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USDA-FOREST SERVICE

JOB PROFI IS AND PznronMANcﬁaATlNGs

INSTRUCTIONS: IOB PROFILE: Help your work supervisor decide which work activities are most Important in accomplishing yotr job. Assign
n the NEW PROFILE; EMPL. column to the most Important element, ‘“2’* to the second most important, and so on. You

are required to rank at least four important elements and for most jobs there is value in ranking 9. Your work supervisor will
follow the same procedure, completing the NEW PROFILE; SUPVR. column on another copy. Then you and he will meet. Look
st each other's most important selection, Help your work supervisor decide which should be top for your job. He will assign a
1" in NEW PROFILE; JOINT column, then continue, assigning ranks 2, 3, etc.
PERFORMANCE RATINGS: Work supervisors must rate and discuss employee performance on st least the elements in his
present proiile (established at least 90 days ago). The ratings are N/A - not applicable; *“1'" < unsatisfactory; ‘‘3'" - needs
improvement; ‘*5*’ - satisfactory; *'7"" - superior; ‘*9'"" - outstanding, as described in the Rating and Discussion Guide.

12. PLANNING AND ORGANIZING OWN WORK

NAME (Lasat - First - Initial) SOCIAL SECURITY NUMBER AGCY. ORGANIZATION R C
REVEAL, JACK L. olslojs |n|6l3lel7l 7lalu| [ |0 5| 0|2
DUTY STATION NEW PROFILE PERIOD PERFORMANCE RATING PERIOD
FROM: hill 'hUNTIL FROM: TO:
Cleveland NF, m—"l Office SUPEHSEDED
PAY PLAN (GS, WB, etc.) SERIES GRADE POSITION TITLE POSITION NUMBER
GS L60 12 FORSTR 502272
PRESENT PROFILE ELEMENTS RATINGS: PRESENT PROFILE NEW PROFILE
PROFILE (See over for descriptiona) N/A 1 3 5 7 9 EMPL. | SUPVR. | JOINT
1. MAINTAINING QUANTITY OF WORK
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/
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6. COMMUNICATING IN WRITING ?vo. YC \)‘\Hf. @,Le,& {
:
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13. RESEARCH LEADERSHIP; LEADERSHIP IN
NON-SUPERVISORY SITUATIONS onva |

14. GETTING ALONG WITH OTHER WORKERS

8 15. DEALING WITH PERSONS OR GROUPS OUT-
SIDE FOREST SERVICE

16. SUPERVISING OTHERS

Sg:..'ww **X"" one below EMPLOYEE GRIEVANCE AND APPEAL RIGHTS: Position Accuracy:
'\ Satisfactory Is position description
*____ *Outstanding An en.oloyee who is dissatisfied with the final rating (Satisfactory, accurate?
*____ *Unsatisfactory Unsatisfactory, Outstanding) has the right to appeal the rating. IF NO SEE YES | MO
(*See Personnel Office before Full information about appeals is included in DPM 430, and is FSM 6151.14¢

checking) available by contacting the Personnel Officer. x

CERTIFICATION: [ certify that the above performance ratings and profile have been discussed.

[ EMPLOYEE'S SIGNATUQE ~.__ SUPERVISOR'S SIG DAT, REVIEW
&AM 3 Mt& '\""9"‘ = % “\k - r)*"\‘—m’
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(OVER) : 6100-8 (4/70) ¥



| "7 "JOB PROFIES AND PERFORMANCRRATINGS

INSTRUCTIONS:

present pro“l : hed

e (established at least 90 days ago). The ratings are N/A - not applicable;
improvement; *‘5’! - satisfactory; **7"" = superior; *“9"" - outstanding, as described in the Rating and Discussion Guide.

JOB PROFILE: Help your work supervisor decide which work activities are most important in accomplishing your job. Assign
n the NEW PROFILE; EMPL. column to the most Important element, *2’’ to the second most important, and so on. You
are required to rank at least four important elements and for most jobs there is value in ranking 9. Your work supervisor will
follow the same procedure, completing the NEW PROFILE; SUPVR. column on another copy. Then you and he will meet. Look
at each other's most important selection. Help your work supervisor decide which should be top for your job. He will assign a
441" in NEW PROFILE; JOINT column, then continue, assigning ranks 2, 3, etc.
PERFORMANCE RATINGS: Work supervisors must rate and discuss employee performance on at least the elements in his
‘1" - unsatisfactory; '3"" - needs
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Summary: **X"* one below

_ 2K Satisfactory

EMPLOYEE GRIEVANCE AND APPEAL RIGHTS:

Position Accuracy:
Is position description

*___ *Outstanding An employee who is dissatisfied with the final rating (Satisfactory, accurate?

* _ *Unsatisfactory Unsatisfactory, Outstanding) has the right to appeal the rating. IF NO SEE iz L o5

(*See Personnel Office before Full information about appeals is included in DPM 430, and is FSM 6151.14¢ b4
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.-~ JOBPROFILES AND PERFORMANCE RATINGS

INSTRUCTIONS: JOB FIEOFILE: Help your work supervisor decide which work activities are most
the NEW PROFILE; EMPL. column to the most important element, ‘“2’ to the second most important, and sc on. You
are required to rank at least four important elements and for most jobs there is value in ranking 9. Your work supervisor will

follow the same procedure, completing the NEW PROFILE; SUPVR. column on another copy. Then you and he will meet. Look

at each other's most important selection. Help your work supervisor decide which should be top for your job. He will assign a

1" in NEW PROFILE; JOINT column, then continue, assigning ranks 2, 3, etec.
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JOB PROFILES AND PERFORMANCE RATINGS

INSTRUCTIONS: IOB PROFILE: Help your work supervisor decide which work activities are most il!"portant in accomplishing your job. Assign
n the NEW PROFILE; EMPL, column to the most important element, “*2’' to the second most important, and so on, You
are required to rank at least four important elements and for most jobs there is value in ranking 9. Your work supervisor will
follow the same procedure, completing the NEW PROFILE; SUPVR. column on another copy. Then you and he will meet. Look
at each other’s most important selection. Help your work supervisor decide which should be top for your job. He will assign a
‘1" in NEW PROFILE; JOINT column, then continue, assigning ranks 2, 3, etc.
PERFORMANCE RATINGS: Work supervisors must rate and discuss employee performance on at least the elements in his
present profile (established at least 90 days ago). The ratings are N/A - not applicable; ‘1" - unsatisfactory; ‘*3'’ - needs
improvement; ‘‘5'" - satisfactory; ‘‘7"" - superior; ‘9" - outstanding, as described in the Rating and Discussion Guide.
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gy 4 A A Position No., 502272

FORESTER (RESCURCES) (S-460-12

1. INTRODUCTION ~ Serves as Staff assistant to the TForest Supervisor on the s
Cleveland National Forest in connection with the administration, protection,
development, and utilization of natural resources with specific recponsibilities
for administering the forest's timber, grazing, wvildlife, minerals, insect and
disease control and cooperative programs of the Department of Agriculture,

II. PRINCIPAL DUTIES AND RESPONSIBILITILS - Heads up the resources department

on the Cleveland National Porest with specific responsibilities for administering
the forest's timber, grazing, wildlife, minerals, insect and discase control, and
cooperative programs of the Department of Agriculture, In addition to the GS=12
Resource Forester, the resources department is composcd of a GS-11 Wildlife
Biologist, A GS-1l llydrologist, a GS-9 Hydrologist, and a GS-7 Forester.

Actively participates with the Forest Supervisor, other members of the staff,
District Rangers and Center Director in the Development of immediate and long
range plans, programs, and policies for the administration, protection and
developuent of forest resources., Makes technical studies and is alert to new
advances in his fields of resource responsibility so as to coorelate these in the
forest's multiple use plan, and to reconmend action as needed to the Forest
Supervisor, '

Reviews plans and recommendations of District Rangers, Center Director and

other staff members for the development and utilization of resources. Is responsible
in his fields for coordinating program planning and priorities, reports, and fund
allocations., XMakes functional inspections of field projects for compliance with
standards and instructions, efficiency, safety practices and accomplishment,

Acts as representative of the Forest Supervisor on many public groups and
cormittees including but not limited to; Watershed Resources Acvisory Commission,
Agricultural and Natural Resources Committee, Descanso District Grazying, Advisory
Board, San Diego County Cattlemen's Association, San Diego County Sportsmen's
Association, San Diego County Fish & Game Commission, Natural History Association,
Soil Conservation Servicey; County Farm Advisor, and State Colleges and Universities
in biological fields. Has the authority and responsibility to support, interpret
and apply Forest Service and Forest policy in representing the Forest Supervisor at
public meetings. “

As assigned, makes general integrating inspections of all activities on Ranger
Districts and serves as Acting Forest Supervisor with responsibilities for
coordinating and directing all activities of the Forest.

Timber Management Is responsible for the overall Timber lfanagemeoat program and its

coorcination with other activities., Sets up programs, standards and policies in
accord with the Cleveland's Timber Management Plan., Adninisters Timber Sale progranms
so that annual Timber Cut and Sell plan is followed, Directs the forest's
reforestation and planting programs. Coordinates insect and discase control projects

:}'ﬂ'
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Watershed ~ Provides direction and supervision for a GS-11 Hydrologist and a GS-9

. -~

and the districts and works with private landowners, California Division of

Forestry and other Federal land agencies in planning for control programs. Directs
the proper use of pesticides, including insecticides and herbicidesj prescribes
safe techniques for field use and checks proper application.

Range Management -Directs all range management work on the forest including type
conversion of brush to grass, range analysis, and preparation of management plans,
Represents Supervisor at Cattlemen's and Grazing Advisory Board meetings. Co-
ordinates wildlife and recreation. Advises other stafifmen on recommended species
and techniques for stabilizing slopes with high erodibility.

Wildlife Management - Is responsible for the overall wildlife management program

and its coordination with other activities and cooperative agencies. Provides
direction and supervisioh for the Wildlife Biologist, GS-11, assigned to the

Forest. Directs the preparation and completion of management plans, wildlife
inventories, wildlife administration and inspection. Furnishes technical guidance
and leadership, trains field men and subordinates and conducts studies in wildlife
management. Works closely with local sportsmen groups, state game officials and
wildlife research people to improve conditions and maintain wildlife utilization
objectives. Directs the minerals management program of the forest. Coordinates
work of rangers in the difficult job of contesting numerous claims to obtain removal
of unauthorized cabins and other improvements. Reviews all applications for relief
under Public Law 851, (Church Johnson Law) and coordinates claim inspections by the
interforest nmining Engineer, Completes required work under the Surface Rights to~ the
Determination Program aimed at restoring the administration of surface rights to the
forest., Reviews reports on mining claim applications for patents and when neccessary,
reviews applications on the ground. Dctermines efficlency of field examinations,
soundness of conclusions and recommendations from the standpoint of the effect on
management of the lands and other resources and applicability of the law.

Hydrologist. Heads up studies of the Colorado River Basin and of areas served by
Colorado River water. ..Particular emphasis is given to determining alternate means
of augmenting the water supplies in the Basin and service areas. Objectives are to
provide multiple-use coordinated, scientifically designed, economically justified
programs and treatment prescriptions for specific areas having good potential for
water yield improvement and sediment reduction.

Revieuvs plans and recommendations of District Rangers, Center Director, and other
members of the Staff. This involves coordination of all resource management plans a
and activitics to insure proper management of the Forest's valuable watershed

land, to provide optimunm yield of high quality water, closely with city, county,

and state agencies in the construction of dams and other water impoundments (Pamo
Reservoir, etc.) including the installation of power facilities, aquaducts and
related structures. Reviews and acts on application for water rights and surveys;
reviews and acts on immediate and long range program of water quantity and quality
to meet forest requirements and needs of other agencies and individuals.

Participates in watershed surveys in ccoperation with other governmental agencies
and local municipalities, etc., to analyze existing problems such as excessive
erosion rates, siltation, etc., and to make economic analyses of possible control
Leasures.
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Directs completion of the Cleveland Soil Survey project. Ianformation provided
by the soil survey must be consistently hnalyugh and upplwgg by all Districts
to obtain maxinum productivity an s

The incumbent is responsible to see that all forest ,ugc.vlsor} parsonnel are
familiar with the Soil Survey and make active use of its findings. He also
integrates findings of the survey into all resource managerment plans.

Miscellanecous - Serves as Forest Safety Officer when assigned and performs other
work as the occasion demands.

b |

Performs as an integral part ®f the Forest's fire organization and integrates
fire prevention lnto ull phases of his resource management functions.

Trains assistants and supervises their work as needed to carry out the details
in 21l phases of resource planning.

"Incumbent is rL5pon51blc for implementing the Outrecach function in accordance
with the Secretary's Memorandum No. 1610 dated February 27, 1967, This in-" - S
volves:
1, Assisting other Federal, State and local agcencies in making their
programs and services effective in incumbent's area of influence
and;

2.. Helping rural people in rural communities in learning about and
using where appropriate all the programs and services provided by
Federal, State, and local agcncies, outside of the Department of ;
Agriculture, 5

ITTI. CONTROLS OVER TEE POSITION - Functions under the general supervision

of the Forest Supervisor and within the broad over-zll Regional and Service
policies. Incumbent is expected to conduct his work on the finished staff

work principle. iHe has considerable latitude for independent action and decision
in obtaining the highest use and greatest public benefits of National Forest land.

IV. OTHER SIGNIFICANT REQUIREMENTS OF THE WORX - The many functions involved

in this position requires that the incumbent have an unusually broad background and
a high degree of professional competency. Vision, initiative originality and
discriminating judgment are required to develop periodic and long-range Forest
programs 2nd plans to provide maxinmum continuing benefits, protection and wise use
of Forest resources. Keeping up with the repidly progressing and technical resource
managenent field requires a continuous program of study and education, Attendance
and participation is anticipated in the programs and activities of numerous
technical and professional organizations.

Rising land values and scarcity of mountain land has stimulated new interest in old
claims and filing of additional mining claims. Indiscriminate prospecting of claims
nust be examined and contested if found invalid, to preserve soil and surfac

resources, About 40 invalid claims with buildings need to be nenotlated or contested

for r;moval of facilities.

-
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As a member of the Supervisor's Staff, participates in the development and
coorelation of technical operational plans for multiple-use management of
National Forest lands. The problems of reforestation and tree planting are
probably as complex as anywhere in Region 5. This challenge is being met
but will continue to require the skilled direction and encouragement of the

incumnbent.

A rapidly increasing population in the forest's zone of influence (32% in
the last 5 years) centinues to place an accelerating demand on all of the
forest's resources., Tact and discretion are required to harmonize and arbi-
trate pressures of individpals, user groups, and organizations desiring to
secure Forest resources for théir use.

The proper use of the forest's brushland is a highly controversial subject
in Southern California., Unusual skills and tact are needed to deal with a
number of local organizations who generally oppose Forest Service policy.
Effective demonstration areas, successfully brush to grass type-conversion
projects, show-us trips and numerous personal contacts will require the
incumbent's best abilities.

Much of the forest's area is blocked to public access and resource use by
over 400 lacked road gates. Including trail access needs, over 500 rights-
of-way are needed to provide public access and multiple use of national
forest lands.

Digitized by the Hunt Institute for Botanical Documentation - -



| oum sTaTEs DERART™T OF AGRICULTURE 178 Wi comret (hen ok

L 1/1/69 « 12/31/69
52. Position Title, Grade, Number:
|

® *..w_  FCREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE OF RATING

3. Empioyee's Name (First, Initial, Last)

Jack L, Reveal
“4. Organization and Headquarters:

Cleveland NF « Supervisor's Office

Forester - 12« 502272

5. Rate employee in accordance with instructions on reverse:

TASK1/ RATING TASK RATING TASK RATING TASK RATING
I b i = T — 10
2 : -5 — 8 A0
3 ; 6 = 9 12
(If additional task numbers!need to be recorded, continue on other side of this form)
|
I ! IRDICATE B¥ "E
SUMMARY RATING Out- | Satis- Unsatis-
standing 2/ | Cfactory factory 3/
7. To be signed only by designated official
or committee chairman when proposed for
outstanding or unsatisfactory rating. ‘/,
Date Signature Title
o

DEFINITION OF SUMMARY RATINGS

Performance of which all aspects not only exceed normal recuirements but are outstanding and

QUTSTANDING:
deserve special commendation,
SATISFACTORY : Performance which meets the requirements in the principel duties of the position.

UNSATISFACTORY: Performance which fails to meet requirements of the position.

For information regerding appeals see

SM 6143.16.
— — - —— |
the enumerat-
Reguirements
has been made

F MPORTANT, You can sppeal your Summary Performance Rating.

L
(The Tasks enumerated in Item 5 above refer to

8.JOINT CERTIFICATION BY EMPLOYEE AND WORK SUFERVISCR:
ed "Mejor Tasks" and "Performance Requirements" therefore in the accompanying Statement of Performence

for the employee's position, a copy of which statement has been furnished to the employee or otherwise

known to him,) . : ;
(1) The performance recuirements, rating, and position description have been jointly reviewed and discussed by and

with the employee and the work supervisor.
(If inconsistent, send cor-

(2) Job description found appropriatetmeensdwwvent with actual duties (cross out one).
rection notice or redescription to Personnel in 60 days from ri;}gw date.)
Z -

i _ /
Employee'\s Signature and Date: oyly Sufv;_ ] 's Signature azpd Date:
L mk"j ¥ 1“-‘1‘10 wf G a(X Jw N J? 75’)

1/ For Rarfger's jobs, insert resource symbols from ?érgeded. form R5-6100-9 and

attachment.
2/ After recommendation of appropriate incentive ewards committee. (FSM 0143.15e)

;%/ After prescribed ninety-day warning procedure. (FSM 6175.17c)

il

r Botanical Documentation

RIRBLERR,DYJ/ap Hunt Institute for Botanical Docyment:




B e — e

UNITED STATES DEPARTMENT F AGRICULTURE 1.Period covered(from,to):
FOREST SE YCE /1/68 = 12/31/68
PERFORMANCE RATING SHEET AND NOTICE OF RATING 2.Position Title,Grade,Number:

Forester GS=460=11

3.Employee's Name (First,Initial,last)
JACK L. REVEAL
4 .Organization and Headquarters:
CLEVELAND NATIONAL FOREST, SUPERVISOR'S OFFICE

5. INSTRUCTIONS. Prepare in duplicate, Consult detailed instructions in FSM 6143 and accompanying sheet entitled
Performance Rating Information for Employees. Rate the actual demonstrated performance of the employee against
the stated performance requirements as shown on the Statement of Performance Requirements, which are the perform-
ance requirements for the principal duties of the posltion, The numbered tasks below refer jto the numbered tasks
in the Statement of Performance Requirements for the employee, A plus mark (+) indicates the performance dew:;—
strated by the employee exceeded that indicated in the Statement of Performance Requirements, A check mark (V')
indicates the performance demonstrated by the employee met the requirements in the principal duties of the posi-
tion, A minus mark (-) indicates the performance demonstrated by the employee failed to meet the requirements

of the position, and will be explained in detail on the other side of this form,

TASK* RATING TASK RATING TASK W/RATmG TASK RATING ‘j
1Plans o — hloop — _— Tk _4— 10 %j v
2Pitieq + 5u21JI;/ el ' BIQ?MMZ%_:néz_;_ 11 pftee- = %
3 - 6napet_o— __ Ot _—_ 12 Fris s :

(If edditional task numbers need to be recorded, continue on other side of this form)

SUMMARY RATING
INDICATER BY X" '

7.DATE/ For Unsatisfagtory or Outstanding
rating onlyy designated official or
committee rman(Signature & Title)

Out~ Satis~ Unsatis=- f

-~ o " standing¥* factory factory** -

6.DA?E Rating 1cigl'($i fdture & Title) I
Ve /754553' e bey . Ve d il %

|

* After recommendation of appropriate incentive awards committee
*¥ After prescribed ninety-dasy warning procedure e

DEFINITION OF SUMMARY RATINGS ' i

OUTSTANDING : Performance of which all aspects not only exceed normal requirements but are outstanding and

deserve special commendation,
SATISFACTORY: Performance which meets the requirements in the principal duties of the position,
UNSATISFACTORY: Performance which fails to meet requirements of the position.

