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*OGC Has Reviewed*

Chaizran of the CIA Career Service Board

DBXA o1 totdce [ savs (0o3) "The Chairman of the
Board wlll be one of the Deputy Directors, each of whom
i1l serve successively for a term of four months." The
tepm of the present Chairman (the DD/A) was extended by

25X1A  1x motice [ "for the period 1 November 1952 timough

L 28 Fobruary 1953," The Chairman has hitherto been appointed

by the DCI oh the recommendation of the Board,

ICTION, To recommend to the ICI, one of the tiwes

Deputy Divectors to serve as Chairman of the CIA Career

Service Doard for the period 1 lawch 1953 through

30 Juns 19930
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Hasardous Duty Pay Program

/The Career Service Doards of the DD/P area were
requested (see attached) by the CIA Carear Servise Doad
ab its Lth meeting on 15 Jamary to maks specific recom-
mendations on the Hazardous Duty Pay Regulation proposed
by the Worlking Group on Iasardous Duty, Recommsndations
of the DID/P Career Service Board, (vhich will also en=
compass recommendations of the P, ths PP and the TSS
Career Service Boards) have been delayed, but will be
distributed in & supplementary agendag/

ThaFICmServicaBoardrecqmrﬂstutthoﬂm
of Admiral Strauss be followed, 6.g.s; that considerations
other than those of supplementary pay be used to motivate
and to reward those who engsge in extre~hasardous" dutyo
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16 February 1953

MEMCRANDOM FOR: Executive Secretary, CIA Career ‘ervice Boaxrd
SUBJECTY : Hezardous Duby

%, Refercnce is mesde to your memorandum on iie subjoct dsted
2% Jamugry 1953

2. In sngwering the gquestions listed in paragraph 3 of your
aemorandus the FI Board makes the following comment:: ’

a. Ths circumetsnces within the Agency whd<h would raize
#he gqusstion of extra-hazardous duty pay are relatiwvly few for I'I
3taff employcea and staff agents.

b. It is not believed that additionsl pay t staff employees
ar.d svaff agents who perform duties at personal risk (wer snd above
that normally inherent inm Agency employmsnt provides The best methoc
»f recognizing their contributions to the fulfillmer¢ of the Agency's
dssion. It is believed that the individusls who -adesteke agsignments
irvolving such versonal risks are vsually quite avire o, the conditio s
irvolved and agree to them for reasons other than petuniwxy. It iz
slmo Telt that the CIA Awards Program will provide adiquste facili-les
ror recognizing sxtrsordinary valor and achievemeni. The normal
methods of promotions, fature pesition reassignmenis and official
semmendations offer mueh sounder means of recognition of wch con-
tributions.

e. 1In iight of the sbove two statements the FI BC rd does
the

at feel that e Bazardous Duty Psy Program is macessary wit:in
Apency at this Lime.
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5. The Fi Board feels that the comments of Rear Admiral Lewis L.
Sirauss express the soundest opinions on the problem of hazardous duty
pay within CIi. It is not felt that CIi necessarily has to match the
hazardous doby pay program which the Armed Services may adopt. However,
14 i fert that 0IA should defer any final action on such a program
intil afver “he recommendationa of the Commission, of which &dmiral Strauss
43 Cheirnan, are made knmown 4o the Agencyo

/s/ 25X1A9a

Chairman
Poreign Intelligence
Carecr Service Poard

Conour:
25X1A9a

/ad

Chief, Foreign Intelligence

T R owe van e
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29 Janvary 1953

*TCROAIDULI FOR:  DD/P Carser Service Doard
FI Careor Sexvice Doard
PP Carcer Sexvice Doard
PLI Career Service Boaxd
TSS Career Sarvice Board

SUBJECT 3 Hazardous Duby

1. The CIA Carecr Sexvice Board, at its 3rd mseting on
19 llovermber 1952, approved, in principls, the paper entitled "Policy
covering additional pay for various types of Hazardous Duby™, dated
2); Septenber 1952, (sse Agenda for 3rd meoting of the Board) and
instructed that a Working Group be estoblished to develop a detalled
plan and regulations to irplement the policy. At its Lith meoting, on
Thursday, 15 January 1953, the CIA Carear Scrvice Doard reviewed the
regulations proposed by the Worldng Croup as 2 result of this directive.
(soe Agenda for lLith meeting of the Doard

2, The establishment of a supplementary pay progran, for awy
purpose, is a matter of major congern to the Agency, sinse it is widely
recognized that pay scales and principles underlying thom once established,
are extremely difficult to modify or rewvoke, Concern hag been expressed
as tos

8. the compatibility of a system of monstary recogmition for
extra hazardous duty and the Agency's goal to enhance esprit
de corps and sense of mission on & long-range basis.

bo the question of equity with respect to hazardous duby pay
and incentive pay in the Armed Forces where it irpinges on
the activities of the Agency.

6o the abildity to apply ths principle of supplementary pay
equitably to all corponents of the Agency engaged in duties
of comparsble risk.

ds the "opening of Pandora's bax", yeleasing a host of quasl~
related matiers such as recognition, by monstary means, of
degree or difference in merit or sttituds.

Seafo-LeReBial
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3, Since a Hazardous Duty Program is primarily of imterest to
the covert Offices, the Doard on 15 Jamary docided to refer the thole
question of compensation for extra~hazardous duty to the Carcer Service
Boards in the ID/P axea for corment and recormendation prior te final
action by the Board. It is sugpested that, in view of the considerations
in parsgraph 2 above, specific attention be glven to the following
quastionss

a8, From what circumstance within the Apency does the question
. of extra<hazardous duty pay axise?

b. Does additional pay to individuals who perform duties at
personal risk over and above that normally inherent in Apercy
" employnent provide the best method of recognizing thedr contributions
to the fulfillment of the Agency's mission?

¢, If so, doos the proposed regulation adequately control the
conditions and method of payment? :

L, Recent opimions on hazardous duty pay from the following persons
are attacheds

a. lewis L, Strauss, Chairman of the Secretary of Defense's
civilian Commdssion on Incentive and Hazardous Duby Pay.

b, Dripgadier General Ilerbert B, Powell, Deputy Assistant
Chief of Staff, limpower Control, Office of the G~lo

25X1A9%a Co staff agent, in charge of an overseas
operatillls

5, Yowr corment and recommendation should be in the hands of the
wmdersipned by 13 February 1953 so that it may be considered at the February
meoting of the CIA Career Sexvice Boaxd.

