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Petty Officer Self Evaluation 10-4.01-P

SUBMIT a self evaluation to your supervisor, as presented in the E-PME Study Guide
using the Petty Officer performance evaluation factors (intent to support and provide
input on your performance).

Petty Officer To ensure a high level of performance from its members and the

Performance advancement to positions of greater responsibility for those who

Evaluation Factors ~ demonstrate the greatest potential, the Coast Guard employs a
performance evaluation system.

The Coast Guard enlisted evaluation system is the process used to identify
the strengths and weaknesses of its enlisted personnel. The system
includes performance feedback and formal reporting. The petty officer
performance evaluation factors are grouped into five categories:

Performance
Leadership

Military

Professional Qualities
Conduct

Performance The factors in this category measure a member’s ability to acquire
knowledge and the ability to use knowledge, skill, and direction to
accomplish work.

Professional/Specialty Knowledge: The degree to which this member
demonstrated competency and proficiency for assignment.

Quality of Work: The degree to which this member completed quality
work and required guidance.

Monitoring Work: The degree to which this member identified what
needed to be done, set priorities, and kept supervisor informed.

Using Resources: The degree to which this member exercised good
stewardship of personnel, financial and material resources. Aligned
resource management with customer needs.

Safety: The degree to which this member adhered to safety procedures.



Performance
(continued)

Professional Qualities

Military

Stamina: The degree to which this member thought and acted effectively
under conditions that were stressful and mentally or physical fatiguing.

Communicating: The degree to which the member listened, spoke,
responded to feedback, and expressed thoughts clearly and logically.
Professional Development: The degree to which this member continued
to professionally develop, acquire new skills, or improve current skills,
and knowledge.

.Measures those qualities which the Coast Guard values in its people.
Health and well Being: The degree to which this member exercised
moderation in the use of alcohol. The degree to which this member
maintained weight standards and adhered to the Coast Guard Fitness
Program.

Integrity: the degree to which this member demonstrated the qualities of
honesty and fair mindedness in personal relationships

Loyalty: The degree to which this member was committed to the Coast
Guard, unit, supervisor, and shipmates.

Respecting Others: The degree to which this member cooperated with
other people or units to achieve common goals.

Human Relations: The degree to which this member fulfilled the letter
and spirit of the Coast Guard’s Human Relations/Sexual Harassment
policy in personal relationships and actions.

Adaptability: The degree to which this member adjusted and managed
change.

Judgment: Ability to make sound decisions and provide valid
recommendations by using facts, experience, common sense, risk
assessment, and analytical thought.

Initiative: Ability to originate and act on new ideas, pursue
opportunities to learn and develop, and seek responsibility without
guidance and supervision.

The factors in this category measure a member’s ability to bring credit to
the Coast Guard through personal demeanor and professional actions.
Uniform: The extent to which this member appeared neat and smart in
uniform.

Customs and Courtesies: The extent to which this member conformed
to military traditions, customs, and courtesies, and set standards for
subordinates’ performance and behavior.




Leadership

Conduct

Performing a Self-
evaluation

Measure those qualities which the Coast Guard values in its people:
Directing Others: The effectiveness of this member in influencing and
guiding others in completion of tasks.

Working with others: The degree to which the member promoted a
team effort in accomplishing goals.

Developing Subordinates: The extent this member used mentoring
counseling, training and education, and recognition to increase the
knowledge and performance of subordinates or others. The degree of
this member’s sensitivity and responsiveness to the goals and
achievements of others.

Responsibility: The member’s ability and willingness to enforce
standards on self subordinates, and others; to support policies and
decisions; and to hold one’s self accountable for own and subordinate’s
actions.

Evaluations: The extent to which the member conducted, or required
others to conduct, evaluations that were objective, accurate, fair, timely,
and consistent with actual performance. Evaluations treated as an
ongoing process vice an event.