IMPORTANT, You can appeal your Summary Performance Rating. For information regarding appeals see
"SM 61L3.15C-3 entitled Performance Rating Information for Employees,

~JOINT CERTIFICATION BY EMPIOTEE AND WORK SUPERVISOR: (The Tasks emumerated in Item § above refer to the emumerat.

ed "Major Tasks" and "Performance Requirements" therefore in the accompanying Statement of Performance Requirements

for the emplo%ee'u position, a copy of which statement has been furnished to the employee or otherwise has been made

known to him,

(1) The performance requirements for the employee's position have been jointly reviewed by the employee and the work !
supervisor during the rating period, I

(2) Tha performance rating gbove has been jointly discussed by the employee and the work supervisor. |

W

' F}mployee Wiail and Daitfzt e jz?? %ewi;%a}%?}l and Date :

¥For Ranger's jobs, insert resource symbols from superseded form R5-6100-9 and
attachment.?See other side for certificate of adequacy of position description.)

R5-6100-56(Iss:12/6k) .

L E



RATING OFFICIAL'S CONTINUATIONS AND/OR REMARKS :

y- o ' ]

Sewbrofs

i S SRR e

ANNUAL POSITION DESCRIPTION REVIEW

Since job duties are the primary basis for tasks listed in the performance
standard and in supporting qualifications for other jobs, the accuracy and adequacy
of the job description are of controlling importance. The following certificate
will be completed with this in mind,

POSITION NO. S,’)z ¢ Zo __ REVIEWED /// 7/£ ? (Date)

‘and duties statement (not employee performance)_found—adesuate/inadequate (cross
out one). (If inadequate send new statement to Personnel Management in 30 days
from review date.) o

g e

(N

R0 -56(Tsnr12-6k)
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UNITED,STATES DEPARTMEME, OF AGRICULTURE 1.Peripd, covered(trom,5):
FOREST SERV.CE 2!‘;’“' - 12/31/67

PERFORMANCE RATING SHEET AND NOTICE OF RATING 2.Position Title,Grade,Number:
Forester, GS-460-11 502196

3.Bmployee's Namé (First,Initial,last)
JACK L. REVEAL

.Organization and Headquarters:
Cleveland National Forest, Supervisor's Office

5, INSTRUCTIONS, Prepare in duplicate. Consult detailed instructions in FSM 6143 and accompanying sheet entitled
Performance Rating Information for Employees. Rate the actual demonstrated performance of the employee against
The stated performance requirements as shown on the Statement of Performance Reguirements, which are the perform-
ance requirements for the principal duties of the position. The numbered tasks below refer to the numbered tasks
in the Statement of Performance Requirements for the employee, A plus mark (+) indicates the performance demon-
strated by the employee exceeded that indicated in the Statement of Performance Requirements. A check mark (v/)
indicates the performance demonstrated by the employee met the requirements in the principal duties of the posi-
tion. A minus mark (-) indicates the performance demonstrated by the employee failed to meet the regquirements

of the position, and will be explained in detail on the other side of this form.

TASK* RATING TASK RATING TASK  RATING  TASK RAT ING
1 v ) e T 2t 10 +
) ~ 5 — 8 o 1 o
3 S 6 i 9 T e

(If additional task numbers need to be recorded, continue on other side of this form)

SUMMARY RATING

INDICATE BY " K

Out~ Satis= Unsatis=
i standing¥* factory factory**
6 LDAT igial(Signatire & Title)/ _
Wl ) ey ?txf/ o

7 .DATE For Unsatisfactdry or Outstanding
rating only: @esignated official or
committee chairman(Signature & Title)

* After recommendation of appropriate incentive awards committee
*¥% After prescribed ninety=-day warning procedure

DEFINITION OF SUMMARY RATINGS

OUTSTANDING: Performance of which all aspects not only exceed normal requirements but are outstanding and

deserve special commendation,
SATISFACTORY: Performance which meets the requirements in the principal duties of the position.
UNSATISFACTORY: Performance which fails to meet requirements of the position.

IMPORTAN T, You can appeal your Summary Performance Rating. For information regarding appeals see
FSM 6143,15C-3 entitled Performance Rating Information for Employees,

.JOINT CERTIFICATION BY EMPLOYEE AND WORK SUPERVISOR: {Ehe Tasks enumerated in Item 5 above refer to the enumerat-

ed "Major Tasks" and "Performance Bequirements" therefore in the accompanying Statement of Performance Requirements

for the employee's position, a copy of which statement has been furnished to the employee or otherwise has been made

known to him.,)

(1) The performance requirements for the employee's position have been jointly reviewed by the employee and the work
supervisor during the rating period,

(2) The performance rating above has been jointly discussed by the employee and the work supervisor,

loyee's Initial and Date: Work Superwvisor's Initial and Date :
CA - R-12-bLY Ll ARk
¥For Rgmger's jobs, insert resource symbols from superseded form R5-6100-9 and
attachment.?See other side for certificate of adequacy of position description.)

RS-F300456(Ise: {6k h e [Iunt In - » et
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RATING OFFICIAL'S CONTINUA..ONS AND/CR REMARKS :

ANNUAL POSITION DESCRIPTION REVIEW

Since job duties are the primary basis for tasks listed in the performance
standard and in supporting qualifications for other jobs, the accuracy and adequacy
of the job description are of controlling importance. The following certificate
will be completed with this in mind,

| /
POSITION NO. $p=2? / 74 REVIEWED // /2758 (Date)

and duties statement (not employee performance) found =de&ge®¥e/inadequate (cross
out one). (If inadequate send new statement to Personnel Management in 30 days
from review date.)

= e

Fﬁbloyee's Signature and Date Supepiisor’s §ignature an
> k-._u._ L. ‘(__»\“ i \ || ,-.-"/.' o //’__‘;,:") T i i} ’_%/‘d/(z

R

=

—

-C"/'-I :

4

11355212?'56(1”'12"61*)

oF i of Mags ST O AT .
Digitized by the H ’ umentation




UNITED STATES DEP. (F AGRICULTURE l.Per}Rd covered(from,to):
FOREST SE..CE 1/1/A 'to 12/31/66
PERFORMANCE RATING SHEET AND NOTICE OF RATING 2.Position Title,Grade,Number:

Forester (Admin) Giell 5-7537

3 .Employee's Name (First,Initial,Last )

Jack L. Reveal )

.Organization and Headquarters:
5. INSTRUCTIONS, Prepare in duplicate. Consult detailed instructions in FSM 6143 and accompanying sheet entitled
Performance Rating Information for Employees. Rate the actual demonstrated performance of the employee against
the stated performance requirements as shown on the Statement of Performance Requirements, which are the perform-
ance requirements for the principal duties of the position., The numbered tasks below refer to the numbered tasks
in the Statement of Performance Requirements for the employee, A plus mark (+) indicates the performance dem::;-
strated by the employee exceeded that indicated in the Statement of Performance Requirements, A check mark (V')
indicates the performance demonstrated by the employee met the requirements in the principal duties of the posi-
tion. A minus mark (-) indicates the performance demonstrated by the employee failed to meet the requirements
of the position, and will be explained in detail on the other side of this form,

TASK* RATQQ TASK RATING TASK RATING TASK RATING :
1l Mire ¥, 5 o v T 1o _'f“.?_‘-- 10 ADMIN = -'
S LR AN - g S 2 1lpm s =4
A e il G . 9 mpmppa—t— 12 r

(If additional task numbers need to be recorded, continue on other side of this form)

SUMMARY RATING
TNDICATE BY 2 'r
Out~ Satis- Unsatis-
standing¥ factory factory** |

i .DATE S & Title)
TN i s X

7 .DATE For Unsatisfactory or Outstanding
rat % only: designated official or
committee chairman(Signature & Title)

* After recommendation of appropriaste incentive awards committee
%% After prescribed ninety=-day warning procedure i

DEFINITION OF SUMMARY RATINGS

OUTSTANDING: Performance of which all aspects not only exceed normal requirements but are outstanding and
deserve special commendation,

SATISFACTORY: Performance which meets the requirements in the principal duties of the position.

UNSATISFACTORY: Performance which Falls to meet requirements of the position,

IMPORTANT, You can appeal your Summary Performance Rating. For information regarding appeals see
PSM 61L43.15C-3 entitled Performance Rating Information for Employees.

.JOINT CERTIFICATION BY EMPLOYEE AND WORK SUPERVISOR: (The Tasks enumerated in Item 5 above refer to the enumerat-
ed "Major Tasks" and "Performance Requirements" therefore in the accompanying Statement of Performance Requirements
for the employ)'aa's position, a copy of which statement has been furnished to the employee or otherwise has been made
known to him,

(1) The performance requirements for the employee's position have been jointly reviewed by the employee and the work
supervisor during the rating period.
(2) Ths performance rating above has been jointly discussed by the employee and the work supervisor.

loyee's Initial and Date: : Work Supewylsor’s Initial] and, Date
Pl 2--L7 N5

¥For Ranger's jobs, insert resource symbols from superseded 'form 35-63)0_-' and
attachment.?See other side for certificate of adequacy of position déscr ption.)

R5=6100=56( Iss:12/64)




/RATING OFFICIAL'S CONTINUATLONS AND/OR REMARKS :

!

/

A

ANNUAL POSITION DESCRIPTION REVIEW

Since job duties are the primary basis for tasks listed in the performance
standard and in supporting qualifications for other jobs, the accuracy and adequacy
of the job description are of controlling importance. The following certificate
will be completed with this in mind,

POSITION NO.  2-799¢ REVIEWED 7’//'7'/6'7 (Date)
L

and duties statement (not employee performance) found adequate/i=egamte (cross
out one). (If inadequate send new statement to Personnel Management in 30 days
from review date.)

moployee's Signature and Date Supervisor's Signature, and Date )
i e N Delk 27H[e7
! 4

35-6180-56(135312-611)
Page 2.

. . . A |
Dicitized b . ~umentation

::b
i
A
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UNITED STATES DEPARTMENT (F AGRICULTURE 1.Period covered(from,to):

FOREST SERV % Sl ) G aaum
2 .Position éitle,G%ade%Number:

PERFORMANCE RATING SHEET AND NOTICE OF RATING

Foreater (AIRTN, ) OSul] SefS37

3.Employee's Name (First,Initial,last )

Jack L, Foveal
.Organization and Headquarters:
_Inyo Uational Foroot, ‘ono Loke Panpor Diniaiol

g, INSTRUCTIONS,. Prepare in duplicate, Consult detailed instructions in FSM 61L3 and accompanying sheet entitled
Performance Rating Information for Employees, Rate the actual demonstrated performance of the employee against
The stated performance requirements as shown on the Statement of Performance Requirements, which are the perform-
ance requirements for the principal duties of the position. The numbered tasks below refer to the numbered tasks
in the Statement of Performance Requirements for the employee, A plus mark (+) indicates the performance demon-
strated by the employee exceeded that indicated in the Statement of Performance Requirements. A check mark )
indicates the performance demonstrated by the employee met the requirements in the principal duties of the posi-
tion. A minus mark (-) indicates the performance demonstrated by the employee failed to meet the requirements

of the position, and will be explained in detail on the other side of this form,

TASK* RATING TASK RATING TASK RATING TASK RAT ING
1 e & W v T i 10 Amam )
- UL e "
2 ™ 5 ';":1130 == 81};‘,}% 11 m o U
S g = — 9 yvpoms 12
(If additional task numbers need to be recorded, continue on other side of this form)
SUMMARY RATING |
ITNDICATE BY "&£ i
Out~ Satis=- Unsatis- :
, standing¥* factory factory**
G .DATE ting OfficjiaﬁSﬂure & Title) /
PRI 1% Ve - A
7.DATE = For Unsat¥sfactory or Outstanding
rating only: designated official or
committee chairman(Signature & Title)
I
¥ After recommendation of appropriate incentive awards committee
*% After prescribed ninety-day warning procedure

DEFINITION OF SUMMARY RATINGS

OUTSTANDING : Performance of which all aspects not only exceed normal requirements but are outstanding and
deserve special commendation.

SATISFACTORY: Performance which meets the requirements in the principal duties of the position.

UNSATISFACTORY: Performance which Talls to meet requirements of the position.

ITMPOR T AN T, You can appeal your Summary Performance Rating, For information regarding appeals see
613.15C-3 entitled Performance Rating Information for Employees.

_JOINT CERTIFICATION BY EMPLOYEE AND WORK SUPERVISOR: (The Tasks enumerated in Item 3 above refer to the enumerat-

ed "™Major Tasks" and "Performance Requirements" therefore in the accompanying Statement of Performance Requirements

for the emplc%ea'a position, a copy of which statement has been furnished to the employee or otherwise has beenmade

known to him,

(1) The performance requirements for the employee's position have been jointly reviewed by the employee and the work
supervisor during the rating period.

(2) The perfcrmance rating above has been jointly discussed by the employee and the work supervisor,

mployee's Initial and Datej Work Supervisor's Initial and Date :
e AT v sl =179

¥For Ranger's jobs, insert résource symbols from giperseded form R5-6100-9 and |
q.ttachment.?See other side for certificate of adequacy of position description.) _’

1)400-56( Isp312/6k) 1
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RATING OFFICIAL'S CONTINUATLONS AND/CR REMARKS :

ANNUAL POSITION DESCRIPTION REVIEW

Since job duties are the primary basis for tasks listed in the performance
standard and in supporting qualifications for other jobs, the accuracy and adequacy
of the job description are of controlling importance. The following certificate
will be completed with this in mind,

POSITION NO. S=7537 REVIEWED %A‘?ﬁ(, (Date)

and duties statement (not employee performance) found adequate/imedegmate (cross
out one). (If inadequate send new statement to Personnel Management in 30 days
from review date,)

Funloye@iignature aw Supervisor;s)iiﬁaﬁl&nd Date
| ool . 2-10¢k \ A/ P

£

R5-6180—56(Iss :12-6L)
Page 2.

T



UNITED STATES DEPARTMENT (F AGRICULTURE 1.Period covered(from,to):
1-1-6h to 12-31-6)
FOREST SERVICE

S fe wirThG & AND NOTICE OF RATING 2 .Position Title,Grade,Number:
Poreatar [ dmin,) 02-11 5-7537

Employee's Name (First,Initial last )
3 RJagk e Rsveni g i

.Organization and Headquarters:
gglvoaﬁational F‘ors&t, Mono Lake Ranger District

5, INSTRUCTIONS. Prepare in duplicate. Consult detailed instructions in F3M 6143 and accompanying sheet entitled
Performance Rating Tnformation for Employees. Rate the actual demonstrated performance of the employee against
The statead performance requirements as shown on the Statement of Performance Requirements, which are the perform-
ance requirements for the principal duties of the position., The numbered tasks below refer to the numbered tasks
in the Statement of Performance Requirements for the employee. A plus mark (+) indicates the performance demon-
strated by the employee exceeded that Indicated in the Statement of Performance Requirements. A check mark (V')
indicates the performance Jemonstrated by the employee met the Tequirements in the principal duties of the posi-
tion. A minus mark (-) indicates the performance demonstrated by the employee failed to meet the requirements

of the position, and will be explained in detail on the other side of this form,

TASK* RATIN TASK RATING TASK RATING TASK RATING
T Fire s )y WL L 7L —+—  10ABEE _—f—

o ™ [ 5 REC T 8 W 11 PR 5

3 M e A g = o DIPMNTS_F— 12

(If additional task numbers need to be recorded, continue on other side of this form)

SUMMARY RATING

ITRDICATE BY " 2"
Out= Satis=- Unsatis=
standing¥ factory factory**
DATE __ Rating Official(Signature & Title)
7 .DATE For Unsatisfactory or Outstanding |
rating only: designated official or
_}4“) ommittee irman{Signagure & Title)
\

7 1% After |retommendation of appropriate incentive awards committee
*% After preéscribed ninety-day warning procedure

DEFINITION OF SUMMARY RATINGS

OUTSTANDING : Performance of which all aspects not only exceed normal requirements but are outstanding and
deserve special commendation,

SATISFACTORY: Performance which meets the requirements in the principal duties of the position,

UNSATISFACTORY: Performance which Tails to meet requirements of the position,

TMPORTAN T, You can appeal your Summary Performance Rating, For information regarding appeals see
7SM 61L43,15C-3 entitled Performance Rating Information for Employees.

_JOINT CERTIFICATION BY EMPLOYEE AND WORK SUPERVISOR: (The Tasks enumerated in Ttem B above refer to the enumerat-

ed "Major Tasks" and "Performance Requirements" therefore in the accompanying Statement of Performance Requirements

for the employee's position, a copy of which statement has been furnished to the employee or otherwise has been made

known to him, )

(1) The performance requirements for the employee's position have been jointly reviewed by the employee and the work
supervisor during the rating period.

(2) Ths perfermance rating above has been jointly discussed by the employee and the work supervisor.

loyee's Initial and Date: Work S sor's Ini and Date :
T e IR e

.

¥For Ranger's jobs, insert resource symbols from erseded form R3-6100-9 and
attachment.?See other side for certificate of adequacy of position description.)

R5r6100-56( Iss312/6k )




. RATING OFFICTAL'S CONTINUATIONS AND/OR REMARKS:

. ANNUAL POSITION DESCRIPTION REVIEW

; Since job duties are the primary basis for tasks listed in the performance

- standard and in supporting qualifications for other jobs, the accuracy and adequacy
of the job description are of controlling importance. The following certificate
~.will be completed with this in mind,

POSITION NO.  5-7537 REVIEWED 7/7/6&1/ (Date)
y G ¢

and duties statement (not employee performance) found adequate/inadequate (cross
out one). (If inadequate send new statement to Personnel Management in 30 days
from review date.)

[Employeels Signature and Date SWSW Da;y
oy s
| { ot

R5-6100-56(Iss:12-6l)
age 2.

