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PRECEPTS FOR PERFORMANCE PAY AND PRESI DENTI AL RANK AVWARDS
A.  PURPGSE

These Precepts prescribe the criteria to be used by the
Consol i dat ed Seni or Foreign Service Perfornmance Board

(C/ Board) for determ ning Performance Pay and Presidentia
Rank Awards for Senior Foreign Service enployees. The
Precepts shall informthe C Board of the factors to be
considered in evaluating enpl oyees and describe the
performance | evel s necessary for Performance Pay and
Presidential Rank Awards.

B. GENERAL

Performance Pay is conferred by the Agency on the basis of
i ndi vi dual performance during the nost recent rating
period. Performance Pay may not exceed 20 percent of base
salary and is subject to the limts on total nunber of
awar ds establ i shed by | aw.

Presidential Rank Awards are conferred on the basis of
recommendati ons by an interagency Perfornance Board.

Presi dential Rank Awards consist of the Distinguished
Service Award for sustained extraordi nary acconpli shnent,
which carries a paynent of up to $20,000; and the
Meritorious Service Award for sustained superior
acconpl i shmrent, which carries a cash stipend of $10, 000.
These awards may be conferred on no nore than six percent
of the menmbers of the Senior Foreign Service, wwth no nore
t han one percent receiving the Distingui shed Service Award.

The Performance Eval uation Files of enployees shall be the
sol e source of information upon which the C/ Board shal
base its deci sions.

C. EQUALITY OF CONSI DERATI ON

The C/ Board shall evaluate all enployees solely on nerit
with conplete fairness and justice. |In this respect,
Perf ormance Boards shall not discrim nate agai nst any
enpl oyee, directly or indirectly, for reasons of race,
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color, religion, sex, age, disabling condition, sexual
orientation, origin or neans of entry into the Agency. In
addition, C/ Board should be sensitive to discrimnation
information or the appearance of discrimnation in Annual
Eval uati on Fornms and should report such findings to either
the Chief, MHRLERPM or the IGRM |f a Board nenber
bel i eves that another Board nenber is being unfair or
biased in his or her review of an enpl oyee’s Perfornmance
Eval uation File, the menber shall bring the matter to the
attention to either the Chief, MHR LERPM or the |G RM for
appropriate action.

The C/Board is to ignore inadm ssible corments nmade in
Annual Eval uation Forns or Enployee Statenments. Such

i nadm ssi ble cooments are not to be discussed nor used as
the basis for decision-nmaking. |nadm ssible comments

i ncl ude the foll ow ng:

1. Reference to race, religion, sex, national origin,
political affiliation, age, famly or marital
status, or sexual orientation;

2. Retirenent, resignation or other separation plans;

3. Gievance, Equal Enploynent CQpportunity conplaint or
other third party adjudi catory proceedi ng or
deci si on;

4. Method of entry into the Agency (Internationa
Devel opnent I ntern, New Entrant Professional
Conversi on from anot her personnel system;

5. Reference to private U S. Ctizens by nane;

6. Participation or non-participation in union
activities, either as a representative of the union
or as a bargaining unit nenber;

7. Prior eval uations prepared by other Rating
Oficials;

8. Rel uctance to work voluntary overti ne;
9. Leave record, except absence w thout |eave (AWOL);

10. Deci sions concerning disciplinary action;



11. Reference to the use of the dissent channel, which
results in an adverse eval uati on of perfornance.
However, expressions of dissenting views on policy
whi ch are outside the dissent channel and which
rai se substantive questions of judgnent relative to
the skills matrix may be di scussed in an eval uati on,
with specific instances cited;

12. Negative or pejorative discussion of another
enpl oyee' s performance; and

13. Specific identification of physical disabilities or
nmedi cal probl ens including addictions to al cohol and
drugs, and any rehabilitation efforts. Genera
reference may be nmade to confirm know edge of a
nmedi cal condition to the extent that it affects job
performance or ability to accept overseas
assi gnnents. Rated enpl oyees, however, nmay discuss
their nedical condition in specific terns if such
condition affected perfornmance.

D. SELECTION CRI TERI A

Conparing the performance and acconpli shnents of enpl oyees
will require difficult judgnments. Qutstandi ng achi evenent
may be found in professional and courageous handling of
emergency situations; significant acconplishments may
result fromresourceful conpletion of specific projects or
negoti ations; major benefits may result fromimagi native
and sensitive policy initiatives or fromthoughtful and

ef fici ent managenent of inportant prograns or m ssions.
There is no formul a whereby varyi ng performance records may
be neasured and wei ghed with nmat hemati cal accuracy.

C/ Board nenbers nust apply the relevant criteria as
realistically and fairly as possible, discuss their views
where differences exist, and exercise their judgnent to the
full est extent of their w sdom and experience.

The C/ Board should be alert to evidence, through eval uation
reports or letters of criticism of an enpl oyee's
indifference or |ateness in conpleting eval uations on
subordinates. This represents failure in supervisory
responsibilities which may di sadvantage the rated

enpl oyee. The C/ Board shoul d give due weight to such
failures when conparing that enployee's performnce agai nst
others for performance awards. Simlarly, evidence of an
enpl oyee's failure to support affirmative action goals and



equal opportunity requirenents al so should be given due

wei ght .

Recomendati ons for Agency awards shall be based on the
following criteria:

1. Performance Pay Awards

a.

Shoul d be based on the current cycle
only;

Rel ati ve val ue of the enployee's
achi evenment to the acconplishment of the
Agency's m ssion;

Degree of difficulty inherent in
successful achi evenent;

Extent to which achi evenent was
characterized by strong executive

| eadership and significant contributions
in the formul ati on of Agency policies and
pr ogr anm ng;

Ext ent of denonstrated, highly devel oped
functional, foreign | anguage and area
experti se;

Ef f ecti ve supervision and devel opnent of
subor di nat es;

Achi evenents in the areas of cost
reduction, efficiency, quality of work,
productivity and tineliness to the end of
i nproving Foreign Service manageri al
flexibility and effectiveness;

Meeting affirmative action goals and
achi evenent of equal opportunity
requi renents; and

Achi evenments in the identification,
correction and control of waste, fraud
and m smanagenent .

2. Presi denti al Rank Award Nom nati ons



In addition to the criteria for

Per f or mance Pay, enpl oyees nust have
denonstrat ed sustai ned superior or

out st andi ng acconplishment as an SFS

enpl oyee (or equivalent) for at |east the
| ast three consecutive rating cycles.

Evi dence of such sustai ned acconpl i shnment
may be found in, e.g.:

i. Significant contributions to the
international interest in the area of
foreign affairs;

ii. Mnagerial acconplishnents in
cooperative efforts with other
foreign affairs agencies, federal
agenci es, Governnent entities
and/or the private sector;

iii. Achievenments of Agencyw de
i nportance in policy, technical,
program and/ or human resource
terns.

Nom nations for Presidential Rank Awards
shoul d recogni ze the nost capabl e,
deservi ng and acconpl i shed enpl oyees of
the Service who warrant this singular
honor due to exceptional contributions and
because their integrity and worthi ness of
public trust are beyond questi on.