Work Life Sensitivity/Expertise: The acquisition and use of both
knowledge and skills to enhance the overall quality of life and general
welfare of Coast Guard members and their families. This member’s
interest in and level of support for CG Work-Life and related programs
regardless of billet.

Setting an Example: This member’s ability and willingness to seek
responsibility and display positive judgment in making decisions.

Does not require a numerical mark, an individuals conduct is either
satisfactory or unsatisfactory.

The Enlisted Qualification Manual, COMDTINST M1414.8 (series)
provides the current professional and military job performance
requirements for the specific rating. Section 10-B, Personnel Manual,
COMDTINST M1000.6 (series) and other pertinent directives provide
policy and procedures for completing enlisted employee reviews.

Using the performance requirements for your pay grade, perform a self-
evaluation as presented here and submit it to your supervisor.

Your self-evaluation documentation supports and provides input on your
performance.




Guidelines for
Assigning Marks

Performance competency is graded on a number system of 1 through 7,
with 7 being the highest possible level of performance and 1 being the
lowest possible level of performance.

Normally, a single, isolated event...either positive or negative...should
not drastically affect the marks assigned.

e When assigning a 1, 2, 7, or unsatisfactory conduct, provide written
comments with specific examples of performance to your supervisor.

e Foramark of 2, 4, or 6, these standards must be met and no others in
the next higher performance standard.
A mark of 4 represents the expected performance level of all enlisted

personnel.

Guidelines for Assigning Marks

Mark

Specifies...
Unacceptable

Means the member consistently...

Did NOT meet all the written performance
standards in the “2” level and the rater
considered the impact severely detrimental to
the organization or to others.

Poor

Met all the written performance standards in this
level.

Below standard

Did NOT meet all the written performance
standards in the “4” level.

Average

Met all the written performance standards in
this level and none in the “6” level.

Above average

Met all the written performance standards in the
“4” level and at least one in the “6” level.

Excellent

Met all the written performance standards for
this level and did NOT exceed any of them.

Superior

Met all the written performance standards in the
“6” level and exceeded at least one of them.




T ENLISTED EMPLOYEE REVIEW WORKSHEET

U.5. COAST GUARD

- ,
CG-178EB (REV. £24/05) PETTY OFFICER
INSTRUCTIONS
# Use a pen or pencil.
+ Darken in the oval completely. RIGHT MARK WRONG MARKS
+ Do not make any stray marks on this form. L] o

MEMBER: Provide written documentation that 1s objective, accurate, and timely
noting significant accomplishments or aspects of performance that occurred during
this marking period.

RATING CHAIN: Eeview the Enlisted Qualifications Manual, COMDTINST
M1414.8 (series) to determine the cumrent professional and mulitary job performance
requirements for the specific rating. Review the performance qualifications to
determine to what degree a member should be able to apply such knowledge.
Review Section 10-B. Personnel Manual, COMDTINST M1000.6 (series) and other
pertinent directrves establishing policy and procedures for completing enlisted
emplovee reviews. Evaluate the member against the written performance standards
only. When a member has consistently met all the written performance standards for
a2, 4, or 6 and no others, assign that mark. All performance dimensions must be
evaluated. Provide written comments to describe the member’s leadership potential
(E-6 evaluations only). Written comments are also required to support each mark of
1. 2, 7 or unsatisfactory conduct. Wiitten comments should provide specific
examples of performance and behavior.

LEADERSHIP POTENTIAL: Provide written documentation for all E-6 personnel

SUPERVISOR: After observing and gathering input on member’s performance
and behavior, evaluate member’s performance against the written performance
standards and place an “X7 within the appropriate oval. Give form with
recommended marks and written comments to the Marling Official within the time
frames specified in the CG Personne] Manual

MARKING OFFICIAL: Eeview the marks recommendead by the Supervisor and,
considering other information on the member’s performance and behavior,
recomumend matles by darkening in the appropriate ovals and entering the
numerical equivalent in the “Mark™ colunm. Give form with recommended marks
and written comments to the Approving Official within the timeframes specified in
the CG Personnel Manual.