Digitized by the Hunt Inst: : tai | Documentation
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Mono Ranger District
District Ranger GS-1l1
Position No. 5"‘7537

PERFORMANCE STANDARDS

TASKS
1, FIRE CONTROL

2. TIMBER MANAGIMENT

3. RANGE MANAGEMENT

Le WILDLIFE MANAGEMENT

5S¢ RECREATION

Digitized by the Hunt Institt

PERFORMANCE REQUIREMENTS

Takes complete suppression action on all District
fires, Recruils and adequately trains fire
personnel, Keeps fire plans up to date and
coordinates with over-all forest plans, Keeps
fire equipment and personnel in complete readiness
throughout fire season, Takes necessary action
on all man-caused fires. FPrevention plan is
followed,

Makes and controls District timber and Forest
products sales in competent manner,

and carries out insect and disease control
operations when needed. Sees all of Districts
each year so that no major insect attack goes
unreported. Fills seed quotas as requested,

Thoroughly Inspects and reports on each district
allotment, Continues to develop and secure
compliance with range management plans, -

and maintains range plans in accordance with the
range analysis work, RFesponsible for counting
stock on and off the forest. Takes initiative,
works out and recomnonds local solutions to key
problems in range management, fakes at least one
trip per month during winter Lo east side of
distriet to detect and prevent cattle and horse
trespassc,

Works closely with State Department of Fish and
Game officials to secure public backing of sound
wildlife management prineiples; restores, improves
and protects wildlife habitat at every oppertunitys
considers the needs of wildlife in the plans and
activities of related resource menagement,

Competently administers established public recrea-
tion areas including the development, rehabilitation
and maintenance of recreation improvements as pre-
scribed by handbook, Pegicnal and Forest standards,
Administers other recreation areas on National ;
Forest lands in his district as required by use or
pressure, GCsuges trends of used works
out and recommends solutions to key problem areas
and hot spots. Prepares and maintains recreation
plans according to standarde,

ite for Botanical Documentation
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2-pPerformance Standaro- 5-7537

6. ACQUISITION

7. LAND USE

8. WATERSHED MANAGEMENT

» 9« IMPROVEMENTS

10, GENERAL ADMINISTRATION

11, PUBLIC RELATIONS

l-2a~(G!

Dlgltlzed by the Hunt I

Is on the alert for likely land exchange possi-
bilities especially in LeeVining townsite area
and initiates action where feasiblej assists in
exchange transactions; makes independent surveys
when necessary,

Properly administers all special uses in the
light of current Forest policy and

public needs; inspects a minimum of 20% of
summer homes each year; inspects all commercial
special uses at least once annually; protects
classified areas against tmauthorized usesj com-
pletes a land use plan for the Mono Lake District
during 1961 and thereafter periodically maintains
it.

Realistically determines adequacy of land use
practices as they effect the water resources;
takes steps to adjust poor practices; works

closely with the City of Los Angeles and the

California Division of Water Resources, Recommends
to S.0. at least one erosion control rehabilitation |
Job per year, '

Submits Form 1300-4 for all project improvement |
works performs improvement maintenance work in a
workman type manner and completely supervises all
construction and maintenance work under his e
Maintains and uses District maintenance plans,

Prepares all inclusive, well thought out plans of
work that are followed to the greatest extent
practicable., Makes good use of progressive travel,
Follows established policies and procedures in
administering the district, but at the same time
shows initiative and independent thinking,
Actively participates in the work improvemen
suggestion program. Directs and maintains safe
working practices for all district activities,

:
Accepts the responsibility of maintaining good
relationships with the public in general, 1Is
active in local civic affairs, Gives correct
advice in disseminating Forest Service news and
information and treats everyone fairly and
sincerely, Maintains a distriet I & & plan,

or Botanical Documentation



R5%6100-9 j 7Y N
UNITED STATES DEPARTMENT OF AGRICULTURE - FOR&ST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Neme  Ja0K T Fevoal Rating Period L=ke03 To 17=31-63
- inyo N. Fe
Title and Grade . orester 08«11l ypit YMono Ranger District

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)

Check the following responsibilities which were considered in making
this performance rating:
(a) Orgenizing and training subordimtes. Maintaining high morale.
J(b) Gaining the understanding, confidence, and cooperation of the

\J community and its leaders in all aspects of the Forest sService
(e)

pro :
aining cooperation and saupport of fellow workers.
j (d) Practicing safety.
(e) Observing hours of work, rules of conduct, punctuality, industry,
' dependability, and loyalty.
J(f) Caring for motorized and other equipment and facilities for which

responsible.
Symbols = £ for strong v/ for adequate — for weak
Task Rating Task Rating  Task ' Rating Task Rating {
1 - Fire L - WL v 7T - LU 5 10 = AIMIN

B ot 7 mdii5ie RBC o . 8. WM s (4 LRl ?
F-B A PRS- AR 2 9 - IMPMNTIS T 4+ - 12 .

B. This is your rating:

Plus on all elements, with justification statement =-
Outstanding for approval of Regional Forester

Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not
Unsatisfactory compensated by strong or adequate per formance.
(See Over)

C. Rating Discussed M/i/&;/ (date)
i

D. Position No. Cw?E37 reviewed i/"f/b /  (date) and duties
statement found adequate/inadegumbs. (I inadequate send new
statement to Personnel Management in 30 days from review date.)

i e e 3 NS

Rigitized KB RETH STEREe SYPYE e CHEATO T r




1.

2.

~ Oy

Instructions: (see FSH 6161)

Prepare in triplicate. Original to PM - 1 to Employee - 1 to Unit File.
Underscore important tasks to be rated under Part A.

Make certain Task and Performance Requirements sheet is current and was
discussed with employee.

Prepare rating as of December 31.
Talk over with employee

You and employee sign end date Parts C and D.

YOU CAN APPEAL YOUR PERFORMANCE RATING

Appeal Procedure: (see FSH 6161.6)

1.

2.

5e

Unsatisfactory ratings may be appealed to the Administrative Board of
Review (Department of Agriculture), or directly to the Statutory Board
of Review ?Ciﬁl Service Commission) - either directly or after an
administrative appeal.

Appeal to a statutory board will be accepted orly:

(a.})) within 30 days after receipt of rating, or

(b) within 30 days after receipt of decision under administrative
appeal, or

(c) within 10 days after withdrawing request for administrative review,
if 30 days have elapsed since receipt of rating.

Appeal to the administrative board of review must be within 15 days of
receipt of rating.

Full information necessary to appeal under either procedure will be
given upon request.

Satisfactory ratings may be appealed for Outstanding by either procedure
but not by both, i.e. statutory and administrative.

Digitized by the Hunt Institute for Botanical Documentation
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/ To accompeny rating form for District Renger /

List of background material to be referred to in connection with performance

requirements AND making annual ratings.

1. Standard job-load analysis for the ranger district, adjusted yearly as
necessary to meet current priority plans and available funds.

2. List of non-recurrent work proposed for the year.

3, Annual plan of work for the region, national forest, and ranger district.

li. Monthly plans of work (may be prepared at least in part, early in year).

5. Monthly accomplislment reports (for previous months to be submitted
with No. L).

6. Organization chart for the district.

7. Diary of district ranger (Diaries of other district personnel may be
included.)

8. Annual diary analysis of district ranger with comments by supervisor.
9. General and functional inspection reports for the district.

10. Other material of local application.

Note: This method is also to be used for others for whom job-load analysis
standards of per formance and related work plans have been developed.
Eventually this should include practically all regular employees to whom
this approach is applicable and desirable.

Each employee's performance will be rated with respect to the standards
which are set up for his own position and work situation (in the work-load
analysis of his position as develpped in accordance with instructions in
the Forest Service Manual, Vol. 1, GA-C). These standards are based on
other Sections of the Manual, Handbooks, management plans and other source
material which may be referred to in case of need.

Digitized by the Hunt Institute for Botanical Documentation
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R5-6100-9 ' £ ~
UNITED STAT:S DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Neme Jugk L, Feweal Rating Period !-lﬂ To !g..}!ﬂ
Title and GradeM (M-an) 05-L6C=11 Unit Inyo

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)
ﬂheck the following responsibilities which were considered in making

is performence rating:
j);) Organizing and training subordimmtes. Maintaining high morale.
(b) Gaining the understanding, confidence, and cooperation of the
cormunity and its leaders in all aspects of the Forest Service

grogram.
aining cooperation and support of fellow workers.

Practicing safety.

Observing hours of work, rules of conduct, punctuality, industry,
dependability, and loyalty.

o e

B. This is your rating:

f) Caring for motorized and other equipment and facilities for which
responsible.
i
Symbols = £ for strong v/ for adequate — for weak ;
|
Task Ra’cing Task Rating Task Rating Task Ratin i
1l - Fire L - WL s/' 7 - LU -f- 10 = AIMIN <+ Iy
2 - ™ "77"“ 5 - REC 8 - g Or AlsesPR -+ ‘
3-RM ~ + -ACQ :7 9-1111’I~£NTS t 12 - I
'.
3
|

B Plus on all elements, with justification statement -
Outsta.n‘di};x for approval of Regional Forester

i Performance generally meets or exceeds requir ements.
Satisfactory (Weak performence compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not

Unsatisfactory compensated by strong or adequate per formance.
(See Over)
C. Rating Discussed Q//!J(a 3 (date)
1
D. Position No. 5=7537 reviewed f)’/( (J} (date) and duties

statement found adequate/ imwecwgmsss., (11 ina ‘dequate send new
statement to Personnel Management in 30 days from review date.)

Jed (@t Dot s 20l

Jigitized hyBE Trut EHive | NEPH e BB
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/ To accompeny rating form for District Ranger]

List of background material to be referred to in connection with performance
requirements AND making annual ratings.

1. Standard job-load analysis for the ranger district, adjusted yearly as
necessary to meet current priority plans and available funds.

2. List of non-recurrent work proposed for the year.
3, Annual plan of work for the region, national forest, and ranger district.
L. Monthly plans of work (may be prepared at least in part, early in year).

5. Monthly accomplishment reports (for previous months to be submitted
wi th No. J-{.)-

6. Organization chart for the district.

7. Diary of district ranger (Diaries of other district personnel may be
included.)

8. Annual diary analysis of district ranger with comments by supervisor.
9. General and functi onal inspection reports for the district.

10. Other material of local application.

Note: This method is also to be used for others for whom job-load analysis
standards of per formance and related work plans have been developed.
Eventually this should include practically all regular employees to whom
this approach is applicable and desirable.

Each employee's performance will be rated with respect to the standards
which are set up for his own position and work situation (in the work-load
analysis of his position as develpped in accordance with instructions in
the Forest Service Manual, Vol. 1, GA-C). These standards are based on
other Sections of the Manual, Handbooks, management plans and other source
material which may be referred to in case of need.

Digitized by the Hunt Institute for Botanical Documentation
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R5:6|00'9
5 UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE
PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)
Neme Rating Period To
Jack L. Reveal 1/1/61 61
Title and Grade . Unit 12/31/

Forester GS-l11 I?Ko
A. Your rating is based on task numbers below (See your Task & Per formance

Requirements sheet.)
Check the following responsibilities which were considered in making
is performence rating:
/Ea; Organizing and training subordimates. Maintaining high morale.
b

Gaining the understanding, confidence, and cooperation of the
/ ogram.
l/c) gaining cooperation and support of fellow vorkers.

community and its leaders in all aspects of the Forest Service
d) Practicing safety.

“(e) Observing hours of work, rules of conduct, punctuality, industry,
dependability, and loyalty.
(f) Caring for motorized and other equipment and facilities for which

responsible.
Symbols = £ for strong v for adequate — for weak
Task Rating Task Rating Task Rating Task Rating |
L= ¥ire 1 L - WL A 7 - 1U o Fu 10 - AIMIN
2 - M L 5 = REC 8 = WM [ 11 - PR 4=
% = RM —4— 6 = ACQ 9 - DMPMNTS _ -~ 12 -

B. This is your rating: ‘

Plus on all elements, with justification statement -

Outstanding for approval of Regional Forester
/ Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)
t= Minus on one or more underlined elements, not
Unsatisfactory compensated by strong or adequate per formance.

(See Over)

%W/ b b (date)

D. Position No., $ — /& 2 reviewed 7/( VG( (l/(date) and duties
statement found 5%3/1“&6. nadequate send new

statement to Persomnel Management in 30 days from review date.)

C. Rating Discussed

. 1 \Etgp};oyee'ns signature Superyvisor's signature.
a@u};@;—tl év*?ziwnr.ﬂam&w ‘ g 1 i P Ui et dUL1011

:
o
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/ To accompany rating form for District Renger /

List of background material to be referred to in connection with performance

requirements AND making annual ratings.

1.

s
3.
L.
5e

8.
9.
10.

Note: This method is also to be used for others for whom job-load analysis
standards of per formence and related work plans have been developed.

Eventually this should include practically all regular employees to whom E
this approach is applicable and desirable.

Each employee's performance will be rated with respect to the standards
which are set up for his own position and work situation (in the work-load
analysis of his position as develpped in accordance with instructions in
the Forest Service Manual, Vol. 1, GA=C). These standards are based on
other Sections of the Manual, Handbooks, management plans and other source
material which may be referred to in case of need.

Standard job-load analysis for the ranger district, adjusted yearly as
necessary to meet current priority plans and available funds.

List of non-recurrent work proposed for the year.
Annual plan of work for the region, national forest, and ranger district.
Monthly plans of work (mey be prepared at least in part, early in year).

Monthly accomplisiment reports (for previous months to be submitted
with No. L).

Organization chart for the district.

Diary of district ranger (Diaries of other district personnel may be
included. )

Annual diary analysis of district ranger with comments by supervisor.
General and functional inspection reports for the district.

Other material of local application.

Digitized by the Hunt Ii | imentation
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OPTIONAL FORM NO. 10 A A

UNITED STATES GOVERNMENT - FOREST SERVICE
Bishop, California

Memorandum =

TO * District Ranger - Mono Lake DATE:  August 4, 1961
FROM : Joseph T. Radel, Forest Supervisor-Inyo
SUBJECT: Training - Career Development Plans

I am attaching your Career Development Plan--this is an attempt on my
part, and as a result of discussion with you also, to briefly record
the opportunities, responsibilities and possible timing of experiences
desirable for a satisfying and fruitful Forest Service Career.

As I see it these plans can be a "springboard" for the annual rating
discussions and point up clues for strengthening job performance. They
must, however, be revised and adjusted as you grow and the job changes.

You have already made significant contributions to good orderly resource
management on the Mono Lake District. I look forward to even greater
progress in future years. I think the Inyo is real fortunate in having
you as District Ranger and I am hopeful that you and I will have many
years of pleasant associations together as we work out the challenging
problems of recreation and land uses on your District,

Digitized by the Hunt Institute for Botanical Documentation



CAREER DEVELOPMENT PLAN

Jack Reveal

I, Objectives

(a) To help Reveal reach top competency in his present assignment.

(b) To help Reveal get maximum personal satisfaction is his present
assignment.

II. Position Responsibility

District Ranger - See Standard Position Description in employee's
folder.

III.Brief Review of Reveal's Background, Education, Skills, etc.

1. Graduated from Utah State B.S. Forestry Class of 1937.

2. Worked for Grazing Service and Soil Conservation Service from
1938 to 1947.

3, Forest Service 1947 to Present. A.D.R. on Shasta National Forest,
District Ranger on Stanislaus from 1948 to 1960. Presently D.R.
on Mono Lake District of Inyo National Forest.

4, Attended R-5 Ranger work Session at Los Prietos.

5. Record shows a good background in Range and Recreation Manage-
ment.

IV. General Performance on Job
E \
Weak Points f—"—w_; very  1Trud Z
(a) Occasionally makes a "mountain out of a mole hill." )/

(b) Lacks flexibility in applying regulations, policies and philoso-
phies of Forest Service.

Strong Points
(a) Good Management of time, money and men.
(b) Neat and makes an excellent appearance.

(¢) Excellent "housekeeper'". Keeps office, warehouse and grounds in
top shape.

(d) Trys hard to please his "boss."
(e) Completes jobs in a thorough and workmanlike manner.

Digitized by the Hunt - Documentation
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V. How Job Performance Can Be Strengthened

1. Jack still has to learn that in some cases the shortest route to
achieve Forest Service objectives consists in taking the long way
around. A constant awareness of this along with a definite effort
to see the other fellows' point of view will help.

2. Encourage Reveal to make decisions tempered by common sense and
practicability as well as on the regulations.

3. Briefly analyze each letter that goes out to the public to see if
it conveys the exact meaning intended.

VI. Goals - Where Does Employee Want To Go

Jack desires to stay on the Mono Lake District. He may want to finish
his Forest Service career on the Inyo, however, a decision on this can
come later. I am sure he can do the Forest Service a lot of good by
giving us some tenure on the Mono Lake District.

VII. Opportunities for Self Development.

1. Selected outside reading - especially books or articles on psycology
and human behavior.

2. Short details to R.0. is always helpful.

3. Continue participation in Civic Affairs especially Chamber of _
Commerce activities. [

VIII. Responsibilities and Timing

A joint responsibility between employee and Forest Service. No transfers
desirable or contemplated at this time.

IX. Progress Interviews

At opportune times, but more particularly at @Rating time" in January
of each year.

Plan Prepared by iﬂ’/’ﬁ

Date August 1961
Copy sent employee 8/1961

Revised

Digitized by the Hun itute-fer-Bota | Documentation
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(11-15-56)
UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Neme .. he Sigvaal Rating Period _ G/@6/60 To !M“

Title and Grade,. as e 44k £ a8 L Unit _m

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)
Check the following responsibilities which were considered in making
this performence rating:
(a) Organizing and training subordimtes. Maintaining high morale.
(b) Gaining the understanding, confidence, and cooperation of the
community and its leaders in all aspects of the Forest Service

grogz_‘am.

(e) aining cooperation and support of fellow workers.

(d) Practicing safety.

(e) Observing hours of work, rules of conduct, punctuality, industry,
dependability, and loyalty.

(£) Caring for motorized and other equipment and facilities for which
responsible.

Symbols = £ for strong v for adequate — for weak

Task Rating Task Rating Task Rating Task Rating

1 - Fire +~ L = WL T - LU = 10 = AIMIN

2 - T 7 5 = REC +— 8 - WM v 11 - PR —-+—

3-RM .~ b6=AQ .~ 9-IMPMNTS - 12 -

B. This is your rating:

Plus on all elements, with justification statement -
Outstanding for approval of Regional Forester

Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not

Unsatisfactory compensated by strong or adequate per formance,
(See Over)
C. Rating Discussed ?1‘2//@] (date)
(7
D. Position No. §-7837  reviewed 2///¢, (date) and duties

statement found adequate/inadequate. (If inadequate send new
statement to Personnel Management in 30 days from review date.)

: g, o Q\MQ.\;.Q

Y6613 55 griatuna U1 - ta

Digitized by
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375 - RS ~ ~
(11-15-56) :
UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Neme daek L, Reveal Rating Period J=l=59 To 12=31=59
Stanislaus N.F.
Title and Grade Forester (Admin,) GBeifOw]l Unit

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)
Check the following responsibilities which were considered in meking
V‘?ﬂs performence rating:
(__(»%% Orgenizing and training subordimates. Maintaining high morale.
sy
4)

Gaining the understanding, confidence, and cooperation of the
community end its leaders in all aspects of the Forest Service
pro :

aining cooperation and support of fellow workers.

Practicing safety.

iL6) Observing hours of work, rules of conduct, punctuality, industry,
dependability, and loyalty.
L?{) Caring for motorized and other equipment and facilities for vhich

responsible.
Symbols = # for strong v/ for adequate — for weak |
Task Rating Task Rating Task Rating Task Rating

- Fire .~ L, - WL [ T - LU -+ 10 = AIMIN  —
- ™ L 5 =« REC Z 8 = WM o 11 - PR -+
- RM -+ 6 = ACQ 1~ 9 - IMPMNTS L— 12 425tk i

13 Safety ¥l

AN N

B. This is your rating:

AN Plus on all elements, with justification statement -
Outstanding for approval of Regional Forester

= Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not
Unsatisfactory compensated by strong or adequate per formance.
(See Over)

C. Rating Discussed Q-—/ 5—-_60 (date)

D. Fosition No. SuBiR 0 remiened «F 7860 Laate eand dhi 10
statement found adequate/irnedsguate. (If inadequate send new
statement to Persomnel Mamagement in 30 days from review date.)

oﬁ\_L,.,Q)«-uJ

1 111 L B Sl | Lom iy e ey
Digitized b3 myYaterrpsyeayiacie
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375 - R
(11-15-26) )

UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Nsme_m_]'m Rating Period ’am To__m_
Title and Grade Forester (ife) 051} Unit_ seoed edeses

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)

Check the following responsibilities which were considered in making

this performence rating:

“(a) Organizing and training subordimtes. Maintaining high morale.