FOR TII CIA CAREIR SEQVICE BOARDs

Attachrents:

lamoraadum of Rezord « %ﬁ mg
Distribution:

Addyeszecs

lenbers, CIA Career Service Doard
IBnbers, Working Group on lazardous Duby

wzm
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28 Jumary 1953
MEMORANDUM OF RECCRD
SUBJECT: Comversation held with Lewis L. Strauss (Rear Admiral, USNR, Rets),
Chairmen of the Secretary of Defense Comxission on Incentive snd

Hasardous Duty Pay, on 19 January at 30 Rockefeller Plass, New
25X1A9a York City by

/The Chairman of the Armed Services Coms ttse of the Senate, 82nd
Congrees, requested the Secretary of Defense 40 appoint & civilian com~
mission to inguire into and make recommendations concerning incentive and
hasardous daty pay in the Armed Services, The recommendations would be
used as a basis for revising present legislation on this matter. %The
commission consists of ths following:

Lewis L. Strsuss, Chairmen
former member of the Atomic Energy Cowission
Don G. Mitchell

The Comrission has conducted an extensive program of hearings and visits

to field installations of 4he Army, Navy and Air Force and has iaterviewed
hhmdreds of military persoinel. The final report is now being written but
has not yet been spproved Ly the Commission. The views expressed in this
interview are the views of Admiral Strouss, not necesssrily those
of the Commission.

1. I socquainted Admiral Strauss with the problem of extra-hazardous
duty pay confronting CIA explaining that its genesis was in parachute
operations vhere an apparent question of equity sarose when military personnel
attached to CIA jumped and reseived extra pay and CIA civilian persomnel
alongside of them jumped and received no extra pay. I also explained soms
of the ramifications that the adoption, within CIA, of the principls of
extra pay for extra hazard would lead inte.

8B =Coiul=T
Security Information
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2, Admiral Strauss gave it as his opinion that the only excuse for
extra-hasardous duty pay was as "incentive" pay; ~ incentive a.) to attract
personnel to volunteer for the traiming for particulsr duty and b.) te
retain in that duty those personnel who had become competent and experienced.
He believed that exira pay should be used only as a last resort, since
other forms of incentive ({.e., prestige, insignia, special uniforms,
status) weres more important and that momey came very low on the list. He
believed however; that the extra pay was an important factor in re<eniistuments
for paratrocp duty since by the time a seoond hitch came along, the novelty
had worn off and the soldier was attracted by the extra money. By that
time alss familiarity with the duty lessensd the feelings by the participants
of the hazard surrounding it.

3. Of all the forms of incentirve or ha%ardous duty pay in the Armed
Services, Admiral Strauss inclined to think that psrachute pay was the only
one for which a good case could be made. Doctoris incentive pay was no
more justifiable than would be the same for scisntists; combat pay was so
ili-conceived that a naval vessel could be engaged in deadly combat and
surk yet the survivors would not qualify.

k. According to Adwiral Strauss, the Marine Corps had no desire for
sxtra~hazardous duty pay and believed that it could f111 its ranks with
well-motivated persomel by the attraction of the prestige of belonging
to the Marines rather than by the attractior of extra pay. Just as the
Marines were the "elitest® of the Armed Services so Admiral Strauss expectad
that CIA would be the most highly motivated and dedicated of the civilian
groups, This was especlally true since he imagined that each CIA man would
be "on his own" to an infindtely greater extent tham in any of the Armed
Services. He thought it quite natural and mroper that comparative CIA base
pay should be higher than anywhere else in Govermment service and suggested
that all CIA officers should hold the assimilated rank of colonel. He
imagined that CIA was schieving these standards by the most rigid type of
entrance and retention standards snd suggested that CIA might find hazardous
duty pay a2 hindrance rather than a help in schieving these goals,

5. Aduiral Strauss was of the opinion, however, that CIA might find
itself forced to establish hazardous duty pay for certain activities (i.e.,
Jump pay) if the Armed Services continued the system. He suggested that
CIA should go as slowly as poassible and advance into the field only as
circumstances actually required, ‘

6. The Commission of which he is the Chairman has completed its survey
but had not yet approved its final report. Until that had besn done hs felt
it improper for him to reveal shat he thought the Commsission would recommend.
He said, however, that he would have made available to me at the earliest
practical time, copies of the report. He also said he would be available
to consult with other officers of the Agency if that were dssirsble.

- @ e
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28 Janmury 1953

"EIDRANDUL! OF RECORD

SUDNOT: Conversation held with Drigadier Goneral Herbert B. Powell,
Deputy Ascistant Chief of Staff for llampower Control,

Office of the Gl by Lt. Gensral W, I I lorris, Jro,
2oxiace | o 1 Docenor 1952

1. The conversation was hold with General Powell to cbtain
his views aboub the Armad Forces! cxperience with Iazardous Duty-
Incentive Pay. General Powell exprossed the belief that hazardous
duby pay as such has little or no nmerit, bub as long as the Air
Force and Navy have hazardous duty pay the frmy would insist on it,
too, He stressed the need for sirplicity and the avoidance of
teckdcal jargon in all governing regulations. e spoke of the
&B.ffMoultics encomterad by the Army in administering Combabt Pay,
especially because of the retrcaetive provisions and styongly
recommended that the Agency proram nob be made retroactive. Is
sugpested that the Agency rrorras be handled on a ¢lzim basis, not
on a status vasis since pay on a shatus basls roquires that an
individnal be onbinwously srd actively enpaped in hazardous dubles
of a2 operational or traiing natwre,

-

2. Gensral Powell sumarized the attitude of the Urine Corps
(whish disapproves of incemtive pay),of the fwwyy (vhich profers to
have ne hazardous duby or incentive pay, but can not avoid the issus
as long as the Air Force pays flight pay) and of the Mir Force
(vfxich elains that £lipght pay is necessary)o

3. It was Gensral Powall's recommendation that any program
developed by the Apency tale copmizance of the findings and
reconrendations of the Strauss Cormlssione

S Bl itamEm]
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MEMORANDUM OF RECORD

25X1A%9a  SUBJECT: Conversation held with Wr. NN b5 z(iessxfg;o X1A9a
Reparding Sezardowma Duty Pay (and sut®exq1A9a
quently am’mg Q e [ 25X1A9a

25X1A9a 3o The cenversation was he.xd with Mrfa to secure his 25X1A%9a

views as heo saw the problem in i rational ition. uF

oparation. He has under his mqservierien ¢ Agency pemmmalg ntaf

25X1A and controct agents, who act &s supervisers and instructors in the
25X1A9a ¢o M. :dcresesd himeell primarily to the cuestion of
paractute pay for the pgency civilisn persomnel. Hdis fundamental
position was that thers %is a moral obligatiom to give parachute pay -

to the civiliasns who were performing the same duties slongside mildtary
psrpomnel who receive such extra compensation. He staled that the

25X1C
ment frem thiz ¢comparison.
3. In response to gquestions, he cutlined his position ss follows: -

a. Ths p:-'ahlam ariges in his own mind as a worel issus,

b. He beliewss ithai "mense of nission® is the bamic wobtlvatios
faor the performence of theme duties hy asgensy civilisn personwsl,

e, He agreed that omes we undsriake extrs compensetion fex
the man whe does parachube jumpe, we automatically oper uwp the
quastion of extrs compensastion for cther and uumlamd types of

25X1A riaks, 9.8 ote.