APPROVING OFFICIAL: Review the marks recommended by the Marking
Official and complete the Approving Official’s section. Marks not concurred with
must be discussed with the Marking Official To change a mark. line throngh and
initial the incorrect mark, assign a new mark and change the Mark colunm. Ensure
that required written comments are provided. Also ensure that the member i
connseled and signs the weorksheet and the marks are entered into the Coast Guard

describing in detail their potential for fiuture leadership responsibilities. Direct Access System, within the time frames specified in the CG Personnel

Manual.

RATE, FIRST NAME, LAST NAME: UNIT NAME:
1
2 EMPLOYEEID # 4 REASON
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OTHEER: Review section 10-B COMDTINST
MI1000.6 (series) to determine when
required:
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O APR
O REDUCTION (OTHER. THAN O MAY
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O E-6 =Tl
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PERFORMANCE: Measures a member's ability to acquire knowledge and the ability to use knowledge, skill, and direction to accomplish
work.

COMPETENCIES

2

4

6

MARK

1. PROFESSIONAL/SPECIALTY ENOWLEDGE
The degree to which this member
demronstrated technical competency and
proficiency for ratmg or special as

Marginal knowledze of rating
or special assiznment.
Expenenced diffiouley in
demonsirating proficiency.
Failed to mamtain
qualifications. Did not
demonstrate knowledze of
policies and procedures.

Demeonsmatad good knowladze of
policies and procedures. Had total
understanding of rounne concepts of
rafng or special sssigument. Solved
everyday problams encountered in
comaplating mest asziznad tasks

O

Comsistently demonstratad
outstanding kpowledge and
skills; performed all tasks.
Developed sud anzlyzed
alternatves neaded o solve
difficult problams.

O

2. QUALITY OF WORK
The degree to which this member completed
quality work and requived guidance.

Work ofren of poor guality and
needed uperading or redoing
o be acceprable. Stood poor
wartches; often failed to
comaply with standing rules
and orderz. Fegured more
gnidance for payerade and
experisnce

o

Uzed waining, expenence, and proper
procedures to produce fimished work of
zood quality. Steed good, responsible
watches. Worked well on own; needed
minimum zguidance for new or
complex tasks

o

Conzistently produced work of
highast quality; exceeded
expeciations and'or standards
for tasks. Used knowledge and
enperience o reselve nmmsnal
problems/simations while on
wanch. Meeded no gnidance
other than inital direction ta
complets new or complex

tasks.
@)

3. MONITORING WORE
The degree to which this member identified
what needed to be done, s2t prionties, and kept
supervizor informed.

Somenmes neaded halp in
prionifizing routne tasks.
Uznally nopreparad. Diid not
follow policies or standard
procedures. Oocasionally late

completon of tasks.

O

Quickly recognized difference between
routine and priorify tasks and
organized work accordingly. Carefully
monitored prozress of msks o
completion. Provided facmal and
acourate reports fo supervisor on all
aspacts of work.

O

Accurately set priorities for all
zssizped razks and consistently
complered work ahead of
schedule. Consistentdy kepr
suparvizor informed of
progress/problams, resuls, and
new work efforts

O

4. USING RESOURCES
The dagres to which this member axercized
good stewardship of personnel, financial and
materizl resources. Aligned resowmce
managemeant with customer neads.

Chocasionally wastad marerials
or was unakle to properly and
effectively use budget. tools,
publications, sand eguipment.
Somenmes wasted ome Did
nor delegate wall. Often failed
o follow up.

S,

Made good use of available personmel
and their skills. Materizls, budget,
tools, equipment, and publications
effectvely used. Suppored new
approaches, methods, or technologies.
Met all customer neads

o

Uzed all personne] and their
skills to capacity in 3 positive
working environment. Sought
our berter wavs 1o accomplizsh
tazks. Devaloped new
methods or approaches. Cost
conscions. Exceedad cnztomer
expectations

@]

. SAFETY
The dezrze to which this member identified
evaluated, and managed risks to persomneal.

