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I. Introduction 

General Counsel 
ES-0905 

Alexandria, Virginia 

The USPTO's Office of General Counsel plays a vital role in the USPTO's mission to issue 
patents and trademarks. It does so by providing timely and innovative legal advice which 
promotes innovation and creativity. The General Counsel serves as the Under Secretary for 
Commerce and Director of the USPTO's principal legal advisor. The General Counsel supervises 
the provision of legal advice and court representation on intellectual property and administrative 
matters for the agency. In addition the General Counsel is responsible for providing legal advice 
on patent, trademark and copyright matters as well as administrative issues such as government 
contracts, personnel, and budgetary matters. 

Legal advisory opinions rendered by the General Counsel are relied on by the U/S in establishing 
policy and procedures of the USPTO. The General Counsel's supervision of court work ensures 
that the USPTO's views are skillfully presented to court and administrative forums. 

ll. Duties 

The General Counsel for the USPTO is responsible for the following: 

• Chief legal advisor to the Under Secretary of Commerce for Intellectual Property and 
Director of the United States Patent and Trademark Office. 

• Supervising the Offices of the Solicitor, Office of General Law and the Office of 
Enrollment and Discipline. 

• Developing legal positions for patent, trademark and copyright litigation before the 
Federal Comts, including the U.S. Supreme Court, U.S. Court of Appeals for the Federal 
Circuit, U.S district comts, and regional U.S. comis of appeals, 

• Participating in the development of legislative proposals for revisions to patent and 
trademark statutes. 

• Legal review and drafting of patent and trademark regulations. 
• Rendering legal advice in all areas of general law, including procurement, employment, 

fiscal, Freedom of Information Act, Privacy Act and regulatory matters. 
• Supervising all enrollment and discipline matters for registered patent practitioners and 

attorneys handling trademark matters. 
• Public outreach to and speaking engagements at various organizations involved in 

intellectual property law matters. 

A highly qualified candidate would have substantial experience in litigating patent and trademark 
cases in the Federal Comts and applying knowledge of intellectual property law in cases 
involving complex legal and technological issues. An in-depth understanding of the USPTO's 
organic statute and the agency's rule making process is highly desirable along with an 
understanding of the American's Invent Act. In addition, a highly qualified candidate would have 

Date Revised: 3/27/2017 



um•1m 
Office of the General Counsel 
POSITION DESCRIPTION 
Job Code ES3501 

a minimum of fifteen years of senior legal practice experience. Commitment to the highest 
ethical and professional standards; personal and professional integrity beyond reproach; 
unquestioned discretion in maintaining confidentiality. 

Excellent written and oral communications skills in public and private settings with diverse 
audiences; ability to translate complex legal issues for a lay audience. 

Strong leadership and interpersonal skills, able to collaborate with a diverse population, and 
ability to relate well with Senior Administration, political staff, government officials, and 
external audiences. 

III. Educational Requirement 

The incumbent must have a law degree and membership in good standing of the Bar of any state, 
District of Columbia, Pue1to Rico, or any territorial court under the Constitution. 

IV. Professional Technical Qualifications 

The incumbent must possess the following Professional Technical Qualifications: 

1. General knowledge of patent, trademark and copyright statutes, regulations and court 
decisions, including the America Invents Act. 

2. Demonstrated ability to advise senior executives on complex legal issues. 

3. Ability to manage a law office and budget with approximately 100 staff members. 

4. Ability to work closely with the USPTO user community, trade associations and bar 
associations. 

V. Executive Core Qualifications 

The incumbent must possess the following Executive Core Qualifications: 

• Leading People 

• Leading Change 

• Results Driven 

• Business Acumen 

• Building Coalitions 

VI. Supervision and Guidance 

The incumbent provides oversight and directions within the Office of the General Counsel, 
including the coordination of the day-to-day activities of assigned staff. The incumbent develops 
procedures for program operations and oversees assignment and completion of functions. He 
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also assures that an active effort is made to promote diversity within the organization and outside 
the organization through personnel outreach efforts. 

The incumbent reports to the Deputy Under Secretary. Performance is judged in terms of 
accomplishment of objectives and overall effectiveness. The incumbent functions with 
extremely wide latitude and is expected to exercise independent judgment in deciding course of 
action, keeping the Deputy Under Secretary informed of significant events. 

VII. SES Designation 

The General Counsel position has been designated as a General position in the Senior Executive 
Service. As circumstances and organizational needs dictate it can thus be filled by either career 
or non-career appointees. 

VIII. Security Designation and Drug Testing Requirement (if applicable) 

The security designation for this position is listed as 6N, there is not a drug testing requirement 
for this position. 
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I. Introduction 

General Counsel 
ES-0905 

Alexandria, Virginia 

The USPTO's Office of General Counsel plays a vital role in the USPTO's mission to issue 
patents and trademarks. It does so by providing timely and innovative legal advice which 
promotes innovation and creativity. The General Counsel serves as the Under Secretary for 
Commerce and Director of the USPTO's principal legal advisor. The General Counsel supervises 
the provision of legal advice and court representation on intellectual propetty and administrative 
matters for the agency. In addition the General Counsel is responsible for providing legal advice 
on patent, trademark and copyright matters as well as administrative issues such as government 
contracts, personne~ and budgetaty matters. 

Legal advisory opinions rendered by the General Counsel are relied on by the U/S in establishing 
policy and procedures of the USPTO. The General Counsel's supervision of court work ensures 
that the USPTO's views are skillfully presented to court and administrative forums. 

II. Duties 

The General Counsel for the USPTO is responsible for the following: 

• Chief legal advisor to the Under Secretary of Commerce for Intellectual Property and 
Director of the United States Patent and Trademark Office. 

• Supervising the Offices of the Solicitor, Office of General Law and the Office of 
Enrollment and Discipline. 

• Developing legal positions for patent, trademark and copyright litigation before the 
Federal Courts, including the U.S. Supreme Court, U.S. Court of Appeals for the Federal 
Circuit, U.S district courts, and regional U.S. courts of appeals, 

• Participating in the development of legislative proposals for revisions to patent and 
trademark statutes. 

• Legal review and drafting of patent and trademark regulations. 
• Rendering legal advice in all areas of general law, including procurement, employment, 

fiscal, Freedom of Information Act, Privacy Act and regulatory matters. 
• Supervising all enrollment and discipline matters for registered patent practitioners and 

attorneys handling trademark matters. 
• Public outreach to and speaking engagements at various organizations involved in 

intellectual propetty law matters. 

A highly qualified candidate would have substantial experience in litigating patent and trademark 
cases in the Federal Courts and applying knowledge of intellectual propetty law in cases 
involving complex legal and technological issues. An in-depth understa.nding of the USPTO's 
organic statute and the agency's rule making process is highly desirable along with an 
understanding of the American's Invent Act. In addition, a highly qualified candidate would have 
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a minllnum of fifteen years of senior legal practice experience. Commitment to the highest 
ethical and professional standards; personal and professional integrity beyond reproach; 
unquestioned discretion in maintaining confidentiality. 

Excellent written and oral communications skills in public and private settings with diverse 
audiences; ability to translate complex legal issues for a lay audience. 

Strong leadership and interpersonal skills, able to collaborate with a diverse population, and 
ability to relate well with Senior Administration, political staff, government officials, and 
external audiences. 

III. Educational Requirement 

The incumbent must have a law degree and membership in good standing of the Bar of any state, 
District of Columbia, Puerto Rico, or any territorial court under the Constitution. 

IV. Professional Technical Qualifications 

The incumbent must possess the following Professional Technical Qualifications: 

1. General knowledge of patent, trademark and copyright statutes, regulations and court 
decisions, including the America Invents Act. 

2. Demonstrated ability to advise senior executives on complex legal issues. 

3. Ability to manage a law office and budget with approximately 100 staff members. 

4. Ability to work closely with the USPTO user community, trade associations and bar 
associations. 

V. Executive Core Qualifications 

The incumbent must possess the following Executive Core Qualifications: 

• Leading People 
• Leading Change 
• Results Driven 
• Business Acumen 
• Building Coalitions 

VI. Supervision and Guidance 

The incumbent provides oversight and directions within the Office of the General Counsel, 
including the coordination of the day-to-day activities of assigned staff. The incumbent develops 
procedures for program operations and oversees assignment and completion of functions. He 
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also assures that an active effort is made to promote diversity within the organization and outside 
the organization through personnel outreach efforts. 

The incumbent reports to the Deputy Under Secretary. Performance is judged in terms of 
accomplishment of objectives and overall effectiveness. The incumbent functions with 
extremely wide latitude and is expected to exercise independent judgment in deciding course of 
action, keeping the Deputy Under Secretary informed of significant events. 

VII. SES Designation 

The General Counsel position has been designated as a General position in the Senior Executive 
Service. As circumstances and organizational needs dictate it can thus be filled by either career 
or non-career appointees. 

VIII. Security Designation and Drug Testing Requirement(ifapplicable) 

The security designation for this position is listed as 6N, there is not a drug testing requirement 
for this position. 
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Executive's Name (Last, 

Executive's Signature: 

Title: General Counsel 

.... 

- - - ---

SES Performance Management System 

Executive Performance Plan 

Rating Official's Name (Last, First, MJ): Peter, Laura 

Rating Official's Signature b)(6) 

Part 2. Progress Review 

Executive's Signature: 

Rating Official's Signature: 
-----------------------------------------

Reviewing Official's Signature (Optional): 

Part 3. Summary Rating 

\ffll w 

Appraisal Pd. 10/1/19 - 9/30/20 

Date: "l 
Organization: 

Date: 

Date: 

Date: 
.. , .. 
: ... 

~~--------~------------------------------------~--~~1 

Initial Summary Roting 

Rating Officia l's Name (Last, First, Ml): Peter, laura 

Rating Official's Signature: 

Executive's Signature: 

Reviewing Official's Signature (Optional): 

Higher Level Review (if applicable) 

0 I request a higher level review. Executive's Initials: 

Higher Level Review Completed D 
Higher l evel Reviewer Signature: 

Performance Review Board Recommendation 

PRB Chair Signature: 
---------- ·------------· . -··-··-·· . 

Annual Summary Rating 

Appointing Authority Signature: 

)(6) 

6) 

Part 4. De rivation Formula and Calculation of Annual Summary Rating 

-~: B_uilding Coaliti()~.s 
5. Results Driven 

Total 100 points 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

475-500 = LevelS 
· 400-474 = Level 4 
300-399 = Level 3 
200-299 ~ Level 2 

Any CE rated Levell ;:; Levell 



Executive Name and 10· Sarah T Harris Appraisal Period· 10/01/19-9/30/20 
Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical :Elements (The perfor~lli:t-:-c-e-s-;-tan-d"a-:rd-;-;fo-:r-e-a:-c:-;h:-c-n~·t"i-cal element is specified 
below; examples 10r the top three performance levels can be found in the system description) 

• LevelS: The exet:utive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, department or Govemmentw:ide. This 
represents the highest level of executive perfonnance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually contributes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes a-81:ligmncnts ahead of schedule at every step along the way. 

• Level4: The executive demonstrates a very high level of perfom1ance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established pcrfom1.ance expectations, time lines, or targets, as applicable. 

• Level3: The executive demon::;tratcs the high level of performance expected and the executive's actions 
and leadership contribute positively toward the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efiiciency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advanct: the organization towards achievement of its goals and objectivt:s. While the executive 
generally meets established performance t:xpcctations, timelines and targds, there are occasional lapses 
that impair operations and/or c.ausc concern from rnanag'ement. While showing basic ability to accomplish 
work through others, tlic executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those eilOrts effectively to address problems characteristic of the organization 
and it<: work 

• Levell: In repeated instances, the executive demonstrates perfonuance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet est<iblishcd performance 
expectations/time lines/targets and fails to produce- or produces unacceptable- work products., services, or 
outcomes. - --~--c-::':-c:="C"'--;-;;-~--

Eiement Rating Level Points ! . 
' i Level 5 = 5 points 
. Level4"' 4 points 
I Level 3 = 3 points 
1 

Level 2 = 2 points 
Levell"' 0 points 
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.. . ::·. . ·. ! . . ;,,. . :· 

Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/19- 9/30/20 

Critical Element 1. leading Change (Minimum weight 5 points) I Weight 10% 
·· -Nian-daio-~v i>.e.ifo~·;n·anceieCI.uirement:··o·e;~ro·ps-an'd·i·m-rlemen.ts a r1 o·,:g·aniici1:1onaTvi5Ta·,;··i-ilat.Tiit.egrate5-'l<e·v ·-- ..... -- ..... _ .. ____ 1 . 
organizational and program goals, priorities, values, and other factors. Assesses and adjusts to changing situations, 
implementing innovative solut ions to make organizational improvements, ranging f rom incrementa l improvements to 
major shifts in direction or t~pproach, as appropriate. Balances change and continuity; continually strives to improve 
service and program performance; creates a work environment that encourages creative thinking, collaboration, and 
~~nspa_~~~cy; and maintains program foc~:~.~, . ~\f~n under adversity. -...... . _ ..... ____ _ 
Agency-Specific Performance Requirements 

r-· ·-· .. ·-·-------- ----- -- · . ----------~~·-·- . . - - - - 1 
Rating Official Narrative: (Optional} 

- --. ·-- ---· .... -- .... .... ·-

Critical Element Rating- Leading Change l(b )(6) 

Critical Element 2. Leading People (Minimum weight 5 points) Weight 10% 
'"iVianda--tory Perform'ance Req'u'ireme"nt:- D-esigrls anc:i"i'm';;Te-men'ts"strat'egfes that.maximize-empioyee 'pote-nti'a'l;"con'ne'C:-ts---···· 
the organization horizontally and vertically, and fosters high eth ical standards in meeting the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates co llaboration, cooperation, and teamwork, and supports constructive resolut ion 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
perfom1ance standards. Holds employees accountable for appropriate levels of performance and conduct. Seeks and 
considers employee input Recrui ts, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversity, workplace inclusion, and equal employment policies and programs. 

·--- - --------- -·.-- --- - --- ---- -·. -----------~-- ------- -1 
Agency-Specific Performance Requirements 

Lead, develop, and implement actions to improve employee engagement in your area based on ~mployee feedback 
gathered f rom sources including the USPTO People Survey, Federal Employee Viewpoint Survey, focus groups and other 
initiatives. 

Promotes t he protection ofwhistleblowers by: responding constructively when an employee makes disclosures described 
in subparagraph (A) or (B) of section 2302(b)(8); taking responsible actions to resolve disclosures; and fostering an 
environment in which employees of the agency feel comfortable making disclosures to supervisory employees or other 
appropriate authorities. 