25X1C4e
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d. He was asked; "Would the payment of extra pey for
parachute jumpimg impinge unfavorably or esprit or '‘sense
of misaton??? The anewer wes, "No.”

2. In puwrsuit of the mral responsibility question, he
stated that if the mllitary ceased payment for jumps there
would mo longer Le & moral obligation for the Agency to psy
such compensation to its civilians., (His concern appearad to
be solely that of the unfavorable comparison regarding hasardous
duty compensation between the civilian snd the military, and was
not with comparison between hazardeous and nonhazardous civilian
sesigoments within CIA. However, he stressed the fact that there
is & diffarence tetwsen a G8~7 finance or supply clerk and a
05-7 parachute iastructor.)

f. He zdmltted the existaes of the irmy’s objective in
paying for parachute jumpz to be that of incentive to get men
to perform behind-the<lines fighting and not incentive to jump
as such:. The jumps are used solely az a yardstick to determine
the compensation. Nevertheless, the unfavorable comparison is
what sticks in his mind; although our neople are jumping only
and not ind ng in behind-~the-linss oporations at thiz time.
orred to AR 35-1250, dated 20 July 1951, and
said thet thers are seversl paragraphs therein pariicularly
pertinent to the problem within the Agency and in general it
appeary that this Army Regulation would cover any situation that
night arise, if applied to civilisnr, He eisc sald that throughout
AR 35-1250 there is mo mentiem or indication of the pay incentive
being based on behind-the-lines fighting but is based on making
parachute jumps from en alrcraft in aerial flight

#o He agreed that if the parachute jump pay problem did not
exist that the question of pay recompense for extra hazardous
duties need not arise within the Agency. (This highlights and
points up the facst that parschute jumping on the part of Agenoy
persomnsl is the point of departure in this whole question and
we thereby run the risk, by deferring to 1t, of dragging in all
other and many icinds of risks which we would not dream of touching
othervigse. He agreed as to the Pandora's btox nature of this over-
all problem.)

ho He agreed that the whole situation could be levsled out
succegsfully in aspite of the comparison if wa had a balance between
the totel CIA package for azn individual and the total Army service
packape, 95 to speak. {This means s re-emphsszis on the highly

wzm
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desirable detatled examination of what penafits, privileges,
prerogatives we now hawe and can hare Defore wWe dare juwp off
into the extra compensation Teld. } ,

i. In response to qmeiﬂan,_ felt firnly that
1f we ihm:ld andertske exira compsnsstion for parachute Jumping

within we srtomstically mmst do the same thiag for Hhe
asme hazard wherever it exists (which situations he had personally
obaerved) .

4o In respomse to question, he also adnditted that there is
risk of gratultous incembive to participate in jumps for the

sake of money and not a needfnl mlssion. (The military are having

the same experience.; It further puis morey in front of our
people instead of “semnse of mission® mnd it further bullds Agency
financial resporwibility because of obligation to financially
psrey en injured individual.

s
23 ﬁm
e
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3 lisroh 1953
25X1A2d1

U DRAIDU FOR3 urm
. Expoutive

cncmu'smﬁoud
SUBJECT ¢ Hasaxrdous Duty
REFEREICE ifsmo dated 29 Jamuary 1953 from
' : m,-ammw

1, The DD/P Career Service Board desires to defer recom=
mendations on referemce propopsl pending the svallability of
the Streuss report referred to in pere, lL.a. of refererce cover
memorandumn,

2. Itisuqmﬁodthdnboglmanopporbnﬂtytoa-
view the Strauss report when avallabls,

Bf DIRECTION OF DD/P:

5X1A9a

Chief of Administration, DD/P
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CIA Regulation
"CIA Cereer Service Progran®

The purpose of issuing this Headquarters Regulation is
a. to place on a permanent basis, conforming to the

new format and framework of CIA regulatory material,
the CIA Career Service Program, its structure,
authorities and responsibilities. At present this
material exists only as a staff study apmroved by
the DCI and issusd as CIA Notice [ Tnis
proposed Headquarters Regulation is a restatememnt of
text contained in the originsl staff study or modifi-
cations of it that have since been approved by the
Board.

25X1A

25X1A

S=E«CeR«
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DRAFT
25X1A
| CEUTRAL TNTELLIGENCE AGENCY REGULATION NIIDER F
T X
CIA CAREFR SERVICE PROGRAN
Ao Pollcy
Tn accordance with the basic personnel policy of the Centiral
Intelligency Agency (See CIA Regulation Il paragrech 4,1), 25X1A

a Career Service Program is provided that identifies, develops,
effectivaly uses and rewerds individuals who have the skills
required by CIA; motivates them toward rendering maximm sarvice
to the Agencys and eliminates from the sarvice, 1in an equitable
manner, those who in spite ofthe Progran £ail to perform as
offective members of the orgenization. The Career Service Froe=
gram includes.all staff employees and staff agents of the Central
Intelligente Agemyv&wbhermdubyinhaadquaﬂerswinthemldo

B, Purpose of the Career Sexrvice Program
ThepwposeoftheCm@Servicemomistodmlopp.@h
totlwfﬂlestexbenttometpresenbandauﬂcipatedpmmﬂ
noeds of the Agency. In accomplishing this end, provision is
made in tha program fors |
1, Strengthening the sslection process by the establistment of a

Professional Selection Panel which advises the Aseistant Direo=
tor for Persormel regarding sultability for long dern enployment
of applicants and trial service employesso

SeimCelimi~T
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2. Formal evaluations of sach individual in the Agemcy through
the periodic exacution of & persornel evalustion repcet which
is the baglc instrument of career planning.
3, A Cereer Service Boad structure adviscry to responsibils officers
on caresr service matters affecting their mres of sctivity.
ic An execubive inventory as an ald to personnel planning for
thadsmlo;mntuﬂmofmcwbinmnwm
\. Agency.o
\ S, Rotation, a process of systematic designation and redesignstion
of an individuwal to various kinds of duty ard treining for
the pwrpose of improving his capecity to serve his sponsoring
organisationsl componente
6, Furctional groups to advinlister Agency-aide programs in the
career service fisld such as Homor Awards, Haszardous Duty, ete.
Hwadwung;ﬂﬂimmhmgmmmmawm
and not covered herein will be isswed seperately.
C. Admimdistration of the Program
1, CIA Caresr Service Boaxd
TheGmerSerﬂmProgrmiaconmnadﬁwacIAcm
Service Board that is responsible for providing advice to
themI;nmldnchAaMtuplmoinwhichtom. It

