are scb .. led '0 be .aroUed 
cSudag tb. cour .. fd a yser. 

Th. CoorcllDator bas .upervi.ory r •• poa.ibllity ~or the Oporatioa. aDd 
Country St\ldl •• • tatl allcS tbe Adldaistratlv. Section, together totaU1Dg 
29 penoa.. It is i..,erative tbat tbe OjMtration. aDd Country Studi •• 
portion fd the tralalng be r.levant '0 .be curr.a. eolleli tloa. aDel pro­
cedur •• boldlag in Vl.tDa., aDel lt is th. CoorcS1aator'. coatral .. sk 
to a •• ur. that the .ta~1 aIIcI visiting lectur ••• accurately rellect tbe 
curr.at altuatioa. 1hl. requir •• tba' tbe COOrcS1Dator ... oaly bit 
persoDally ~a_1br wi tb tb. Vi.taa ..... aDd ke.p bi ... U c_~t1y 
lalo~, bu' that bit k .... clo .. aUuUon to tho app ... cb ancS c_ .... 
o~ tb. cour ••• a. tbey ar. 'aught. 

LaaGl'lllVO b.truction at VTC 1. tblt r.spoaslbllity fd th. Scbool 01 
Language stucS1 •• , but tb. CooreliDa'or _ •• a •• n tillt it is iategl'ated 
wUb otber a.pect. o~ VIC tra!abg, aIIcI 'bat att.tlOD is gi".a to tbe 
operatiDg need. 01 OOIDS per.ona.l la tbe _" •• fd wGI'IIIge laatl'UCtloa. 

(see continuatiOD abe.t) 
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PART IV - REVIEWING OFFICER'S STATEMENT 

The primary rol. of the reviewing officer concerning this report Is to en sur. the application of appropriate and equitable rating standords. When the 

rating officer hos completed his report, including odjustments h. may wont to moke aft.r discussion of dlff.rlng ... Ie"",$ with the r .... i.wlng officer, 

the latter pr.pores hi. own evaluation according to the Instructions below - and signs poge 1 of the form. If more s pace is need.d, additional 

.h •• t . may b. attached, Identified, at the top by the nome of the office,' rated, the name or Inltlols of the r .... I.wlng office" the mi ssion, and the 

period covered by the report . 

A . Th. r.",'.wi ng officer Is required to indicote (1) the extent to whi ch h. concur. In the offlce,'s report and to explain «ly differences. He should 

comment on (2) the eJeten t of his observation of the rated officer's work. (3) whether becouse of differences in locotion s, obsences. voconcies in 

the super<.tlsory position or for other reosons the roted office r received less than normol s upervi sion ond guldonce, (4) whether the rotlng officer's 

report oppeor s unduly strict or lenient, and (5) any other motters he deem s pertinent. 

B. The r.vlewlng officer should summorize hi s own evoluotlon of the officer's performance if he hos s ufficient bosis ond observotlon for doing so. 

." I ~ ,,' ! • I, -
• " ~ ; , " , I .9.J:t:· t . ... . . ~ • .. l' • (! • 

• - "' ~. .. ")...4 I' t ) ' lo' ~u 

'l.lX OT , 

PART V _ REVIEW PANEL Wos review ponel used? y .. D 
PAN EL COMMEN TS CUSE AOOITION AL SH EET5. I F NECESSARY) 

PANEL MEMBERS CNAME. TITLE. CLASS. 

~I CONATVRE OATE 

for the Review Panel 

S'-raple 'top, left corner of ottochments here I 1 this slng l. sheet only. 

~ 



CONTINUATION SHEET 
• WIIkIAMS, Ogden, FSR-L-l 

May 26-Deeember 31, 1969 

PART III. A. 

An iaportant :tunction ~ the Coordinator is the .. intenance ~ close 
and e:t:tective working relationships with the agencies which supply 
the students to VTC. To this end he lII.1.t establish and sustain 
contacts with the senior o:t:ticers in the cooperating agencie. who 
are responsible :tor personnel and training. 

