Republika ng Pilipinas

PAMBANSANG PANG:SIWAAN NG PATUBIG ..
. (National Irrigation Administration)
Lungsod ng Quezon

MC # _16 __, S. 1980

MEMORANDUM CIRCULAR

T0 : THE ASSISTANT ADMINISTRATORS,

ALL HEADS OF DEPARTMENTS AND STAFFS,
REGIONAL IRRIGATION DIRECTORS, PROJECT

- MANAGERS, PROVINCIAL AND PROJECT IRRIGATION
ENGINEERS, IRRIGATION SUPERINTENDENTS AND/OR
OFFICERS IN-CHARGE OF IRRIGATION SYSTEMS
AND ALL OTHERS CONCERNED
This Office

SUBJECT

Eveluation Criteria for Implementation of the
Selection and Promotion Boards of this Agency

Pursuant to Memorandum Circular No. 12, S. 1979 of the Civil Service
Commisgion, prescribing the adoption of evaluation criterie by Selection/
Promotion Boards, the following evaluation oriteria are hereby established
and shall govern the selection of candidates for. eppointment or promotion
in the National Irrigation Administration, which includes:

1, Procedures on Selection/P=cnotion of Employees
2., Evaluation Sheet

a. For Supervisors
b. For Non»Supervisora

3. Potential Assessment Form

&. For Supérvisofs‘
. b, For Non-Supervisors .

4. Interview Assessment Form - Same as CSC

5 Comparative Assessment Form - Same as CSC

The factors in the eveluation ‘criteria are those prescribed by the
Civil Service Commission. "The relative weights of the factors may vary
depending on the job requirements of the position to be filled. In eny
case, however, performance shall be assigned greater weight tham the other
factors, Therefaore, the Promotion Board shell assign the relative weights
of each factor based on the job requirements of the pogition,"

It is hoped that the ecteblishment of the evaluetion oriteria will
gerve @8 guide in the objective evaluation of candidates for appointment
oxr promotion, by the respective Selection and Promotion Boards of this
Agency., This will supersede ell other evaluation ocriterie/forms used by

Regional/Project Offices which had earlier taken the initiative to formulate

their own assessment procedures,

Immediata ‘compliance hereon is enjoineda

(SGD) CONRADO G, MERCADO

Pors AIFREDO L., JUINIO
Administrator

Attached: As stated

. Pebruery 4, 1986¢



PRO ON _SELE OM

STEPS /ACTIVITIES

I. Request for authority to £ill position and submission Divisioﬁ/])opai'moﬁt Head
of Personnel Action Slip.

II, Identification of employees' qualified for appoinunen’c/ Employment & Staffing Division,
promotion.

1e
2.
3e

4¢

Se
6.
Te

Advertise vacant position

Prepare list of candidates

Conduct preliminary screening/interview

Narrew down list to qualified candidates
Attach all necessary supporting papers to list
Prepare comparative assessment/evaluation shoet

Submit list to the Selection/Promotion Board
together with necessary supporting papers

III. Meecting of Selection/Promotion Board. -
(Regular meoting to bo scheduled twice a month)

1.
2.
3.
4,

54
6.

Review evaluation/assessmont sheets
Evaluate the qualifications of applicants
Conduct tests and interviews whon necessary

Conduct a roforence check of applicant's work
experience, school records and personal
references when necessary

Certify to screening of candidates
Submit recommendation to appointing authority

IV, Submit PAS for approval of Administrator¥

V. Final selection of candidate.

VI. Prcparation of appointment

VII. Approval of eppointment

VIII. Announcement of appointment/promotion

Persommel Management Department

Seloction/Promotion Board
(Composition attached)

Personnel Management Department

Appointing Official:
' Administrator
Assistant Administrators
Department Ecads

Personnel Management Department
Appointing Official

Employmont & Staffing Division,

~ Personnel Management Department

# PAS* roviewed by tho Board but not favorably endorsed to tho Administrator
shall be rctuSmed to the office of origin without actione. '



1.00 to 1.19 plus 10 points.
1.20 to'}] .49 plus 8.5 points. .

1.8 %o 2,00 plus 6 points

i 2 10 to 2,29 plus 5 . points
CUTLTTT 2,30,t0 2459 plus 4 points
ol 2.80°t0 2,89 plus 3 points
.. 2,90 to0 3.19 plus 2  points
Vi, 3420 to 3.49 plus 1 ~‘poinx :

ECYA R

II. EDUCATION AND TRAINING (20 points)

Incentlve/Bonug ------ 2 ";" - pataletalie |

Corpe .