Ab) Gaining the understanding, confidence, and cooperation of the
community end its leaders in all aspects of the Forest service
program.

Aec) Gaining cooperation and support of fellow workers.,

Ad) Practicing safety.

Afe) Observing hours of work, rules of conduct, punctuality, industry,
dependability, end loyalty.

l/(f) Caring for motorized and other equipment and facilities for which

responsible.
Symbols = £ for strong v/ for adequate — for weak
Task Rating Task Rating Task Rating Task Ratin,
1l - Fire P Ly - WL £ T - LU v 10 - AIMIN 4
2 - TM & 5 - REC L 8 = WM & 11 = PR

3-RM —_ 7 6-AQ ¢ _ 9 - IMPMNTS 12 -

B. This is your rating:

Plus on all elements, with justification statement -

Outstanding for approval of Regional Forester
(/ Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate

performance in other tasks.)

Minus on one or more underlined elements, not

Unsatisfactory compensated by strong or adequate per formance.
(See Over)
S o
C. Rating Discussed 21214 9 (date)

D. Position No. S*Thik ) reviewed Q/'Z. ,?’3 (date) and duties
statement found adequate/inedessate. nadequate send new
statement to Personnel Management in 30 days from review date.)

i oss
Digitized b‘ﬁﬁ;éﬁlogﬁ%l;aim
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Fire Control

Mirvar anseaat

nange banagenat

Jildiife Managemsnt

secreation

land Use

Acquisition

Safety

forester, G#-§ (Mstrict Ranger)
Lerformance fequjirements

1. Initiates and completes mupprsssion action on
ail district {ires; recruits and adequately trains
par sonnal; keeps fire equipmert and personnel in
comp_ete readiness at all tizes diring the fire
ssason,

2. Cometently controls district tisber sale
operations; effectively promctes, suparvises, and/or '.
carriess out insect and disease contro) operations;

fills seed cellection quotas; acoomplishes timber -
stand improvement results in a silviculturally accept-
lbl. manner ,

3. Thoroughly inspescts each dAstrict range allotasrt +
ance every three yeare; attains permittee compliance
with range mamagement plansj works out or recomuends
local solutions Lo key range managemsnt problemas,

=

L. Takes effective mmasures to restors, improve, and -_
protect wildlife habitat at svery opportunity; |
cooperstes with State Fish and Came Department represent
atives,

5 Competantly aduministers established public
recreation areas, including e development and
maintenance of recreatlon improvements; guages trends
of use and intelligently works out or recomsends
solutions t sy woblems ant mre spots,

6. froperly adninisters all special use parmits on the
districts. Inspects 10% of susser homes each year, and
insmcts all commercial specia’ uses 2 lease once
amnuaily, Competantly protscts classified areas

againet wnautorized uses, y

7o 12 omn the alert for 1likely land exchange possibilitie
ani assists in exchanye transactions. lakes !ndependent
surveys when nucssaary,

8, 1s faxdliar 4 th the jrovisions of the Forest
Service Safety Code, and complies "A4h it3 recuiresents
in all work. Ipstills safety consciousness in sub-
ordinates. lalntains a district esafety plan.

Digitized by the Hunt Institute for Botanical Documentation



10. General laproveaerts

12. PFublic Relationas

Digitized by the H

]

Performance Requiremet x

9. Resalistically determines adequacy of land
use practices as Umy affect the water resourcej
taies steps to adjust poor prastices.

10. Submits Form 153-8-5 for all project im- #
provemat wrk. Perfaras laproveamt saintenance
in a worimanlils sanner, and competently super-
vises all construction and mainterance work wmder
his control.

11, Prepares all-inclusive well thought owt trip
and job plans, aad follows these to the greatest
extert practicable. lMakes good use of progressive
travel. FPollows established policies and pro-
cedures in administering the district, but st &%
the same tioe shows initistive and {ndepsmdent
thinking. Actively participates in the wrk is-
provemsat rogram.

12. Readily acospts the responeibility of maimtain-
ing good relationshipe with the public in gemeral.
Is active in logal ¢ivic affaira. OGives soumd and
correct advice in disseminating Forest Servise
informstion, md treate each and every ane fairly
and dncerely. Maimtains a district I& B plaa,

| Documentation



575 - RS
(11-15-56) ~ N
UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Neme Jagk L. Reveal Rating Period M To m
Title and Grado_Pepester (Adm.) GIeA60-11  Unit_Stenielsus H.P,

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)
Check the following responsibilities which were considered in making
this performence rating:
/(a) Organizing and training subordimtes. Maintaining high morale.
{b) Gaining the understanding, confidence, and cooperation of the
community and its leaders in all aspects of the Forest Service
rogram.
(c) TGaining cooperation and support of fellow workers.
Ad) Practicing safety.
“(e) Observing hours of work, rules of conduct, punctuality, industry,
: dependability, and loyalty.
/(f) Caring for motorized and other equipment and facilities for which

responsible.
Symbols = #£ for strong v/ for adequate — for weak
Task Rating Task Rating = Task Rating Task Rating .
1l = Fire e L, - WL (T T - LU 7B 10 = AIMIN |
2 - TM P 5 = REC 8 - WM P 11 - PR =+ I
3 - RM I 6 - ACQ 9 - IMPMNTS = 12 -
B. This is your rating:

Plus on all elements, with justificetion statement =
Outst‘a?g for approval of Regional Forester

Performance generally meets or exceeds requirements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not

Unsatisfactory compensated by strong or adequate per formance.
(See Over)
C. Rating Discussed Z /‘2’7 (date)

D. Position No. reviewed ’L/'“/'T (date) and duties
statement fomgm'a. (If inadequate send new

statement to Personnel Management in %0 days from review date.)

Dieitize AL QA OV ik

£CU Oyeeis ] 5igratare . Supervisorts ‘signdture
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UNITED STATES DEPARTMENT OF AGRICULTURE - FOREST SERVICE

PERFORMANCE RATING SHEET AND NOTICE TO EMPLOYEE
(District Rangers)

Nemo 908K Le Roveal Rating Poriod WM/36 o J2/N/56
Title and Grade Forestor (mml“) MUnit Stanislaue

A. Your rating is based on task numbers below (See your Task & Per formance
Requirements sheet.)
Check the following responsibilities which were considered in meking
is performence rating:
Organizing and training subordimates. Maintaining high morale.
[/f) Gaining the understanding, confidence, and cooperation of the
community and its leaders in all aspects of the Forest Service

grog .
c) Gaining cooperation and support of fellow workers.
/%d) Practicing safety.

e

Observing hours of work, rules of conduct, punctuality, industry,

S

s

:;
'ti
|
|

/ dependebility, and loyalty.
/(£) Caring for motorized and other equipment and facilities for which
responsible.

Symbols = £ for strong Y/ for adequate — for weak
Task Rating Task Rating Task Rati Task Ratin f
1 - Fire ¥ = WL =11 “1725‘ T0 = AIMIN i
2 - ™ 5-REC¢" 8 - WM & 4 11 - PR i
%3 = RM % 6 = ACQ ' 9 - IMPMNTS % 12 - I

B. This is your rating:

Plus on all elements, with justification statement =
Outst?g for approval of Regional Forester

4 Performance generally meets or exceeds requir ements.
Satisfactory (Weak performance compensated by strong or adequate
performance in other tasks.)

Minus on one or more underlined elements, not

‘Unsatisfactory compensated by strong or adequate per formance.
' (See Over)
C. Rating Discussed "TE‘O e i (date) rk
i |
D. Position No. reviewed '7-/2//4 7 (date) and duties ',

statement found adequate/in:dnqwnﬂ;s (If inadequate send new

statement to Persomnel Management in 30 days from review date.)

_._ G Q&PWL

ployee's s:Lgnature . Supervisor's s:Lgna.ture

e —— ———— —
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UNITED STATES DEPARTMENT OF AGRICULTURE
FOREST SERVICE

Notice of Performance Rating

Name Jack L, Reveal Rating Period 1/1/55 to 12/31/55

Summnit Ranger District
Unit Stanislaus National Forest Headquarters pinecpest. Calif.
Grade and Title GS-9 Forester (Admin,)

Adjective rating for (Satisfactory { %)
"the above period (Outstanding ( ) °
(Unsatisfactory (

Remarks:

If you wish to appeal the above rating, a notice of your intention should
be submitted in duplicate within 15 days from the date shown below.
(Refer to Sec. L5.8, Chapter E, GA Manual for further details on procedures. )

I/D-N«'a 2V ‘Q, A ‘4:")*-‘%

(Supervisor) -

o ]
o i A S ()
(Date of delivery to employee)

Distribution: 1 copy to Employee

107 R-I:; AGRICULTURE—FOREST SERVICE—SAN FRANCISCO
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PP*SORMANCE RATING WORK SHEET

~
Period from XA/L/55 to  12/51/55 Unit Stenislaus National Forest
Neme WYack Ls Revoal Title, grade Fowrester (Adwdn,) GS-9
TASKS (Circled numerals indicate those having On lines below
greater importence in job) mark employee 14- exceeds standards
w/ meets standards
— below standards
l. Fire cotrol
o, Timber manasement i
v
¥
v |
|
11. Publde leadership V. |
20 v E
1 Safety | P
STANDARD INDICATED RATING :
(Circle final rating in red) i
Performance of all aspects of the duties of posi- i
tion not only exceeds the normal requirements
but is outstanding and deserves special commendation........ Outstanding (0)
Performance is acceptable in terms of total require- _
ment Set for the position.--....................-....-...... Satisfacmry :(éz)

Performance of one or more of essential duties is deficient
to the extent it makes the total performance unacceptable.,. Unsatisfactory (U)

Performance requirements and rating have been jointly reviewed. We certify that the
description for Position No. 5=A879 was reviewed on :'3¥”;63 and found to be
accuratq/&ngc?urate:P (ijike out:?ondition that is not applicable.)
SupervisorakhqwxﬁyIQQA.\ , ~?1/1;§%1Lu5_ Employee'yﬁgkc\L,k,, Yﬁth;qk

(signature) ; () (signature)
\

\

I. Recommendations for positions repof ed as inaccurate must be submitted within
30 days from date of review.

Distribution: 1 copy unit files
1 copy Personnel Management

(Ihgitize N6 #esConl Revertse! | (Over)




1.

2.

3.
L.
5e

©

NOTES

Explain briefly any changes made in performance requirements, as additional tasks
added which were not included in requirements developed originally which are
applicable this rating period.

Credit for good work and comments on how performance on particular elements can be
improved.

Explain all minus marks.
Notes on discussion covering special needs for employees training and development.

List separately and report each accomplishment worthy of special recognition.

ASRiCLLTURE - FORCST SEWVICE - SAN FRASCINCD

Digitized by the Hunt Institute for Botanical Documentation
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Datefccg iiiie s o= il Perdod: Jan, 1 1054 To: Dec. 31, 1954

Namas___ JACK L, REVEAL Title, Grade; Forester (Adgin,) GS-9
Undt: __ STANISLAUS Na Fa,. Swmit Re Da O’ 55
| e ~- e =]

Rating Officer: ;

1., First eliminzte (lino out) zry tasks or elemsnts listed below which are not appli-
cable for rating perloed; and rate only these applilsble slements as agreed upon
with employes, _ -

2. Explain on reverse slde any xdnus marks on either Lasks or thelr sub-slements,

3, The following primary responeibilitiss involved In the tasks as specified will
be evalulated in connection with the perlomoaes 23 wvated for esch task, -

(a) Organizing snd training subordimstes %o carry.out thelr tasks, Maintalning
high morale, K Ao

(b) Gaining the cooperation and support of assoclated persomnnel in his unit,

(ci Including safety practices in sll tasks as spplicable, ' '

(€) Observance of hours of work, rules of condnct; punctuelity, indusiry, de-
pendatlity, and loyslty in performance of tasks, ;.

(e) Care of motorized and other equipment and facilities for which responsible.

On lines below merk empioyee: y/ if adequate; - ii weak; # if sorong.
Underline more lmportent elemente. |

(1) Fire Control B
(2

B Timber Mana.gam% ¥ e

',I%_Lan_il@_
28) Viatershed Management

(9) General Improvements

Rt (O L

R

i
k) Wildlife Mensgoment o
_‘él Recreation Vv 11) Publig Leadership#
) Acquisition 47 A Je fe z;y
Riting Standard Tn

Plus marks on all elements, both vnderlined and nou-

underlined, sapported by Justification statement :
ap;l‘mtiythnchi&f,qg,','o.g...o.......uqO'l.Itatanding (0)
Performance generally mssls ¢r exgaeds requivemconts,

all weak performance ovsr-¢omponssied by sirong or
mtﬂrperfm.eaooo.noooooaoooooa.o.SE‘.tisfactory@

Mimus warks on one or more of the underlined elemente .
not over-compensated by strong or better psrformance . . . o Unsatisfactory (U)

Performance requirements and raving have been jointly re We certily ubat the
deseription for Position Ho, §$-¢ 2% wae reviewed on //2949J 4 and found to be
acourate/inaccurate, (Sprike out condition that is nol a

i Seda £

#Gaining the understanding, confidence and ecoperation of the commnity and its
leaders in a2ll aepects ¢f the Forest Serviecs program,

Digtribution: 1 copy unit files

Digitized by A& FRiRETh ST Tor Botanical Documnmgayion.



Explain briefly any chapges made in perfo !
tasks added which ware not inglinded in :cc_
which are applicable thie rating period,

2, Credit for good work and comments on how perormoncs on perticulsr elements
~ een be improved, i

3s mmn all mims mrhk_ 3

4. Notes on discuasim ming special needs for employse's training and
. dudqnn;,

5. list uparntely and ;apgrt esch accoemplishment worth of npea}.al rmgnition.

)
1 4

§

Digitized by the Hunt Institute for Botanical Documentation



A Bectormence Bating thact -
Pericd _Jan, 1,39% . Yo _Des, 31,2992 _

, Forester (Adm.), GS-9

. [

{Title of position, service & grade)

glon, section, unit, ?Taﬁ' atatfoni -

e ——

Rating Officer: .
1. Morst eliminate (line out) any tasks or elements listed below which are not ap-
plicable for rating period; and rate only thess applicable elements as agreed upon
with employee. '
2. Expilain on reverse sice any minus marks on elther tasks or thelr eub-elements.
3. The following primary responsibilities involved in the tasks as specified will
be evaluvatsd in connection with the performance as rated for each task.
(a) Orgenizing and training eubordinates to carry out their tasks. Maintaining
high morale. :
(b) Gaining the understanding, confidence end zcoperatlon of the commnity and
its leaders in all aspects of the Foreet Service program.
(¢) Gaining the cocperation and support of associated personnel in his unit.
(d) Including safety practices in all tasks as epplicable. -
(e) Observance of hours of work, rules of conduct, punctuality, industry, de-
pendability, and loyalty in performsnce of tasks. -
(£) Care of motorized and other .equipment end facilities for which responeible.

On 1inés below mark employee: \/ if adequate; «~ if weak; £ if strong.
Underlins more important slements.
(1) Pire Control

(3)

¢

(7) lLend Us
4 atershed Management

V’

o

: Gensral Improvements %‘_‘
—

e Managenent 10) General Administration

g ) e

R i itating Standard Indicated Rating
Plus marks on all elements, both underlinec and non-underlined;

with jJustification statemsnt, for approval of the Chief or des-

ignated representative, wilch supports outstanding in "all as- Recommend as
pects of performance.' : Outstanding (0)

Performance generally mee:s or exceeds requiremants, all weak
performance being over-compensated by strorg or betier per-

iy Satilfaetofy@h
Minus marks on one or mors cof the underlined elements, not over-
compensated by strong or detter performance, supporied by a Recommend as
justification statement. Unsatisfactory (U)
Performance requirements daveloped (includipg underlining) or modified by:

Q&J Lé ‘@\ Supervisor _ 4y Employee _Jul"‘_} Date

Diacussed with employee aad found satisfaciffry (or revised).

Supervisor Employee Date

Rating Discussed: Supsrvisor _ : Employee Date

Digitized by the Hunt Institute for Botanical Documentation
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UNITED STATES DEPARTMENT OF AGRICULTURE
FOREST SERVICE

Notice of Performance Rating

Name Yack L. Reveal Rating Period Octs 1 to Dec, 31, 1951

Unit Stanislaus National Forest  Headquarters _Sonora, California

Grade and Title Forester (Admin) GS-9

Adjective rating for (Satisfactory ( P’/;
the above period (Outstanding ( )
(Unsatisfactory |
Remarks:

(Supervisor

it/52
(Date of delivery to employee) ~

Administrative Appeal Procedure

An employee who wishes to appeal his performance rating shall notify his
supervisory officer in writing of his intention to appeal. Details of
appeals procedure will be furnished employee upon request.

Digitigedvbsothe Hemt*Pif8PiHt%e for Botanical Documentation



K~PERSONNEL

ReveAT, Jack L. o “FIEE COPY

. & i

UNITED STATES DEPARTMENT OF ACRICULTURE
FOREST SERVICE
PERFORMANCE RATING
WORK SHEET

' Forester (gdmin_:_Lgtration)GS:?
(Title of position, service and crade)

Stanislaus National Forest - Swmit Ranger District _
(Organization, indicate division, section, unit, field station)

Rating officer will -
1, Study the procedures established to govern ratings made under performance
requirements,
2, Underline activities listed below that are especially important in the
3. Rate only on activities pertinent to the positien.
4. Explain on the reverse any minus marks on either the activities listed
below or on sub-elements listed in the Ran-er District Analysis,
5. Consider the follewing primary responsibilities involved in the work to
be done as specified in the work load analysis and plans,
(a) Organizing and training subordinates to carry out these plans.
Maintaining high morale. :
(b) Gaining the understanding, confidence and cooperation of the
community and its leaders in all aspects of the program.

On lines below mark employee: '/ if adequate; - if weak; £ if strong

£:R £ + R £3 R

1 t v Pire Control é 1 Y Acquisition 11 3 1 Safety
2 t _« Timber Management (7 _t ¢~ Land Use 12 :

3 t__~ Range Management 8 t ¢ Vatershed Mgt, 13 1

L v _Vildlife Mgt. 9, i~ Ceneral Imp, hV A g

5 : ation (10) t ¢ Ceneral adm, 5

ting St Indicated Rating

Plus marks on all elements, both underlined and non-underlined,

supported by justification statement approved by the Chief or Recorm nded as

d.".mt‘d "m‘.ﬂmt’atinooooosotconco..oaoo.oo.ooo-ooooooo--oo Outstlmm (0)

Check marks or better on a mdjority of underlined elements,

and all weak performance over-compensated by better than ade=
qate p'rfm.l.-u-uunu.o-co-uu.....u..uuu-o-...uo s..ti‘fﬂﬂtm

Minus marks on one or more of the underlined elements, not Recommended as
over-compensated by better than adequate performanCe..eceesccee !(Imt:hfmtoq (u)
but only after
Date 1/ J’/ J 90-day or longer
ERE warning)

Discussed with employee (Initials and Dat.)w- /L M fj./(r. .
Digitized by the Hunt Institute fSPRBHAICal DocurRen@ETdn
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iy Standard Form 68

X ¥ August 1946

‘.~ U.S. CIVIL SERVICE COMMISSION

Form approved.
/-\ Budget Bureau No. 50-R016.8.