. N
t

SefnCrflwla]

Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




A
Approved For%lease 2001/09/06 : CIA-RDP80-01826R000500050004-2

SwEmColleli=l
Secwrity Information

develops policy governing the Caresr Sexrvice Frogrem and
advises concerning all matters affecting Agency persomnel.
a, Orgemization
(1) The CIA Career Service Board is composed of the
.foll.lowmg personss
Permanent lienberst

Deputy Director gmans) or
Dinector (Intelligence} or Deputy
g:pnty Director (Admimstration) or Deputy
of Training or Depuby
Assistant Director for Personnel or Depuby
Assistant Director for Commmications or Deputy

Rotating lambers (two at any ome time for staggered
e torms of six months each, there
being at all times one nominated
by the ID/I and one nominated by

Agsistant Director for Cuxrent Intelligence
Apsmistant Director fox Collsotion and Dissemination
Assistant Director for Oparations
Asgistont Director for Scientific Intelligence
Asgistant Director for Research and Reports
\ Assistant Director for Nationsl Estimates
\ Asgistant Director for Ium.gdgemo Coordination
Chief, Foreign Intelligence Staff
Chief, Political and Psychological Wgrfare Staff
Chief, Paramilitary Opepations Staff
Chief, Techrical Services Sialf
Chief, Administrative staff

Executive Secretary - Nonevoting
(2) The Chairman of tho Doard WLl be appoinmtod by the DCI

from among the three Depubty Directors to serve for a
 %erm of four months, Four members of the Board will

constitute a Quorum, If a member cannct bo prasent,
he may be represonted by his Deputy. The Board will
-30-
SwBuCoRrelin?

Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




Approved For F@Iease 2001/0L106 : CIA-RDP80=01826@00500050004-2

SB-C-R-E-T
Security Information
hold scheduled monthly meetinge, and agenda and
mimtes of meetings will bo distributed to all
persons 1listed above,

be Responsibilities

It is the responsibility of the CIA Career Service Board bot

(1) Develop policy governing the Career Sexrvics Program
Lor approval by the DCI and serve as his advisor on
all matters concerning the Program.

(2) Supervise and review the functioming of (Office)
Career Scxvice Boards.

(3) Establish and maintain sa Exscutive Invertceyy to be
oonpoaedoftthou-pwmﬁohtbmwm
time to time determine,

(4) lkke recormendstions for £i11ing key positions in the

\ Agenoy with persommel from the Dxsoutive Inventory.

X (5) Roview evalustion of persormel contained in the Wxecutive
Inventory and review rotation programs far thelr further
developmant,

1\ (6) Approve the allocation of Rotetion Loan Slots to

- {0ffice) Career Sorvice Boaxds,
(7) Supervise supporting groups or Doards for handling
apecializoed funptions on an Agencyw-wide basis, such as,

-l -

SeBml-RuEnl
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Hazardous Duty Board, Ionor ivards Doard, Professional
" Selsotion Panel, etc., drawing on Agency parscmuel s
neCessary. |

(8) Prepare and submlt ammally to the ICI & swmary of
the operation of the CIA Cerear Service Program,

2, The Seorotariat of the CIA Careor Servioe Board
a, Organization

The Career Dsvelopmont Staff of the Percommel Office

scrves a5 the Socrctariat of the CIA Carecr Scrvise

Board and the Chiaf, Carcer Development Staff serves

ag the Mmacutive Secretaxy of the Domrd,

bo Responsibilitles

It ‘A1l bo the responsibillity of the Secretarist of the

CIA Career Servico Board %03

(1) Recommond to the CIA Career Service Board ways am
means of i:proving the CIA Caremr Service Program,

(2) Perform all secretarist and administretive functions
for the CIA Careor Service Board, These include,
but are not limited tos
() Ilntaining master files corcerned with Career

Swﬁcemttusmaommmm

-5

SelEmC Rl

Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




Approved Forﬁease 2001/09/06 : CIA-RDP80-01826%0500050004-2

‘ J (b).

(e3

(a)

(o)

. (1)

(2)

SeliCetloli=T
Security Information

CIA Carear Service Board, including ageoda and
records of meetings, files of the Rosoutive
Maﬂmdmmm
utilization,

Assisting (ffice) Career Servios Doamxds in
effecting rotation appointments.
Transmitting to tho CIA Caxeex Service Doaxd
recomuendations and periodic roports of the
(0££ice) Ceresr Service Boards for considevations
Ixﬂ.ﬁaﬁngmdawﬂsﬂmamhmum

- neadad to irmprove the Career Sarvice Program.

Submitting wmresolved intexr-Office Dosxd problems
to the CIA Career Servios Board for decisiony
Coardinating with the 0ffice of Treining training
arrangements and nseds respecting the CIA Career
Servico Program.

Aeting in cupport of Doapds established by the
C1A Career Service Doard for handling specialized
funetions on mm Agency-wide basls,

3, Office Career Sexvice Doards
Bach staff employee and staff agent vAll be identified with
an appropriste (0ffice or Staff) Career Service Board, The

-6¢o
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(Office) Career Service Boards are responsible for advice to
their respective chiefs on making the Office or Staff a better
place in which to work. Those Boards are conoerned primarily
with implementing the Agency's persommel poliecy, developing
internal persomnel policy and reviewing recommendations cone
cerned with the careers of individuals. It is at this level
and through the functioning of these Office and Staff Boards
that the rotstion, training, advancement and assignment plans
recomnended for the individual are reviewed for the approval
of the Assistant Nirector or Office head.
a. Organization
(1) (office) Carear Service Boards are composed of the
following persons:
Assistant Director or Staff Chief ex-officio
Three or more Staff or Division Chiefs, or
comparable high~level officials
Secretariat - Non-voting. (In most cases, the
Secretariat is composed of Administrative
Personnel Officers of the Office concerned and
will perform staff support for the Board,)
(2) (0ffice) Career Service Boards are established in
the following units of CIA:
Office of Training
Office of Cormunications

Office of the Deputy Director (Plans)
Foreign Intelligence Staff

[ 7 L)
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Folitical aznd Psychological Warfare Staft
Parsmi 1itary Operations Staff
Technical Services Staff
Office of National Estinates
Office of Research and Reports
Office of Current Intellligence
Office of Scientific Intelligence
office of Collection and
Office of Operations
Office of Deputy Director (Admimistration)
Pergormel Office
Modical Office
office of General Serviceo
Inspection and Security Office
Procurenent and Supply Office
Office of Comptroller
be Responsitdlities

Tt is the responsibility of an (Office) Career Service

Board to:

(1) Serve as adviscr to the Assistant Director {or
Of fice head) on all matters portsinming to the
Career Service “rogram,

(2) Mrect within the Office the application and functioning
of the Carser Service Frogram, inoluding but not limited
tos3.