[

Failed to adeguately idennty
and protect perseans! from
hazards. Did pot follow
standard procedurses in sk
identification and assessment
of hazards. Safery not 2 hizh
priority; sometimes allowed
personnel to disregard safery
procedures or 1o wark without
safety equipment.

Ensured that safe operating procedures
were followed for all aspeces of wark.
Ensured thar reguired safary equipment
was available and nsed. Followed-up
and ensured that identified hazards
were removad

O

Consistently soessed safery.
Dremonsraed 2 significant
conunitment towards the
idennficanon and removal of
hazards o personnel

O

6. STAMINA
The dezree to which this member thought and
acted effectively under conditions that were
stressful and mentally or physically fatigung.

Physically’'mentally tred
mnder swess or doring periods
of extended work. Resizted
PUTILE in Necessary overtime.
Producrvity or safety dropped
m smressful simations

S,

Handled stressful simations well
Worked exma hours as reguired 1o ger
the job done. Producrmvity and safery
ware adequate.

Qo

Willingly worked overtime
when necessary e get the job
done Mo loss of prod vty
or safary during stressful
simations or extendsd work

hours.
@]

7. COMMUNICATING
The dezree to which thiz member listened,
spoke, responded to feedback, and expressed
thoughts elearly and legically.

Uszed inzppropriate lanmmaze
or mannerizsms. Failed to
listen carefnlly. Exprassed
thomzhrs lacked clariny.
Drisorganized o verbal
prasentanons.

O

Uszed approprizts lanmage; abls to get
point across. Demonstrated ability o
communicats canmibutad to overall
performance. Listened amentvely and
accepied consmuctve feedback from
others.

o

Comsistently displayed an
outstanding ability in verbal
exprassions. Promored open
conummications; put others ar
ease and drew our e
SUEEESHONS COMMants.
Prazentations were typically
well orgamized.

o

3. PROFESSIONAL DEVELOPMENT
The degree to which this member continuad to
professionally davelop, acquire mew skalls, or

mprove ewrent skills, and knowledge.

Diid not use oppormmities mo
further develop ar deamonsmare
[AOng or spacial assignment
skills and knowledge. Lackad
either motivaton or aptimde in
furthering knowledze

O

Uszed available oppormmnities 1o
mcrease knowladze and further
develop skills. Sought increaszad
rasponsibility. Showed professional
growth thronzh education and raining

Crutstanding rale modal.
Enthusiastically songht
opporiunities, on or off duty,
for personal and profassional
developmen: Eapid
professional growth.
Sizmificant achievements.

O




LEADERSHIP: Measures a member s ability to direct, guide, develop, influence. and support others in the performance of work.

COMPETENCIES

2

4

6

MARK

DIRECTING OTHERS

The effectiveness of this member in
mflusncing and suiding others in the
completion of tazks.

Had difficulry in directing and
influencing others effectvaly.
Did not insiill confidence in
subordinates and others. Did
not managze difficult simations
Did not estsblish and maintain
standards of guality or quantity
for work produced.

o

Enew apd nzed people’s abilites o
ensure that bhigh work standards were
maintained Fept salf and others
motrvared towards completion of
work. Subordinates knew their role.

o

Achieved positve and prompt
action from others, even in
difficult simations. Ensured that
each member knew their rols in
orzanizaton. A strong and
respected leader.

IS,

@]

(=

. WORKING WITH OTHERS

The degree to which this member promoted 2
team effert and used partnening with internal
and axtemal orgamizations m accomplishing
goals.

Exerted little or no inflnence
aver group resulfing in
dizorzanized effors. Allowed
conflicts 1 go on berween
group members. DHsregardad
the ideas of others. Mot a team
player. Failed to mamtain
parmarships.