NOTICE OF OFFICIAL
EFFICIENCY RATING

REGULAR (Y ) SPECIAL ( )
PROBATIONAL ( )

As of 10/18/48 .. based on performance during period from .. 4/18/1#8 to . 10/18/48
Mr, Jack L. Reveal Forester (Administration) P-3

(Name of employee)

Stanislaus National Forest oy

(Title of position, service, and grade)

"Efficiency rating: _.__q‘ ............. o=

{Date of notification)

(Organization—Indicate bureau, division, section, unit, field stati

=3 (Signature) \
airman, Effioiency Rating Comnitfeg
(Title)

Interpretation of Efficiency Rating

Ynul: e;ﬂdana ?ﬁnt is an official record of the way you are doing the
wor r job.

Exull:ng‘;uﬂ) jmesns that performance in every important phase of the
work was outstanding and there was no weakness in performance in

YWW{VG) means that performance in at least half of the im-
forhnt. phases ?f the work was outstanding and there was no weakness
n performance in any respect.
Good (G) means that performance met requirements from an over-zll
int of view.
air (F) means that performance did not quite measure up to require-
ments from an over-all point of view.
Unsatisfactory (U) means that performance in a majority of important
phases of the work did not meet job requirements.

Inspection

51), or a copy of it, upon request to your supervisor or personnel officer.
You are also entitled to inspect the final ratings (not the rating forms)
of all employees in your office or station.

Significance of Efficiency Ratings

An efficiency rating of "Good,"” “Very Good,” or “Excellent” is neces-
sary in order to receive a periodic within-grade salary advancement.

An efficiency rating of “Fair” requires a one-step salary reduction if an
employee's pay rate is above the middle rate for his grade (the fourth
step in six-rate grades).

An efficiency rating of ‘‘Unsatisfactory” requires that the employee be
dismissed or reassigzned to other work in which he could be reasonably
expected to render satisfactory service.

Efficiency ratings are a factor in determining the order in which em-
ployees are affected by reduction in foree.

Appeals

If vou believe your rating is mn% you should first discuss it with
your supervisor or personnel officer. You have the right, if your position
is subject to the Classification Act, to appes] your rating within certain
time limits to a board of review established for your agency. Appeals
ogdmugtt; {gr Eg:.liitlonal infom&ti;nﬂwnmincf appeals should be
address e rman, Board eview, care of Civil Service Com-
mission, Washington 25, D. C. i

U. 5. GOVERNMENT PRINTING OFFICE  16—38834-8

|
!
l You are entitled to inspect your efficiency rating sheet (Standard Form

Digitized by the Hunt Institute for Botanical Documentation
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. s BWPCII;‘ND 51

4

* 1.8, CIVIL SERVICE COMMISSION N\

REPORT OF
EFFICIENCY RATING

As of s ... based on performance during period from to
Forester (Administration) P-3

10/18/48

Mr. Jack L. Reveal

Form a
Budget Bureau No. 50-R012.8.

P

AcMINISTRATIVE-UNOFFICIAL ( )
, OFFICIAL:
REGULAR ( ) srxclu. (s
PROBATIONAL (

L/18/48 m/lﬂ/u!

(Name of employee)

Stanislaus National Forest

(Title of position, servies, and grade)

{Organization—Indicate bureau, division, section, unit, field station)

e
ON LINES BELOW 1. Study the instructions in the Rating Official’s Guide, C. S. C. Form CHECK ONE:
MARK EMPLOYEE No. 3823A.
. 2. Underline the elements which are especially important in the position. Administrative,
V if adequate 3. Rate only on elements pertinent to the position. - )
3 a@. Do not rate on elements in italics except for employees in admin- PUrVIROIY, OF
if weak ¢ R;g:r:ﬁ::, susgp:ar;lsory. or planning posrtltixaa,:mng il planning ... W
tstandi ini ve, supervisory, and p ctions on
+ ifou ding elements in italics. All others......_.. |

——— (1) Maintenance of equipment, tools, instruments.
—eea (2) Mechanical skill.

—(8) Sklﬂ in the application of techniques and pro-
cedures.

w—enw (4) Presentability of work (appropriateness of ar-
rangement and appearance of work).

( Attention road phases of assi
,_1{ (6) Attention to pertinent detail.

e (T) Accuracy of operations.
__* (8) Accuracy of final results.
7 (9) Accuracy of judgments or decisions.
'}.:(10) Effectiveness in presenting 1deas or facts,
~__(11) Industry.
_.#2.(12) Rate of progress on or completion of assign-

ments,
--——--(18) Amount of acceptable wor 1-3;-04:111ced. (1s mark
based on production records? ..o )

_Z/ (Yes or no)
- 4) Ability to organize his work.
,,,,, (15) Effectiveness in meeting and dealing with

“others.
_f.{ 16) Cooperativeness.

-2 (17) Initiative.
--2_(18) Resourcefulness.

_#(19) Dependability.
.-42(20) Physical fitness for the work.

— (21) Effectiveness in planning broad programs.

- (22) Effectiveness in adapting the work program to

er or related programs.
4 (28) Effectiveness in devising procedures.
Y (24). Effectiveness in lcmmg m.r.t wofk and ootuwab-

11';& standards Tk [

o

e (25) Effectiveness in direc reviewing, and check-

4 ‘Quneﬂmm%m

PR ¢ '}, WY O ectiveness in instructing, m.iumg and
Pz cloping. subordinales in the work. =

— (27) Effectiveness in promoting high workmg morale.

_____ (28) Effectiveness in determining space, personnel,
7 and equipment needs.

e 20) E'ﬁ'ectwmss in getting and obtaining adher-

ence to time limits and deadlines.
"/ (30) Ability to make decisions.

_____ (31) Effectiveness in delegating clearly defined
authority to act.

........ (82) Effectiveness in safety practices.

STATE ANY OTHER ELEMENTS CONSIDERED
.

— (A) _Date last.grade promotion

(B)
(@) %fﬂh&%ﬁ/ ¥ VM

STANDARD

Devistions must be explained on reverse side of this form

Plus marks on all underlined elements, and check marks or better on all

other elements rated

Check marks or better on all elements rated, and plus marks on at least

half of the underlined elements

Check marks or better on a majority of underlined elements, and all weak
performance overcompensated by outstanding performance

Check marks or better on a majority of underlined elements, and all weak
performance not overcompensated by outstanding performance. . ........... Fair

Minus msrks on at least half of the underlxned elements_.........

Adjective
Rating
Adjective
Rating Rating
omsial. ..
Excellent
Very Good
Reviewing 5 1
__________________ Good official,. kel
................ Unsatisfactory

Rated by "57-"

ngé?‘ﬁ

Lola g/t

(Slznatum rating official)
Reviewed by j\'
( ignatum mvlawiug offici )

(Title /7 (Date)
Wﬂm £ / 12 /g/f ........ s
(Titl te)

Rating approved by efficiency rating committee . /.z?___‘éz 2 .‘z"f Report to employee ... 2/ _____

nta)
U. S. GOVERMMENT PRINTING OFFICE 16—28177-6

DYgrtr7ea Dy the tunt Thstitate 1

EFFICT] “N“ﬁ“‘%

S\S“

OMMITTEE
T Botani@sl-DEcumertation -~

e

-



-

Fr..c SUPPRESSION QUALIFICATION RATIN.

Use standard —, V, or + for rating items 1 to 7, inclusive.
g ' _Rate all male employees.

f} o -t o i /7
Name of Employee..(,y-/"fﬂ!,‘fué"(“'

Understanding of forést fire behavior............

Understanding of fire suppression methods............

Understanding of technique of forecasting rate of fire spread in differing types of terrain and cover...........

Ability to prepare sound estimates of manpower and equipment needs, based upon rate of spread forecasts and known
facts as to availability of men and travel times..._....... s

5. Understanding of fire suppression crew organization structure and the responsibilities of each key man from Crew Boss

O

to Fire Boss............
,6. Understanding of fire camp requirements and methods:
a. Supply............ b. Transportation............ ¢. Communieation........._..
Understanding of fire suppression risks and hazards and ability to conduct operations with safety to employees....._.___
Ability to direct fire suppression work at level shown:

* Setiup by‘ * * Rnting_by. *
Position | Ranger Super. | R. O. Position : Ranger Super, R. O.

Fire Boss i 2 Maps & Rec. Off.
Zone Boss... el Al Timekeeper
Div. Boss ; | : I Scout »
Sector Boss ' T - Line Inspector .
Crew Boss |.. Transp. Chief
Chief of Staff ; Supply Chief B
Camp Boss. ..|| Commun. Chief
Fuﬁ sﬁﬁusﬁ::t— Radio Operator......
Div. Asst— Tr. Bldr. Operator .

Mach. Spec isageeenereed| PROKAEIS.. !
Sector Asst.— -

Mach. Spee...... = y e, B e
Camp Boss— ?

Tract. Equip. - ST RN o fovrs

*Place check V in appropriate space. Cir(‘:‘le check (V) if man is qualified for “off the forest” fire team use.
**Enter other fire jobs of similar type man is qualified for. .

9. Training possibilities: (1) has reached ceiling............ (2) should be given specialized training for

.

10. Chronological statement of fire suppression experience for (a) gast 10 years for employees for whom no fire rating

sheets have been prepared previously or (b) for past year only if employee had a fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and position
employee filled on each such fire. List small fires in groups, as “4 B’s”, “10 A’s”, etc. (Use separate sheet if needed.)

. BT fotftive it s o i

1, Rated by (D.R.) Reviewed by (5.0.) Approved by (R.O.)

Name e Mﬁ F’M
Date btk 5 14 //7/1 L/y{ - P s
Digitized by-the Hunt “for Botanical DScUmentation
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® 4 Standard Form 63

A Antnst 1946
%/ U. 8. CIVIL SERVICE COMMISSION

ﬁ

k-3 NOTICE OF OFFICIAL
EFFICIENCY RATIN

_ based on performance during period from ___ Lr/ 1/ L7

3/31/48

Mr, Jack L, Reveal

(Name of employee)

Shasta National Forest

As of

Form roved.
Budxetmlgumn No. 50-R016.9.

/"\

REGULAR (X ) SPECIAL ( )
PROBATIONAL ( )

to . 3/31/48

.lh'.l;ltle of nomt}on, nervlce _llld grade)

{Organization—Indicate buresu, division, section, unit, ficld st n)

Va.

Efficiency rating: _.
1948

JuNl fo88 . =

(Date of notifieation)

“ (Slmuture} k i_‘

Chasrman, Efficiegcy fa: g Locg
(Title) 24

Interpretation of Efficiency Rating
Your efficiency rating is an official record of the way you are doing the

M::t’?a)j::nm that performance in ev important phase of the
wm'kwuouuund.{ns thmmnow ess in performance in

V 'm'- G) means that performance in at least half of the im-
74 tvhu(:o}ftheworkmmumndinzmd there was no weakness

Good (G) means t.lut performance met requirements from an over-all
t of view.
Hl: &’) means that performance did not quite measure up to require-
ments from an over-all point of view.
Unsatisfactory (U) nee in a majority of important
Mlufthcwrkdidnotmutmbmummn

Inspection
Yeu are entitled to inspeet your efficiency rating sheet (Standard Form
51), or a copy of it, upon request to your supervisor or personnel officer.
You are also entitled to inspect the final ratings (not rating forms)
of afl employees in your office or station.

U. 5. GOVERNMENT PRINTING OFFICE

Si&niﬂcanee of Efficiency Ratings
An cfficiency rating of “Good,” “Very Good,” or “Excellent” is neces-

sary in order to reecive a periodic within-grade salary advan
An efficiency rating of “Fair” requires r-!ucﬂonllu

“'Unutkfact.nry" requires that the employce be
tootherwrk in which he could be reeasonably
to mder satisfactory servi

mission, Wuhhm 26, 0-
16—38834-5

Digitized by the Hunt Institute for Botanical Documentation



" Standard Form No. 51
« =  August 1946

U. 8. CIVIL SERVICE COMMISSION

REPORT OF

Form approved.
Budget Bureau No. 50-R012.3.

ADMINISTRATIVE-UNOFFICIAL ( )
OFFICIAL:
SPECIAL ( )

y EFFICIENCY RATING ™™ pasdidona”

v 3 ——— 8. - ’
_m_dme ) w‘ " "7 (Title of position, service, and grade)
Shassa National Foegat L,
Organization—Indicate bureau, division, section, unit, field station)
ON LINES BELOW 1. Study the instructions in the Rating Official’'s Guide, C. S. C. Form CHECK ONE:
MARK EMPLOYEE No. 3823A. Y
: 2. Underline the elements which are especially important in the position. | Administrative
V if adequate 3. Rate only on elements pertinent to the position. : 2
T e E a. Do not rate on elements in italics except for employees in admin- Supervisory, or
! o i:traatéve, supervisory, or planning pogiticigs. - planning__._____ o
g : . Rate administrative, supervisory, and planning functions on
+ if ontstanding elements in ttalics, : A1 hhem O

wee== (1) Maintenance of equipment, tools, instruments.
scxy (2) Mechanieal skill.

---—- _(8) Skill in the application of techniques and pro-
cedures:

- (4) Presentability of work (appropriateness of ar-
rangement and appearance of work).

—m-- (5) Attention to broad phases of assignments.
T 24(6) Attention to pertinent detail.
:}.- (7) Accuracy of operations.
e (8) Accuracy of final results.
#(9) Accuracy of judgments or decisions.
—-2(10) Effectiveness in presenting ideas or facts.
.7...(11} Industry.
Rate of progress on or completion of assign-

—eeew (21) Effectiveness in planning broad programs.

- (22) Effectiveness in adapting the work program to
%roadefr or related programs.

eemeen (23) Effectiveness in devising procedures.

—-- (24) Effectiveness in laying out work and establish-
mgt standards of performance for subordi-
nates.

re-me (25) Effectiveness in directing, reviewing, and checl-
ing the work of subordinates.

e-eead(26) Effectiveness in  instructing, training, and
developing subordinates in the work.

e (27) Effectiveness in promoting high working morale.

eeee- (28) Effectiveness in determining space, persomnel,
and equipment needs.

weeeew (29) Effectiveness in setting and obtaining adher-

y ments.
_____ (13) Amount of acceptable work gsmduced. (Is mark

ence to time limits and deadlines.

——-- (80) Ability to make decisions.

based on production records? ... weeeee (81) Effectiveness in delegating clearly defined
T s e (Yes or no) authority to act.
7..\'( 14) Ability to organize his work. v (82)  Effectiveness in safety practices.
---%(15) Effectiveness in meeting and dealing with
i others. STATE ANY OTHER ELEMENTS CONSIDERED
(16) Cooperativeness. i
v E Ca Date last grade promotion
4017 Initiative. = (4)
;.5(18) Resourcefulness. (B)
-~---(19) Dependability.
—-----(20) Physical fitness for the work, (C)
STANDARD Adjective
Deviations must be explained on reverse side of this form Rating
Adjective
: Rating Rating

Plus marks on all underlined elements, and check marks or better on all official__ ‘/_Z[ {!2_________

etherelementarated . oo~ Excellent
Check marks or better on all elements rated, and plus marks on at least

halfof the uriderBinedielerentn W0 2 00 . Very Good )
Check marks or better on a majority of underlined elements, and all weak Reviewing y 5.

performance overcompensated by outstanding performance_......_____.______ Good official . & fet
Check marks or better on a majority of underlined elements, and all weak

performance not overcompensated by outstanding performance__..___.._____ Fair
Minus marks on at least half of the underlined elements__________________________ Unsatisfa ctory
Rated by =7 L@qf \FS= - i s i R =l e O

(Title) APR 3 (Date)a
: 194
fivieweiin - Eavpet Supervisor 01998 . 5 et
(Title) (Date)

Rating approved by efficiency rating co!
(Date)

JUN 11948

L 16—261774
: b:ﬁﬁ‘%ﬁ%ﬁl&l% emplovee

Digitized by the

ittee MAY 1 4.-19.48 Report to employee ._______ l/-{..?."."_-

EFF IEYENTY R

By

Imadi

1

A"'I‘ING COMMITTEE

1tation




/~ o~ > o
FIRE SUPPRESSION QUALIFICATION RATING : ' N

Use standard —, V, or + for rating items 1 to 7, inclusive. " .
Rate all male employees. -

r
Name of Eml?loyee....‘r.{g.(-'.‘..g &~ j? T S R
Understanding of forest fire behavior....f{..
Understanding of fire suppression methods..... 7.

Understanding of technique of forecasting rate of fire spread in differing types of terrain and cover..... k"

- LU o

Ability to prepare sound estimates of manpower and equipment needs, based upon rate of spread forecasts and known
facts as to availability of men and travel times.. \eT....
5. Understanding of fire suppression crew organization structure and the responsibilities of each key man from Crew Boss
to Fire Boss...2_.__.
6. Understanding of fire camp requirements and methods:
a. Supply.......... b. Transportation...... ... ¢. Communiecation.... ...
7. Understanding of fire suppression risks and hazards and ability to conduct operations with safety to employees.... g7

8. Ability to direct fire suppression work at level shown: N = | v veeaf g
=1 g - o=
Rati Ra
- Reting by ; ;- Rating by, :
Position | Ranger Super. | R.O. Position er Super. R.O.
Fire Boss | | .|| Maps & Rec. OfF g ...... <7 | .
Zone Boss | : Timekeeper (£ L _f)
Div. Boss. o D Scout
Sector Boss............ ) SO, A e Y Line Inspector
Crew Boss | @ | \ ‘C Transp. Chief
Chief of Staff I Supply Chief..........
Camp Boss. ...l Commun. Chief......
Fire Boss Asst.—
g et e gy | et Radio Operator......
Div. Asst.— Tr. Bldr. Operator.; - ;
Mach. Spec Packer . 2 '
Sector Asst.— ! .
Mach. Spec i ;—‘( meadenses
** R S ¥y i
Camp Boss— - 7 weees
o BRI y esendhe enSod mmmnlsetadd e s i e SO o i s e W S DO

*Place check V in appropriate space. Circle check (V) if man is qualified for “off the forest” fire team use.
**Enter other fire jobs of similar type man is qualified for.

9. Training possibilities: (1) has reached ceiling..£¥.%... (2) should be given specialized training tor. D1vitten. Pass

10. Chronological statement of fire suppression experience for (a) past 10 years for employees for whom no fire rating
sheets have been prepared previously or (b) for past year only if employee had a fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and pesition
employee filled on each such fire. List small fires in groups, as “4 B’s”, “10 A’s”, etc. (Use separate sheet if needed.)

19471 |
: < Cuca - clevelaad Crww Ross
- _t1 g <
whipple Rand,-shaifa Sectarw Geg

A i “J
5-8

qeene? - Shasta Seetw Fafs
fecter £us5

]

J j - . o4 -
3- C ° la mdine MHovse Jhasr Crew ok

Lo x :
M P Ba9w 13 W EG B s At e
('__'.‘ ;L.‘ Aot B i 2 JT fi St ;i';_,. s ‘:":j

> I - $ Peliiqareen ha SSen " i"
wal j:"-o’ szl si_? M o & v e . Haoss

1T & Rated by (D.R.) Reviewed by (S.0.) Approved by (R.0.)
Name " L P ﬁ‘) f b

Date saeg .,
Dig#t¥zed by the Hunt Institute for | 1ical Documentation

:



MMG

March 1944
U. 8. CIVIL SERVI * CO
Dept. 474

H

Amvnl mu"ﬁ-?iim. 1947,

NOTICE OF OFFICIAL

" EFFICIENCY RATING  Esubs . rafish ¢ 3
PROBATIONAL or TRIAL PERIOD
Anuf 5/31/41 based on performance during period from 4/1/46 to 5/31/47
-—dagk L. Revesl Forester ¥-2, $3898,80
(Name of employee) (Title of position, service, and grade)
_.Xorest Service, Shasta National Forest
(Organizati Indicate bureau, division, mt.mn, W
Efficiency rating: /é s ,
June 1, 1947 Efficiency kating Committee
(Date of notification) (Title)

Interpretation of Efficiency Rating

Excellent (E) means that performance in every important phase of the
work was outstanding and there was no weakness in performance in any

respect.