- ---- ___ _ _ _ _ ____ ___ , ·---- - ------ - - - ·· ·----- --- - ---- ---· - ---- -t 
Rating Official Narrative: (Optional} 

1---- ---· ... ··-. .. .... . -lii:::\ii;\-----~~ .... ...... .._ .. ..........:··-==== ========·;;;.,·· ;.;."__::,·-=~ 

CrWcaJ Element Rating- Leading People [b )(6) 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/19 - 9/30/20 

Critical Element 3. B~s~~ess Acumen .. (Minimum weight 5 poin~sJ__I ~-eight 10% 
Mandatory Performance Requirement: Assesses, analyzes, acquires, and administers human, financial, material, and 
information resources in a manner that instills public trust and accomplishes the organization 's mission. Uses technology 
to enhance processes and decision making. Executes the operating budget; prepares budget requests with justifications; 

~~ rna nag~.~-resources. -· _ . .... _ .......... .... .. - - --- - -----1 
Agency-Specific Performance Requirements 

t----- - - -····· . ·-- - --- - - --- - -····· 
Rating Official Narrative: (Optional} 

.... _ _ __ --i 

·--- ----------····· . ·- --r;;-;-;::::----------------...... ~=======-:.:....J" 
j(b)(6) Critical Element Rating -Business Acumen 

r 

Critical Element 4. Buildin~ ~oalitions .. .._ (Minimum weigh~ 5 points) [ ~e ight 19~-

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen internal and external support Explains, 
advocates, and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies t he internal and 

-~~!~r.r:t.a..!Jlolitics that affect the work of the ... o,rga_~jzation . -·· ...... . ····-- - ---- - --- - ! 
Agency-Specific Performance Requirements 

1------ - ----- -............ .. --------- - ---· .. ---- ---------····· .... " ·---1 
Rating Official Narrative: (Optional) 

Critical Element Rating - Building Coalitions 

4 Basic sm; Performance Apprai:;ul System, updated August 2016 



\\ . . 

Executive Name and 10: Sarah T. Harris Appraisal Period: 10/01/19 - 9/30/20 

Critical Element 5. Resul~s Driven --· .. (Minim~~-Weight 20 points) I Weig~t 6~% 
This critical element must have at least 1 performance requirement (there is no maximum number of requirements, agency 
should specify if it sets a maximum number). 

This crit ical element includes specific performance requ irements expected of t he executive during t he appraisal period, 
focusing on measurable results from the strategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and object ives. At a minimum, the performance requirements must contain measurable results and 
their qual it y indicators describing the range of performance at Level 3 for each result specif ied. In addition to the quality 
indicators, applicable measures of quant ity, tim elines, and/or cost-effectiveness may be inc!uded as appropriate. It is 
recommended to also establish the threshold quality indicators and measures for Levels 5 and 2. Ind icators must reflect 
the same level of performance as the respective performance standard cont ained in Par tS. 

Strategic Alignment-identify clear, transparent alignment to agency strategic planning init iatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan, Congressional BudgetJustifica tion/Annual 
Performance Plan, or other organizational planning document) in t he designated section for each performance 
requirement. 

Note: Performance requirements must contain resul ts and quality indicators that are clea rly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is readily evident on what the senior executive will be rated and what is 
expected for success. 
Performance Requ·i-~~~-en_t_1_:_3_5_% _______ , . . ·- r St~-te-g-ic_A_Ii_g_n_m_e_n_t_: - - ---

Fosters effective working relationships with the Front Office and the clients by 
I 

providing sound legal advice that is consistent with applicable laws, 

regu lations, and policies, and effectively address client's legal issues and 

] USPTO 2018-2022 Strategic Plan 

I Goal#: 3 

objectives. Objective(s) #: 1 

Mission Support Goal 

I Object ive(s} #: 4 
Performance Req~lr~ment 2: 35% -·· --[ Strategic Alignment: 

.... .. .... - ---! 

Provides t imely and accurate leg a I strategies that responds to the needs of the ! 
agency in order to minimize potential risks and advance the agency's mission. i USPTO 2018-2022 Strategic Plan 

Strategies on lega l issues and deadlines affecting clients are consistent wit h Goal #: 3 

Service l egal Agreements. Objective(s) #: 1 

1- --- - --- ....... ... - - - - - - - -
Performance Requirement 3: 30% 

Mission Support Goal 

____ ____ _ · q_bi~.~tive(s) #: 4 

Strategic Alignment: 

In accordance with legal and po licy guidance, advocate and educate 

government and private sector external stakeholders on USPTO's positions 

and/or policy standpoints in order to reach compatible outcome that promote 

USPTO's objectives. 

USPTO 2018-2022 Strategic Plan 

Goal #: 3 
Objective(s) #: 1 

M ission Support Goal 

- - ------ ---· ... ·-- - - - ----··· . .. _____ ____:._O_b....!..je_c..;..tiye.(~.!..) #_:_4 _ _________ ... - -
Rating Officia l Narrative: (Optional) 

_ ___ , . .. ___________ , . ·--m:~===···__;·=======-·-.. ·.:..:.:..:. .... .....:.;--:.==:::::x:=::========l 
l(b)(6 ) Critical Efement Rating- Results Driven 
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Executive Name and lD· Sarah T Harris Appraisal Period· 10/01/19. 9/30/20 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional} 

Part 8: Agency Use 

Deriving the Results Driven Rating Worksheet 
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Executive Name: Sarah T. Harris--.----------- Rating Period: 10/01/19-9/30/20 

Performance 
Requirement 1 

Requirement 2 

Requirement 3 

Performance 
Requirement 4 

Performance 
Requirement 
Rating Level 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Level Score 

Points 475-500 = Level 5 Rating 
Score 
Points 400-474 = Level 4 Rating 
Score 

-[--------1 Points 300-399 == Level 3 Rating 

Score 
Points 200-299 = Level2 Rating 
Score 
Any PR rated Level 1 overall score 

-+-----1-------1 must be= Level 1 Rating Score 

= Level 

Results Driven 
Initial Element 
Score 

~R;;e;,u~l;g~~~~~l~~;;;~~;j"~:·~~;:-"j'~~;;',;~;;,Tp;;intt~R~a~n~g~e;;-s to Ratin;;g,-lloe~v~e~ls;:~;--lF~UriS[);;;;;,:~ 
Performance 

Performance 

I Requi~~~: 3 
~ nee 

Requirement 
Rating level 
Score 

5 

3 

X 15 

X 30 

75 

90 

Points 475-500 =level 5 Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300- 399 = Level3 Rating 
Score 
Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Levell overall score 
must be= Levell Rating Score 

415"' Level4 

*Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 
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SES Performance Management System 
Executive Performance Plan 

i 

J 
·• j I. 

Part 1. Consultation. I hove reviewed this plan and have been consulted on its development. 

Executive's Name (Last, 

Executive's Signature: 

Title: General Counsel 

Rating Official's Name (Last, First, Ml}: Scardino, Anthony P. 

Rating Official's Signature: 

Part 2. Progress Review 

Executive's Signature: 

Rating Official's Signature: 

Reviewing Official's Signa 

Initial Summary Rating 

Executive's Signature: 

Reviewing Official's S 

Higher Level Review (if applicable} 

D I request a higher level review. Executive's Initials: 

Higher Level Review Completed D 
Higher Level Reviewer Signature: 

Performance Review Board Recommendation (6) 

PRB Chair Signature: 

Annual Summary Rating b)(6) 

Appointing Authority Signature: 

Part 4. Derivation Formula and Calculation of Annual Summary Rating 

(6) 

Appraisal Pel. 10/1/18 - 9/30/19 

Organization: 

CA~ NCO LT/LED 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

475-500 = Level 5 
400-474 = Level 4 
300-399 =: Level 3 
200-299 = Level 2 

Any CE rated Levell = Level l 



Executive Name and IO· Sarah T Harris Appraisal Period· 10/01/13- ':J/30/19 
Part 5. Performance Standards and Critical Elements 
~~~~~c;--o-;;-c--;c-c-c--o=~-c--;cc;-~~~--,--;--,-,c~-,----~.-.---·-~---c;c-;--l 

Performance Standards :for Critical Elements (The performance standard for each critical element is specified 
below; examples fa: the top three perfotmam:e levds can be found in the system description) 

• 

• 

• 

• 

• 

LevelS: The executive demonstrates exceptional performance, fostering a climate that sustall13 excellence 
and optimizes results in the execu':ive's organization, agency, depaLtment or Govemmentwide. This 
represents the highe:o;t level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadershtp, peers, and employees. The executive continually contribute::: materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handle;; challenges, exceeds targets) 
and completes assignments ahead of sohcdu.lc at every step along the way. 

Level4: The execut:ve demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The. executive is a proven, highly 
cftCctivc leader who builds trust ancl :imtills confidence in agency lcad('.rship, peers, and employees. The 
executive consistently exceeds established performance expectations. timelines, ur target::;, as applicable. 

Level3: T.:J.e executive demonstrates the high level o.::·pcrfOrmancc expected and the executive's actions 
and leadership contribute po~itively toward the achievement of ::;trategic goals and meaningful re:>ult:;. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

Level2: The executive's contributions to the organization are acceptable in the short tenn but do not 
appreciab1y advance the organization towards achievement of its goals and objectives. \Vhile the executive 
generally. meets established pcrfonnancc expectations, timclines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. V.T.::llle showing basic ability lo accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
be:;t efforts or to mar~ hal those efforts effectively to address problems characteristic of the organization 
and its work. 

Levell: ln repeated instances, the c,xcwtivc dcmoustrates pelformance df::ticiencie~ that detxact from 
mis::;ion goab and objectives. The executive generally i~ viewed as indkdual by agency leadership, peers, 
or employees. The exeC'ltive ro·Jtinely does not meet established performance 
expectations/~imelines/targets ~md fails to pmduce --or produces unacceptable work products, services, or 
outcornes. 

Element Rating level Points 

l~v~IS ~ 5 points 
level4::: 4 points 
tevel 3::: 3 points 
Level 2::: 2 points 
Levell::: 0 points 

2 rl~sb;; SES PnfO~mancc AppraiHal System, 'Jpdated August 2016 



Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/18- 9/30/19 

Critical Element 1. Leading Change 
I 

~ (Minimum weight 5 points) ' Weight 10% 
·-tViandatorY.PerformanceRequirement:-·oeveio.psa·n·Ci impiemerltsan orea nizational visiorr. tr{~t-ir~t·~·g;::~-~es"I~·Y: --·--·-····--·-·----····· 
organizational anc program goals, priorities, values, and other factors. Assesses and adjusts to d~emging situCltions, 
implementing innovative solutic ns to rna ke organizationa I improvements. ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improve 
se1vice and program performance; creates a work environment that encourages creative thinking, coii<Jhor<-1tionJ and 

transf:l_arency; and maintains program focus, even un9er adversity. . ·-H·-···-···-··---·--·--·--
Agency-Specific Performance Requirements 

1------------------------------·--·-········ 
Hating Official Narrative: (Optiona/j 

Critical Element Rating- Leading Change l(b)(6) 

Critical Element 2. leading People ' (Minimum weight 5 points) ! Wf~ight 10% 
-Ma·n-d"aic»v .. fieri"OrminceRequirement: oesigns-ani:fimpremenis.sti-ategies ttiat.maxim"ii~- ~miiio\i~E;"P~i·e-n.tia"C·~~~n-n.ect::s····---
the organizatio:'l horizontally and vertically, and fosters high ethical standards in meeting the crganil.ation•s vision, mission, 
and goals. Provides an inclusive wcrkplace that fosters the development of others to tl-.eir full potential; allows for full 
participation by all employees; tacilitat~s collaboration, cooperation, and teamwork, and supports constructive resoiution 
of conflicts. Ensl.'res employee perfo-rmance plans are aligned with the organization's mission and r,oals, that emrloyees 
receive constructive feedbnr.k, ;md th<Jt employees are realistically appraised against clearly defined and communicated 
performance st<1ndards. P.olcis employees accountable for appropriate levels of performance and conduct. Seeks and 
considers empioyec Input. Recruits, retains, and develops the talent needed to \lchieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish orgnniwtioniJI performance objectives while supporting 
workforce diversity1 workplace inclusion, and equal employment poiicles and programs. 

Agency-Specific Performance Requirements 

lead, develop, and implement actions to improve employee engagement in yo\Jr <1ren based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employee Viewpoint Survey, fo::us groups and other 

hitiatives. 

Prcmotes the protection .ofwhistleblowers by: responding constructively when ar. employee makes disclosures described 
in subparagr<:ph (A) or (3) of section 2302(b}(S}; taking respon~ible ac~ions to resolve disdosurcs; <:~nd fostering an 
environment in which employees of the agency feel comfortable making disclosures to supcrvisor·y emp:oyces or other 

appropriate authoritiEs. , 

1--------------,----------·---------------·---·-------··-·-·--···-·-·············· ---------1 
Rating Official Narrative: (Optional) 

·---------------------r----------------------------------------------~ 
l(b)(6) Critical Flement Rating -/.eading People 

r! 
3 Baste SES Perfonmutcc Appraisal System, updated All gust ?.016 



·· I . ' 

[Xecutive Name and ID: Sarah "f. Harris Appraisal Period: 10/01/18- 9/30/19 

-~~i!i~~-~--~~:~~nt_~ · Business Acumen {Minimum weight 5 points) I Weight 10% 
Mandatory Performance Requirement; Assesses, analyzes, acquires, and <H1rninisters human, finandal, m<Jtcrlal, and 
information resources in a manr.er that instills public trust and accomplishes t he organization's mission. Uses technology 
to enhance processes and decision making. Executes the operating budget; prepares budget requests with justifications; 

~l}!!_!!lanaces resources. __ .__ ............ __ .. _ ....... _ .... ----------------------1 
Agency-Specific Performance 1\equirernP.nts 

1----------------------- .... 
Hating Official Narrat ive: (Optiorral) 

·--·------------.....__~---

Critical Element Rating - Business Acumen ~b)(6) 

Critical Element 4. Building Coalitions (Minimum weight 5 points) I Weight 10% 
.. ........... .. .... ...... ............ .... ....................... . .... .. . . .. ----------:----:-:---::---:-:-7""":'~--:--:----:---:-----;----:--:---:--:-------1 

Mandatory Performance Requirement: Solidts and considers feedback f rom Internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropri<~tP. stakeholders to 
facilitcte an open exchange of opinion from diverse groups and strengthen interml l and extP.rnul support. Explains, 
advocates, and expresses facts and ideas in a convincing manner and negot iates with individuals and groups internally and 
externally, as oppropria:e .. Develops Ll professior,al network with other organizations and identifies the internal and 

1 .....::.c.:..:.xt:..::e:..:...rn:..:co::..:l...r:P:..:::O..:..:Ii .:.:.ti.:.:.cs:;...t:.:...h:.;;;<l~t .::::<l .:..:.ff.::::cc.:.:.t::..:t:.:..:h:.::c.....:w.:..:o:..:r.:..:k...:o:..:..f...:..:th...:..:e:....o::..:r.s<g~an:..;;i~za::..:t::..:io::..:n.:.:.· ______ _______________________ ....................... . 
Agency-Specific Performance Requirements 

J---------- .. --.... - ---------~----~--------1 
Ratine Offid al Narrative: (Optionalj 

Critical Element Rating - Building Coalitions l(b)(6) 

II Basic S.ES Perform8Jlcc Appraisal System, updated August /.016 



Executive Name and 10: Sarah T. Harris Appraisal Period: 10/01/:i.S ·- 9/30/19 
~-----·--~------------------------------~~----------~~~--~~~ 

_Critic~~ E[e~~~t 5: ~e.s~-~~~ .. ~-~~~-~~----. ....... . . _. ... . ... .. __ . (Minimum ~:.~.~~!.2.~_1?.~-i~~L I W~ie~~~?~ ·m--

This critical element must have at least 1 performance reqL~iremer.t {there is no maximum number of requirements, agency 
should specify if it sets a maximum rumber). 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focus in~ on measurable resurts from the strategic plan or other measurable outputs a rd outcomes clearly aligned to 
organizational goals and objectives. At a minimum, the perfcrmance requirements must contain measurable results anc 
their quality Indicators describing the range of performance at Level3 for each result soecified. In addf'::ion tc the quality 
indicators, applicable measures of qtlantity, timel!nes, and{ or cost-effectiveness may be included as appropriate. It is 
recommendeci to also establish the threshold quality indicators and measures for Levels 5 and 2. Indicators must reflect 
the same !eve! of performance as the respective performance standard contained in Part 5. 

Strategic 1\lienment-identify clear, transparent alignment to agency strategic olanning initiatives (e.g., relevant agency or 
organizational goals/objectives wit1 cited page numbers from the Strategic Plan, Congressional BudgetJustification/Annual 
Performance Plan, or other organizational planning document) in the designated section for each performance 
requirement. 

Note: Performance requirements must cont<Jin results and qut~lity indicators thot are cle<:~rly and differentially identified 
{e.g., highlighted, bold, underlined} so that it is readily evident on what the senior executive will be r<Jtcd <l nd wh<Jt Is 
expected for success. 
~~~~~~~~~----------------------------------------~------~----~--~~----------~ 