O

Demonstrated CAN DO attimde.
Ensured workload egutably
dismibured. Evcouraged other ream
members to commwibute ideas.
Effectively parmered to ackisve goals.

o

Crarstanding ream lazder that
excelled in getting all to wark
together. Group consistently
effective and productve in
achisving tesm goals
Crarstanding nse of parmering o
achiava zoals

o

L

. DEVELOFING SUBOFDINATES

The extent this member used mentoring,
counseling, training and education, and
ecognition to ncrease the knowledge and
performance of subordinates or others. The
dezree of this member's sensitivity and
responsivenass to the goals and achievements
of others.

Confributed Liftle to training
and educational programs to
develop subordinatas or others.
Acceptad marginal or unsatis-
faciory performance or
behavior. Failed to provide
timely or constmctve feed-
back. Farely acknowledged or
recognized subordinates” or
others” accomplishments or
achisvements

O

Parficipated in formal, informal, znd
on-the-job traiming. Served as mentor
o subordinates; encourazed others to
muprove. Performance feedback was
dmely and consmmetve. Gave
sziznments thar halped
develop their abilities.

o

Consistentlv shared knowledge
with subordinates and others
throngh maining and mentoring.
Parformance feadback was
timely and constuotve.
Iniriared appropriate and dmealy
recognition of subordinates snd
others.

8]

.

RESPONSIBILITY

Thiz member’s ability and willingness to
enforce standards on self subordinates. and
others; to support policies and decisions; and
te hold one's self accountzble for own and
subordmate’s actions.

Provided litfle or no support for
s and decisions

£ 1o hold self ar
suberdinates accountable for
actons. Lax arenforcing
military mules and ragnlations

O

Fequired self, subordinates, and
orthers 1o confonn o military rules and
ragulations. Fully supported policies
and decisions of seniors. Enforcaed
standards nniformiy.

8]

Conzistently hald self, subor-
dinares, and others accountable
for performance and behavior.
Activelv parsuaded others o
support policies and decisions
even if unpopular. Curstanding
leader that aggrassively worked
to ensire that standards were
uniformly enforced.

L

EVALTJATIONS

The extent to which this member conducted,
or required others to conduct, evaluations that
were objective, accurate, fair, timely, and
censistent with actual performance.
Evzluations treated as an engzoing process
vice an event.

Wrimen or oral repaorts on the
performance of self, subordi-
nates, or others wers typically
submitted late, incomplete, or
inconsistent with acmal perfor-
mance. Frovided little orno
connszling to subordinares,

)

Provided complete and accurate
raports, written or oral, on self,
subordinates, or others. Performance
and behavier properly evaluated
against the wrinten standards.
Supporing documentation, when
raquired, conrained specific and
descriptive observanions. Subor-
dinates znd others received fimely and
constmctive connseling.

8]

TWritten o1 oral raparts
consistently nmely and clearly
measured perfor-rance against
wrimen siapdards. Writen
supporting decumentarion, if
DECESIATY, Was complete, acon-
rata, specific, and supported
mumerical evalustons. Did not
ACCEpr inaccurate reports from

orhers.
O

o

. WORK-LIFE SENSITIVITY/EXPERTISE

The acgumsition and use of both knewledze
and skills to enhance the overall quality of his
and general walfare of OG members and their
famulies. This member's interest m and level
of support for CG Work-Lifs and related
programs regardless of billet.

Lacked basic understanding of
Waork-Life and related programs.
Mot responsive to the personal
nesds of UG members and their
families. Demonsimied litle or
1o concern for the nasds of O
members and their families
Failed o provide adequate sup-
port or assistance for people’s
problems. Avoided opporimities
to develop expentiss including
szential knowladge

o

Enowledzeabls on Work-Life
principles, issues, and resources.
Cooveyed that knowladze to CG
members and their families. Provided
suppart with personal or job-related
problams and neads; if unable w
provide support, ensured that
appropriate coumseling and assistance
were availzble from other sources.