{a) Txecuting relevant decisions of the CIA Career
gervice Board and making recommendations to the
CIA Career Service Board for improvememt of the

Carear Servics TProgram.

=8 w
SeEaGaRaBaT
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{b}

(c)

(a)

{e)

(£)

(e)

(h):

S fiG ol FT
Security Iaformetion

Cpormopdngg developing and executing the Career
wervice Program of the Office concermed, insluding
an intrs-Office rotation system, and reporting
periodically to the CIA Career Service Board.
Reviewing “ersommel Evaluation Reports and proposed

development plans for individusls in terms of trainming,

assigmmont, advancement, rotation and prowotion.
Reoormending cancellation or continuance of career
dewslopment actions.

Farticeipating in the development and exscution of
approved extra~Office rotation systoms,

Subriftting 2 semi-annnal Personnel Svaluation Report
to the Cponsoring Office on each rotation appointee
from aother Ofﬁ’“o '

Fnsuring that the rotation appointees deteiled by
thedr Office to another Office are not overlooked
for varrated promotion and ensuring that rotation
appointees received by their Office are produoctive

and their sssigmments commenswrate with the purpose

of the sppointments.
Reviewing continuously conditions of service and
duty vith a view to making recommendations to the
CIA Career Service Board ooncerning vcrld.ng condi tions
and Senefit- that can strengthen morale and increase
Tesrrit de corps®,
-9 -
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(1) Reviewing continuously the persounsl intake of the
Office, especially at the junior professional level,
with a view to ensuring the acquisition of Mghly-
qualified, versatile persons with long-range
potentiality.

(3) Supervise supporting groups or Boards as appropriate for
handling specialized fmﬂ.ons, sesigning to them Office

persommel a8 NBCEsSarY.

w10 -
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"Report of Professional Selsction Penel Activities"

This report is conocerned primsrily with

%o A sumery of the 3 cases considered by the pansl
between 12 December 1952 and 20 Februsry 1953

be A request for guldance and informstion respecting
thoss cases in vhich the Panel's recommandati.ons
are nct followed

o A tentative statement of 18 criteria bearing on
suitability for career employment in CIA.

Attached to the report is memorandum of conversstion

dommmmmmdmmudormot'

ths Foreign Service. ,

The Panel requests guidance from ths Doard on 1 b and

IOMOV
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There have been submitted to the Panel LO cases, which have been disposed
of as follows:

| © 14 Recommended as suitable for careesr employment
\ > 15 Recommended as mot suitsble for career employment.
S Pending - awaiting further information, awaiting interviews with
applicant, or to be reconsidered prior to expiration of trial

service.

6 Withdrawn by the forwarding Office or not considered by the
Panel to be appropriate for its consideration.

diog 10 Yool 195>
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2ly Pebruary 1953
MFMORANDUM FOR: CIA Carcer Service Board
FROMs Professional Selection ?anel‘
SUBJECT: Report of Professional Selection Panel Activitiss

1. Six months having passed since the creation of the Professional
Selection Panel, it 1s considered appropriate that the Panel furnish to
the CIA Career Service Board a report of its activities.

2, On 20 November 1952 the Panel received instruotions from the
Chairman, CIA Career Service Board, which stated:

"he Board recognizes that the Panel can not implement at this
time all es of the selection program specified in CIA
25X1A Notice It does, however, desire that the Pmnel should
give oriority tos ,

a. the formulation of criteria concerning over-all suitabili
to work in CIA on a career basis, :

b. examination of individusl cases of applicants or trial-
gervice employees ... Where doubt is cast on sultsbility
%o work in CIA on a career basis as a result of the de-
volopment of administrative or marginal informetion by the
three Offices mentioned above (Security, ledical and Persommel)
and the Office of Tralning,

¢, recomendation to the appropriate authority for the disposition
of each case so examined."

Since the receipt of the sbove directive, there have been submitted to the
Panel 3k cases, which have been disposed of as followet

13 Recommended as suitsble for career employment.
13 Recommonded as not sultable for career employments
L Tending - awaiting further information, ewsiting interviews with

applicant, or to be reconsidered prior to expiration of trial
service.

li Withdrawn by the forwarding Office or mot considered by the
Panel to be appropriate for its consideration.

S=E~CeRwE-T
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3. In one of the cases considered, the Panel's vote was k to 1.
In all other cases the wote has been unanimous.

4. The Panel has been informed that its recommsndstions have been
followed by the Assistant Director (Personnel) in all cases but two. The
two exceptions were cases No. 5 and No. 25, The Fanel belisves that its
work would profit greatly if it could be informed officially and in some
detail as to the reasons for employing these two individuals in the face
of adverse findings by the Panel. The Panel recognises that there will
be instances when, for policy reasons, the Agenoy will find
to employ an individusl even though he may not appesar to be suitable for
carecer employment. Case No. 5 appsars to fall in this category. Insofar
as information made available to the Panel indicates, such policy con-
siderations are not present in case No. 25. It appears, thersfore, that
i{n that case a higher authority has reversed the Panel's finding that the
individual is not suitable for career employment by OCIA. If the Panel is
to accumulate knowledge and experience which will enable 1t to do the best
possible job for the Agency, it should be informed of the considerations
which led to the reversal of its findings in case No. 25.

S. In addition to examining these cases, the Pansl has dewoted con~
siderable time, during its 19 regular meetings and 3 specisl evening
seasions, to the formulation of criteria for determining over-all sultability
to work in CIA on a career basis. The Panel believes that final criteria
for suitability will only emerge after a great desl of practical experience
has been gained in examining specific cases. Obviously, the consideratiocn
of only cases, all of them being instances "where doubt exists as to
suitability,” has not given the Panel the needed experisuce to formulate
eriteria. On the other hand, the five Panel msmbers represent an aggregste
of spproximately LO years of varied experience in the inte field,
and the Pansl's advisors represent s total of between 30 and years of
experience in their specialized fields. Thus the Pmel, while lacking
great depth of experience as a umit, has a great deal of extremely varied
experience to draw from in formulating criterias.

|
%

6. There is attached hereto a tentative statement of criteria for
suitability formilated by the Panel. It is desired to emphasise the tentative
nature of this statement and also to point out that any compilstion of
selection criteria must be subject to constant revision and redefinition,

7. ‘The Panel would greatly appreciate the comments of the Board, or of
any individusl members thereof, concerning its activities as reported herein.