Performance Requirement 1: 35% Strategic Alignment: 
Fosters effective working relationships with the Director and the clients by 
providing sound legal advice that is consistent with applicable I<Jws, 
regulations, and policies, and effectively address client's legal issues and 
objectives. 

~b)(6) 

Performance Requirement 2: 35% ----··· .... ---·.. . . -----·-----~St~~t~gk-Alig~·;r~-~~t: ...... ---·. 
Provides timely and accurate legal strategies that responds to the needs ufthe 1l ~b)(6) 1. 
agenc:y in order to rr.inimize potential risks and advance the agency's mission. rL.-----------------------------1. 
Strategies on legal issues and deadlines affecting clients are consistent with 
Service Leg<:~! Agreements. 

1-------------------------------+-------------·· .............. -.. .. 
Performance Requirement 3: 30% Strategic Alignment: 
In accordance with legal and policy guidance, advocate and educate l(b)(6) 
government c.nd private sector external stakeholders on US.PTO's positions . 
and/or policy standpoints in crder to reach compatible outcome that promote 
USPTO's objectives. 

1---------·--- ----··-----------·-·---------·-1.- ........ "' ··---·----------1 

I 1-------------·------··-"'••"' ----------------'-------------------1 
Rating Official Narrative: (Optional) 

1----------------------~----------------------------------------------------; 
~b)(6) Critical Element Roting- RP.sult"s Driven 
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Executive Name and 10· Sarah T Harris Appraisal Period· j0/01/18- 9/30/19 

Part 6: Summary Rating Narrative (Mandatory) 
----~ 

------
Part 7: Executive's Accomplishment Narrative (Optional) 

-----

Part 8: Agency Use 

Deriving the Results Driven Rating Worl(sheet 

6 Basic SES Pcrfom\ancc Appraisal Sy~7em, updated August 2016 



Executive Name Suruh T. Hurris 

Results Driven 

Performance 

Requirements 

Requirement 1 

Performance 

Requirement 2 

Performance 

Requirement 3 

Requirement 4 

Requirement 

Total Score 

Performance 

Requirement 
Rating Lever 

I of Results Driven 

Driven 

Performance 

Requirernenb 

Performance 

Requirement 

Total Score 

Performance 

Hequirement 

Ratir1g Level 

5 

3 

Weight 

(multiply 

by) 

Performance 

Requirement 
Points Score 

Rated Level 4 

Weight Performance 

(multiply Requirement 

by) Point~ Score 

x15 75 

x30 90 

Rating Period: 10/01/18-9/30/19 

Point Ranges to Rating Level Score 

- 500 =Level 5 Rating 

Score 
I Points 400-474 = Level 4 Rating 

Score 

Points 300-399 = Level 3 Rating 

Score 

Points 200- 299 o:: Level 2 Rating 

Score 

Any PR rated Level 1 overal! score 

must be= Level 1 Rating Score 

'"'Level 

Point Ranges to 

Points 475- 500"' Level 5 Rating 

Score 

Points 400-471]."' Levell! Rating 

Score 

Points 300- 399 = Level 3 Rating 

Score 

Points 200- 299"' Level2 Kati~g 

SeNe 

Any PR rated Levell overall score 

must be"' Levell Ratine Score 

415"' Level4 

Results Driven 

Initial Element 

Score 

*Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 

bottom of page 1. 
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Leading Change 

~ b)(6) 

);> b)(6) 
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SES Performance Management System 
Executive Performance Plan 

i 

J 
·. 1 . 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 
. -

Executive's Name (Last, First MIJ bfarris, Sarah T. L Appraisal Pd. 10/1/18-9/30/19 

Executive's Signature: 
, b)(6 ) I Date: tt It~ I,~ 

I 
Title: General Counsel Organization: 

Rating Official's Name (Las~ First, Ml): Scardino, Anthony P. CA~ NCO LT/LED 
/ 

Rating Officia l's Signature: l b)(6) I Date: 9· :z-r ·I If 
Part 2. Progress Review A 

J 
A 

Executive's Signature: ~b)(6) Date: ,t;' . l, . jtj_ 
l, b)(6) I 

----
Rating Official's Signature: Date: 

Reviewing Official's Signatuf-((optional): Date: 

Part 3. Summary Ratin~ 
l{b )(6 ) 

Initial Summary Rating 

Rating Official's Name {Last First Ml): a / .... ~w.~ ~ A T e'7 '~-~ v • •· .. ., 

Rating Official's Signature: b )(6) Date: F¥' e..T/ ~,..7_ 
--- -- ---· --· 
Executive's Signature J (b)(6 ) I Date: /o/ z.ll/&:Y' 
Reviewing Official's Signa-ture {Optional): Date: 

Higher Level Review (If applicable) 

D I request a higher level review. Executive's Initials: Date: 

Higher Level Review Completed D Date: 
--

Higher Level Reviewer Signature: 

Performance Review Board Recommendation I D Level 5 I D Level4 I D Level3 D Level 2 I D Levell 

PRB Chair Signature: Date: 

Annual Summary Rating j D Level 5 I D Level 4 I D Level3 D Level2 I D Levell 

Appointing Authority Signature: Date: 

Part 4. Derivation Formula and Calculation of Annual Summary Rating 

Element Rating Score 

I Final t Final 
Critical Element Initial (if changed) Weight Initial (if changed) ____ Su!ll_rn~ry Level Ranges 