B. PERPORMANat SUIoMAJn', 1. Mr. William. ha s fully _a.urad up to JaY 
expectations and the requireaents of this de .. nding jab. He has given 
positive direction to the Center. the progralll has been under constant 
review to ~p it up to date with changes in ope.Uons aDd conditions 
in Vietnam. He has &hOlm :tleld.bility and responsivenesss to changing 
needs by developing special track programs :tor provioce senior advisors 
aDd o:t:ticers a.81gned to district operations. 

the :taculty is o:t course the key to any success:t'ul training prograa. 
111':. Williams has brought in good talent and ba ... intaioed a spirit 
o:t enthusiasm within the :taculty :tor the jab. He has also negotiated 
free .ta:t:! assistance :trOll the IIilitary and integrated t ... into the 
:taculty. 

C1'i tical to the success o:t the Center has ~ the coordination and 
integration bet_n the language and operations division.. This has 
been sub_ntially iaproved under Mr. Willia .. ' leadership. Mr. Willia .. s 
has d8laOl'lstrated that he i. capable and willing to ex*ci_ authority 
wen necessary and at tbe .... ti .. delegate responsibility to the key 
_libel'S o:t his sta:t:t. 1:I1e Center continued to run SIIIOOthly during an 
extended trip he ... de to Vietnam. 

When advised o:t budget restrictions and the necessity O:t reducing costs, 
be proe&eded directly to trim elq)enaes but at the .. _ ti_ to de:tend 
those elements ~ the program and their costs that are vital to the 
program. He ia :tully aware ~ and accepts responaibili ty :tor .. n­
age_nt o:t :fiscal resources. 

2. Student Counseling. Ubder Mr. Williallls' direction the Center has 
provided an active stimulating environ_nt :tor learning and under 
circUlistances whi.ch are not atirely conducive to high aotivation. 
Many o:t the students are not volunteers :tor service in Vietnaa, and 
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so_ of the. openly express their displeasure with such an assign­
.ent. There are also proble.s bet_n the IIiUtary (_ny of the. 
veterans of Vietna.) and civiUan students. (Many of the. fresh 
froa a university callpus.) Faculty student rela tions bave been 
developed on an open cooperation 118is under Mr. Willia.s. This has 
been acca.plished through personal contact with students. Mr. 
Williams went through the full course himself as a student before 
taking up bis duties as a Coordinator. He can tberefore talk witb 
the students fra. having shared a co..,., experience. He has also 
maintained a student council of representatives fro-. each class. 
These procedures and hi. own attitude have served to defuze IIIIlny 
potential prob1e.s and to illlpro.ve IIOrale. He was. for example. 
instrumental in _intaining an equilibrium during the aitical 
period of the Moratorium DIIIrch on Washington. 

3. Liaison Function. Since VTC is an interagency progra. funded by 
AID, relations with client agencies (AID, State, USIA, CIA, DoD, 
and CORDS in Vietna.) are exceedingly important. He has handled 
these matters effectively and has shown negotiating skill and good 
judgment. 

4. Outside Representation. Mr. Willia_ has been invited on frequent 
occasions to represent AID and the Departaent in explaining the 
Vietnam situation to both inside government groups and to outside 
audiences. He has been particularly effective in this field. I 
have personally received a nulllber of very laudatory c~nts on his 

·perfor_nce. I a. attaching a letter tbat is illustrative of the 
reaction we get to his perfor_nee in this field. 

In sua.ary, I would like to reiterate ay feeling that Mr. Willie.s 
has de.onstrated strong leadership qualities. He has definite con­
victions and defends tbe. well. I know that this is not the first 
program direction position he has held and would estimate that his 
record would show conclusively tha t he could handle a variety of jobs 
at the lIission director level. I have 1::I.dI Mr. Willia .. s that I would 
like for hi .. to stay on in the present job for a second year if this 
fits his future career interests. 

HOward E. SOllenberger 
Rating Officer 