Yery Good (VG) means that performance in at least half of the impor-

untphuunftheworkwmmmnndinzmdthmwunoweﬂmmin
‘ormance in any respect.

aod (G) means that performance met requirements from an over-all

l'llr (F) means that performance did not quite measure up to require-
ments from an over-all point of view,

Unsatisfactory (U) means that performance in a majority of important
phases of the work did not meet job requirement..

Inspection and Appeals

If you have any question regarding your efficiency rating, it is suggested
that you discuss the matter with your immediate supervisor. Your effi-
ciency rating sheet (Standard Form 51, Revised), or a copy of it, will be
made available to you for inspection, if you request it of your supervisor
or the personnel officer. Such a request is not considered as an appeal.
You are also entitled to see the final ratings (not the rating forms) of all
employees in your office or station. Information on appeals may be

from your supervisor or personnel office. There are time limits
governing the filing of appeals.

Significance of Efficiency Ratings
The salary advancement act provides for successive salary advancements
based on several factors, one of which is efficiency ratings. Ratings of
“Good"” permit periodic advan Ig successive steps up to and
including the middle rate for thexnde( rt.hata‘pmslxuh
gmdes). and ratings of “Very Good"” and °* E:oallnnt permit periodie
salary advancement by successive steps above the middle rate of the

grade,
The rate of on;g)msntlon of an employee whose efficiency rating ia *“Fair"
ust be reduced one salary step if his rate of compensation is above the
middla rate. If the rate of compensation is equal to or heluw such middle
salary rate, it is not subject to reduction on that
An employee whose efficiency rating is 'Unnatis!wbnry" ls not permitted
to remain in his position. Heé must be assigned to a position more nearly
commensurate with his ability, either (1) in the same line of work, in
which case the position must be in a lower classification grade and his
rate of compensation must not be in excess of the middle rate for iuch
grade, or (2) in some other line of work for which he is qualified, in
which case he is considered as having received a new appointment to the
extent that his rate of compensation must be at the minimum
such grade and he must begin a new probationary per&od: or if no suit-
able vacancy is available he must be separated from the
ciency. A probationary employee, assigned to a position
fication grade, begins & new probationary period in the new position.

cement
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— Bhndlrd Form No. 51
1946

U. 8. CIVIL SERVICE COMMISSION

- U REDDORT OF

EFFICIENCY RATING

As of m-.}lo 19,_1 ___________ based on performance during period from

hr.a!jnt_._!—i_-_-!“}ﬂﬂnso

itle of position, serviee, and grade)

Jack L, Reveal

(Name of employee)

Form approved.
Budget Bureau No. 50-R012.3.
 ADMINISTRATIVE-UNOFFICIAL €8
OFFICIAL:

REGULAR ( x) SPECIAL ( )
PROBATIONAL ( )

QR Vi 3 VL) SR

U- S, !_o_nq.t;_j.mj_q,o______lurgmﬂr mtrm_.g-_mm:;--mnm
(Organization—Indicate bureau, division, section, unit, field station)
ON LINES BELOW 1, Study the instructions in the Rating Official’s ‘Guide, C. 8. C. Form CHECK ONE:
| MARE EMPLOYEE . |, . No. 3823A, -
< 2. Underline the elements which are especially important in the position. | Administrative
V if adequate 3. Rate only on elements pertinent to the position. ATy e
T a. Do not rate on elements in italics except for employees in admin- PPV R
wea nr 1:21':;13:;, supervisory, or planning pog}tmlgs. - 1’ . planning ____.__
i : a m,stratwe supervisory, an p nnmg unctions on
+ i outstanding : clements in italics. ; Allothers . ____ O

Maintenance of equipment, tools, instruments.

R 1)
== (2) Mechanical skill. - (22)
= _)((3) Skill in the applicahon of techniques and pro-
cedures - <0-.51(28)
() Preaenta.blllty of work (appro;fma.tenesa of ar- —-X(2%)
rangement and appearance of work

' '__...X(E') Attention to broad phases of assignments.
~-##7X(6) Attention to pertinent detail. \i? (25
“zzzoee (T) Accuracy of operations. (26)
.. (8) Accuracy of final results. e
o el (9) Accuracy of judgments or decisions. Y X
---;-_!-.’-_-;{-_12) Effectiveness in presenting ideas or facts. i { 28]
¥7.X(12) Rate gsf progress on or complet:on ‘of ;assign- 6 ((29)
——--—-(18) Amount of acceptable work roduced (Ia mark ===1{80)
77 based on production recorgs --------------------- e (31)
e T i) (Yes or no)
_¥7_.(14) Ability to organize his work.
=T Eﬁ’ectweness m meeting and deahn.g w:th

20 m Oﬂiﬂmi il LT {
Cooperatrveneﬁ.
. Initiative. 01 =i

Resourcefulness.

Depenflabmty

s

0t 99

-;---(31).

) BT.&TE ANT D'I"BER ELEHIENTB CONBIDERED

Effectiveness in planning broad p{rog';-m.

Effectiveness in adapting the work program to
oader or related programs. .

E ffectiveness in devising procedures.

Effectiveness m laying out work and estabﬁsh-

ing s ds of performance for subordi-
nates.

Effectiveness in directing, reviewing, amd oheqk—
ing the work of sub inates.

Effectiveness 1in msmtmg, tmzmng,
developing subordinates in the work.

E ffectiveness in promoting high working morale.

Effectiveness. in determining space, personnel,
and equipment needs.

and

Effectiveness in setling and obtaming adiwr-
ence to time limits and deadlines. . . |
) Ability to make decisions. 12 .dosM
Effectiveness in dstegaﬂaw M ﬁuéd
authority to act. :

.".l' 1 (Jins.?

qiupe jos1T

Tes

oot

try ?roj

‘ srnNnmn B BQUoT
Deviations must be explained on reverse side of lhlu rnm

Plus marks on all underlined elements, and check marks or better on all
other elements rated

Check marks or better on all elements rated, and plus marks on at least
half of the underlined elements. W

Check marks or better on a majority of underlined elements, and all weak
performance overcompensated by outstanding performance ...

Check marks or better on a majority of underlined elements, and all weak
performance not overcompensated by outstanding performance ...

Minus marks on at least half of the underlined elements. .. . ... ...

Ag:;‘:gﬁn Tl
"y ing /
Excellent official --¢-é—--__
Very Good
Reviewing /‘g

Good official. ¥ « &7 ¢
Fair
Unsatisfactory

Rated by

Rev"iew.ed .by :

Rating approved by efficiency rating committee

U. 5. GOVERNMENT PRINTING OFFICE 16—26177-56

T

(Tltle)

(Date)

7 i A T

(Date)

ZZ

&




_ : . ame e T S

: v R&te all male, employeea -
& Na:i:e\o(r 'i?:hfployee... /Mt/ L 4“"#’6’3/ Td0f L7 dozall

-~ - : o
FIRE SUI’PRESSION QUALIFICATION RATING 11200 SOTVASE 8
,I AT - ‘Use standard —, 1/, | or ¥ for rating items“ 1 to 7, inclusive. 3 2

. Understanding of forest fire behavior...

Q 9 Understanding of fire suppression met.ho&s =228 ' Eé ' A
i\ 3 Understanding of technique or :nrgcasung rate of are spread in d.lﬁaringr.ypea of teu'am @dmyer e 1
4. Ability to prepare sound estimates of manpower and equipment needs, based upon rate of spread foreca.sts and known

facts as to availability of men and travel times...........

o

Understanding of fire suppression crew organization structure and the responsibilities of each key man fmm Crew Boss
to Fire Boss. .. : -

\=g. Understanding' of fire camp requirements and methods:

2. Supply... b. Transportation. ... . c. Communication....
7. Understanding of fire suppression risks and hazards and ability to conduct operatmns with safety to employecs.....
8. Abim:y to direct fire suppression work at level shown:

‘Rating by : - Rating by
—_— Y . > + I 3 g * y : * ] m [  j - *
p"s‘t"’“ SRS U Ranger’ 17 'Super. - | U)R.-O. Position Ranger Super. R. O/
m Boas .‘...1.1_ T “r": 2 . : ; | .f'___'__| 8 ‘_______l Maps & Bec. Oﬂ ) ; 5 0w K / — T \’f
Zone BOSS_I ......................... B S SN L Timekeeper.. _ oate t'_ P '
TRVIEYRN, (RUans L] i1 e KER) / ------- Scout..... .2 R e e
Sector Boss.. e - y |/ Line Inspector........|........ - . e 6853 o
Chiet of Staff f Supply Chiefiicis.: 1
Camp Boss... i 8. (8] wefl Commum:Ghiefeaali.ssitasasra fib-senmariio s (B
Fire Boss Asst.—— g allin bl oiik ; : i | ; 1 _
-rsnchsBpesdo. Bul qiritise. k. gannncias BB A8 . Ra‘:ilﬂ Opemtor et s *
Div. Asst.— 1 WS 3 v g3 aieel a3y o) anns { Tr. Bldrr Opmw-i? 4 Bes P a R - demansans
Mach. Speec............. BEFOFRInBE-Hd $-adilsd s L. W |
b sl.— } u ary
Mach. Spec i el b i -
Camp Boss— [ X ) 0 (AL
Tract. Equip.. I A , ‘ S
TR
) t:.heck \/ in s.ppropriate spaoe Circle check (+/) if man 15 quali.ﬁed for “oﬁ the forest"mteam use.
- "Bfnter other fire jobs of similar type man is quallﬂed for. ¥ N
9. "n'atnlng possibilities: (1) has reached oeuing'..-.‘. ....... " (2) should be given specialized training tor « g_..ﬁ
4O

io Cinronolog';_ea:l atatemmﬁ of ﬂre sur :ésslon ex}::ﬂence for (a) past 10 years for engployees for whom no fire mung
sheets Have been prepared previoualy or (b) for past year only if employee had & fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and position
employee filled on each such fire. List small fires in g-mupa, as “4 B's", #10.A’s", ete. (Use separate sheet if needed.)

B

1F42 e sy Ay ome il z,.,,..,,g,,_:; AL,
(FY3 - loow s &’/Jmm &,,.J; DUl Frinss

)
D
11, | Rated by (D.R.) _ ' ngy by (8.0.) | Approved by (R.O.)
s e R, ... inpivon
Date '/..! = Mttimatas. l_ T

— o
Q
S—y
o
d
‘

-l
ol
D
d
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- "W Standard Form No. 51 5 ' Form approved.
August 1946 r Budget Bureau No. 50-R012.3.
U. 8. CIVIL SERVICE COMMISSION ST A O

s = Trar REPORT .- OF' o= 3m':'mﬂvs—tmornm (X)
M CIERC RATING e L S

As of _5[?[‘7-- based on performance during period from _: M/“ to 5/9/‘7
Jack L. Reveal Forester, P-2, §$3698.80
(Name of employee) {Titla of position, service, and grade)

(Organization—Indicate bureau, division, section, unit, field station)

ON LINES BELOW 1. Study the instructions in the Rating Official's ‘Guide, C.'8. C. Form CHECK ONEr

MAR No. 3823A.
BETEI 2. Underline the elements which are especially important in the position. | Administrative,

V if adequate 3. Rate only on elements pertinent to the position. .
S B a. Do not rate on elements in italics except for employees in admin- SupPervisory;or
we 7 1:211;%::1, supervisory, or planning pogrtu{gs up . planning . x
: : a nistrative, supervisory, and p nmng- unctions on
+ i cutatending elements in italics. . All others......... O
Tmbr. . 4 Tmbr. . E | Ll
1) Maintenance of equipment, tools, instruments. - (21) Effectiveness in planning broad programs.
- (2) Mechanical skill. ——- (22) Effectiveness in adapting the work program to o
+ X 4 _(8) Skill in the application of techniques and pro-_ odder or related programs. .
‘ cedures, o vapng : -&--(23) Effectiveness in devising procedures. taoQ
weeeee (4) Presentability of work (appropnateness of ar- X ___(23) Efeotwensss in laying out work and establish-
% rangement and appearance of work). standards of performance for subordi-
LA (5) Attention to broad phases of assignments: ' mtes
o ]'/(6) Attention to pertinent detail. X ____ (25) Effectiveness in directing, reviewing, and aheck—
. i ’ : -mg t}w work of aubordmtes el
oo (T) Accuracy of operations, ososganl s _ : 2% aodual

= =t (8 Accuracy of final results.
....+. () A 10V » oInents .

(leve -""' y: 8 1 £3 L€ [
/ x '/(27) Effectiveness in promoting high WWW

Loctio st e Dot ol s n Lk v (28) Effectiveness in determining space,. Pﬁfsmel.
./-'......... 11) Industry ! et w7 and equipment needs.
-2 (12) Rate °f progress on or completion of assign- =2 (29) Eg:giu;omss }m&u‘:ﬁ dm w ﬂdkﬂ‘-
N R A
(I8} Amount of acceptable work produced. (Is mark—{ L (3 Ability Lo make decisions. .
based on production TeCords? ... ) . (81) Effectiveness in delegating Y
il _/ (Yes or no) authority to act. M"V W .
—_— _-uummm .,
——ﬁu : P a0 : - .

au'm AN'Y ormm mm-rs comm)m

i x "/(16) Cooperahvenesa. 7101 B sitilsup &l :‘IJ,.": --;'r__: -u.:....--. '; v adoj _--_f_: q
. £ (0 Lollializa, 101 gainians basitsisoqs nsvia o bluods (¢) g B :
: ’.’ 18) Resourcefulnm 2 (B) ....... il
s 8 s (19 Dependablhty etk 2 ISR ¥ ' '
o thﬂ@mfwhmrk 3o o S ROk T e S
ik .;-:.-" i Joorie :'Z'!-;,'-, oau .' BT.RND.ARD oy .".. o't X f-: st T o ¥ s .-_ -‘_ ¢ _..;_I‘_ M :‘__ ..
Deviations must be explained on reverse side of this form Rating
dg;decun Rati
ing i
Plus marks on all underlined elements, and check marks or betber on all om“gal__ ______ M é::__
otherelamentarated s o mne Excellent
Check marks or better on all elements rated, and plus marks on at least
half of the underlined elements_____._._..__..____________ Very Good A
Check marks or better on a majority of underlined elements, and all weak Reviewing
performance overcompensated by outstanding performance ... Good official . e
Check marks or better on a majority of underlined elements, and all weak
performance not overcompensated by ontstanding performance .__......... Fair
Minus marks on at least han Pfﬂ\e undgrlined eleghents ) Unﬁatisfactory

L i g
= -'"‘-—-__._ =
——.-n_-;-;r-’ A

T(Title) (Date)
Reviewed by SRS U N M. - -
(Signature of mvieﬂng oqlcinl) (Title) (Date)
Rating approved by efficiency rating committee ... Report to employee ... —oo—oee.......
& app : v ng 8 (Date) P R (Adjective rating)
u. l ﬂb!'l.ll‘llf PRIN NG OFFICE leﬁq?fﬁ
1 3. v 11 | 1 T . S I
1gitized by the | >ntation -'



- e ' a
* » - I L
. FIRE SUPPRESSION QUALIFICATION RATING
) Use standard — Vo 98 + for r-ating items 1 to inclusive. = “:
URate dll male ¢raployees. |
Name of Em’ployee'.......,........A..s}u-‘n;. e\ _.f‘{i':.fz_.u,..rn.’...-s,n,‘.,..",‘............
1. Understanding of forest fire behavior............
2. Understanding of fire suppression met.hods
3. Understanding of technique of forecasting rate of fire spread in differing types of terrain and cover...... :
4, Ability to prepare sound estimates of manpower and equipment needs, based upon rate of spread forecasts and known
facts as toavailability of men and travel times..........
5. Understanding of fire suppression crew organization structure and the responslbluties of each key man from C‘rew Boss
~ to'Fire Boss.... : »
“s. Understhnding of fire camp requirements and methods: _
a. Supply... b. Transportation........... c. Communication...........
. Understanding of fire suppression risks and hazards and ability to conduct operations with safety to emplnyc Cr—
8. Ability to direct fire suppression work at level shown: :
- Rating by 5 Rating by
Pogition S31H " Ranger  pr ‘Super.. 1 : ("'R.o. |Position Ranﬁ‘;r- | Super. " R.O.
ZOoNe BOBS ..o et TimeKeePer .. ivun smryesrmme e aree, T T
DI BERR. prtuoivay nitostid i b SOOUE .o il Pl b S0 0 "
Sector Boss . . b Line Ingpector........\ - gsaiisg 43
Crew BoSS.......... ' X Transp. Chief Lo - k.
Chiet of Staff L Supply Chief. ‘. cianbi : ‘ g~
ca'mp Boss LICETIIaInh iy penieiin Commun. Chief I Syl : 54
Fire Boas Asst.— ¢ " Radio Opera.tor]l BELE s bl T A . ¥sn
Div. Asgt— N Tr. Bldr. Operator.. - s f HURG L tormardenn ;\.
Mach. Spec ¥ WO S E T IR (N =T e '
Macs, Bpen.. 1 \ o iz e bk
o s NORCI | RCREETSE S el s L Y | | e W T I Y
Tract. EQUIP. .. ...l LS b o3 1 ——— : S -
Place check \“n ]ai:pmpriate 51’8‘”" " Circle check (\/} if man is qualified for “off the toreat" ke o ua;.. ST
**Enter other fire jobs of similar type man is qualified for. (A1) .3 i
9. Tra.lnlngposaibllities. (1) has reached cellmg...;.r...'.... (2) should be given specialized traini.ng l'or ypathial L71) . ;
10. Chronological statement of fire suppression ex?erience for (a) past 10 years for employees fur whom no ﬂrers.ﬂné
_ sheets have been prepared previously or (b) for past year only if employee had a fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and position
employee filled on each such fire. List small fires in g‘roups, as ‘4 B’ﬂ" “10 A’s"”, etc. (Use separate sheet if needed.)

Rated by (D.R.)

Reviewed by (S.0.)

|



::r. 8 mvlﬁzﬁo:mon N
NOTICE OF OFFICIAL
& EFFICIENCY RATING

Jack L, Heveal

Form approved.
/—\ Budget Bureau No. 50-R016.8.

REGULAR (X ) SPECIAL ( )~
PROBATIONAL ( )

{Name of empl;uru]

\'I‘ule of ponﬁion. service, and grade)

Stanislaus Na.t:.og;l Forest

{Ormiuu“—lnmu bureau, division, section, unll:-ﬁéld Ihﬁﬁ;"_.“ =

Efficiency rating: ... twee o T i I
& (Signature)
MAR 1 13850 Chairman, Bfficiency Rating Committes
({Date of notification) (Title)
Interpretation of Efficiency Rating Significance of Efficiency Ratings
Your efficiency rating is an official record of the way you are doing the An efficiency rating of “Good,” * Nl “Ex.oel]ent" is neces-
work of gary in order to receive a periodu ‘& advancement.

your job.
Excellent (E) that perf: nee in every important phase of the
mkmmhhndhznndtbgrewumwuknminmrfmuin

Vu'rww’(i) means that performance in at least half of the im-
o‘! tho work was ouutamiing and there was no weakness

ur!
Goed (G) means thlt nerfom:noe met requirements from an over-all

nt of view.
F:lh' (F) means that performance did not quite measure up to require-
ts from an over-all point of view.
U-lﬂlfuhry (U) means that performance in a majority of important
phases of the work did not meet job requirementa.