1. Leading Change l'b)(6 ) b)(6 ) 

2. Leading People 475-500 = Level 5 

3. Business Acumen 400-474 = Level4 

4. Building Coalition~ 300-399 :::;: Level 3 

5. Results Driven 200-299 = Level 2 

Total 100 points Jl(b)(6) 
Any CE rated Levell = Level l 



Executive Name and IO· Sarah T Harris Appraisal Period· 10/01/13- ':J/30/19 
Part 5. Performance Standards and Critical Elements 
~~~~~c;--o-;;-c--;c-c-c--o=~-c--;cc;-~~~--,--;--,-,c~-,----~.-.---·-~---c;c-;--l 

Performance Standards :for Critical Elements (The performance standard for each critical element is specified 
below; examples fa: the top three perfotmam:e levds can be found in the system description) 

• 

• 

• 

• 

• 

LevelS: The executive demonstrates exceptional performance, fostering a climate that sustall13 excellence 
and optimizes results in the execu':ive's organization, agency, depaLtment or Govemmentwide. This 
represents the highe:o;t level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadershtp, peers, and employees. The executive continually contribute::: materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handle;; challenges, exceeds targets) 
and completes assignments ahead of sohcdu.lc at every step along the way. 

Level4: The execut:ve demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The. executive is a proven, highly 
cftCctivc leader who builds trust ancl :imtills confidence in agency lcad('.rship, peers, and employees. The 
executive consistently exceeds established performance expectations. timelines, ur target::;, as applicable. 

Level3: T.:J.e executive demonstrates the high level o.::·pcrfOrmancc expected and the executive's actions 
and leadership contribute po~itively toward the achievement of ::;trategic goals and meaningful re:>ult:;. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

Level2: The executive's contributions to the organization are acceptable in the short tenn but do not 
appreciab1y advance the organization towards achievement of its goals and objectives. \Vhile the executive 
generally. meets established pcrfonnancc expectations, timclines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. V.T.::llle showing basic ability lo accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
be:;t efforts or to mar~ hal those efforts effectively to address problems characteristic of the organization 
and its work. 

Levell: ln repeated instances, the c,xcwtivc dcmoustrates pelformance df::ticiencie~ that detxact from 
mis::;ion goab and objectives. The executive generally i~ viewed as indkdual by agency leadership, peers, 
or employees. The exeC'ltive ro·Jtinely does not meet established performance 
expectations/~imelines/targets ~md fails to pmduce --or produces unacceptable work products, services, or 
outcornes. 

Element Rating level Points 

l~v~IS ~ 5 points 
level4::: 4 points 
tevel 3::: 3 points 
Level 2::: 2 points 
Levell::: 0 points 
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Executive Name and !D· Sarah T Harris Appraisal Period· 10/01/18-9/30/19 

Critical Element 1. leading Change (Minimum weight 5 points) ' Weight 10% 
·-Mai1d~itOrY'PerformailCiRequrrement:- DeV€i0pS3nd implements an organizational vision th~t ·;rl"t·~·gr·~i" es··key··· '-""'"'''"""-··-"-'"' 
organizational anC program goals, priorities, values, and other factcrs. Assesses and adjusts to changing situdtlons, 
implementing innovative solutions to make organization<: I improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improw 
se1vice and program performance; creates a work environment that encourages creative thinking, coii<Jbore~tian, and 
transparency; and maintains program focus, even unger adversity. _ .- ·-'---.. ·~---·- __ ~-· 
Agency-Specific Performance Requirements 

f-:;-~~C7o:----cc---;;;-;c--;;------------ --
Hating Official Narrative: (Optiona/j 

Critical Element Rating- Leading Change In Level 5 I 0 level4 I 0 Level 3 I D Level 2 I D Levell 

Critical Element 2. Leading People ' {Minimum weight_~ .. ~~!-~.~~! ... : .. ~~:~~-h:.~~~- __ _ 
~MandatmY"Perf~rm~n~e Requirement: oeSigns-and imp!ements strategies that maXirr:ize ~mPioyee potential, connects 
the organizatio1 horizontally and vertically, and fosters high ethical standards in meetins the crgani~ation's vision, mission, 
and goals. Provides an inclusive wcrkplace tbat fosters the development of others to tf",eir full potential; allows for full 
participation by all employees; tacilitates collaboration, cooperation, and teamwork, and supports constructive resolution 
at contlicts. EnSL.'res employee pertarmance plans are aligned with the organization's mission and r,oals, that emrloyees 
receive constructive feedb<Jr:k, <Jnd thilt employees are realistically appraised against ciP.-arly defined and communicated 
performance st<:~ndards. 1-:oiGs employees accountable for appropriate levels of performance and conduct. Seeks and 
considers e:npioyec Input. Recruits, retains, und develops the talent neecie::l to ;:~chi eve a htgh quality, diverse workforce 
that reflects the nation, with :he skills needed to accomplish organiwtion:JI performance objectives while supporting 
worktorce diversity, workplace inclusion, and equal employment poiicles and programs. 

Agency-Specific Performance Requirements 

Lead, develop, and implement actions to improve employee engagement in your <Jreu b<:~sed on employee feedback 
gathered from sources including the USI'IO People Survey, Ferleral Employee Viewpoint Survev, focus groups and other 

initiatives. 

Promotes the prOtection .ofwhistleblowers by; responding constructively when ar: employee m<Jkes disclosures described 
in subparagrcph (A) or (3) of section 2302(b)(S}; taking responsible ac~ions to resolve disc!osurcs; CJnd fostering an 
environment in which employees of the agency feel comfortable making disclosures to supcrvisor·y cmp'oyces or other 

appropriate authorities, 

l-::-cc---c="c-;-:c-cc--~ ----c-~ ----~-------------- - "_" ___ --- """"""""""" --------l 
'<..ating Official Narrative: (Option a!) 

"~-"r-it-ir-"a_/_F_/e-"m_e_n_t_R_a_t_in-g~--1.-e-ad-r-"n_g_P_e_o_p_/e~~~-r~Occ"·-~~vel 5 I D Level4i n le:vcl3 I []Level 2 I D Levell 

'! 
3 Baslc SES Perfonmmcc Appraisal System, updated All gmt 7.016 



Executive Name and ID· S~rah l Harris Appraisal Period· 10/01/18 9/30/19 -
Critkal Element 3. Business Acumen (Minimum weight 5 poin~s) I Weight 10% 

-------· 
Mandatory Performance Requirement; Assesses, analyzes, acquirf~s, and <Hlrninisters human, financial, mutcrlal, und 
information resources in a manr.er that instills public trust <1nd qccomplishes the organization's mission. Uses technology 
tu enhance processes and decision making, l:xecutes the operating budget; prepares budget requests with justifications; 

~!:!~ m<1naces resources. .. ---·· ---- ···----·-
Agency-Specific Performance Requirernf"nts 

-----

f\ating Official Narrative: (Up6ona/) 

Critical Efemer.t Rating- Business Acumen TC~~el5 -----r-[j~~~~~-~ -lb ~~~~-~3 I D Level2 I CJ Levell 

Critical Element 4. Building Coalitions (Minimum weight 5 points) I Weight 10% 
--

Mandatory Performance Requirement: Solicits a"t-ld considers feedback frO IT' internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of apprnprintf! stakeholders to 
facil1t2te an open exchange of opinion from diverse groups and strengthen internal and eXtf'rnal ~up port. Explains, 
advocates, and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as <Jppropria':e. Develops <J professional network with other organizctions and identifies the internal and 
external politics th<lt uffcct the work ot the organization. 

----.--------- -----

Agencv-Specitic Performance Requirements 

- -~ ----
Ratine Cfficial Narrative: (Optional) 

-
1 0 Levell] I D Leve! 3 I 0 level2 I LTI:~v~j-~" Critical Element Rating- Building Coalitions i 0 LevelS 
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Executive Name and 10· Sarah T Harris Appraisal Period· 10/01/'J 8 -- 9/::!0/19 -----· 
{Minimum Weight 20 points) I Weieht 60% Critical Element 5. Results Driven 

---·- --- ----- '" ____ -~-- -- MW ______________ _. _ _, --- - --------

This critical element must have at least 1 performance requirement {there is no maximum number of requirements, <Jgency 
should specify if it sets a maximum rumber). 

This critical element includes specific performance requirements expected of the executive durine the appraisal period, 
focusinp; on measurable resu!ts from the strategic plan or other me2sur2b!e outputs ard outcomes clearly aligned to 
organizational goals and objectves. At a minimum, the perfcrmance requirements must contain measurable results anC: 
their quality indicators describing the range of performance at :.eve! 3 for each result specified. In addi'::ion tc the quality 
indicators, applicable measures of quantity, timel!nes, and/or cost-etfectiveness may be included as 8ppropriate. It is 
recommendeci to also establish the threshold quality indicators and measures for Levels 5 and 2. l'ldicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alienment~identify clear, transparent alignment to agency strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives wit1 cited page numbers from the Strategic Plan, Congressional Budget Justification/Annual 
Performance Plan, or other organizational planning document) in the designated section for each performance 
requirement. 

Note; Performance requirements must cont<Jin results <:~nd quality indicators thot are cle<Jrly Jnd differentiully identified 
(e.g., highlighted, bold, undcrlir.cd} so that it is readily evident on what the senior executive will be r<Jtcd <Jnd wh<lt Is 
expected for success. 

~---

Performance Requirement 1:35% Strategic Alignment: 
Fosters effective working relationships with the Director and the clients by Strategic Gaul #4/0bjec:ive #3 

providing sound legal advice that is consistent with applicable laws, 

regulations, and policies, and effectively address client's legal issues and I 
I 

objectives. 
I 

-------- ----~ 

·--~~str~t~giZ:-Airg~-r-r~-~~t: --- -- ----Performance Requirement 2: 35% 
Provides timely and accu~ate legal strategies that responds to the needs ufthe 1 Strategic Goal #4/0bjective #3 

<~genr.y in order to rrinimize potential risks and advance tr_e agency's mission. I 

Strategies on legal issues and deadlines affecting clients are comlstent with 

Service l.egal Agreements. 
~· . 

Performance Requirement 3: 30% Strategic Alignment: 
In accordance with legal and policy guidance, advocate and educate Strategic Goal tt4/0bjective ft3 
government c.nd private sector external stakeholders on US.PTO's positions 

and/or policy standpoints in crder to reacl-J compatible outcome that promote 
USPTO's objectives. 

-------

--~----- -·---

----- --~ _, __ 

Rating Otticial t\arrative: (Optional) 

~ ---
Critical Element Roting- Results Driven I 0 Level5 I 0 Level4 D Level 3 I D Level 2 I 0 Leve1 1 



Executive Name and 10· Sarah T Harris Appraisal Period· j0/01/18- 9/30/19 

Part 6: Summary Rating Narrative (Mandatory) 
----~ 

------
Part 7: Executive's Accomplishment Narrative (Optional) 

-----

Part 8: Agency Use 

Deriving the Results Driven Rating Worl(sheet 

6 Basic SES Pcrfom\ancc Appraisal Sy~7em, updated August 2016 



Executive Name Suruh T. Hurris 

Results Driven 

Performance 

Requirements 

Requirement 1 

Performance 

Requirement 2 

Performance 

Requirement 3 

Requirement 4 

Requirement 

Total Score 

Performance 

Requirement 
Rating Lever 

I of Results Driven 

Driven 

Performance 

Requirernenb 

Performance 

Requirement 

Total Score 

Performance 

Hequirement 

Ratir1g Level 

5 

3 

Weight 

(multiply 

by) 

Performance 

Requirement 
Points Score 

Rated Level 4 

Weight Performance 

(multiply Requirement 

by) Point~ Score 

x15 75 

x30 90 

Rating Period: 10/01/18-9/30/19 

Point Ranges to Rating Level Score 

- 500 =Level 5 Rating 

Score 
I Points 400-474 = Level 4 Rating 

Score 

Points 300-399 = Level 3 Rating 

Score 

Points 200- 299 o:: Level 2 Rating 

Score 

Any PR rated Level 1 overal! score 

must be= Level 1 Rating Score 

'"'Level 

Point Ranges to 

Points 475- 500"' Level 5 Rating 

Score 

Points 400-471]."' Levell! Rating 

Score 

Points 300- 399 = Level 3 Rating 

Score 

Points 200- 299"' Level2 Kati~g 

SeNe 

Any PR rated Levell overall score 

must be"' Levell Ratine Score 

415"' Level4 

Results Driven 

Initial Element 

Score 

*Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 

bottom of page 1. 
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SES Performance Management System 
Executive Performance Plan 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Executive's Name (Last, First,. Ml}: Harris, Sarah T. Appraisa l Pd. 10/1/17-9/30/18 

Executive's Signatu reJ b )(6 ) 
-

If J 2. )t! Date: 

Title: General Counsel Organization: 

Rating Official's Name (Last, First, Ml}: Scardino, Anthony P. CA IZI NC D LT/LE D 
Rating Official's Signature: l(b)(6 ) I Date: (( (2,;( (~ 

Part 2. Progress Review 
/ 

Executive's Signature: .. b)(6 ) I Date: 4/~ 1 ) ~ 
Rating Official's Signature: ~b)(6) I Date: 472.' /1 r_ 

1-
Reviewing Official's Signature fOpuunbl}: Date: 

Part 3. Summary Ratin 
~b)(6) 

Initial Summary Rating 

Rating Officia l's Name (Last, First, Ml}: Scardino, Anthony P. 

Rating Official's Signature: l b)(6) I Date: It 7~ /r t 
Executive's Signature: ~b)(6) I Date: Jt fu/16 
Reviewing Official's Signature (Optional}: Date: 

Higher Level Review (if applicable} 

D I request a higher level review. Executive's In itials: Date: 

Higher Level Review Completed D Date: 

Higher Level Reviewer Signature: 

Performance Review Board Recommendation I D Level 5 I D Level 4 I D Level3 D Level2 I D Levell 

PRB Chair Signature: Date: 

Annual Summary Rating l(b)(6 ) 

Appointing Authority Signature: Date: 

Part 4. Derivation Formula and Calculation of Annual Summary Rating 

Element Rating Score 

Critica l Element 
I Final 

Initia l (if changed) VV ~ lila... .. 

I Final 
Initial (if changed) Summary Level Ranges 

1 Leading Change l(b)(6) l(b)(6 ) 

2. Leading People 475-500 = Level 5 
- 400-474 = Level4 3. Business Acumen 

4. Bui lding Coalitions 300-399 = Level 3 

5 Resu lts Driven 200-299 = Level 2 

Tota l 100 points ~b)(6) Any CE rated Level l= Levell 

• 



Executive Name and 10· Sarah T Harris Appraisal Period· 10/01/17-9/30/18 

Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical Elements (The perfmmance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, depru.tment or Governmentwide. This 
represents the highest Jevel of executive perfom1ance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually cont1ibutes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level 4: The executive demonstrates a very high level ofperfmmance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level 3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively towru.·d the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level 2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established perfmmance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Levell : In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet established performance 
expectations/timelines/targets and fails to produce - or produces unacceptable -work products, services, or 
outcomes. 

Element Rating Level Points 

l evel 5 = 5 points 
Level 4 = 4 points 
Level 3 = 3 points 
Level 2 = 2 points 
Levell = 0 points 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 1. leading Change (Minimum weight 5 points) • Weight 10% 

Mandatory Performance Requirement: Develops and implements an organizational vision that integrates key 
organizational and program goals, priorities, values, and other factors. Assesses and adjusts to chonging situations, 
implementing innovative solutions to make organizational improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improve 
service and program performance; creates a work environment that encourages creative thinking, collaboration, and 

transparency; and maintains program f~~~?.! ev~~--l;l~d~!.-~-~-Y~!~_i_W:.-·-·------·-·-···--··--··--·-···· ····-······-------1 
Agency-Specific Performance Requirements 

~--------------------------------------------------------------------------------·--
Rating Official Narrative: (Optional) 

t--------·-·--·-----·-----r;K~Ib)-;;::(6~) ----------------'! 
Critical Element Rating -Leading Change J 

Critical Element 2. Leading People .. ... . . . ............ . . .. . . . ............ . . . ... _(Minimum weight-~- points}_jWeight ~?~ .. . 
Mandatory Performance Requirement: Designs and implements strategies that maximize employee potential, connects 
the organization horizontally and vertically, and fosters high ethical standards in meeting the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates collaboration, cooperation, and teamwork, and supports constructive resolution 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
performance standards. Holds employees accountable for appropriate levels of performance and conduct. Seeks and 
considers employee input. Recruits, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversity, workplace inclusion, and equal employment policies and programs. 

. . . ...................... ···-···---·-----------------------------------------------------------------------1 
Agency-Specific Performance Requirements 

lead, develop, and implement actions to improve employee engagement in your area based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employee Viewpoint Survey, focus groups and other 
initiatives. 

. . . .. ········-····-·-·-····-··--···------·------·····-·--·-·--· --··········-· ·---·----------------------
Rating Official Narrative: (Optional) 

:~ Basic SES l'crformancc Appraisal System, updated August 2016 



Executive Name and 10: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 3. Business Acumen (Minimum weight 5 points) Weight 10% 
Mandatory Performance Requirement: Assess~~~~~-a-ly_z_e-s,_a_c_q_u-ir-es-,-a-n_d_a_d_m_i-ni-st_e_r_s -h-um-an~ fina-nciaC materia.Cand 
information resources in a manner that instills public trust <:md accomplishes the organization's mission. Uses technology 
to enhance processes and decision making. Executes the operating budget; prepares budget requests with justifications; 

and manages resource_s.~HH ...... --...... _. ··-------·-
Agency-Specific Performance Requirements 

,_________ ··-·········· 
Rating Official Narrative: (Optional) 

....... ····--·---·-----------------! 

-·--·-----------ll'ii:'i(b'\i'l:)(6;-\) --------------i 
Critical Element Rating- Business Acumen I 

Critical Element 4. Building Coalitions {Minimum weight S points) i Weight 10% 
- UO UU UHO -·- -·-H·-,.--,,-------,-----,------,--:----'------t 

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen internal and external support. Explains, 
advocates) and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies the internal and 
ext~_rnal politics that affect the work of the organization. ·-·--·HH .. H 
Agency .. Specific Perform a nee Requirements 

......... - .. ·--------------····---·---------------.... ·---------1 
Rating Official Narrative: (Optional) 

Critical Element Rating- Building Coalitions 
.......... ·-----------r::-"7':'::::----------------------'. 

l(b)(6) 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 5. Results Driven (Minimum Weight 20 points) ! Weight 60% 
1-------·--- ,_,, .. ,_ .... ,..................... . .. l . 

This critical element must have at least 1 performance requirement (there is no maximum number of requirements, agency 
should specify if it sets a maximum number). 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focusing on measurable results from the strategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and objectives. At a minimum, the performance requirements must contain measurable results and 
their quality indicators describing the range of performance at Level3 for each result specified. In addition to the quality 
indicators, applicable measures of quantity, timelines, and/or cost-effectiveness may be included as appropriate. It is 
recommended to also establish the threshold quality indicators and rnee~sures for Levels 5 and 2. Indicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alignment-identify clear, transparent alignment to e~gent:y strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan, Congressional Budget Justification/Annual 
Performance Plan, or other organizational planning document} in the designated section for each performance 
requirement. 

Note: Performance requirements must contain results and quality indicators that are clearly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is reauily evident on what the senior executive will be rated and what is 

e.~-1?-~.~-~~d for success. ·-········------------~-----------·--------
Performance Requirement 1: 35% I Strategic Alignment: 

l 

Fosters effective working relationships with the Director and the clients by ~ Strategic Goal #4/0bjective #3 

providing sound legal advice that is consistent with applicable laws, 
regulations, and policies, and effectively address client's legal issues and 

objectives. I 
1----------·----------------·-·· J ..... 

Performance Requirement 2: 35% I Strategic Alignment: 
Provides timely and accurate legal strategies that responds to the needs ofthe 

1 

Strategic Goal #4/0bjective #3 

agency in order to minimize potential risks and advance the agency's mission. 

Strategies on legal issues and deadlines affecting clients are consistent with ~ 

Service Legal Agreements. i 
i . ·--.. -·-------------------·--·--.. ·---·--------+-----------------1 

Performance Requirement 3: 30% 
In accordance with legal and polit:y guidance, advocate and educate 
government and private sector external stakeholders on USPTO's positions 
and/or policy standpoints in order to reach compatible outcome that promote 
USPTO' s objectives. 

Strategic Alignment: 
Strategic Goal #4/0bjective #3 

-·-----------...... ,_ .. ,_, __ ,,,_ """""' 
. ,,, __ , ___ ,_,_,_, __ , ___________ ---1 

1-----·-··-------------·--·-·-----------------.. --.... --··-.. """""" .................. . 
Rating Official Narrative: (Optional) 

_,, _______________ ... ____ , __ , __ ---r::-:-:~------------------------....1, 
l(b)(6) Critical Element Rating- Results Driven 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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Deriving the Results Driven Rating Worksheet 

Executive Name ____ ____ ___ _ Rating Period ______ _ 

Results Driven 
Performance 
Requirements 

Performance 
Requirement 1 

Performance 
Requirement 
Rating Level 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Leve l Score 

Points 475 - 500 = Level 5 Rating 
Score 
Points 400-474 = Level 4 Rating 
Score 

r-------+-----r----+-----~ 
Performance Points 300 - 399 = Level 3 Rating 
Requirement 2 Score 

~------+-----~---+-----~ 
Performance 
Requirement 3 

~------+-----~---+-----~ 
Performance 
Requirement 4 

Requirement 
Total Score 

Exam le of Results Driven Element B Rated Level 4 

Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Level 1 overall score 
must be= Level 1 Rating Score 

=Level 

Results Driven Performance Weight Performance Point Ranges to Rating Level Score 
Performance Requirement (multiply Requirement 
Requirements Rating Level by) Points Score 

r-~-----+-----~---r-----~ 
5 X 30 150 