1.50 to 1,79 plis 7.5 points . = .

1 to*9 masterel units - _ plus .75 points "

10 to 18 magteral u:nits— plus 1,25 points
1976 ﬂ2'7 masteral units- plus 2 . points
28 to 38 masteral um.ts- plus 3 po_:.nts

Master's ' Begree. . = < plus- 4 . ‘points

1 to 9 doctoral units - plus 4, 75 points
10 to 18 doctoral um{:s— plus 5.25 points
19 to0 27 doctéral unii ts— plus 6,00 .points

28 to 36 doctoral uni ts= plus - 7 OO polnts.
Doctorate Degree . - plus 8,00 points
(Conversion Table ~ Converting relevant training

activities to Masteral/Doctorate Units)
a) In Excess of Bachelor’s Degree - . i

: 1; “one month ‘relevant tra:.m.ng grent =
2
7 Srafning S m s - m e -

, 3).-1?01' ‘every - one ‘hundred : hours :61’
- . oneg ‘'o® more relevant trqn.nmg P
o :activity attended = = = = « = uie =

é

b) In excess of Master's Degree - '
1) ‘fwa months. of - reievant trainihé B
@'ant"‘"‘""'""""'"".'i','.,,"."

'2) For every month cxcess in'a
: re,'l.eva.nt tra:.mng grant - - = ~ = =

. 3). For every “two ‘hundred hours of

one or more releva%t tra.inmg )
ac'hiv:.ty a‘ttended ———-——- .5 -

-y e

e T L RN

3 ‘masteral units

For, every month excess in a relevant |

1 masteral unit
for each month

5 masteral units

3 doctoral units
- 1 doctora.l unit

3 doctora.l units



- © IIX mmmm,_(zo points) . T .l ... ... ... i
Bas:.c-—---—-7-,--,--,--:-,--_--_-,--7-,--_--,--,--;-;-,-:--;--;15po:.nts
Incentive/Bomus = = = = = = =~ = = = = = = = = = = - = = ,5 points

~ Specialized or relevant experience:

"5 years or more - plus 5 points

4 years . =< plus 4 points
3 years < plus 3 points
2 years ~* = plus 2 paints

1 year = plus 1 point

NOTE: Relevant experience earned in the Orgenizational Unit
(Departmeng where the vacancy .eccurs shall be credited
for one count per year; those earnéd in another Organiza-
tional Unit in the Agency shall be credited for 1/2 count
per year; these earned in another effice, 1/4 ceunt per
yoers . .

IV. PHYSICAL cmmcmusm:[cs AND PERSONALITY TRAITS (10 peints)

Total sceres based on . o
i Interview Assessment _ Beint
Zorm . Bauivalent
24325 2 2 222 %2t7 10 peints
2B - -<cs 3777, ) elnts
20-21 v s v v <777 v 8 points
1819 c s o x v o v ror T points
AT s s sy o p e s e o7 6 rpoints
_14-15--'----.-:'.-77':.\;5 points
12215 s = 27 v+ 7777 4rointa
10:11 ¥ - =75 <7~ 7= 3 points
e 2 points
Bl o mmm = - - = = =% 41 peint
V. POTENTIAL (20 peints) |
Potential Assessment Point -
s s Il a6 pelnts
- 30:32 = = = 5 = < < 7 7'v 7 18 peints
‘ 27229 = = v = 7 < < 7 7+ v 16 points

; T T T T T, = v 14 peints
21=23 =w v pimw == = == - {12 points

18920 = = = = = = - == 10 peints
15:17 - - 2= == =< - << 8 peints
12214 w = = 2 o+« = = = ¢ 6 points
ol K R -~ 4 peints

ooooooo

' Ao Graduated with honors in College\ or Post Graduate

'''''''

Be Memplary performance over and above the

C. Special citation/commendation for cast-saving
. or efficiency enhancing innevation- -~ = « -~ - + & 1,25 points

De. Outstanding rural service in commnity preject- — 1.25 points



EVALUATION SHEET
(Non-Supemadry Level) 77
. EERPORNANGE (25 poiztd) | .
Bagi¢ = = = === ~----c--c-cs o7 Ty 19 points
Incentlve/Bonus B e e e S e s e e m - 10 points