Inspection

You are entitled to inspect your efficiency rating sheet (Standard Form
51), or a copy of it, upon request to your su r or personnel officer.
You are also entitled to inspect the final ratings (not the rating forms)
of all employees in your office or station.

An efficiency rating of “Fair"” requires one-thpnhr.r reduction if an
employee’s pay rate is above the middle rate for his grade (the fourth
step in six-rate grades).

An efficiency rating of *‘Unsatisfactory” requires that the employee be
dismissed or reassigned to other work in which he could be reasonably
expected to render satisfactory service.

Efficiency ratings are a factor in determining the order in which em-
ployees are affected by reduction in force.

Appeals

If you believe your rating is mnn‘.
your supervisor or personnel officer. You hl the tllh if your position

time limits to a board o
or requests for add‘it.ional information concernin appenla be
addmnedtotheChm‘mm.Buﬁo!Mew,mof Service Com-
mission, Washington 25, D. C.

U. 5. GOVERNMENT PRINTING OFFICE 16—38834-5

Digitized by the Hunt Institute for Botanical Documentation
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-4 TU.S8. CIVIL SERVICE COMMISSION

. REPORT OF
EFFICIENCY RATING

....... mm_-_-----------.-“ based on performance during perwd irom ---.w&gm_-_-m
Forester (Athiniltrnt.ion) Gs=9

Yol
Standard Farm No. 51
August 1946

=

Jagk L. veveal

Form approved.
N Budget Bureau No. 50-R012.8.
ADMINISTRATIVE-UNOFFICIAL ( )
OFFICIAL:

REGULAR (x) SPECIAL ( )
PROBATIONAL ( )

(Name of employee)

Stanislaus Naticnal Forest

(Title of position, service, and grade)

(Organization—Indicate bureau, division, gection, unit, field station)

ON LINES BELOW . Study the instructions in the Rating Official’s Guide, C. S. C. Form CHECK ONE:
MARK EMPLOYEE No. 3823A.
i 2. Under]me the elements which are especially important in the position. | Administrative,
V if adequate 3. Rate only on elements pertinent to the position. " :
= 38 a. Do not rate on elements in italies except for employees in admin- URATVISOLY, OF
weak ok 1strm, supex;msory, or plannmg pogxtuins s planning ... =
: ate nistrative, supervisory, and planning ctions on
s o ol clements in italics. : All others.... O

v

X Z... (1) Maintenance of equipment, tools, instruments.
weeeee (2) Mechanieal skill.

“/ (3) Skill in the application of techniques and pro-
cedures.

e (4) Presentability of work (appropriateness of ar-
rangement and appearance of work).

_¥_ (5) Attention to broad phases of assignments.

e W Attention to pertinent detail.

weeaew (T) Accuracy of operations.

—eeeew (8) Accuracy of final results.

__(_E_i_:!_ Accuracy of judgments or decisions.

_%__(10) Effectiveness in presenting ideas or facts.
—____({11) Indaustry.

e 5 Ra.te of progress on or completlon of assign-

s C13) A_mount of acceptable work produced.
based on production reco

= (14) Ability to organize his work.

...... (15) Effectiveness in meeting and dealing with
=  others.

% -£_(16) Cooperativeness.

(Is ma.rl):

(Yes or no)

e (21) Effectiveness in planning broad programs.

22) Effectiveness in adapting the work program to
: %raader or related programs. G

—e- (28) Effectiveness in devising procedures.

~t._ (24) Effectiveness in laying out work and establish-
e mg;e sta ds of performance for subordi-
nates.

2 (25) E fectiveness in directi
= ang the work of subordi

__7_(26) Effectiveness in msfnwtmg, trmmng,
developing subordinates in the work.

( 27) Effectiveness in promoting high working morale.

x-—-{- (28) Effectiveness in determining space, personnel,
and equipment needs.

(29) Effectiveness in setting and obtaining adher-
ence to time limits and deadlines.

_-_ff_ (30) Ability to make decisions.

2. (31) Effeciiveness in delegating clearly defined
auﬂmty to act.

Safe |

femewmg, and check-
and

o
X e (32)
STATE ANY OTHER ELEMENTS CONSIDERED

% _£_(17) Initiative. - (A)
% --2__(18) Resourcefulness. (B)
%X --2..(19) Dependability.
—---—-(20) Physieal fitness for the work. (C)
STANDARD Adjective
Deviations must be explained on reverse side of this form Rating
Adjective
3 Raling Rating / .
Plus marks on all underlined elements, and check marks or better on all offaar . dVpasie
other elements rated .. Excellent
Check marks or better on all elements ra.ted and plus marks on at least
half of the underlined elements Very Good T i
Check marks or better on a majority of underlined elements, and all weak Revt%avgrmg G
performance overcompensated by outstanding per e - O A SN 1. . | official.. ... .= .
Check marks or better on a majority of underlined elements, and all weak !
performance not overcompensated by outstanding performance..........___. Fair
Minus marks on at least half of the underlined elements Unsatisfactory
<y Lo .I ; =
Rated by @'_}f_-.ﬁr _________________________________________ (AL ,/ "?'t(. / ATl et et ' / /‘, f'
(Sl ?or ting official) (Title) / (Dtt.e)
Reviewed by _M -._-.EUREST %{}EEVSQ" ............ Fgb, 6, 1950 .
tle,

s 1
{S:gu?.ureqm%vicwm_?iiiéa )

33:3 9,%!95& Gl

Rating approved hy efficiency rating committee . L. == 7

~  FEB 20NN

Re_part to cmplm Gal L e Sl

djective ratin ;
EFFIgimﬁdY ‘Rﬂ'fhg _MMITTEE
ehtat ation

Q;mtgg Aj%j# mH ifhbe |

By ¥ | f



f\ /'\ :\. ‘
FIRE SUPPRESSION QUALIFICATION h (NG ‘:\

Use standard —, V, or - for rating items 1 to 7, inclusive.
Rate all male employees,

Name of Employee.............._ = oW

1. Understanding of forest fire behavior...

9. Understanding of fire suppression methods....... ...

3. Underﬁtandlng of technique of forecasting rate ot'ﬁre spread in differing types of terrain and cover. ..
Ability to prepare sound estimates of manpower and equipment needs, based upon rate of spread forecasts and known
facts as to availability of men and travel times..........

5. Understanding of fire suppression crew organization structure and the responsibilities of eéch key man from Crew Boss

6. Understanding of fire camp requirements and methods:

a. Supply... .. b, ‘Transportation.... ... ¢. Communication.... ...

7. Understanding of fire suppression risks and hazards and ability to conduct operations with safety to employees.“.......
8. Abllit:_rr__to _‘direct fire suppression work at level shown: -
ST R _ Rating by Rating by
) ® * * * *® d =
Position - Ranger Super. R. 0. Position Ranger Super. B s
FIRE BOSS | A8 SERVICE CHIEF
Chief of Staff  |.... Transp. Of.
" Div. Fire Boss 5358 Commun. Off. ”
- LINE BOSS ey Supply Off.

Sector Boss el A e g Camp Boss

Sector Specialist SRR R S et | B :

ey oy o St | ; o=

Crew Boss L 8 @ : '

Straw Boss Radio Oper. = |

PLANS CHIEF 3 7S Tr. Bldr. Oper.

Records Off. C‘;f’) bt Packer -

Intelligence Off. L T
Timekeepers I X KR
Secout s, O
Line Insp. -

sPlace check V in appropriate space, Circle check (V) if man is qualified for “off the forest” fire team use.
s#Enter other fire jobs of similar type man is qualified for.

~ 9. Training possibili

8: (‘2) should be given specialized training for................

}]7) has reached ceﬂing...ﬁi?...
1. /;:-LM

o

10.

Chronological statement of fire suppression experience for (a) past 10 years for employees for whom no fire rating

sheets have been prepared previously or (b) for past year only if employee had a fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and position em-

ployee filled on each such fire. List small fires in groups, as “4 B's", “%" eBQ. (Use separate sheet if needed.)
ﬁ/;,.s /&u: b M{//éfy g}..&iz//“ . .é_w */'\ A‘afﬂé d‘?éé(gf
7 = //;,;/Tz/e’fgc/rﬂ- __l ~
7 /{/417/e¢/g5} 1l Fvre Jopss,
i F-2 /’Lb 2 //:? = /‘-7/'{-’ ,-/;-':;5.-_1“
1. Rated by (D.R.) B.nd!-wg!d by (5.0.) Apgroved .};} RO - .
Name |.... S e S tcai
Digitized by the Hunt Institute for Botanical Daoctimentation.
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/ August 1946
<" 1. 8. CIVIL SERVICE COMMISSION

-

Form approved.
Budget Bureau No. 50-R016.8.

A

NOTICE OF OFFICIAL

EFFICIENCY RATING

based on performance during period from _____ m/l-?fhs ..... to . 3/31/L9

Asof 3/31/4L9

dack L. fSeveal

(Name of employee)

Forester (Administration),

REGULAR (X)) SPECIAL ( )
PROBATIONAL ( )

P=3

(Title of posit:l;;. service, and grade)

{Omniutloa—-lndlut:e_ i:umu. d.!vlsiou.“a;.:ii;ﬁ:ﬁit.

Stanislaus lational Forest

Efficiency rating: é—

JUN 1 1949

(Date of notification)

f; (Title)

Interpretation of Efficiency Rating

Your efficiency rating is an official record of the way you are doing the
work of your job.

Excellent (E) means that performance in every important phase of the
work was outstanding and there was no weakness in performance in

?fn-{y Good (VG) means that performance in at least half of the im-
t phases of the work was outstanding and there was no weakness

n ormance in any respect.

Gnod’er{(i) means that performance met requirements from an over-all

t of view.

B:lll: (F) m:nm that performance did not quite measure up to require-

ments from an over-all point of view.

Unsatisfactory (U) means that performance in a majority of important

phases of the work did not meet job requirements.

Inspection
You are entitled to inspect your efficiency rating sheet (Standard Form
51), or & copy of it, upon request to your supervisor or personnel officer.
You are also entitled to inspect the final ratings (not the rating forms)
of all employees in your office or station.

U. §. GOVERNMENT PRINTING OFFICE

Significance of Efficiency Ratings

An efficieney rating of “Good,” “Very Good,” or “Excellent” is neces-
sary in order to receive a periodie within-grade salary advancement.

An efficiency rating of “Fair” requires a one-step salary reduction if an
et!:p’?mi.; Nty.e rate is) above the middle rate for his grade (the fourth
step in six-rate grades).

An efficiency rating of ‘Unsatisfactory” requires that the employes be
dismissed or reassigned to other work in which he could be reasonably
expected to render satisfactory service.

Efficiency ratings are a factor in determining the order in which em-
ployees are affected by reduction in foree.

Appeals

If you believe your rating is , you should first discuss it with
your supervisor or personnel officer. You have the right, if your position
is subject to the Classifieation Aect, to appeal r rating within certain
time limits to a board of review established for your agency. Appeals
osquuutt: g;r additional inforn:ltﬁizﬂmwnm 3"‘" should be
addressed e Chairman, ew, care of Civil Service Com-
mission, Washington 25, D. C. 2

16—38834-5

Digitized by the Hunt Institute for Botanical Documentation




Standard Form No. 51
- August 1946
. * U. 8. CIVIL SERVICE COMMISSION

-

ETEIvY

As of _

- .
REPORT OF agé?ﬁ‘fm\?ws—t;ommu | s )
EFFICIENCY RATING  ™"“osamowac > =
---- based on performance during period from .. m/ 19/ L8 i 3/ 31/59 o

Jack L. Zaveal

Porester (Administration), 23

(Name of employee)

‘Stanislaus Nstional Forest

{Title of position, service, and grade)

(Organization—Indieate bureau, division, section, unit, field station)

ON LINES BELOW
MARK EMPLOYEE

V if adequate
= if weak

+ if outstanding

: Stﬁdyatgazeai{mtmctions in the Rating Official’s Guide, C. 8. C. Form CHECK ONE:
0. .
2. Underline the elements which are especially important in the position. 4 3
3. Rate only on elements pertinent to the position, Ati‘mlmst-ratwe,
a. Do not rate on elements in italics except for employees in admin- RPSENIE .
istrative, supervisory, or planning positions. planning ... &
b. Rate administrative, supervisory, and planning functions on
elements in italics. All others...._.... =]

- < (1) Maintenance of equipment, tools, instruments.
<= (2) Mechanieal skill.

ill in the application of techniques and pro-
cedures.

- '(4) Presentability of work (appropriateness of ar-
rangement and appearance of work).

/ L) Attention to broad phases of assignments.
- (6) Attention to pertinent detail.
weewee (T) Accuracy of operations.
/LB) Accuracy of final results.
_._.Mt:curacy of judgments or decisions.
-1 (10)_ Effectiveness in presenting ideas or facts.
—-(11) Industry.
--—---(12) Rate of progress on or completion of assign-
ments.

————

-—--(18) Amount of acceptable work E;Oduced (Is mark
based on production recor

_-7/wbility to organize his work.
.M_Ilsl Eﬁ:hcﬁveness in meeting and dealing with
others.

5 A (16) Cooperativeness.

(Yes or no)

...... (21) Effectiveness in planning broad programs.

—eme- (22) Effectiveness in adapting the work program to
{romder or related programs. 2

—-- (28) Effectiveness in devising procedures.

s (ﬁ} L ffectiveness in laying out work and establish-
'mgé sta.ndm'ds of performance for subordi-
nates.

¥ (28) F frectiveness in directing, reviewing, and check-
gﬂg the work of subordinates.

— W_ﬁectweness in  instrueting, training
developing subordinates in the work.

__7(27) E ffectiveness in promoting high working morale.

______ (23) Effectiveness in determining space, personnel,
and equipment needs.

Eﬁectweness in settmg and obtaining adher-
ence to time limits and deadlines.

o A um,, Ability to make decisions.

--Z.(81) Effectiveness in delegating clearly defined
- 'L)- authm'zty to act.

- and

S‘TATE ANY OTHER ELEMENTS CONSIDERED

x
X+ (17) Initiative. (A)
X ___7(18) Resourcefulness. (B)
X __Z(19) Dependability.
______ (20) Physieal fitness for the work. (C)
STANDARD 'ddjedn‘n
Deviations must be explained on reverse side of this form . Rating
Adjective
) Rating Rating
Plus marks on all underlined elements, and check marks or better on all offidinll. Toot(itte
other elements rated Excellent : _ P
Check marks or better on all elements rated, and plus marks on at least
half of the underlined elements Very Good o
Check marks or better on a majority of underlmed elements, and all weak Reviewing G”
performance overcompensated by outstanding performance Good official... o e
Check marks or better on a majority of underlined elements, and all weak i
performance not overcompensated by outstanding performance _____________ Fair
Minus marks on at least half of the underlined elements
.',— /
Rated by .. S Bt~ fooeeo . "' 4‘7
(Signature of ratin < (Date) /
St
Reviewed by .. =5 ’//// ;/f

(Signature of reviewing official)

sl 3
Rating approved by efficiency rating committee ____. AR ANE

Report to employee __

EFFICI
| ] &f-}‘*"‘" 5‘

"’mli'i!lNG COMMITTEE
pentation

(Dat-o

5.0 Ul'““ﬁmﬁ“h* #‘uh .LL . :‘{Qk ,
tald i % U K L puipla g, 45’4474-! L’




- = :
FIRE SUPPRESSION QUALIFICATION RATING ; b

Use standard —, V, or - for rating items 1 to 7, inclusive. E,
Rate all male employees.

Name of Employea:‘*l“nm

Understand'iuﬂ of forest fire behavior...............
Understanding of fire suppression methods.................
q;ggﬁtandﬁg of technigue of forecasting rate of fire spread in differing types of terrain and cover..........c....
t;*_ to prepare sound estimates of manpower and equipment needs, based upon rate of spread forecasts and known
Tacts s.&\_f‘.u availability of men and travel times............. AT
#5. Understanding of fire suppression crew organization structure and the responsibilities of each key man from Crew Boss

71

Lt A

to Fire BOBS.......coooe
§. Understanding of fire camp requirements and methods:
]
a. Supply............ b. Transportation............ ¢. Communication............

7. Understanding of fire suppression risks and hazards and ability to conduct operations with safety to employees..............

8. Abillty} to dlre'f:t fire suppression work at level shown:

b Rating by Rating by
. ; ) O it ) * * B *
Position / Ranger Super. R. O. Position Ranger Super. | R.O.
FIRE BOSS SERVICE CHIEF
Chief of Staff . Transp. Off.
. Div. Fire Boss ' Commun. Off.
_ LINE BOSS Supply Off.
Sector Boss Camp Boss M
Sector Specialist
( ) k
Crew Boss
Straw Boss Radio Oper. e e R SR SEREREN
PLANS CHIEF Tr. Bldr. Oper.
Records Off. Packer }
Intelligence Off. b -
Timekeepers .
Scout e
Line Insp. i

*Place check V in appropriate space. Circle check (V) if man is qualified for “off the forest” fire team use. : 4
*sEnter other fire jobs of similar type man is qualified for.

9. Training possibilities: (1) has reached ceiling............. (2) should be given specialized training for

10. Chronological statement of fire suppression experience for (a) past 10 years for employees for whom no fire rating
sheets have been prepared previously or (b) for past year only if employee had a fire rating sheet submitted for pre-
ceding year. List by years and forests the names and size class of each C or larger fires worked on and position em-
ployee filled on each such fire. List small fires in groups, as “4 B's”, “10 A’s”, etc. (Use separate sheet if needed.)

Y o s e ,.c;“/&éo 2 —2-os S (?,’é‘,.,_,ﬂ

’ ot pe” L / & 1‘7' M/ .q;,/&’ (3 /e”‘/c‘;f/}j. 5 W‘“—" ) J;. -
e .

1. Rated by (D.R.) Reviswed by (3:0.) Approved by (R.0.)

P TERTT D e A RS TS R G C//‘f}e&\/ﬂ
Date  |.... ol % f!’//”&) D

“Digifized by the Hunt Tnstiguge for Botanical Documentation
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4o Family eonditiom or limltations: 2 smoltl  Ch. [deen
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Mhl&
U. 8. CIVIL BE’BVI(IB COMMISSION
4 Dept. Cir. No. 474

NOTICE OF OFFICIAL
EFFICIENCY RATING

REGULAR (XX ) SPECIAL f ;
PROBATIONAL or TRIAL PERIOD

10/7/45 to_3/31/46

Asof _ /3146 based on performance during period from
_Jack L. Reveal Forester P-2, $3310
(Name of empioyee)

__Forest Smi:g

(Date of notification)

(Title of position, service, and grade)

te bureau, division, section, unit, %

imber Menagement - Redwood Project Farm Forester;_

Assistant Regional FoYester
(Title)

Interpretation of Efficieney Rating

Excellent (E) means that ner!ormmmlnmrylmwhntphmufthe
work was outstanding and there was no w n perfor

respect.
Very Good (VC) means that per!’ommmlnatlusthﬂlofthehnm
tant phases of the work was outstanding and there was no weakness in
performance in any respect.
Mtgfihmwmmtmmutmmmﬂ

(P)m&reﬂmmnﬂdﬂmtqulhmmubm
Uﬂlﬂs:ngm dmhmnnlnamajoﬂtvo!impwhnt
adnotmt

phases of the work
Inspection and Appeals
If you bave guestion regarding your efficiency ratin .itlenmzuud
that you diacuse the matter with your fammediats sapervisov. Your efd-
M(MMEI.W).ornmofihﬂﬂbe
le to you for on, if you request it of your supervisor
or the personnel officer. nmueatlanatwnddmvd an appeal.
Ymmdmuﬂﬂdhm&eﬂn&lnﬁnm(nﬂﬂumﬂm@)o{m
lountdfrui!? . mo‘r pmnm !nloﬂiee n'l'g:rewp% I.Imi%
your su sor or e

Mt&.aumo}!