~~-----+-----~---~----~ 
5 X 15 75 

Points 475-500 =Level S Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300-399 = Level3 Rating 
Score 
Points 200 - 299 = Level2 Rating 

r-~----~3-----+-x-3-0--~9-0---~ Score 

Requirement 
Tota l Score 

Any PR rated Levell overall score 
must be= Levell Rating Score 

415= Leve l 4 

Results Driven 
Initial Element 
Score 

Results Driven 
Initial Element 
Score 

4* 

* Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 
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SES Performance Management System 

Executive Performance Plan 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 
-------------,,------------------------1 

Executive's Name 

Title: General Counsel 

Rating Official's Name (Last, Firs 

Rating Official's Signature: 

Part 2. Progress Review 

Executive's Signature: .. 

Rating Official's Signatu 

Part 3. Summary 

Initial Summary Rating 

1---------

Rating Officia l's Name (Last, First, Ml}: Scardino, Anthony P. 

Rating Official's Signature: 

Executive's Signature: 

Reviewing Official's Signature (Optional}: 

Higher Level Review (if applicable} 

Appraisa l Pd. 10/1/17-9/30/18 

Date: If /2. / 
Organization: 

CA IZI NC D LT/LE D 

Date: 

Date: 

Date: 

Date: 

Date: 

Date: 

D I request a higher level review. Executive's In itials: Date: 
-----------------------~-----------

Higher Level Review Completed D Date: 

Higher Level Reviewer Signature: 

Performance Review Board Recommendation (6) 

PRB Chair Signature: 

Annual Summary Rating 

Appointing Authority Signature: 

Part 4. Derivation Formula and Calculation of Annual Summary Rating 

• 

475-500 = Level 5 
400-474 = Level4 
300-399 = Level 3 
200-299 = Level 2 

Any CE rated Level l= Levell 



Executive Name and 10· Sarah T Harris Appraisal Period· 10/01/17-9/30/18 

Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical Elements (The perfmmance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, depru.tment or Governmentwide. This 
represents the highest Jevel of executive perfom1ance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually cont1ibutes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level 4: The executive demonstrates a very high level ofperfmmance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level 3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively towru.·d the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level 2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established perfmmance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Levell : In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet established performance 
expectations/timelines/targets and fails to produce - or produces unacceptable -work products, services, or 
outcomes. 

Element Rating Level Points 

l evel 5 = 5 points 
Level 4 = 4 points 
Level 3 = 3 points 
Level 2 = 2 points 
Levell = 0 points 
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Executive Name and ID: Sarah T. Harris raisal Period: 10/01/17- 9/30/18 

Critical Element 1. leading Change (Minimum weight 5 points) · Weight 10% 

Mandatory Performance Requirement: Develops and implements an organizational vision that integrates key 
organizational and program goals, priorities, values, and other factors. Assesses and adjusts to chonging situations, 
implementing innovative solutions to make organizational improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improve 
service and program performance; creates a work environment that encourages creative thinking, collaboration, and 

and maintains even under advers 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional) 

Critical Element Rating -Leading Change 

Critical Element 2. Leading People 
............. ..... . .... 

Mandatory Performance Requirement: Designs and implements strategies that maximize employee potential, connects 
the organization horizontally and vertically, and fosters high ethical standards in meeting the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates collaboration, cooperation, and teamwork, and supports constructive resolution 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
performance standards. Holds employees accountable for appropriate levels of performance and conduct. Seeks and 
considers employee input. Recruits, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversity, workplace inclusion, and equal employment policies and programs . 

.. .. ............. ········--··---·--·----------------------------------------1 
Agency-Specific Performance Requirements 

lead, develop, and implement actions to improve employee engagement in your area based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employee Viewpoint Survey, focus groups and other 
initiatives. 

. . . .. ······-·-··-·-·---····-··--···------·------·····-·--·-·--· ----··-···-·-· ·-------------------1 
Rating Official Narrative: (Optional) 

. . . .... -·· .. -. ···--·-···-----· 

Critical Element Rating- Leading People 
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Executive Name and 10: Sarah T. Harris sal Period: 10/01/17- 9/30/18 

Critical Element 3. Business Acumen (Minimum weight 5 points) Weight 10% 

Mandatory Performance Requirement: Assesses, analyzes, acquires, and administers human, financial, material, and 
information resources in a manner that instills public trust <:md accomplishes the organization's mission. Uses technology 
to enhance processes and decision making. Executes the operating budget; prepares budget requests with justifications; 
and mana resources. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional) 

Critical Element Rating- Business Acumen 

Critical Element 4. Building Coalitions 
- ............ -·-~·-····-,---,-------,--...,------,---,,...-,.---'-------t 

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen internal and external support. Explains, 
advocates, and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies the internal and 
external litics that affect the work of the nization. 
Agency··Specific Perform a nee Requirements 

.. ·······--···----------------·······--·----------------·····----------1 
Rating Official Narrative: (Optional) 

Critical Element Rating- Building Coalitions 
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Executive Name and ID: Sarah T. Harris raisal Period: 10/01/17- 9/30/18 

Critical Element 5. Results Driven (Minimum Weight 20 points) Weight 60% 
................ . 

This critical element must have at least 1 performance requirement (there is no maximum number of requirements. agency 
should specify if it sets a maximum number). 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focusing on measurable results from the strategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and objectives. At a minimum, the performance requirements must contain measurable results and 
their quality indicators describing the range of performance at Level3 for each result specified. In addition to the quality 
indicators, applicable measures of quantity, timelines, and/or cost-effectiveness may be included as appropriate. It is 
recommended to also establish the threshold quality indicators and rnee~sures for Levels 5 and 2. Indicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alignment-identify clear, transparent alignment to e~gency strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan. Congressional Budget Justification/Annual 
Performance Plan, or other organizational planning document} in the designated section for each performance 
requirement. 

Note: Performance requirements must contain results and quality indicators that are clearly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is reauily evident on what the senior executive will be rated and what is 

ted for success. 
Performance Requirement 1: 35% 
Fosters effective working relationships with the Director and the clients by 
providing sound legal advice that is consistent with applicable laws, 
regulations, and policies, and effectively address client's legal issues and 

objectives. 

Performance Requirement 2: 35% 
Provides timely and accurate legal strategies that responds to the needs ofthe 
agency in order to minimize potential risks and advance the agency's mission. 

Strategies on legal issues and deadlines affecting clients are consistent with 
Service Legal Agreements. 

Performance Requirement 3: 30% 
In accordance with legal and polit:y guidance, advocate and educate 
government and private sector external stakeholders on USPTO's positions 
and/or policy standpoints in order to reach compatible outcome that promote 
USPTO' s objectives. 

Rating Official Narrative: (Optional) 

Critical Element Rating- Results Driven 

Strategic Alignment: 
Strategic Goal #4/0bjective #3 

Strategic Alignment: 
Strategic Goal #4/0bjective #3 

Strategic Alignment: 
Strategic Goal #4/0bjective #3 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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Deriving the Results Driven Rating Worksheet 

Executive Name ____ ____ ___ _ Rating Period ______ _ 

Results Driven 
Performance 
Requirements 

Performance 
Requirement 1 

Performance 
Requirement 
Rating Level 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Leve l Score 

Points 475 - 500 = Level 5 Rating 
Score 
Points 400-474 = Level 4 Rating 
Score 

r-------+-----r----+-----~ 
Performance Points 300 - 399 = Level 3 Rating 
Requirement 2 Score 

~------+-----~---+-----~ 
Performance 
Requirement 3 

~------+-----~---+-----~ 
Performance 
Requirement 4 

Requirement 
Total Score 

Exam le of Results Driven Element B Rated Level 4 

Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Level 1 overall score 
must be= Level 1 Rating Score 

=Level 

Results Driven Performance Weight Performance Point Ranges to Rating Level Score 
Performance Requirement (multiply Requirement 
Requirements Rating Level by) Points Score 

r-~-----+-----~---r-----~ 
5 X 30 150 

~~-----+-----~---~----~ 
5 X 15 75 

Points 475-500 =Level S Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300-399 = Level3 Rating 
Score 
Points 200 - 299 = Level2 Rating 

r-~----~3-----+-x-3-0--~9-0---~ Score 

Requirement 
Tota l Score 

Any PR rated Levell overall score 
must be= Levell Rating Score 

415= Leve l 4 

Results Driven 
Initial Element 
Score 

Results Driven 
Initial Element 
Score 

4* 

* Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 

7 Basic SES Performance Appraisal System, updated August 2016 



Confidential 

FY 2018 Mid-Year Review- Sarah Harris 

Leading People 

Page 11 



Confidential 

Business Acumen 

Page I 2 



Confidential 

Page I 3 



Confidential 

Results Driven 

Page I 4 



FY 2018 Year End Review- Sarah Harris 

leading Change 

Leading People 

Page I 1 



Business Acumen 

Page I 2 



ECQ 4- Building Coalitions (10%) 



Results Driven 

Page 14 



Page362 

IVVithheld pursuant to exemption 

(b )(6) 

of the Freedom of Information and Privacy Act 



SES Performance Management System 
Executive Performance Plan 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Executive's Name (Last,. First,. Ml): Harris, Sarah T. Appraisa l Pd. 10/1/17-9/30/18 

Executive's Signature: fD)(6) I 
-

Date: If J 2. )t! 
Title: General Counsel Organ ization: 

Rating Official's Name (Last, First, Ml}: Scardino, Anthony P. CA IZI NC D LT/LE D 
Rating Official's Signature: lb)(6) I Date: (( (2,;( (~ 

Part 2. Progress Review 
f 

Executive's Signature: .. l,b)(6) I Date: 4/~ 1 ) ~ 
Rating Official's Signature: ~b)(6) I Date: 472.' /1 r_ 

1-
Reviewing Official's Signature fOpuunbl}: Date: 

Part 3. Summary Rating 
l{b)(6) 1-

Initial Summary Rating uutstandmg I txceeds t-ully I t-u lly ::.uccesstul I Mm1ma11y I un.,au.:>laLlury 
Successful Satisfactory 

Rating Officia l's Name (Last, First, Ml}: Scardino, Anthony P. 

Rating Official's Signature: l(b)(6) I Date: It 7~ /r t 
Executive's Signature: lb)(6) I Date: Jt fu/16 
Reviewing Official's Signature (Optional}: Date: 

Higher Level Review (if applicable) 

D I request a higher level review. Executive's In itials: Date: 

Higher Level Review Completed D Date: 

Higher Level Reviewer Signature: 

Performance Review Board Recommendation l b)(6) 

PRB Chair Signature: -~ Date: 

Annual Summary Rating lb)(6) 

Appointing Authority Signature: 1 Date: 

Part 4. Derivation Formula and Calculation of Annual Summary Rating 

Element Rating Score 

I Final Final 

Critica l Element Initia l (if changed) VV ~ lila... .. Initial I if rh;:mpprJ) Summary Level Ranges 

1 Leading Change l(b)(6) b)(6) b)(6) Kb)(6) 

2. Leading People 475-500 = Level 5 
- 400-474 = Level4 3. Business Acumen 

4. Bui lding Coalitions 300-399 = Level 3 

5. Resu lts Driven 200-299 = Level 2 

Tota l 100 points 
Any CE rated Level l= Levell 

• 



Executive Name and 10· Sarah T Harris Appraisal Period· 10/01/17-9/30/18 

Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical Elements (The perfmmance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, depru.tment or Governmentwide. This 
represents the highest Jevel of executive perfom1ance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually cont1ibutes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level 4: The executive demonstrates a very high level ofperfmmance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level 3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively towru.·d the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level 2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established perfmmance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Levell : In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet established performance 
expectations/timelines/targets and fails to produce - or produces unacceptable -work products, services, or 
outcomes. 

Element Rating Level Points 

l evel 5 = 5 points 
Level 4 = 4 points 
Level 3 = 3 points 
Level 2 = 2 points 
Levell = 0 points 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 1. leading Change (Minimum weight 5 points) • Weight 10% 

Mandatory Performance Requirement: Develops and implements an organizational vision that integrates key 
organizational and program goals, priorities, values, and other factors. Assesses and adjusts to chonging situations, 
implementing innovative solutions to make organizational improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improve 
service and program performance; creates a work environment that encourages creative thinking, collaboration, and 

transparency; and maintains program f~~~?.! ev~~--l;l~d~!.-~-~-Y~!~_i_W:.-·-·------·-·-···--··--··--·-···· ····-······-------1 
Agency-Specific Performance Requirements 

~--------------------------------------------------------------------------------·--
Rating Official Narrative: (Optional) 

~-------·-·--·-----·---r;;:"~~(b~)(6:7""") ------------__.,

1 
Critical Element Rating -Leading Change .I 

Critical Element 2. Leading People .. ... . . . ............ . . .. . . . ............ . . . ... _(Minimum weight-~- points}_Jweight ~?~ .. . 
Mandatory Performance Requirement: Designs and implements strategies that maximize employee potential, connects 
the organization horizontally and vertically, and fosters high ethical standards in meeting the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates collaboration, cooperation, and teamwork, and supports constructive resolution 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
performance standards. Holds employees accountable for appropriate levels of performance and conduct. Seeks and 
considers employee input. Recruits, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversity, workplace inclusion, and equal employment policies and programs. 

. . . ...................... ···-···---·-----------------------------------------------------------------------1 
Agency-Specific Performance Requirements 

lead, develop, and implement actions to improve employee engagement in your area based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employee Viewpoint Survey, focus groups and other 
initiatives. 

. . . .. ········-····-·-·-····-··--···------·------·····-·--·-·--· --··········-· ·---·----------------------
Rating Official Narrative: (Optional) 
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Executive Name and 10: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 3. Business Acumen (Minimum weight 5 points) Weight 10% 
Mandatory Performance Requirement: Assess~~~~~-a-ly_z_e-s,_a_c_q_u-ir-es-,-a-n_d_a_d_m_i-ni-st_e_r_s -h-um-an~ fina-nciaC materia.Cand 
information resources in a manner that instills public trust <:md accomplishes the organization's mission. Uses technology 
to enhance processes and decision making. Executes the operating budget; prepares budget requests with justifications; 

and manages resource_s.~HH ...... --...... _. ··-------·-
Agency-Specific Performance Requirements 

,_________ ··-·········· 
Rating Official Narrative: (Optional) 

....... ····--·---·-----------------! 

~~--ti-ca_I_E_Ie_m_e_n_t_R_a_tl_n_g ___ B_u_sl-.n-es--s--Ac_u_m_e_n __ ~(~b~)7.(6~)-----------------------------------------------; 

Critical Element 4. Building Coalitions {Minimum weight S points) i Weight 10% 
- UO UU UHO -·- -·-H·-,.--,,-------,-----,------,--:----'------t 

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen internal and external support. Explains, 
advocates) and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies the internal and 
ext~_rnal politics that affect the work of the organization. ·-·--·HH .. H 
Agency .. Specific Perform a nee Requirements 

......... _ .. ______________________________________ ..... ________ -! 

Rating Official Narrative: (Optional) 

.......... ·--------------i":":"""':~~--------------------------------------------1, 
Critical Element Rating- Building Coalitions b )(6) 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Critical Element 5. Results Driven (Minimum Weight 20 points) ! Weight 60% 
1-------·--- ,_,, .. ,_ .... ,..................... . .. l . 

This critical element must have at least 1 performance requirement (there is no maximum number of requirements, agency 
should specify if it sets a maximum number). 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focusing on measurable results from the strategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and objectives. At a minimum, the performance requirements must contain measurable results and 
their quality indicators describing the range of performance at Level3 for each result specified. In addition to the quality 
indicators, applicable measures of quantity, timelines, and/or cost-effectiveness may be included as appropriate. It is 
recommended to also establish the threshold quality indicators and rnee~sures for Levels 5 and 2. Indicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alignment-identify clear, transparent alignment to e~gent:y strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan, Congressional Budget Justification/Annual 
Performance Plan, or other organizational planning document} in the designated section for each performance 
requirement. 

Note: Performance requirements must contain results and quality indicators that are clearly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is reauily evident on what the senior executive will be rated and what is 

e.~-1?-~.~-~~d for success. ·-········------------~-----------·--------
Performance Requirement 1: 35% I Strategic Alignment: 

l 

Fosters effective working relationships with the Director and the clients by ~ Strategic Goal #4/0bjective #3 

providing sound legal advice that is consistent with applicable laws, 
regulations, and policies, and effectively address client's legal issues and 

objectives. I 
1----------·----------------·-·· J ..... 

Performance Requirement 2: 35% I Strategic Alignment: 
Provides timely and accurate legal strategies that responds to the needs ofthe 

1 

Strategic Goal #4/0bjective #3 

agency in order to minimize potential risks and advance the agency's mission. 

Strategies on legal issues and deadlines affecting clients are consistent with ~ 

Service Legal Agreements. i 
i . ·--.. -·-------------------·--·--.. ·---·--------+-----------------1 

Performance Requirement 3: 30% 
In accordance with legal and polit:y guidance, advocate and educate 
government and private sector external stakeholders on USPTO's positions 
and/or policy standpoints in order to reach compatible outcome that promote 
USPTO' s objectives. 

Strategic Alignment: 
Strategic Goal #4/0bjective #3 

-·-----------...... ,_ .. ,_, __ ,,,_ """""' 
. ,,, __ , ___ ,_,_,_, __ , ___________ ---1 

1-----·-··-------------·--·-·-----------------.. --.... --··-.. """""" .................. . 
Rating Official Narrative: (Optional) 

_,, _______________ ... ____ , __ , __ -;;:-:-::=-------------------------..1, 
l(b)(6) I Critical Element Rating- Results Driven 
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Executive Name and ID: Sarah T. Harris Appraisal Period: 10/01/17- 9/30/18 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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Deriving the Results Driven Rating Worksheet 

Executive Name ____ ____ ___ _ Rating Period ______ _ 

Results Driven 
Performance 
Requirements 

Performance 
Requirement 1 

Performance 
Requirement 
Rating Level 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Leve l Score 

Points 475 - 500 = Level 5 Rating 
Score 
Points 400-474 = Level 4 Rating 
Score 

r-------+-----r----+-----~ 
Performance Points 300 - 399 = Level 3 Rating 
Requirement 2 Score 

~------+-----~---+-----~ 
Performance 
Requirement 3 

~------+-----~---+-----~ 
Performance 
Requirement 4 

Requirement 
Total Score 

Exam le of Results Driven Element B Rated Level 4 

Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Level 1 overall score 
must be= Level 1 Rating Score 

=Level 

Results Driven Performance Weight Performance Point Ranges to Rating Level Score 
Performance Requirement (multiply Requirement 
Requirements Rating Level by) Points Score 

r-~-----+-----~---r-----~ 
5 X 30 150 

~~-----+-----~---~----~ 
5 X 15 75 

Points 475-500 =Level S Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300-399 = Level3 Rating 
Score 
Points 200 - 299 = Level2 Rating 

r-~----~3-----+-x-3-0--~9-0---~ Score 

Requirement 
Tota l Score 

Any PR rated Levell overall score 
must be= Levell Rating Score 

415= Leve l 4 

Results Driven 
Initial Element 
Score 

Results Driven 
Initial Element 
Score 

4* 

* Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 
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SES Performance Management System 
Executive Performance Plan 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Executive's Name (Last, First, h Appraisal Pd. 10/01/16 -9/30/17 

Executive's Signatu Date: !O/t 

Title: General Counsel Organization: 

Rating Official's Name (Last, First, CA [g) NC 0 LT/LE 0 

Reviewing Official's Signature (Optional}: Date: 

Part 3. Summary Rati 

Initial Summary Rating 

Rating Offi cial's Name 

Execut ive's Signature: Date: 

Reviewing Official's Signature Date: 

Higher Level Review (if applicable) 

0 I request a higher level review. Executive's Initials: Date: 

Higher Lev el Review Completed 0 Date: 
------------------------------------------~------------------------1 

Higher Level Reviewer 

(6) Performance Review 
~~~--~--~~------------------~----------~·1 