1400 to 1. 19 plus 10 po:.nts L

" 1.20 to 1.49 plus. 8,9 points
450 to 1.79 plus 7.5 points
1,80 to 2,00 plus 6 points ... -

/2,10 to 2,29 'plus 5 po:.nts'”'"
2,30 to 2,59 plus' 4 points . . . .
2.60 to 2.89 plus 3—po:urbs{ S
2.90- %0 3.19 plus 2 poinks * =-- T
3.20 t0 349 plus 1 point

II. EDUCATION AND- T‘RA.T,NING (ao poj,.n{cs) i
Basic - &4 = == -.'"'.' <= _7__,-.'} = ='s 277777 12 points
Incentive/Bonus R ST R 8 points
1) Completn.on of"'a'd.égi'eé v‘:hich is above What A :
is requirdd=— = == = = 'm . - s - ~ - = = = = = = 3 points
2) Acedemiq units earned whichk is above the normal
requirement of the pesitiemt - - - : - - - - ¢

a) 28 to 361miis-»-——---«--a---------"- «'%'s lus 2 points

b) 19toz-zmts.-..--,._.._......:i.......plus 1.5 points

c) 10 to 18—@1,‘&9»%-&.&44..&5&2‘3 ;i.;.\d.plus 1.0 point

a) 1 to g‘uni’cs---,'-‘--'-------‘--—-plus .5 points
3) Speczl.al Studies. on.fellowsha.p abroad: . -

a) Over 6mon - "' '“"€'7"" “plds 2 polnmts
b) 4 to Gmnthsw*...e*** "';,';"-:“ - w.+«dplus 1 point
'c)1to3mon'bhs-—--------_--"—t”—-‘-Pl“S' o5 points

-----

ooooo

a) 300 hoUTs OF MOTE + 4 4 4 + . aa --s iaplus 3 points
b) 200 6. 29911011:.‘8»»&**--:4- Padaal plus 2 ﬁbin‘bé
0) 100 to 199. hg'lu‘at O T PP R PR R S p]_us- 1:0 point

oo d) 30740 99° Boes e < n S L -“plus .5 point
P G (2 T PN S S S
B e et R SRR
.  , R Incentive/ﬁomlayvnp.-- - AR W e e & Lk m e 5 points



Specialized or relevant expefrience:

5 years or. more

4 years
3’ years
2 years
1 year

-.é;.gl'ua. 5 points .
= plus 4 points
~ plus 3 points
- plus 2 points
- plus 1 point

" NOTE: Relevant exper:.ence earned in the Orgam.zat:.onal

Unit (Department) where the vacancy eccurs shall
'bé credited for one count per year; those earnmed
in another Organizational Unit in the Agency shall

be credited for .2 count per year; those earned
in another office,. 1/4 coun’c per year, .

IV. PHYSICAL CHARACTERISTICS AND PERSONALITY TRATTS (10 points)

tal sco

ntervi Segsam

é .

ooooo

---------

.........

......

L, OUTSTANDING ACCONPLISHMENT (5 po:i.n'ts)

L Ll L4 L <2220 points

L =18 points

- 16 points

12 points -

- 8 points
- 6 points
='=.-4 points’
- - 2 po:i.nts

- = 44 points -

- Ae (?r'.':aduated with honors in: College or Post Gradudte

Courses from a duly recognized School == m.— = «'= = 1.25 points

----------------

B, Exemplary performance over and above

the call of duty-

--------- 6-—--'

-‘- - 1.25 points

o 1,25 pointa

- Do Qutstanding rural service in-a -community projeét= < '« 1.25 points

)



NAME: : ' ‘ . , AGE:

PRESENT POSITION: . SALARY s
CONSIDERED TO THE POSITION OF3

POTENTIAL ASSESSMENT FORM

(To be accomplished by the Supervisor)

ngstructions:

As the immediete supervisor of the candidate, you are to rate him on certain factors concerning human relations, leadership
and personal attributes which would indicate the potentisl of an individual to perform not only the duties of the position to be
£illed but also those of righer and more res;ponsible positions. Base your rating on the following levels of standards with
their corresponding point score.