8]

In-depth knowladze of Work-
Lifa program. Fesponsive o the
rweads of OF mambers and their
farnilies; wanr the exma mile w
kelp those in need. Consistently
apprized OG members and their
families of Work-Life related
Programs.

o

=]

This membear’s ability and willingness to sesk
rezponsibility and display positive judsment
m making decizions.

Projected an apathetic attimde
towards assignad work, the Coast
Guard. vnet policies, or decisions
of seniors. Somefimas mdecizive
ar unwilling 1o make necessary
decisions for areas of
responsibility. Set poor example
Ty lack of action, Frequently
mada bad decizsions

Self-starter; influenced others by
projacting a positve and enthnsiastc
attimide. Demon: ed ood
judzment in making decisions.

Crrstanding role model; sought
addirional rasponsibilicy. Made
excellent decisions and
recommendatons. Actvely
promoted acceptance of all work
inclnding unpleasant assign-
ments

@]




MILITARY: Measures a member’s ability to bring cradit to the Coast Guard through personal demeanor and professional actions.

COMPETENCIES 2 4 6 MARK
1. MILITARY BEARTNG Unsble or uawilling to Demonstratad graat care in maintzsiving Standards for wniform and
The extent to which this member appeared neat, consistently sppear neat, smart, and weanng wnifonn. Hair groomed o sroonung excellence served as
smart, and well grocmed in uniform; and set and well groomed. Failad to standards; if worn, besrd or moustache model for others. Performance
standzrds for subordinates. ' mainrain uniform or grooming alzo neat and properly rimmed. of subordinatas was
standards. Perfonnance of Presanted 2 physically tim appearance. excapiional.
subordinates was marginal or
mnacceprable
O o O O @) o
2. CUSTOMS AND COURTESIES Occasiomally fziled to conform Maintamed military formality, Exemplified the finest traditions
The extent to which thizs member conformed $o to military traditions, or precedence, courtesies, and raspect to ofé:ﬂ'_r.an' :_I-Li'.ﬂﬂ_lj'l':._l!011l'.l!5iéi.
litary sradition stoms. 2 urtasies: customs and courtesias rank and privilege; required same of 304 Proocol I afl SIS,
military traditions, customs, ;FLd courtesies; and Pet ——— b _de_ lee T Tnspiced sipailar strndards i
set standards for subordmates” performance and Performance of subordinares SubOrdmares. others Derformance of
hehavior was marginal or unacceptable. e
ananior. swbordinates was exceptonal.
O O O O O @] O
PROFESSIONAL QUALITIES: Measures those qualities which the Coast Guard values in its people.
COMPETENCIES 2 4 6 MARK

1. HEALTH AND WELL-BEING
The degree to which this member
exercised moderation in the use of
aleokel. The degree to which this
member maintained weizht standards
and adhered to the Coast Guard
Fitness Program. 0

Failed to meat mininmm standards
of sobriery or waight cowmel. Did
not adhere to the Coast Guard
Fimess Program

Qo o

Maintained weight standards and
adhered to the Coast Guard Fimess
Program. Used alcohol discriminarely
or not at 2ll; job parformance not
affected. Held s=1f and subordinates
accounrable in meeting minimmm
standards, on and off dury.

@) o

Consistently demonsirated 3 significant
comumiment, beyond sarng an exzmple.
on and off dury, to the well-baing of self
and subordinates. Actively followed a
comprebensive fitpess program.

®

[

INTEGRITY

The degree to which this member
demonstrated the qualities of honssty
and fair mindedness in persenal

Untrastworthy; h.ad.ed the truth.
Took advantage of simations for
personal gain

Honest and tuthfnl. Demonsmated
strong moral character. Was fair-
minded and mestworhy.

Consistently adhered to highest standards
of honesty, imzhfnlness, and integriny.
Fequired same of others. Stronz maral
principles and convictions as

The degree to which this member
was commutted to the Coast Guard,
untt, supervisor, and shipmates.

otherwize outwardly showed lack
of comminment to Coast Guard and
its missions, wnit, or well-being of
othars.