PRB Chair Signature: Date: 
~~--~--~~~~~------------------~-------------1 

Annua/Su~nmarynu~· ~"~u ~~----·v.;dc~--~----------------------~------------------------~ 

Part 4. De r ivation Formula and Calculation of Annual Summary Rating 

Initial 

)(6) 

Date: 

Summ 

475-500 =Level S 
400-474 = Level4 
300-399 = Level 3 
200-299 = Level 2 

Any CE rated Levell = Level 1 





Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 
Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical Elements (The performance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional petformance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, department or Govemmentwide. This 
represents the highest level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually contributes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level 4: The executive demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level 3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively toward the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level 2: The executive's contributions to the organization are acceptable in the sh01t term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established performance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Level l: In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet established performance 
expectations/timelines/targets and fails to produce- or produces unacceptable - work products, services, or 
outcomes. 

Element Rating Level Points 

LevelS= 5 points 
Level4 = 4 points 
Level3 = 3 points 
Level2 = 2 points 
Levell= 0 points 
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Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 1. Leading Change (Minimum weight 5%) I Weight 

--Mandatory- Peiformance Requirement: Develops and imr;Tem·e-nts an organizational vision that integrates key 
organizationa l and program goals, priorities, values, and other factors. Assesses and adjusts to changing situations, 
implementing innovative solutions to make organizational improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continu ity; continually strives to improve 
service and program performance; creates a work environment that encourages creative t hinking, collaboration, and 
transparency; and maintains program focus, even under adversity. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional} 

Critical Element Rating - Leading Change J(b)(6) 

Critic~~--~lement 2...:_~~~~~~~.~~~-~~-------------- (Minimum weight 5%) I Weight 
Mandatory Performance Requirement: Designs and implements strategies that maximize employee potential, connects 
the organization horizontally and vertically, and fosters high ethical standards in meet ing the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates collaboration, cooperat ion, and teamwork, and supports constructive resolution 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
perform a n ee standards. Holds employees accountable for appropriate levels of performance and conduct. Seeks and 
considers employee input. Recruits, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversity, workplace inclusion, and equal employment policies and programs. 
Agency-Specific Performance Requirements 

Rating Official Narrat ive: (Optional} 

Critical Element Rating- Leading People 
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Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 3. Business Acumen (Minimum weight 5%) I Weight 

Mandatory Performance Requirement: Assesses, analyzes, acquires, and administers human, financial, material, and 
information resources in a manner that instills public trust and accomplishes the organization's mission. Uses technology 
to enhance processes and decision making. Executes t he operating budget; prepares budget requests with justifications; 
and manages resources. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional) 

Critical Element Rating- Business Acumen l(b)(6) 

Critical Element 4. Building Coalitions (Minimum weight 5%) I Weight 

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen int ernal and external support. Explains, 
advocates, and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies the internal and 
external politics that affect t he work of the organization. 
Agency-Specific Performance Requirements 

Rating Official Narrative: {Optional) 

Critical Element Rating- Building Coalitions J b)(6) 
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Executive Name and 10: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 5. Results Driven (Minimum Weight 20%} I Weight 

This critical element must have at least 1 performance requirement (there is no maximum number of requirements, agency 
should specify if it sets a maximum number}. 

This crit ica l element includes specific performance requirements expected of the execut ive during the appraisal period, 
focusing on measurable results from the st rategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and object ives. At a minimum, the performance requirements must contain measurable results and 
their quality indicators describing the range of performance at Level 3 for each result specified. In addition to the quality 
indicators, applicable measures of quantity, timelines, and/or cost-effectiveness may be included as appropriate. It is 
recommended to also establish the threshold quality indicators and measures for Levels 5 and 2. Indicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alignment- identify clear, transparent alignment to agency strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan, Congressional Budget Justification/Annual 
Performance Plan, o r other organizational planning document) in t he designated section for each performance 
requirement. 

Note: Performance requirements must contain results and quality indicators that are clearly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is readily evident on what the senior executive will be rated and what is 
expected for success. 
Performance Requirement 1: 100% Weight 
Results - Legal Advice 

The executive leads t he Office of the General Counsel by overseeing the 
operations of t he three legal offices: Solicitor's Office, Office of General Law, 
and Office of Enro llment and Discipline. She effectively ident ifies and analyzes 
potential legal issues when provided with relevant information. Moreover, she 
ensures that OGC provides sound and accurate advice consistent w ith Service 
Legal Agreements. Suggests legal alternat ives that will promote t he agency's 
objectives. Exercises sound professional judgment in making decisions and 
recommendations. Provides accurate written analysis in a timely fashion. 
Communicates effectively with the Senior leadership to ensure their 
understanding of the legal or policy positions. The executive effectively 
represents the USPTO to outside stakeholders and advocates the agency's 
views. 
Rating Official Narrative: (Optional) 

Critical Element Rating- Results Driven (b)(6) 

Strategic Alignment: 
Strategic Goal #4/ Objective #3 
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Executive Name and ID: Sarah Harris Appraisal Period : 10/01/16 -9/30/17 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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SES Performance Management System 
Executive Performance Plan 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Appraisal Pd. 10/01/16 -9/30/17 

Executive's Signature: Date: !O/t 

Title: General Counsel Organization: 

Rating Official's Name (Last, Firs D. CA [g) NC 0 LT/LE 0 
Rating Official's Signature: Date: 

Part 2. Progress Review 

Executive' s Signature: 

Rat ing Offi cial's Signature: 
b)(6) 

Reviewing Official's Signature {Optional}: 

Initial Summary Rating 

Rating Offi cia I' s Signature: 
---r~------------------------~~---------r---------L--~-L--------1 

Execut ive's Signature: Date: 

Reviewing Official's Signature Date: 

Higher Level Review (if applicable) 

0 I request a higher level review. Executive's Initials: Date: 

Higher Lev el Review Completed 0 Date: 
-------------------------------------------L------------------------1 

Higher Lev el Reviewer 

Performance Review 
---~~~------~-L----------------.-----~----------~ 

PRB Chair Signature: Date: 

Annua/Su.nmarynu~· ~,u~~~----~~~~~-(_6_) ______________ ~------------------------~ 

Part 4. De r ivation Formula and Calculation of Annual Summary Rating 

Initial 

b)(6) 

Date: 

Summ 

475-500 =Level S 
400-474 = Level4 
300-399 = Level 3 
200-299 = Level 2 

Any CE rated Levell = Level 1 





Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 
Part 5. Performance Standards and Critical Elements 

Performance Standards for Critical Elements (The performance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional petformance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, department or Govemmentwide. This 
represents the highest level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually contributes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level 4: The executive demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level 3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively toward the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
sometimes exceeds challenging performance expectations established for the position. 

• Level 2: The executive's contributions to the organization are acceptable in the sh01t term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established performance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Level l: In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive routinely does not meet established performance 
expectations/timelines/targets and fails to produce- or produces unacceptable - work products, services, or 
outcomes. 