' ) . : Level - ‘ . ‘ ?oint Score

Zxcellent - a standard of performance which could not be ' 5 -
. improved by any circumstances or conditions '
. Good - a standard of performance above the average o
and meets all the normal requirements of the 4
. position o

Average - A standard of performance that meets the

. normal requirements of the position : 3
Pair - & standard of performance which is below .
the normal requirements of the position, 2

but one that may be regarded as marginally
or temporarily acceptable.



ot

Zevel

Poor = a standard of performance regarded unacceptable

ad

Initiative and
Drive

Communication

Skills

Decisiveness

'Cannot plan and orgenigze
Ywork. Does not delegate
'and check work assigned
:to subordinate.

t
'

tLacks initiative; doew
twork only when assigned.
1Makes no attempt to im-
1prove work or himself.

1

Vague and incoherent in
oral and/br written com-
mnication. Can hardly
express ideas.

- W o N -

1

T

'

tBrratic and immature in
1making decision3; fails
tto act on matters for
tdecision with dispatch.
tFails to consider alter-
1natives.

t

tUsually devotes very llthenerally adequate but

for the position i
v Be sure to record your rating of the candidate on each of the factors. Do not
orit any item., After rating the dandidete, add the'point.scores.
|
. : L
4 1 ’ 2 ] - 3 ’ 4 i 5
t 3 ' ‘ ' $

!Very good organizer; mee: Exceptional ability

'tle time to job planning’displays some weakness/ 'target within time sche- 'in organizing work

'Needs assistance in ma- *limitation in carrying
Yout assignments; some-
:times systoumatic.

:naging subordinates.

!
1

twork; shows average
t diligence.

3

1§

'Needs improvement; slow

]
to understand questlons' ideas acrcss sgtlsfac—

:1neffect1ve' cannot
'readlly understand -
instructions/cannot re—

'1ay instructions effec~ :

'tmvely.

1Decisions may be relied
tupon only on routine
tmatters. Occasionally
tuncertain and hesitant
+ to decide complicated

1 aspect of work.

. .

T
]
$

tModerately interested inrContributes original,

tdules; distributes and

. ' of subordinates.

1idecas or techniques at :in work.
t times, Adopts proce- tiveness,
dures satisfactorily rbunity to get ahead.

tfollowed by otherss -1

Generally adequate, puts Expresses himself very
! reasonably well; clear

tcr:z.lye

. in writinge.

- = p w -

! 1

tNormally able to inter- jAnalyzes facts, submi ts
1pret facts and arrive at;alternatives and recem-
1decisions. ymends suggostions for

' ¢ solutions to problems.
1Makes prompt and sound
¢ decision.

“ W W w @

and effective orally and !

‘and in managing

'follows up work properly;! subordlnates.
'capitalizes on strengths !

i

1

.Shows very keen interest .1Exceptionally resource-
Develops crea- ;ful; of ten initiates
Welcome oppor-gand improves.methods

tof doing job, En~-
g courages improvements.

'Superlor ability to
express his thoughts
on clear; concise.and
! convincing manner,

tQuick to understand

:instructions.

1

gSuperior ability to
¢decide matters with

¢ Precision and promptness.

" yMakes appropriate deci-

y8ion within the defined
glimits of his authority.
i .



Human Relations

Stress Tolersnce

Yeadership

1

(Unapproachable «nd very
. bossy. Often tactless
gand does not show res-
¢ traint. Uncooperative,

t
1
1
)
s
T
?

'BEasily rattled or upset

] . 1 1 i [

1 ' . t )
Has difficulty in ad~ ,Normally able to adjust ,Very liko and respected; 'Gots along exceptionally
(Justing to the variety ,to different personali-~ enthusiastic in clarifyirgwell with everybody.

(of personalities, rank ,ties in the orgeniza- ,points that have to be Builds thoroughly good
yand informal groups in tion; assists his peers resolved; can meintain iimpressions and lasting
s the organization; is 1in clarifying points shis individual point of srelations with co--

shesitant in helping his 4they are trying to sview in the face of . scmployees, pcers and the
1Peers resolve a problem yresolve, pdiffercnce in behavior  gpublic. '

por in providing neces- tbetween him and supervi-

1sary advice and assist~ 18ors; enthusiastic in '

1ance. 1 ) 1providing neceasary t

' 1 sadvice and assistance. t

Loses temper easn.ly 'Occasn.onally maintains Rel:.ably works well even 'Exceptionally slcillful

'when given complicoted as- when working under pres- 'mature disposition under under préssure, Has h:.gh in handling difficult

Tsiginent ' or when given
'rush job at short notice,
? i .