-2 e |

Attachment, SeBalwR=ET Chairman

Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




Approved FomRelease 2001/09/06 : CIA-RDP80-01820%000500050004-2

CONFIDERTIAL
Security Ianformation
PROFESSIONAL SELECTION PANEL

Tentative Statement of Selection Criteria Bearing On
Suitsbility for Career Servics in CIA

The Professionﬁﬁ.alac&ion Panel was instructed by the CIA Carewur
Service Board to give mriority to the "formulation of criteria concerning
over-all sultabllity to work in CIA on a career basis®.

There are set forth below certain basic qualities which are to be
sought in applicants and trial-service employees. Under each quality are
1listed one or more questions which are among those the Panel would attempt
to answer in an effort to decide whether the individual applicant was
posscssed of the desired quality. The queations are intended to guide
the Panel and are in no way suggested as questions to be put to the
applizant. These criteria do not, of course, take into account technical
qualifications to f11l a specific position.

ETHICAL ADJUSTMENT
1, INTEGRITY

VWould lack of supervision, inspection or review lower his
standard of performance?

Can he be expected to remain honest tc himself end to othexs?
2. MORALITY
canhemaintainh;ghmralstandardsforhupemmcmduct?

Could he, in ths national interest, engage in sctivities which
conflict with those standards?

3. FAITHFULNESS

Will he loyally support a course of action which has been
officially determined even though he may disagree?

Viould he secretly try to undermine a policy adopted by his
gsuperiors while outwardly supporting it?

CONFIDENTIAL
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PSYCHOLOGICAL ADJUSTNT
h. OBJECTIVITY
Can he reach logical conclusions despite personal blas?
5. ADAPTABILITY

Cen he and does he willingly conform to new job requirements?
Can he adjust to trying working conditions?
6, ANONMMITY

Docs he recognize and accept the fact that public notice is
incompatible with a career in CIA?

Does he feel compelled to call attention to himself and to his
work?

7. ACCFPTANCE OF DISCIPLINE

Can he relinquish independence of action in the interest of
organiszational integrity and control?

8, FMOTICGIAL CONTROL

Can he maintain effectiveness despite heavy domands, unusual
stresses or disturbing working conditions?

INTFLLFCTUAL RFADINESS

9, CARTR DFSIRE
Are his reasons sound for seelking an intelligence career in CIa?
Is he willing to g.lvathejobandtheAgemyafd.rh'ial?
10. DISCRETION

Has he an appreciation of the need for discretion, and possibly
for dissembling, in the handling of official information?

-2 -
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PTRSONAL RPANINFSS
11, FCONOMIC PRFPAREDNESS
Can he accept the limitations of a Covermment salary?
12. FRTEDM OF ACTION
To vhat extent will famly, economic, reldgious, political,
m m ;p::sonal considerations interfere with his
SOCIAL ADJUSTMFNY
13. STNSE OF PERSONAL PROPCRTION
Doea he take himself too seriously?
Can he langh at himself?
14, SOCIAL ACCRPTABILITY
Is he a person with whom you would like to work closely?
Would you welcome him as a guest in your home?
15, COOPERATION

Does mn: estsblish congenial and friendly relstionships with

Can he work effectively as a member of a team?
PROD'CTIVE CAPACITY
16, INDUSTRY
Is he ospable of sustained hard work?
17. EFFECTIVE IUTFLLIGRNCE

Is he ospable of resourcefulnsss and ingemmty in planning and
cxrrying out activities?

‘3-
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Can he male decisions effectively?
Con he learn and remember detailed knowledge?
Can he express hiself adequately {commmnicate idea-)?
Can he effectively use the services and abilities of other people?
TISION
Gan he think and act inmaginatlively?

al -
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17 February 1953

MEMDRANDUM OF RECORD

SURJFCT: Conversation held with Mr. Cromwell A. Riches, Executive Director
of the Board of Examiners for the Foreign Service, Departnent of

State, on 15 January 1953 by _ 25X1A9a

1. Mr. Riches is a member of the Board of Examiners for the Forelgn
Service; he 1z also Executive Director of the Board of Exeminers and 1s,
in addition, a De Examiner. Poard of Examiners for the Foreign
Service (Sec. 212 (a) Public Law T2L, 79th Congress, as amended) "shall...
under the general supervision of the Board of the Foreign Service, provids
for and supervise the conduct of such examinations as may be given to
candidates for sprolntment as Foreign Service officers” o/

2. The Deputy Examiners are the only persons who actuslly conduct
the oral examinations of Foreign Service Officer candidates. No other

Board of Fxaminers. In conducting the electlons of the Deputy Examiners,

the Board of FExaminers receives nominations, together with detailed biographical
data, from those elements of the Government that are represented on the Board
of the Forelgn Service (e.g., State, Agriculture, Commerce and Labor) and elects
the examiners on the bases of their qualifications and skill for oral intervievw
and examination. Since examination is their sole function, this skill 4is the
principal criterion on which the selection of the Deputy Examiners is based,
although it is admitted that skill in oral examination is difficult to de-
termine without seeing the individual in action. A1l Deputy Examiners ave of
Grade 0S-15 or ecuivalent and above in order to insure a basic level of
maturity, Their election is by secret ballot.

3. The same Panels of Deputy Examiners git in oral examination for
both junior and lateral entry candidates /[Class 6 "junior" candidates -
selary range $3993 to $5093; Class 5 to Class 1 "lateral entry" candlidates -
sslary range $5313 to $143007. It is argued that the traits of character
and personality in which the Board is interested are the same no matter
what level of entrant is being considered.

L. The examining workload for the present year is estimated to be
325 junior candidates of which about 200 can be accepted. Note that these
candidates have already passed the written examinaticns and will have their

CONFIDENTIAL
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rvaicai examination when they report (at thelr own mg%c} for the oral
g;::iednatic-m In addition enough examinations will conducted to produca
stout LOO isteral entry officere (Class § to Class 1}, Note that these
candidates are for the most part already in Weshington having besn employed
¢f ther departmentally {i.e., Civil Service) in the Department of State or

au Foreign Service Staff Officers for the past tlree or four years. Wriiten
exaninations are mo¥ Tequired of luteral emtry persomel. In summary, abcul
(54 of the junior candidstes are pasesd by the oral exmminstion and about
0% of the laterai entry csndidetas.

5. Fxaminstions heretofore hewe been held onliy in Washington although
the Board has often considered ‘curneying to the West Coast in order io
ease the burden of cost to the candidate. There are many practical obatacies
+o s0 doing, howerer.