Element Rating Level Points 

LevelS= 5 points 
Level4 = 4 points 
Level3 = 3 points 
Level2 = 2 points 
Levell= 0 points 
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Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 1. Leading Change (Minimum weight 5%) I Weight 

--Mandatory-Peiformance Requirement: Develops and implerr1ents an organizational vision that integrates key 
organizational and program goals, priorities, values, and other factors. Assesses and adjusts to changing situations, 
implementing innovative solutions to make organizational improvements, ranging from incremental improvements to 
major shifts in direction or approach, as appropriate. Balances change and continuity; continually strives to improve 
service and program performance; creates a work environment that encourages creative thinking, collaboration, and 
transparency; and maintains program focus, even under adversity. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional) 

Critical Element Rating- Leading Change Jb)(6) 

Critical Element 2. Leading People (Minimum weight 5%} j Weight 

Manditory Performance .. Requirem-e-nt:-··Designs and implements strategies that maximize employee potential, connects 
the organization horizontally and vertically, and fosters high ethical standards in meeting the organization's vision, mission, 
and goals. Provides an inclusive workplace that fosters the development of others to their full potential; allows for full 
participation by all employees; facilitates collaboration, cooperation, and teamwork, and supports constructive resolution 
of conflicts. Ensures employee performance plans are aligned with the organization's mission and goals, that employees 
receive constructive feedback, and that employees are realistically appraised against clearly defined and communicated 
performance standards. Holds employees accountable for appropriate levels of performance and conduct Seeks and 
considers employee input. Recruits, retains, and develops the talent needed to achieve a high quality, diverse workforce 
that reflects the nation, with the skills needed to accomplish organizational performance objectives while supporting 
workforce diversitv, workplace inclusion, and equal employment policies and programs. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional} 

Critical £fement Rating- Leading People ~b)(6) 

3 Basic SES Performance Appraisal System, updated August 2016 

I 





Executive Name and ID: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 3. Business Acumen (Minimum weight 5%) I Weight 

Mandatory Performance Requirement: Assesses, analyzes, acquires, and administers human, financial, material, and 
information resources in a manner that instills public trust and accomplishes the organization's mission. Uses technology 
to enhance processes and decision making. Executes t he operating budget; prepares budget requests with justifications; 
and manages resources. 
Agency-Specific Performance Requirements 

Rating Official Narrative: (Optional) 

Critical Element Rating- Business Acumen ~b)(6) 

Critical Element 4. Building Coalitions (Minimum weight 5%) I Weight 

Mandatory Performance Requirement: Solicits and considers feedback from internal and external stakeholders or 
customers. Coordinates with appropriate parties to maximize input from the widest range of appropriate stakeholders to 
facilitate an open exchange of opinion from diverse groups and strengthen int ernal and external support. Explains, 
advocates, and expresses facts and ideas in a convincing manner and negotiates with individuals and groups internally and 
externally, as appropriate. Develops a professional network with other organizations and identifies the internal and 
external politics that affect t he work of the organization. 
Agency-Specific Performance Requirements 

Rating Official Narrative: {Optional) 

Critical Element Rating- Building Coalitions J b)(6) 
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Executive Name and 10: Sarah Harris Appraisal Period: 10/01/16-9/30/17 

Critical Element 5. Results Driven (Minimum Weight 20%} I Weight 

This critical element must have at least 1 performance requirement (there is no maximum number of requirements, agency 
should specify if it sets a maximum number}. 

This crit ica l element includes specific performance requirements expected of the execut ive during the appraisal period, 
focusing on measurable results from the st rategic plan or other measurable outputs and outcomes clearly aligned to 
organizational goals and object ives. At a minimum, the performance requirements must contain measurable results and 
their quality indicators describing the range of performance at Level 3 for each result specified. In addition to the quality 
indicators, applicable measures of quantity, timelines, and/or cost-effectiveness may be included as appropriate. It is 
recommended to also establish the threshold quality indicators and measures for Levels 5 and 2. Indicators must reflect 
the same level of performance as the respective performance standard contained in Part 5. 

Strategic Alignment- identify clear, transparent alignment to agency strategic planning initiatives (e.g., relevant agency or 
organizational goals/objectives with cited page numbers from the Strategic Plan, Congressional Budget Justification/Annual 
Performance Plan, o r other organizational planning document) in t he designated section for each performance 
requirement. 

Note: Performance requirements must contain results and quality indicators that are clearly and differentially identified 
(e.g., highlighted, bold, underlined) so that it is readily evident on what the senior executive will be rated and what is 
expected for success. 
Performance Requirement 1: 100% Weight 
Results - Legal Advice 

The executive leads t he Office of the General Counsel by overseeing the 
operations of t he three legal offices: Solicitor's Office, Office of General Law, 
and Office of Enro llment and Discipline. She effectively ident ifies and analyzes 
potential legal issues when provided with relevant information. Moreover, she 
ensures that OGC provides sound and accurate advice consistent w ith Service 
Legal Agreements. Suggests legal alternat ives that will promote t he agency's 
objectives. Exercises sound professional judgment in making decisions and 
recommendations. Provides accurate written analysis in a timely fashion. 
Communicates effectively with the Senior leadership to ensure their 
understanding of the legal or policy positions. The executive effectively 
represents the USPTO to outside stakeholders and advocates the agency's 
views. 
Rating Official Narrative: (Optional) 

Critical Element Rating- Results Driven l(b)(6) 

Strategic Alignment: 
Strategic Goal #4/ Objective #3 
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Executive Name and ID: Sarah Harris Appraisal Period : 10/01/16 -9/30/17 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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SES Performance Management System 
Executive Performance Agreement 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Executive's Name (Last, First, Ml}: ~rris, Sarah T. 
/ 

Executive's Signature: l{b)(6 ) 

Title: General Counsel 

Rating Official's Name (Last, First, l)lif!: Slifer, Russell D. 

Rating Official's Signature: l(b )(6) 
r 

Part 2. Progress Review , /' 

Executive's Signature: lb)(6) 

Rating Official's Signature:l (b )(6) 

Reviewing Official's Signature (Optional): 

I 

I 
I 

Appraisal Pd. October 1, 2015 -
September 30, 2016 

Date: 1 J'J~J'JG; 
Organization: OGC 

CA t:8J NC D LT/LE D 
Date: !/!If /t!, 

Date: {e /JJ /; (p 

Date: b//? j; t 
Date: 

Part3. Summa~Ratiu·~~~-----------------------------------------------------------; 
(b)(6) 

Initial Summary Rating 

Rating Official's Name (Last, First, Ml}:)lifer, Ru~ll D. 

Rating Offici a I' s Signature: l(b )(6) I Date: !!!L_~/!6 
Executive's Signature: b)(6) I Date:;vh~)/~ 
Reviewing Official's Signature (Optional): Date: 

Higher Level Review (if applicable) 
--------------------------------------~ 

0 I request a higher level review. Executive's Initials: Date: 

Higher Level Review Completed 0 Date: 

Higher Level Reviewer Signature: 

Performance Review Board Recommendation I D LevelS I 0 Level 4 I D Level 3 D Level2 I 0 Levell 

PRB Chair Signature: Date: 

Annual Summary Rating I D LevelS I 0 Level 4 I D Level 3 D Level2 I 0 Levell 

Appointing Authority Signature: 

Part 4. Derivat ion Formula and Calculation of Annual Summa~ Rating 

Ele 11c n Rating _Sco~ 

I 
Final I Final 

Critical Element Initial (if changed) Weight Initial (if changed) 

1. Leading Change l(b)(6) f--l_O%-II(b)(6) 
2. Leading People _ 10% 
3. Business Acumen 10% 
4. Building Coalitions 10% 
5. Results Driven 60% 

Total 100% 

FORM PTO 516E -05/2013 

Date: 

Summary Level Ranges 
- --1 

475-500 = Level 5 
400-474 = Level4 
300-399 = Level3 
200-299 = Level 2 

Any CE rated Levell = Level 1 



Executive Name and 10: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

Part 5. Critical Elements 

Performance Standards for Critical Elements (The performance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, department or government-wide. This 
represents the highest level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually contributes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level4: The executive demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively toward the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
often exceeds challenging performance expectations established for the position. 

• Level2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established performance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Levell: In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive does not meet established performance expectations/timelines/targets and 
fails to produce - or produces unacceptable - work products, services, or outcomes. 

Element Rating Level Points 

FORM PTO 516E -05/2013 2 

level 5 = 5 points 
level 4 = 4 points 
level 3 = 3 points 
Level 2 = 2 points 
Levell= 0 points 



Executive Name and ID: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

~~-itical Element 1. leading Change __ __j.~ei~-~t .. ~~-~ .... 
Develops and implements an organizational vision that integrates key organizational and program goals, priorities, values, 
and other factors. Assesses and adjusts to changing situations, implementing innovative solutions to make organizational 
improvements, ranging from incremental improvements to major shifts in direction or approach, as appropriate. Balances 
change and continuity; continually strives to improve service and program performance; creates a work environment that 

_encourages creative thinking, collaboration. and transparen~y; a_!ld maintains program focus, even under adversity. 
Agency-Specific Performance Requirements 

Ensure early identification of USPTO policy goals in connection with en bane/Supreme Court cases, and early engagement 
with DOJ and industry stakeholders 

Integrate the Pro Bono program into OGC 

Maintain regular office/all hands meetings to pro-actively promote two-way communication with the staff 

Rating Official Narrative: (Optional) 

Critical Element Rating -Leading Change 
-- (b)(6) 

-~ritical Element 2. leading People ____ _J~~~~~~-~?~ -·. 
Designs and implements strategies that maximize employee potential, connects the organization horizontally and vertically, 
and fosters high ethical standards in meeting the organization's vision, mission, and goals. Provides an inclusive workplace 
that fosters the development of others to their full potential; allows for full participation by all employees; facilitates 
collaboration, cooperation, and teamwork, and supports constructive resolution of conflicts. Ensures employee 
performance plans are aligned with the organization's mission and goals, that employees receive constructive feedback, 
and that employees are realistically appraised against clearly defined and communicated performance standards. Holds 
employees accountable for appropriate levels of performance and conduct. Seeks and considers employee input. Recruits, 
retains, and develops the talent needed to achieve a high quality, diverse workforce that reflects the nation, with the skills 
needed to accomplish organizational performance objectives while supporting workforce diversity, workplace inclusion, 
and equal employment policies and programs. 
Agency-Specific Performance Requirements 

Maintain OGC focus group comprised of employees at all levels to identify and address issues (including those raise office 
survey results, e.g., EVS) to further enhance the performance of the office 

Provide growth opportunities for OGC employees to further the 2016 theme "Everyone is a Leader" 

Lead, develop, and implement actions to improve employee engagement in your area based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employees Viewpoint Survey, focus groups and other 
initiatives. 

. . ························-·······--------_J 
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Rating Official Narrative: (Optional) 

b)(6) 
Critical Element Rating- Leading People 

. 
Execut1ve Name and 10: Harrrs, Sarah T. Appraisal Penod: October 1, 2015- September 30, 2016 

Critical Element 3. Business Acumen I Weight 10% 
1--· 

Assesses, analyzes, acquires, and administers human, financial, material, and information resources in a manner that instills 
public trust and accomplishes the organization's mission. Uses technology to enhance processes and decision making. 
Executes the operating budget; prepares budget requests with justifications; and manages resources. 

l--------'-----'"'----"'---'-''--.1..,_------""-----''-----'---------'------"<------·-----·---...... 

Agency-Specific Performance Requirements 

Assess workload to determine appropriate staffing levels and secures necessary funding and FTEs 

Implement training options for both OGC personnel and clients 

1--------------------------------------·-................. . 
Rating Official Narrative: {Optional) 

Critical Element Rating -Business Acumen l(b)(6) 