.

;Can hardly load/partici-
ypete in any steff-
scomnittee work, Weak
1in dealing with higher
rauthorities or nlientecle.

Maenagerial aptitude is. not;v:.nc:mg power,

1evident.
?

@ @ w w

*sure. 'some stress. degree of tolerance for tworls: situation, Has
'tension resulting from | 'strong determination to
'increasn.ng volume of w k,'carry on despite great
orgamzatlon change, en- cdds.

nronmental conflict, etc.

- W W -
- @ o - w

' , )

10ccasionally shows | Usually adequate in rep-gHas above-average rapportgProjects self extra-well
srecadiness in contribu~ sresenting office in ex- swith staff and clientele,yswith peers and highor
1ting share in problem- sternal affairs., Parti- 1Can ably represent officesasuthorities. Inspires
s8olving or decision- tcipate in decision- 1in meeting, Effective re-pteam work to achicve
imaking but lacks con~  malking or group work, tsource person in committeya desired objective. Can’
1work or confercnce. svery capably give of him-
’ 1Self either as a resource
tperson in sominar or com-
snittee work,

'

)

- B @ w W =
W w W @ > ® W =
M @ M s B W =



1 1 2 3 4 5 ,
Often antagonizes Oceasionally antagonizes {Does work impersonally and|Has sincere interest in }Invariably impresses otherg _
Public others. Actuations, {others. Lacks tact or de-~|meets people with un- others and shows it. wit}:; work, manners and ityw
Relations manners, habits or sire to be helpful. Occa-|impressive politeness. . |Usually makes them feel |attitudes of helpfulness.
© language are annoy- sionally complained about.|Rarely criticized or com- |at ease and satisfied .
ing. Cften complained ' plimented by outsiders. '
about. . .

«

Attendance

Punctuality

Work
A‘g *tude and
. dustry

Dependability

| Takes advantage of

{ and lazy most of the

Goes on in%“eriittent
leaves and half days

every orporturity to
leave the .office
(more than 15 days).

Always iate in start-
ing work and submit--
ting assigned job.

Indifferant towards
work. Inattentive

time.

Often negligent. Most
of work needs ma jor
corrections.

1the targeted date to -

| Somet imes needs prodding;

Incurs more than 15 days
of absences during the
semester.

Sometimes fails to meet

finish work.

makes unnecessary alibis
when requested to perform
edditional duties/work.

Work sometimes gceeptable
after detail®d coaching,
d:zpite riles and regfla-
ticns' Bnd" guidelines.

Average attendance.

‘| Absences are with good

reason and with due
notice, (Less than 15
days).

Starts work on time; .
aeets targeted time,

Moderately  interested in
work. Sho#is average
diligence. Accepts
responsibility when asked.

Generally does acceptable
work within set rules,
regulations and guidlines

Very few absences with
good reason (7 days
during semester)

Meets targeted date
ahead sometimes with °
gquality output.

Enthusiastic about work;
exerts effort; volun-~
tarily aske for work
when threugh with his
assignment ,

Dces good quality of
work; may be relied
upon to finish new
assignment with mini-
mam instructions. -

Perfect attendance

Meets targeted date
ghead always with
quality output.

Shows marked enthusiasm
towards work, exerts a
great deal of extra
effort, Innovative.

Highly dependable;

may be entrusted with
delicate tasks with very
minimum supervisien,



| Job
Knowledge

(=

Ccoporation

H 1
*

e 3
i . : ' .

7 T v 5
v ‘ ' '

¥pces practically wortidDoes low quality of werk. 'Has adequate understanding 'Rarely commits mistake, 'Does high quality of work.

tless work. Has
fquate ]mcwledge of
.JObo .

,Oonfined with the
skills he possesses,

.gin adjusting to new job
(Refuoco to cccept more,procedure, Requires fre-

ffeak in some areas. Needs 'of Job; can perform work
*coaching every now a.nd ‘under normal supervision.

t then. _ '
]

. o . ;
‘,Smnetimes finds difficultyNormally adjusts to new:

,wbrk/procedu.re after care—
oful instructions.

chailcngmg and d:web-,quent 1nstructions. .

flcd Jjebs.