&. The Pansls of Deputies - five per Panel = sssemble every moruing
at 9315 and compleis thair wurk by about 1:00 P.M. Mr. Riches chairs the
rsnels twice a week and his Deputy, a Forelgn Service officer; Class 25
three times a week, Jurdor candidatez and lateral entry candidates are
considersd on dif ferent days because the dats and records are in differemt
form. The individual Deputy Examiners, however, consider both types of
candidates as the ocession arises. The oral examination of a junior zandidate
tskes about one hour {three per morming) while the orsl examination of a
lateral entry candidate takes Jsnger (two per morning). "Outside"™ Depnty
Fxaminers {(Agriculture, Labor and Commerce) are not expected to work on a
Fanel oftener than once a woeek. Before a Deputy Examiner is allowed Yo take
part in the sctual exemination he is expected to zudit six Panels in order
0 acouire the basis for oral eramining skill and %o provide for understanding
end eontinudty of the process.

7o The Deputy Exsminers come to the Panel without prior briefing amd
work from a sheaf of documentation that is provided to them. It takes ons
qualified analyst {GS~7) about a full day to prepare esch case. orkload:

12 cases per week; £-3 05~7 analycts/ It is important to note that Mr. Hiches
placed grest stress on the fact that this documentation a) does not leawe

the office of the Board of Ixaminers, b) does not go into the general personnel
files, ¢} is not available to any person excent the Deputy Examiners om the
Panel {mmediately concerned. For example, this documentation i1s rot avaliable
even to the Direcior General of the Forsign Serwice.

8. After the oral examination, the candidate retires and the Panel
digcusses the case. For lateral sntry candidates (Class S to Class 1), each
Duputy Examiner then scores the candidate on a 1 to 5 grade for about eight
factors. The composite score of 3.2 is considered to be "passing®, If the

e 2 L3
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scove 1o nigh (say i or better) thore is no further dlacussion. If the
scors is iow (say 2.5 or less) there is mo further discussion, If the
#oore is medium (zay 2.5 to L) the case is rediscussed and the Examiners
rsy chanse thelr scoring as & result of the discussion before another
summation and average is struck. Changes tend to be down rather than up
and the "an-ls tend to be "conservative® with respect to fyuitability” .
The analysis and final result is dictated for the record on the spot.

5. The selsction technique and scoring is the same for Junlor
candidates (Class 5) but there sre three grades of "passing”, a) with
distinction, b) passing, ¢) defer. These grades determine the place a
candidate poes on the list, if there ia & wvalting list.

16, Tre vote of the Panel, the scoring; the score, ete., is conceaied
from the Youtside world®, 1.e., from all persons except those present in
the room. Only the result is smnounced, No pressure from "up the line®
1z ever made on the Panel %o accept or reject a candidate. There has
never been reconsiderstion of a cass by the Panel {although thls wae
sup-ested once about 5 years agc,) FHowever, about i5k5 the Director General
of the Foreign Service struck from the list the name of a candidate before
44 was sent to the President. There wes quite a row. All the Deputy
Fxamtners rosigned. As a resulf thes Secretary of State instructed the
Mirector Genersl henceforth to forward the list without comment. /[Tt is
extremely important 4o note that the appointing authority in the case of
Foreign Service officora is the President, by and with the advice and consent
of the Senate. Since 1945 the President and the Senate have always followed
the recommendations of the Board of FExaminers. It is recognized that both
the President and the Senate have the right to act differently if they 80
choose, Note alsc that the Board of Examiners iz not concermed with Foreign
Service Staff Officers, Porsign Service Reserve Officera or Departmental
persomnel for which & different appointing authority exists./

11. Mr, Riches $nvited the undervigned to audit an examining Panel,
subject to later confirmation, if that would be’useful to ClA.

/s/

25X1A9a
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"0rel. Examination of Applicantst

This material consists of:
a8, A staff study recommending the crestion of
two Examination Doards, « cne for Semicr
Officers GS-12 and above and one for Junior
and Intermediste Officers GS-7 through (Sedl =
in place of the present Professionsl Ssleow
tion Panel,
b. Comments on the above by
the DD/P Carear Servise Board
tha Dissater of Frelning
the Professtonsl Selactian anet
Tha conoensus seems to be that the two new Boards
shouldnotbecreatedb\tbtmmm&ngmm-
s Profassional Selection Panel ~ should be reteined.
Ammmeomdmumbymmmm“toh;
quest the Professional Selsction Pansl to reccmoile ﬂn
various comnentamxlmhaapociﬂcmomnﬂsﬂonaﬁo

tie Board at its next meeting,

SelaCeabiml-T
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3 February 1953
IELORANDULI FORs  Deputy Director (Admimstrestion)
FROLIs Aszistant Director (Persomnel)
SUBJECT s Oral Ezamination of Applicants.

1, FROZIEIL Tc develop machinery throvgh which oral examination prosedures
zay be applied to determine and to advise tho Assistant Director for -
Porsormel on the swltability of applicants to fi1l Jundor, intermodiate,
ax] high level popitions in the Contral Intelligence Agency.

2, ASSUPIIONS: (a) ALl of the means employed by CIA for the selsction of
personnel should be aimed at bringing into the Agency Meghly competent,
loyal employzes who are well motivated to 3oin in performng the Agencyls
miggion,

(b) Since a major objective of the carcer service rogram of CIA
is to provide oppertunities for growth and advansement to ingividusl
sgloyees, it is important that incoming persomnel have potentialitias
waich measwrs up to the opportunities avallahle,

(e} Oriterla of suitability must be adapted to the career fisld

witiiln vhich a prospective employee’s dovelopment and advancsment will
be made possible,

(d) Forming the best possible estimate of an applicantis suit-
ait.lity for earecr employmsnt is subject o limitations no matter how
woll applicants from oubside are screened, invesilgated, and tested.
Provigl on for oral exemination or interviewing of applicants, confiutted
by offiecials with expsrience in and knowledge of the Ageroy's intelligence
operatlons and requirements; will inecrease the possibilities of employing
oxly those persons who can be relied wpon to be effective members of
tie Lpenoyis work force.

3. FATS: (a) The Caresr Service Commtites adopted and included in it®
finel report the recommendation of its working group on Traimses thst
a Trofesslional Selection Panel be established under the direction of
the Career Service Doard to "review selection stendards, inciwding
madical standards, for ard the qualifications of all candidates up to
exl including the grads GS=11 for overt and semi-govert professional
positions. The Panel will alsc, when requested by an Assistant Director

SeolimCaRuwBa]
Security Informetion
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asrange for the testing of a candldate in the GS-12 through GS-15 cate-
gory, review his qualifications and make recommndations to ths request-
ing Office." (Tab E, CIA Notice |

(b) The schedule of employment processing operations proposed by
the Carser Servico Committes provided for the Professional Selection
Pansl to hold interviews with candidates in the categories dofined above
subsequent to testing, persomel sereening, medical clearance, and
sscurity approval; but in advance of the individwlts entry on duty.