8] @]

Coast Guard. Supported decisions of
command. Loyal to seniors, ship-
mares, 3nd subordinates. Backed
subordinares. Was commired in doing
the best job pessible.

relationszhips and actions, on and off demonstrated by personal actions.
duty O O O o O o
3 LOTALTY Fraquently complainad or Exhubited pride in being part of the Persoual actions consistently

demonsirated a strong dedication to duty,
Coast Guard, and unir. Exiremealy loval
and suppomive of seniors, shipmates, and
subordinates.

O

4. RESPECTING OTHERS
The degree to which this membar
cooperated with other pecple or umits
to achisve conunon goals.

Showed disregard for faelings of
others through insppropriate
comments or actions. Did not
promote 8 team effort.

QO o

Treated others in 3 courteous,
thoughtfnl, and respectinl manner.
Worked comfortably with others of all
ranks and positdens.

8] O

Worked ro achieve a high stare of mumal
respect with sll. Actively encouragad
sensifivity to snd understanding of the
amimdes, perceptions, and ideas of others.
Crutstanding cooperation with others

@

[

HUMAN RELATIONS

The degree to which this membar
fulfilled the letter and spirit of the
Coast Guard’s Human Felations/
Sexual Harassment pelicy in persenal
relationships and actions.

Displayed discriminatory tendencies
toward othars based o their relizion,
age, sex, Tace, marital statis, or sthnic
Juc-¢=[oud Allowed bias 1o
influence appraisals or the weatment
of others. Cid not hald self or
subordmates accountable for their
human relatiens'sexnal hamssment
responsibilites.

Held self and sl..bo‘\dma s ac couniable fm
ltwing up to the spi Lek
Human Relatiors '-=x11.a| H t
statements. Treated others fairly and with
dignity without rezard to relipion., age. sex,
Tace. marital stafus, or ethnic backgronnd
Mo bias m work or appraisal actions.
Persomal actions centTibuted 1o unit morale.

O O

Demaonsirated through leadership a strong
personal commitment to fair and aqual
treamment of others in all sitmations, without
regard o relipion, age, sex, race, mamtal
statns, or ethnic backeround. Actively
campaizned against prejudicial actions or
behavior by others. Mads noteworthy
contribuitons to prevent and sliminate
prejudicial actans in the work place

(=

. ADAPTABILITY
The degree to which this member
adjusted and managed change.

Occasionally had difficulty in
adjusting to changas in job,
policies, procadures, and
environment. Effectivensss
impaired by changes to routine

Took change in siride. Adapred quickly
to changes. Maintined effectivensss
despite disruptiens o work routine

&) o

Managed change and adusted easily 1o
major or last minute changes in jok,
policies, procedures, and environment.
Very flextble Maintamed a high degree
of effectiveness. O

=

TUDGEMENT

Abadlity to make soumd decisions and
provide valid recommendations by
using facts, expelience, common
sense, nsk assessment, and analytical
thought.

Decizions often displayed poor
anslysis. Failed wo make necessary
decizions, or jumped o
conclusions witheut considenng
facts, alrematves, and impact. Did
not effectively weigh risk, cost,
and time consideratons.

8] o

Demonsirated anzlytical thonghr and
common sense in making decisions.
Used facts, dara, and experience, and
coasidered the impact of aliematves
Weighed risk, cost, and ime
considerations. Made sound decisions
prompaly with the bast available
information.

&) O

Combined keen analyticsl thouglt sand
msight to make appropriate decizions.
2d on the key issues and the most

ralevant information, even in complex
simarions. DHd the right thing at the right
time. Actions indicated awareness of
mmpact and implications of decisions on
others. Mot afraid to take reasonable risks
to achieve positve rasnls.

on

IMNITIATIVE

Ahility to erigimate and act on new
ideas, pursus eppormunites wo learn and
develop, and seek responsibility without
suidance and supervizion.