Critical Element 4. Building Coalitions (Minimum weight 5%) I Weight 10% 

Solicits and considers feedback from internal and external stakeholders or customers. Coordinates with appropriate 
parties to maximize input from the widest range of appropriate stakeholders to facilitate an open exchange of opinion from 
diverse groups and strengthen internal and external support. Explains, advocates, and expresses facts and ideas in a 
convincing manner and negotiates with individuals and groups internally and externally, as appropriate. Develops a 
professional network with other organizations and identifies the internal and external politics that affect the work of the 
organization. 
~~~=~~------------------------------------------------------------------------------~ Agency-Specific Performance Requirements 

I'OR..\1 PTO 516E -05/2013 4 



Manage the PTO/OIG investigations relationship 

Influence the development of IT tools with OGC, OCCO and OCFO to efficiently and accurately communicate the status of 
OIG investigation matters. 
Rating Official Narrative: (Optional) 

Critical Element Rating- Building Coalitions 
~b)(6) 

Executive Name and ID: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

Critical Element 5. Results Driven I Weight 60% 

Agency Goals/Objectives for current FY: Must have at least 1 result (may have up to 4} 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focusing on measurable outcomes from the strategic plan or other measurable outputs and outcomes clearly aligned 
to organizational goals and objectives. At a minimum, the performance plan will include performance requirements 
(including measures, targets, timelines, or quality descriptors, as appropriate) describing the range of performance at level 
3 for each result specified. It is recommended to also establish the threshold measures/targets for levels 5 and 2. 

Alignment--cite relevant goals/objectives, page numbers, from the Strategic Plan, Congressional Budget 
Justification/Annual Performance Plan, or other organizational planning document in the designated section for each 
performance requirement specified. 

Performance Requirement 1: 100% Weight 
Results- Legal Advice 

The executive leads the Office of the General Counsel by overseeing the 
operations of the three legal offices: Solicitor's Office, Office of General law, 
and Office of Enrollment and Discipline. She effectively identifies and analyzes I 
potential legal issues when provided with relevant information. Moreover, she 
ensures that OGC provides sound and accurate advice consistent with Service 
legal Agreements. Suggests legal alternatives that will promote the agency's 
objectives. Exercises sound professional judgment in making decisions and 
recommendations. Provides accurate written analysis in a timely fashion. 
Communicates effectively with the Senior leadership to ensure their 
understanding of the legal or policy positions. The executive effectively 
represents the USPTO to outside stakeholders and advocates the agency's 
views. 

FORM PTO 516E -05/2013 5 
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Strategic Goal #4/ Objective #3 



Rating Officia l Narrative: (Optional) 
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Executive Name and ID: Harris, Sarah T. Rating Period: October 1, 2015- September 30, 2016 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 

FORM PTO 5 16E -05/2013 7 



Deriving the Results Driven Rating Worksheet 

Executive Name: Sarah T. Harris Rating Period: October 1, 2015- September 30,2016 

Results Driven 
Performance 
Requirements 

Performance 
Requirement 1 

Performance 
Requirement 
Rating Level 
Score 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Level Score 

Points 475 - 500 = Level 5 Rating 
Score 
Points 400-474 = Level4 Rating 
Score 

r------------+----------+-------+---------~ 
Performance Points 300- 399 = Level 3 Rating 
Requirement 2 Score 

r------------+----------+-------+----------4 
Performance 
Requirement 3 

r-~---------+----------+-------+---------~ 
Performance 
Requirement 4 

Requirement 
Total Score 

Exam le of Results Driven Element Bei Rated level 4 
Results Driven 
Performance 
Requirements 
(PR) 

Performance 
Re uirement 1 
Performance 
Re uirement 2 
Performance 
Re uirement 3 
Performance 

Requirement 
Total Score 

Performance 
Requirement 
Rating Level 
Score 

4 

5 

5 

3 

Weight Performance 
(multiply Requirement 
by) Points Score 

X 25 100 

X 30 150 

X 15 75 

X 30 90 

Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Level 1 overall score 
must be = Level 1 Rating Score 

=Level 

Point Ranges to Rating Level Score 

Points 475- 500 = Level 5 Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300- 399 = Level 3 Rating 
Score 
Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Levell overall score 
must be = Level 1 Rating Score 

415= Level4 

Results Driven 
Initial Element 
Score 

Results Driven 
Initial Element 
Score 

4* 

*Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 
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2016 lH List of Accomplishments- Sarah Harris 

leading Change. 

b)(6) 

1 



(b)(6) 

leading People. 

(b)(6) 

Business Acumen. 

(b)(6) 

Building Coalitions. 

(b)(6) 

2 



(b)(6) 

Results. Managed the following efforts. 

b)(6) 

3 



. ··· .. ·. ·.·. 

(b)(6) 

4 



SES Performance Management System 
Executive Performance Agreement 

Part 1. Consultation. I have reviewed this plan and have been consulted on its development. 

Executive's Name (Last, First, Ml}: ~rris, Sarah T. 
/ 

Executive's Signature: l(b)(6 ) 

Title: General Counsel 

Rating Official's Name (Last, First, tyiff: Slifer, Russell D. 

Rating Official's Signature: l(b )(6 ) 

Part 2. Progress Review , /' 

Executive's Signature: 1 (b}(6 ) 

Rating Official's Signature: Jb )(6 ) 

Reviewing Official's Signature (Optional): 

I 

I 

I 
I 

Appraisal Pd. October 1, 2015 -
September 30, 2016 

Date: 1 J'J~J'JG; 
Organization: OGC 

CA t:8J NC D LT/lE D 
Date: !/!If /t!, 

Date: {e /JJ /; (p 

Date: b//? j; t 
Date: 

Part~ Summa~Rating~kb=>:)_~-)~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
Initial Summary Rating Outstanding I Commendable I Fully St ·ful I Minimally I Unsatisfactory 

Satisfactory 

Rating Official's Name (Last, First, Ml}:jlifer, Russell D. 

Rating Official's Signature: b)(6 ) I 
Executive's Signature: b)(6 ) I 
Reviewing Official's Signature (Optional): 

Higher Level Review (if applicable) 
--~~~~~~~~~~~~~~~~~~~ 

0 I request a higher level review. Executive's Initials: 

Higher Level Review Completed 0 
Higher level Reviewer Signature: 

Performance Review Board Recommendation l(b)(6 ) 

PRB Chair Signature: 

Annual Summary Rating ~b)(6) 

Appointing Authority Signature: 

Part 4. Derivation Formula and Calculation of Annual Summa~ Rating 

Ele 11c n Rating _Sco~ 

I 
Final 

Critical Element Initial (if changed) Weight I 
Final 

Initial (if changed) 
l-l_.L_eadii....=..._ngC_ham....=..._ge_-f

1 
b )(6 ) l(b )(6 ) 

2. Leading People 

3. Business Acumen 
4. Building Coalitions 

5. Results Driven 

Total 100% b)(6 ) 

FORM PTO 516E -05/2013 

Date: !!!L_~/!6 
Date:;vh~)/~ 
Date: 

Date: 

Date: 

I Date: 

I 
I Date: 

Summary level Ranges 
- - 1 

475-500 = Level 5 
400-474 = Level4 
300-399 = Level3 
200-299 = Level 2 

Any CE rated Levell = Level 1 



Executive Name and 10: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

Part 5. Critical Elements 

Performance Standards for Critical Elements (The performance standard for each critical element is specified 
below; examples for the top three performance levels can be found in the system description) 

• Level 5: The executive demonstrates exceptional performance, fostering a climate that sustains excellence 
and optimizes results in the executive's organization, agency, department or government-wide. This 
represents the highest level of executive performance, as evidenced by the extraordinary impact on the 
achievement of the organization's mission. The executive is an inspirational leader and is considered a 
role model by agency leadership, peers, and employees. The executive continually contributes materially 
to or spearheads agency efforts that address or accomplish important agency goals, consistently achieves 
expectations at the highest level of quality possible, and consistently handles challenges, exceeds targets, 
and completes assignments ahead of schedule at every step along the way. 

• Level4: The executive demonstrates a very high level of performance beyond that required for successful 
performance in the executive's position and scope of responsibilities. The executive is a proven, highly 
effective leader who builds trust and instills confidence in agency leadership, peers, and employees. The 
executive consistently exceeds established performance expectations, timelines, or targets, as applicable. 

• Level3: The executive demonstrates the high level of performance expected and the executive's actions 
and leadership contribute positively toward the achievement of strategic goals and meaningful results. The 
executive is an effective, solid, and dependable leader who delivers high-quality results based on measures 
of quality, quantity, efficiency, and/or effectiveness within agreed upon timelines. The executive meets and 
often exceeds challenging performance expectations established for the position. 

• Level2: The executive's contributions to the organization are acceptable in the short term but do not 
appreciably advance the organization towards achievement of its goals and objectives. While the executive 
generally meets established performance expectations, timelines and targets, there are occasional lapses 
that impair operations and/or cause concern from management. While showing basic ability to accomplish 
work through others, the executive may demonstrate limited ability to inspire subordinates to give their 
best efforts or to marshal those efforts effectively to address problems characteristic of the organization 
and its work. 

• Levell: In repeated instances, the executive demonstrates performance deficiencies that detract from 
mission goals and objectives. The executive generally is viewed as ineffectual by agency leadership, peers, 
or employees. The executive does not meet established performance expectations/timelines/targets and 
fails to produce - or produces unacceptable - work products, services, or outcomes. 

Element Rating Level Points 

FORM PTO 516E -05/2013 2 

level 5 = 5 points 
level 4 = 4 points 
level 3 = 3 points 
Level 2 = 2 points 
Levell= 0 points 



Executive Name and ID: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

~~-itical Element 1. leading Change __ __j.~ei~-~t .. ~~-~ .... 
Develops and implements an organizational vision that integrates key organizational and program goals, priorities, values, 
and other factors. Assesses and adjusts to changing situations, implementing innovative solutions to make organizational 
improvements, ranging from incremental improvements to major shifts in direction or approach, as appropriate. Balances 
change and continuity; continually strives to improve service and program performance; creates a work environment that 

_encourages creative thinking, collaboration. and transparen~y; a_!ld maintains program focus, even under adversity. 
Agency-Specific Performance Requirements 

Ensure early identification of USPTO policy goals in connection with en bane/Supreme Court cases, and early engagement 
with DOJ and industry stakeholders 

Integrate the Pro Bono program into OGC 

Maintain regular office/all hands meetings to pro-actively promote two-way communication with the staff 

Rating Official Narrative: (Optional) 

Critical Element Rating -Leading Change 
--- (b)(6) 

-~ritical Element 2. leading People ____ _J~~~~~~-~?~ -·. 
Designs and implements strategies that maximize employee potential, connects the organization horizontally and vertically, 
and fosters high ethical standards in meeting the organization's vision, mission, and goals. Provides an inclusive workplace 
that fosters the development of others to their full potential; allows for full participation by all employees; facilitates 
collaboration, cooperation, and teamwork, and supports constructive resolution of conflicts. Ensures employee 
performance plans are aligned with the organization's mission and goals, that employees receive constructive feedback, 
and that employees are realistically appraised against clearly defined and communicated performance standards. Holds 
employees accountable for appropriate levels of performance and conduct. Seeks and considers employee input. Recruits, 
retains, and develops the talent needed to achieve a high quality, diverse workforce that reflects the nation, with the skills 
needed to accomplish organizational performance objectives while supporting workforce diversity, workplace inclusion, 
and equal employment policies and programs. 
Agency-Specific Performance Requirements 

Maintain OGC focus group comprised of employees at all levels to identify and address issues (including those raise office 
survey results, e.g., EVS) to further enhance the performance of the office 

Provide growth opportunities for OGC employees to further the 2016 theme "Everyone is a Leader" 

Lead, develop, and implement actions to improve employee engagement in your area based on employee feedback 
gathered from sources including the USPTO People Survey, Federal Employees Viewpoint Survey, focus groups and other 
initiatives. 

. . ························-·······--------_J 
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Rating Official Narrative: (Optional) 

b)(6) 
Critical Element Rating- Leading People 

. 
Execut1ve Name and 10: Harrrs, Sarah T. Appraisal Penod: October 1, 2015- September 30, 2016 

Critical Element 3. Business Acumen I Weight 10% 
1--· 

Assesses, analyzes, acquires, and administers human, financial, material, and information resources in a manner that instills 
public trust and accomplishes the organization's mission. Uses technology to enhance processes and decision making. 
Executes the operating budget; prepares budget requests with justifications; and manages resources. 

l--------'-----'"'----"'---'-''--.1..,_------""-----''-----'---------'------"<------·-----·---...... 

Agency-Specific Performance Requirements 

Assess workload to determine appropriate staffing levels and secures necessary funding and FTEs 

Implement training options for both OGC personnel and clients 

1--------------------------------------·-................. . 
Rating Official Narrative: {Optional) 

Critical Element Rating -Business Acumen l(b)(6) 

Critical Element 4. Building Coalitions (Minimum weight 5%) I Weight 10% 

Solicits and considers feedback from internal and external stakeholders or customers. Coordinates with appropriate 
parties to maximize input from the widest range of appropriate stakeholders to facilitate an open exchange of opinion from 
diverse groups and strengthen internal and external support. Explains, advocates, and expresses facts and ideas in a 
convincing manner and negotiates with individuals and groups internally and externally, as appropriate. Develops a 
professional network with other organizations and identifies the internal and external politics that affect the work of the 
organization. 
~~~=~~------------------------------------------------------------------------------~ Agency-Specific Performance Requirements 
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Manage the PTO/OIG investigations relationship 

Influence the development of IT tools with OGC, OCCO and OCFO to efficiently and accurately communicate the status of 
OIG investigation matters. 
Rating Official Narrative: (Optional) 

Critical Element Rating- Building Coalitions l(b)(6) 

Executive Name and ID: Harris, Sarah T. Appraisal Period: October 1, 2015- September 30, 2016 

Critical Element 5. Results Driven I Weight 60% 

Agency Goals/Objectives for current FY: Must have at least 1 result (may have up to 4} 

This critical element includes specific performance requirements expected of the executive during the appraisal period, 
focusing on measurable outcomes from the strategic plan or other measurable outputs and outcomes clearly aligned 
to organizational goals and objectives. At a minimum, the performance plan will include performance requirements 
(including measures, targets, timelines, or quality descriptors, as appropriate) describing the range of performance at level 
3 for each result specified. It is recommended to also establish the threshold measures/targets for levels 5 and 2. 

Alignment--cite relevant goals/objectives, page numbers, from the Strategic Plan, Congressional Budget 
Justification/Annual Performance Plan, or other organizational planning document in the designated section for each 
performance requirement specified. 

Performance Requirement 1: 100% Weight 
Results- Legal Advice 

The executive leads the Office of the General Counsel by overseeing the 
operations of the three legal offices: Solicitor's Office, Office of General law, 
and Office of Enrollment and Discipline. She effectively identifies and analyzes I 
potential legal issues when provided with relevant information. Moreover, she 
ensures that OGC provides sound and accurate advice consistent with Service 
legal Agreements. Suggests legal alternatives that will promote the agency's 
objectives. Exercises sound professional judgment in making decisions and 
recommendations. Provides accurate written analysis in a timely fashion. 
Communicates effectively with the Senior leadership to ensure their 
understanding of the legal or policy positions. The executive effectively 
represents the USPTO to outside stakeholders and advocates the agency's 
views. 
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Rating Officia l Narrative: (Optional) 
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Executive Name and ID: Harris, Sarah T. Rating Period: October 1, 2015- September 30, 2016 

Part 6: Summary Rating Narrative (Mandatory) 

Part 7: Executive's Accomplishment Narrative (Optional) 

Part 8: Agency Use 
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Deriving the Results Driven Rating Worksheet 

Executive Name: Sarah T. Harris Rating Period: October 1, 2015- September 30,2016 

Results Driven 
Performance 
Requirements 

Performance 
Requirement 1 

Performance 
Requirement 
Rating Level 
Score 

Weight 
(multiply 
by) 

Performance 
Requirement 
Points Score 

Point Ranges to Rating Level Score 

Points 475 - 500 = Level 5 Rating 
Score 
Points 400-474 = Level4 Rating 
Score 

r------------+----------+-------+---------~ 
Performance Points 300- 399 = Level 3 Rating 
Requirement 2 Score 

r------------+----------+-------+----------4 
Performance 
Requirement 3 

r-~---------+----------+-------+---------~ 
Performance 
Requirement 4 

Requirement 
Total Score 

Exam le of Results Driven Element Bei Rated level 4 
Results Driven 
Performance 
Requirements 
(PR) 

Performance 
Re uirement 1 
Performance 
Re uirement 2 
Performance 
Re uirement 3 
Performance 

Requirement 
Total Score 

Performance 
Requirement 
Rating Level 
Score 

4 

5 

5 

3 

Weight Performance 
(multiply Requirement 
by) Points Score 

X 25 100 

X 30 150 

X 15 75 

X 30 90 

Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Level 1 overall score 
must be = Level 1 Rating Score 

=Level 

Point Ranges to Rating Level Score 

Points 475- 500 = Level 5 Rating 
Score 
Points 400-474 = Level4 Rating 
Score 
Points 300- 399 = Level 3 Rating 
Score 
Points 200- 299 = Level 2 Rating 
Score 
Any PR rated Levell overall score 
must be = Level 1 Rating Score 

415= Level4 

Results Driven 
Initial Element 
Score 

Results Driven 
Initial Element 
Score 

4* 

*Results Driven Rating is 4- to be transferred to Initial Element Score beside Results Driven Critical Element on the 
bottom of page 1. 
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2016 lH List of Accomplishments- Sarah Harris 

leading Change. 

1. rb)(6) 

a. Kb)(6) 1 

(b)(6) 

b. kb)(6) 

r b)(6) 

c. l(b)(6) 

(b)(6) 

2. kb)(6) 

(b)(6) 

3.1(b)(6) 

1 



4. (b)(6) 

5. 

6. 

leading People. 

1. (b)(6) 

2. 

3. 

Business Acumen. 

1. (b)(6) 

2. 

Building Coalitions. 

1. r b)(6) 

2 



2. ~b)(6) 

3. 

Results. ~.:...l(b....:....)(:......6 :......) _________ _J 

1. b)(6) 

2. 

3. 

4. 

5. 

6. 

7. 

(b)(6) I 

3 



.... ·.· .. :.: .·.· .... ·· .. ·. ·.· 

8. b)(6) 

9. 

10 

4 
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