!

i

U. 5. GOVERNMENT PRINTING OFFICE

Significance of Efficiency Ratings

grades), and ratings of “Very
galary advancement by

uet be red
middla rate. If the rate of compensation is
?:i"' ;late. it is not subject bﬁmdl;:ﬂo‘l; cmﬂ iz

employee wi meeﬂlc.lenwunz *“Unsa lfutm's" notm'mimd
to remain in his position. He assigned to a position nearly
menmmtomthblsabﬂlw.dther(n inthaum.llnodwk.ln
which case the position must be in a lower classification grade and his
rate of com on must not be in excess of the middle rate for such
m-ulg.ur(} some other line of work for which he is qualified, in
which case he is considered 25 having received a new appointment to the
extent that his rate of compensation must be at the minimum rate for
such grade and he must begin a new probati
:{I:levmaneyhn&aﬂnblchelimatbe b .

ney. probationary employee, assigned to a position of lower classi-
fication grade, anewpm'buﬁmuy
16—B85834~1
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Standard Form No. 51, Rev.
Approved Dec. 1943
C. S. C. Dept. Cir. No. 458

e Form approved
| Budget Bureau No. 50-R012.
Approval expires Mar. 30, 1945,

REPORT OF

ADMINISTRATIVE-UNOFFICIAL ( )

OFFICIAL:
EFFICIENCY ‘RATING  EESHdbals o beaTE8880 ¢ )
As of Mareh 31, 19“ based on performance during period from 00““1_7!1% ¥arch A, lﬁ‘
JACK L. REVEAL Forester, r-2.$3.310.
(Name of employee)

(Title of posit..inn. service, and -1;;;;'1:}
Timber Management -

Project Famm Forester.

(Organization—Indicate bureau, division, section, unit, field station)

ON LINES BELOW 1. Study the instructions in the Rating Official’s Guide, C. S. C. Form
No. 3823A.

MARE EMELOYRS 2. Underline the elements which are especially important in the position. Administrative

V if adequate 3. Rate only on elements pertinent to the position. 1

CHECK ONE:

. a. Do not rate on elements in italics except for employees in admin- SupEIVINOEY) Or
= if weak istratjve, supervisory, or planning pogitirins. e planning ........ O
s : b. Rate administrative, supervisory, and planning functions on
*+ if outstanding elements in italics. : All others......... g
-—- (1) Maintenance of equipment, tools, instruments. @ ... tm) Effectiveness in planning broad programs.
e Mashntealakl- e s (22) Effectiveness in adapting the work program to

oader or related programs.
ceeeen (28) Effectiveness in devising procedures. ‘
- (4) Presentability of work (appropriateness of ar- e (24) Effectiveness in laying out work and establish-
rangement and appearance of work). - ing standards of performance for subordi-

—-—-ee (5) Attention to broad phases of assignments. nate?. Nty 4 :
——-- (6) Attention to pertinent detail. - (25) Effectiveness in directing, reviewing, and check-

¢ ing the work of subordinates. .
""" g'; iccuracy oi ;ﬂeliatmnft‘s __‘__,_'66}‘ E ffectiveness in instructing, training, and i
_____ ccuracy o al results.

developing subordinates in the work.

- (8) Skill in the application of techniques and pro-
cedures.

-.‘.{ (9) Accuracy of judgments or decisions. weeeee (27) Efectiveness in promoting high working morale.
—-----(10) Effectiveness in presenting ideas or facts. -eee- (28) Effectiveness in determining space, personnel,
-—u(11) Industry. and equipment needs.
2 ; ceeeee (29) Effectiveness i tta nd obtaining adher-
s CLE) R?nt:ni(:): progress on or completion of assign- (29) fnze ¥ tifage }?mgfs ;:iﬂ ;:mdk_;es.mmg‘_
(13) 3 = (80) Ability to make decisions.

Amount of acceptable work produced. (Is mark . ; :
based on production recorga? _____________________ ) —-- (81) Effectiveness in delegating clearly defined
(Yes or no) authority to act.

*-__(14) Ability to organize his work.
=X-.(15) Effectiveness in meeting and dealing with

others. - " STATE ANY OTHER ELEMENTS CONSIDERED
------(16) Cooperativeness.
~.(17) Initiative. (A)
..... (18) Resourcefulness. (B)
_____ (19) Dependability.
______ (20) Physical fitness for the work. aass-i(E)
STANDARD ; . ’ .idjcgh‘u
Deviations must be explained on revesse side of this form rating
Adjective
rating Ratin
Plus marks on all underlined elements, and no minus marks._________________  Excellent official . \J.
Plus marks on at least half of the underlined elements, and no minus
A e e e A ety S A o .. Very good
Check marks or better on a majority of underlined elements, and any Reviewing
minus marks overcompensated by plus.marks .. Good offieial “_H{/
Check marks or better on a majority of underlined elements, and minus
marks not overcompensated by plus marks Fair
Minus marks on at Jeast half of the underlined elements________________________ Unsatisfactory

o T e 25 444
e D7 e

(Title) _ o e

(Signature of reviewing official)

Rating approved by efficiency rating/committee .._____________.__._.. Report to employee _-__k--.'\._.'. ........ { b SR
g 5 . 8 (Date) P LoR (Adjective rating)y,, 1 %7 ¢ { f
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Standard Form 68

March 1944
U. S. CIVIL SERVICE COMMISSION \
Dept. Cir. No. 474

(Name of employee)

Soil Conservation Service - Sebestopol, Cealiforni
(Organization—Indicate bureau, division, section,

Very Good

Efficiency rating:

(Date of notification)

Form approved.
Budget Bureau No. 50-RO1S.
e Approval expires March 30, 1945.

NOTICE OF OFFICIAL
EFFICIENCY RATING

As of _lh::nh_il._lS)hlL...._ based on performance during period from

REGULAR ( X )  SPECIAL )
PROBATIONAL or TRIAL PERIOD )

L=1=L3 to....3=30=lls

(Title of position, service, and grade)

, field nuu‘;j‘f";ﬁ """

(Signature) Chairman,
Regional Efficiency Rat =
icnal B enoy Raugs_mm

Interpretation of Efficiency Rating

Excellent means ‘ormance in every important phase of th
mkmg)mmmm;:uhmhwfzmu!nm;

respect.
Very Good (VG) means that performance in at least half of the impor-
tn;;phuulolimmkwwmdmsmdﬂwummmln

or
You are also entitled to see the final ratings (not the

or station. Information on appeals may be
mmdfmmmrn;?ervlmorpermmloﬂlw. There are time limita

Significance of Efficiency Ratings

The salary advancement act provides for successive salary advancements
based on several factors, one of which is efficiency ratings. of
5 " permit periodic salary advancement mmnmuiu steps up to and
m;w t.laa mtiiddje r;tzvfar o g md(“Exgelhnt." m&’u%
+ And ratings o ery
advancement by successive steps above the middle rate of the

The uhdm:gemnﬂmdmmplmwhmemdmwrwnxhw
must be redu one salary step if his rate of compensation is above the
middle rate. If the rate of com is equal to or below such middle
salary rate, it is not subject to reduction on that

account.
An employee whose efficiency rating is *“Unsatisfactory” is not permitted

§

?E

to remain in his on. He must be assigned to a position more nearly
commensurate with his ability, either (1) in the same line of work, in
which case the position must be in a lower classification grade and his
rate of compensation must not be in excess of the middle rate for such
grade, or (2) in some other line of work for which he is qualified, in
which case he is considered as having received a new a tment to the
extent that his rate of compensation must be at the minimum rate for

2
g
:

such grade and he must begin a new probationary period ;
able vacancy is available he must be the service
ciency. A probationary employee, assigned to a position of
fication grade, begins a new probationary

%
:
B
Fi8

[
&
B
:
£
E
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UNITED STATES DEPARTMENT OF AGRICULTURE
SOIL CONSERVATION SERVICE

15 Gpot VT 4°
(Tate)

Jack L., Reveal

¥ You are hereby informed that for the eleven-month period ended April 15,
1910, your efficiency rating is as follows:

CLASSIFICATION 8 EFFICIENCY RATING
Service " Grade : Clars :  Numsrical : Adjective
P ; 1 ; Jr. Forester-; 1L ¢ Very Good

«SIGNIFICANCE .OF RATINGS

"rxcellant® (3=7) - The empioyee's work is outstanding and is performed l
with maxinum e: ficiency and minimim supervision. In comporison with other em- |
ployees cdoing werk of the scuie class, his departure from ths organization would
be & real loss and his replacement would be difficult, (Subject to appropriation
and other limitations, employee is promotable within grade if below top salary.)

"ery Good" (8-13) - The employee's service is better than the ordinary
but not The maximum., He is superior in most qualities needed in the position
but not necessarily in all., He requires less than average supervision, No
deficiencies of any importance can be observed. His removal would be a definite
loss. (Subject to appropriation and other limitations, employee is promotable
within grade if below top salary.)

"Good" (14-19) - The employee's work is satisfactory and acceptable in
every sense, is complete, accurate, and properly presented, but is not outstand-
ing, No serious deficiency can be observéd. (Subjeet to appropriation and
other limitations, employee is promotable, if below the middle, but not beyond
the middle salary of the grado. )

"Pair® (20-24) - The employee's work requires more than an ordinary
amount of supervision; it is not completely acceptable and is sometimes impaired
by deficiencies which tend to reduce his value to the service, The work is below
that ordinarily expected of an employee of the grade but not so deficient as te
require removal from his present position, (The employce's salary will bz
reduced one step if it is above the middle salary rate of the grade, )




—2-

"Unsatisfactory™ (25-30) - The emplovee's work is seriously deficient
in important respects. It mey require an unreasonable amount of supeiyiﬁton,
be iraccurate, incomplete, and is sufficiently poor to require demotiom a
lower grade position or dismissal fram the sorvice, He is definitely wmsuited
to his present position., (The employee will be assigned to duties of a lower
grade, he will be separatod from the service for inefficiency; provided that
the rating covers a period of 90 days or more.)

Rating Officers are expected to discuss the efficiency ratings with em=-
ployees and employees are encouraged to discuss their ratings with their
supervising officers. An employee who is dissatisfiod with his rating mey ap-
peal in writing to the Board of Review .of his bureau or office within 15 days
after receiving this notice. Field employees will address appeals to their
Rezional Boards of Review, but if none exist, then to the burcau Board within
the stated time 1imit, The appropriate board of review will investigate the
case and may call upon eny emplovee of the Department for oral or written
aevidence.

If dissatisfied with the decision of-the.ngrd of Review, the employee
-may appeal within 20 days after receiving notice of such decision pursuant to
Secretary’s Mcnorandum No. 753 of May L, 1938.

If an employee is abscnt on leave or cffici=l business at the time the
notice of his efficiency rating--or the notice of the decision of the Board
of Review in the case of an appcal--is sent to his office, the time limits of
15 days and 20 days, respectively, shall apply beginning upon the date of his
return to the offico. PLR AN ki 3

Your attention is directed to the fact that standards are materially
higher then those used in previous years, and hencc camparisons with past
retings have little or no significance. A lower adjective assigned this
yedr does not necessarily indicate lower efficiencye

Thairman, Regional Board oT

P-202

Digitized by the Hunt Institute for Botanical Documentation
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UNITED STATES DEPARTMENT OF AGRICULTURE

SOIL CONSERVATION SERVICE

15 M 19%!

You are hereby informed that for the twelve-month period ended
April 15, 1941, your efficiency rating is as follows:

Jack L, Reveal

CLASSIFICATION : EFFICIENCY RATING
Service 3 Grade ¢ Class : Numerical : Adjective
s ‘Junior : :
P : 1 ‘Forester 9 P Very Good

SIGNIFICANCE OF RATINGS

"Excellent" (3 = 7) -- The employee's work is outstandingly supericr by
a1l standords of measurement; he performs his duties with a minimum of
the kind of supervision eppropriate to his class of work and, as compared
to other employees doing work of the same class, his departure from the
organization would be a real loss and his replacement would be difficult,
(Subject to appropristion and other limitations, employee is promotable
within grade if below top salary.)

"Very Good" (8 = 13) == The employee's service is superior yet does not
equal in certain respects that necessary for "excellent," He is superior
in most qualities but slightly below the highest standards in others or
he mey require a greater amount of supervision then the minimum for his
class of work., (Subject to appropriation and other limitations, employec
is promoteble within grade if belew top salary.)

"Good" (1l = 19) -- The employee's work is satisfactory and acceptable
end represents the standard to be expected from all except the more oute
standing. The amcunt cf supervision is that normal for the grode,
(Subjeet to appropriaticn and other limitations, employec is promotable
within grode, if below the middle but nct ebove the middle of the grade,)

“Fair® (20 - 2}) == The employee's work is not completely acceptable, and
i§ bolow the standards ordinarily expected of the grade and class although
not so deficient as to require removal from his present position or reduc=
tion in grade. He requires more than the usual amount cf supervision.
(The employee's salary will be roduced one step if it is above the middle
salary rate of the grade, )

“Unsatisfactory® (25 = 30) =- The employee's work is seriously deficient
in important respocts, It may require an unreasonable amount of super=-
vision, be inaccurate, incomplete, and sufficiently poor to require

Digitized by the Hunt Institute for Botanical Documentation
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demotion to a lower grade position or dismissal from the service. He
is definitely unsuited to his present position, (The employee will be
assigned to duties of & lower classification grade and should no suite
able vacancy be available in a lower grade, he will be separated from
the service for ineffieciency; provided that the rating covers a pericd
of 90 days or more,)

An employee has the right to see his rating form.

Rating Officers are expected to discuss the efficiency ratings
with employees and employees are encouraged to discuss their rotings
with their supervising officers. 4An employee who is dissatisfied with
his rating may within 15 days after receiving this notice request in
writing a reconsideration by the Regional Board of Review, The Regionmal
Board of Review will investigate the case and may call upon any employee
of the Department for oral or written evidence.

If dissatisfied with the decision of the Regional Board of
Review, the employee may appeal within 20 days after receiving notice
of such decision pursuant te Secrctary's Memorandum No. 753, Revised,

of April L, 1940.

If an employee is absent on leave or cfficial business at the
time the notice of his efficiency rating == or the notice of the
decisicn of the Regional Board of Beview in the case of a reconsjderation ==
15 sent 1o his offige, the time limits of 15 days and 20 days respect-

iveiy sholl appiy beginping wpon the date of ais retwrn to the orfiec,

Chlarles R gmwg?) |

Charles P, Emery,
Chairman,
Regicnal Board of Review of Efficiency Ratings.

Digitized by the Hunt Institute for Botanical Documentation
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D. Standard Employee Notification Form

* UNITED STATES DEPARTMENT -OF AGRICULTURE
SOIL-CONSERVATION SERVICE

Reveel,.Jack L, ' May 16, 1942
Sebastopol, Calif, o (Date)

You are hereby informed that for the twelve-month period ended
March 31, 1942, your efficiency rating is as follows:

CLASSIFICATION EFFICIENCY RATINGS
= Conduct
Service Title " |Grade | Numerical | Adjective |Setisfactory?
8:Cele Asst. Forester P-2 4 Good Yes
! . '!Yes or No)

SIGNIFICANCE OF RATINGS

"Excellent® ( 1 ) == The employee's work is outstandingly superior by all
standards of measurement: he performs his duties with a minimum of the
kind of supervision appropriate to his class of work and, as compared to
other employees doing work of the same class, his departure from the
organization would be a real loss and his replacement would be difficult.
(Subject to appropriation and other limitations, employee is promotable
within grade if below top salary.)

= 5

"Very Good" . (2-3) =-- The employee's service is surerior yet does not equal

in certain respects that necessary for "excellent." He is superior in most
.qualities but slightly below the highest standards in others or he may re-

quire .a greater amount of supervision than the minimum for his class of
work. (Subject te appropriation and other limitations, employee is pro-
 motable within grade if below top salary. :

"Good" (L=6) == The employee's work is satisfactory and acceptable and
represents the standard to be expected from all excert the more outstand-
‘ing.: The amount of supervision is that normal for the egrade.- (Subject to
appropriation and other limitations, employee is rromotable within grade,
if below the middle but not above the middle of the grade.)

"Fair" (7-8) == The employee's worl is not completely acceptable, and is
below the standards ordinarily expected of the grade and class althouch not
so deficient as to require removal from his present position or reduction
in grade. He requires more than the usual amount of supervision. (The
employee's salary will be reduced one step if it is above the middle salary
rate of the grade,)

Digitized by the Hunt Institute for Botanical Documentation
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“Unsatisfactory® ( 9 ) =- The employee's work is seriously deficient in
important respects. It may require an unreasonable amount of supervision,
be inaccurate, incomplete, and sufficiently poor to require demotion to a
lower grade position or dismissal from the service. He is definitely
unsuited to his present position. (The employee will be assigned to
duties of a lower classification grade and should no suitable vacancy be
available in a lower grade, he will be separated from the service for
inefficiency; provided that the rating covers a period of C0 days or more.

An employee has the right to see his rating form.

Rating Officers are expected to discuss the efficiency ratings with

- employees, and employces aere-endouraged to discuss their ratings with
their supervising officers. An employ=e who is dissatisfied with his
rating may, within 15 days after receiving this notice, request in
writing, a reconsideration by the Efficiency Rating Committse of his
bureau or office. Field employees will address a request for recon-
sideration to a Regional Efficiency Rating Committee, or, if none exists,
then to the bureau Committee within the stated time limit. The
appropriate Efficiency Rating Committee will investigate the case and
may call upon any employee of the Department for oral or written evidence.

If a Field employee is dissatisfied with the decision of the Efficiency
Rating Committee, he may arpeal within 20 days after receiving notice
of such decision rursuant to Secretary's Memorandum No. 753, Revised,
dated April L, 1940.

Yiashington employees who wish to appeal their ratings from the decision
of their Efficiency Rating Committees should address their appeals to
the Chairman, Department of Agriculture Boerd of Review, Civil Service
Commission., This Board was established under the Ramspeck fct of
November 26, 10L0, and Executive Order No. 87L.8 dated “ay 1, 1941. Eash
appeal must be in writing and should be filed in duplicate with the
Chairman. It should set forth the appellant's name, mail address,
classification grade in which rated, date notified of efficiencv rating,
efficiency rating appealed from, efficiency rating desired, period
covered by efficiency rating, orgenization unit in which the rating was
assigned, and reasons for arpeal. *ppeals must be filed within a period
of 90 days from the date the employees receive notice of their original
ratings.

C321‘14¢1£?2,f (X’ ¢§§;, o¢~141;)

Chairman #
Regional Efficiency Rating Committee
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