Posiponed peeded action
Iroplemented or suppored
improvemsnts only when directed
10 do zo. Showed lile interest in
career development. Potential
improvements in methods,
zarvices, or products went
unexplored.

Championed improvemsnt through new
ideas, methads, and pracrices
Anncipated problems and ook promp:
action o avoid or resolve them. Sought
opporninities for own career
development.

@] o

rasponsibilicy. Oprmized nse of new
tdeas and methods. Made nowworthy
contrbuiions to Improving processes and
service delivery.




CONDUCT

COMPETENCY
CONDUCT ) ) _ UWSATISFACTORY o SATISFACTORY o
The d.egl:uee.to ‘f'h-“:h thiz member, through Failed to mast mimirmm standards as evidenced by NIE, CM, or eivil Mo NTB, CM, or eivil eonvietion; and promoted and
personal be.:a'nm'. conformed o ﬂle rulez, reg- convietion: or brought discredit to the Coast Guard as evidenced by adverse supported respect for rules, regulations, and eivilian and
ulations, military standards, and Coast Guard core | ©G.3307 entries including financial irespensibility, non-support of mulitary standards as evidenced by no adverse CG-3307
walues, on and off duty. dependents, or alechel incidents; or failed to conform fo civilian and military antries.

1ules, regulations, and standards.

RECOMMENDATION FOR. ADVANCEMENT
NOT RECOMMENDED: Check this block if, in the wiaw of the rating official, the individual 15 not capable of satizfactonly perfoumung the duties and responzibilities of the next igher payziada.

RECOMMENDED: Check this block if, in the view of the rating official, the mdinidual is fully capable of satisfacterily performing the duties and responstbilities of the next kigher paverade. Tlus
block may be checked urespective of the mdividual’'s qualification of eligibility for advancement.

O Mot Recommended

ICERTIFY THAT IHAVE EVALUATED TEIS MEMBER AGAINST THE WEITTEN PERFORMANCE STANDARDS AND HAVE PROVIDED WRITTEN
DOCUMENTATION FOR SUPPORT OF EACE MARE OF 1, 2, 7, OR. UNSATISFACTORY CONDUCT AND TERMINATION OF GOOD CONDUCT
ELIGIBILITY.

SUPEEVISOR: O Recommended
Signaure Fate/Rank Cuaig
ICERTIFY THAT IHAVE EVALUATED THIS MEMBEF. AGAINST THE WEITTEN FEFFOEMANCE STANDARDS AND HAVE PROVIDED WRITTEN
MAREING O Mot Fecommended | DOCUMENTATION FOR. SUPPOET OF EACH MARK OF 1,2, 7, OB UNSATISFACTORY CONDUCT AND TERMINATION OF GOOD CONDUCT
. . ELIGIBILITY.
OFFICIAL: O Recommended
Signature Fate Rank Dats
O Conewr
) N . O Do not coneur, changes made
AFPROVING O Not Recommendad - ] R —
I . O Counseling Documsantation for 1. 2, and 7" required Signarure
FFICIAL: O Recommended N . o .
O Counseling ragured (specify areas)
Bate Fank Diate
MEMBEER: [ ACKNOWLEDGE HAVING BEEN COUNSELED O AND HAVE REVIEWED MY ENLISTED PERFORMAN 'OFM FOR THIS PERIOD. THAVE BEEN BRIEFED ON AND FULLY UNDERATAND THE

SIGNIFICA]

CE THAT THE ASSIG

RES HAVE ON MY GOOD CON IGIBILITY. IUNDER:

D THATIHAVE 15 CALENDAR DAYS IN WHICH TO SUBMIT A MARKS APPEAL. 1

HE # AF
HAVE BEEN BRIEFED ON AND FULLY UNDERSTAND THE ACTION TAEEN ON MY ADVANCEMENT POTENTIAL.

Sigmature Diate
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