'
tReduces output cf

tsets morale, makes
ttrouble, Unwilling to

‘ework with or assist-.

g0thers.
]

_ 1Just fails to click with
tothers very much. Is.-
" tinconsiderate and up-

' t

) : '

tCooperates as requested,
tothers., Sometimes antago- Works reasonably well with

Inistic, A tothers.
1 1

- ew e o =
“ w = @ -

'Has broad perspective of';Has thorough kmowledge of
!job. Easily grasps new ‘'all aspects of job.
'1nformat10n/instructlonsz

.Readily adjustable to ',Does successfully well in
JQevw work with brief ins-,several lines of work.
tructions; welcomes (Highly capable eof ad;usting

schanges. yto changes.
’ '
’ ]

%orks helpfully and ples’Brings out the best in
tsantly with others. Tonefothers, Helps and teaches
tup work. Cooperates on Yothers willingly. A strong

toun initiative. fforce of morale. .
1 '

“w = =
- w » =



NAMB ¢ AGE:
. ' PRESENT POSITION: SALARY:
* DIVISION: ' DEPARTMENT:

CONSIDERED TO THS POSITION OF:

| INTERVIBY ASSESSMENT FORM -
€ : (To be accomplished by the Promotion Board)

Instruction:

You are to rate the candidate on certain characteristics and traits which can be observed when you talk with him face to face.
Consider whether his personal characteristics, as manifested during the interview, will be an asset or liability to the position
being considered. Make your rating of the candidate's characteristic solely on evidence observed during the interview by encircling
the corresponding point for each trait. ‘ '

Be sure to record your iating of the candidate on each of the trait. Do not omit any item. After rating the candidate, accon-
plish the sumary rating form by indicating the point score obtained in each characteristic. Add the total point scores.

n et e GB Me C® Em e e Ge G e W R S ER M B GN PR SR GP S KNS GO AD P @I GE M) GF GD R A AE GE M BB G M OR WP G T @ RN WS G G 0 GE We e G WE M EP RS G P em e W e e em =

IR ALZLZS o POINTIS
1. Voice and Speech. Is his voice inviting or

pleasant? Can you easily hear what he saya?

: H $ :
Is his speech clear and distinct? 1Is his 1 : 2 S s 4 : 5
voice resonant and well modulated? Irritating or : Understand- : Neither ¢ Definitely :Exceptionally
' ’ indistinet : able but ¢ conspicously : pleasant and : clear and
: rather un- : pleasant or : distinct ¢ pleesing
s pleasant : unpleasant H
: H 3 s
2. Appearance. Does he look like a well set-up Unprepossesing :Create rather : Suitable tCreate dis~ : Impressive
healthy; energetic person? Has he bodily or or unsuitable s:unfavorable : Acceptable : tinctive ¢ commands
facial characteristics which might seriocusly simpression : s favorable s admiration
hamper him? Is he well-groomed or wnattractive s ‘ H s impression ¢
in appearance? ’ : t s s s '
$ $ : $ :




T RALZE

I

jo

=
=

=]
9]

2

1 : : 3 : 4 : 5
3. Alertness, Does he readily grasp the meaning . Slow in grasp- :Slow to under—:Nearly grasps :Rather quick : Exceptional'ly
of a question? Is he slow to apprehend even - ing obvious ¢stand subtle :intent of tto grasping : keen and quick
the more obvious points? Or does he under- questions; spoints, re- :interviewer's :questions and : to understand
‘stand cuickly, even though the idea is new, often mis- squire expla- : questions ¢ new ideas :
involved or difficult? understands snation : o : .
meaning of s : : s
questions : : : :
4. .Ability to Present Ideas. Does he speak - Confused and Tends to sUsually gets Shows super~ : Unusually logi-
logically and convincingly or does he tend to illogical scatter or to:his ideas ior ability cal, clear and

be vague confused or illogical? become in- : across well to express : convincing.
volved : himself s
_ . _ :

5. Self-Confidence. Does he seem to be un- Pimid, hesitant: Appears to : Moderately : Wholesomely : Shows superb
certain of himself, hesitant, lacking in Basily in- ¢ be over pelf-: confident of : self-confi~ : self-assurance
assurance, easily bluffed? Or is he. whole- fluenced ¢ conscious. : himself ¢ dent H
somely self-confident and assured? s s : ' :

, $ g H H
SUMMARY OF RATING FORM
TRALZS EOLIENETZIS

l. Voice and Speech

2. Appearance

3« Alettness

4, Ability to Present Ideas
5. Self-Confidence

TOTAL POINTS