{¢) In daveloping its operating plans, the Professional Selection
Panel has ordtted any proposal for conducting interviews mith applicants.
The Panel's position appsars to have stemmed fyom the belief that the
workload eptailsd in the adoption of the interviewing step would imposs
prohibitive demands upon the tims of the msmbers, and would entall an
udue expenditure of funds to provide transportation for applicants to
come to Uashington for the interviews, v

(d) Pursuant to instructions given it by the Career Service Doand,
the Panel is concentrating its activities upon (a) the formdation of
eriteria concerming over-all suitabllity to work in CIA on a career basis,
and (b) the examination of individual cases of applicants or trial service
omployees whers doubt is cast on sultability to work in CIA on a career
basis as a result of administrative or marginal information develoned by
the Ingpection and Sceurlty, ledical, and Persomnel Offices und the Office
of Traimingo. Its recomendations with respest to sach case are forwarded
directly %o the Assistant Diractor {Persomnel)-.

(e} Tho operations of the Board of Ixaminers of the Forelgn Servics
were cited by the Career Service Cormittee in its final report to the XL
as supplying an analogy to the yroposed role of the Profesasional Delection
Panel. Actually, oral examinations of Foreign Service applicanbs are con-
ducted not by the Board members but by the Dxecutive Director of the Board
wih the asslstance of a group of Deputy Examiners chosen annually by the
Doard., These Deputy Examiners are chosen meinly for their skill in oral
testing. (Tab ;S

DISCUSSIONs (a) Dest estimates which can be made with respect to the
ronthly entry on duty of persomsl in grade categories fron G5-T through
GS=15, pradicated on an Agency celling of- are as followss

(1) GS-7 through GS-I1 (includ-
ing G3=5's tho are appointed
to jurior officer positions)s . o 60

25X9A2

(2) wwmmt@lwﬂmaeeaeaam
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An average allotmsnt of one howr per interview would, therefore, comprise
an intervieving load of at least 60 and 30 hours per month for groups
examindny these two categories, respactively. It can be assumed that some
applicants would not survive the interviewing step; accordingly, wurkload
artimates would be expanded by this factar.

(b) The wmillingness of the Professional Selscidon Fanel to assume
+the rols of an oral axamindng body can be appreciated, taking into account
the fact that the appointed members would havs to pexform this funetden.
Sixty houra of interviewing time=-in addition to thedr full time duties
ard responsibilitias—swuld have represonted a substantial burden for
thess mamberse

{¢) The workload of interviewing candidates for positicna in
grades 0S-7 through GS-11 would be considerably less burdensome 1f
d styibuted among a larper croup than the five voting membera af thae
mesert. Saloction Panel, by desipnating Agerey officlals to serve
as intervievers for relatively short perlods of tine.

(¢} Yhe Career Service Comaittec recormended that the jurisiiztion
ef the panel include individual candidates for positiocns froor Gowl2 .
through G515 vhan requested by the Assistant Director concerned. Howmver,
the criteria applied in oral axaminstions of applicants for middls
and sentor lewval positicns spuld be substantially different from thoae
used for jumor officer cantidates. For the latter group, the intervie®w
should be ussd to furnish the basls for an appraisal of the 1ndividualts
promiae for carear development within the arca of opportumitics afforded
by the Agency. For the more senior personnel, the intervie: must yield
an appralsal of the applicant’s all-around capabilities and qualifications
for intellipencs functions, The establishmemt of separate examining
bodies for each of these two catepories of applicants would, perhaps
accomplish improved interviewing results. Oenlar level avgucants should
be evaluated by high level Agency officials whose responsibilities huve

_ given them troad perspective of the Agency's requirements.

~ {®) The rresent Professional Selection Pamwl does not appear <
rest on sound organizational principles. 1t is now an appencage i the
Carser Service Board, which itself has no command function or authority.
Nonethaless, Cih lotice Noo Il vests in the Panel authority to “finally
approve on behalf of the Agency the selection of all mrofessional peas
somel® wp to GS-11, In effect, this statenent of function dlispers:s a
comuand responsitility (1.e.; sppointient authority) to a comm.ttee~type
Penel which does not exist withdn the A v 1ine of command, Howmever,
under the provisions of CIA lotice lo. the Parel's present regpore
sibility is advisory instead of £1;51 with respect to the exployment of -
irdividusl applicants.

Sl aft el
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(£) Problems ensountered by the Foreign Service appear 4o bs
relovant for CIA., The Forsign Service'!s Board of Examinars was estsb-
lished by leglslation to function under the general supervision of the
Board of the Foreign Servics. A& report (Tab A) prepared by the lManage-
mant 3taff of the State Department points out that the mresent
of personnel recruliment and axamiming responsibility between the Boaxd
of Examiners on the onme hand, and the Persomnel Office on the other has

.not been condusive to realizing a positive, cohesive personnsl program.

CONCLUSIONS e (a) Improved persamel selsction could be expested to
Tesult from installation of a program for interviewing applicants for
non=clerical positions by representative groups of Agency officlals.

(b) Because of differemves in emphasis on selection oriteria,
separate bases of menbership for the interviewing bodles should be
established for applicants for jurior and intermediate positions on
ths one hand, and senior positions on the other.

(o) The interviewing bodies should be so organized that the
affoctivenese of their operations will not be impedad by the demands
rade upon the time of officials serving as interviswars.

RECOMUENDATIONS: (a) That there be establisbed (1) a Senior O2ficer
Examination Board with examining jurisdiction for grades GS=12 and
above, amd (2) a Junior and Intermsdiate 'Examination Board, for grades
GS-7 through GS<11 (and lower grades when ths candidate is to be &
traines for a professioml position,) Thess Boards would have respon-
sitility for considering the employment suitability of all applicants
falling within the raescribed grads ranges. Slnce the operations of
ths Professional Selection Panel would be duplicated, the Panel should
be dlascontinued. '

(b) That the Senmlor Officer Examination Board be constituted as
an advisory body to the Assistant Director for Persomnel, to whom
responsibility for exareising the appointment funotion has been delegatead,
Membership should be drawn from among chiefs of major organizational
components (cffice head level) and other sermlor officials occupying
posltions of not less than grade GS-17. The Board should compmrise at
loast thres membors, Merbers should be appointed to serve for six
months! touwrs, with appointments staggered to provide for cantinuitby.
The membership of the Board should be as troadly representative of the
Apsncy's major organizetional elomants as is possible. Whenaver deemad
nscessary, the Board should be authorized to call upon assistance from
persomngl with speclalized backgrounds, - I ghould be held at lsast
once weekly. The Assistant Director (Persommel) would designate a Per-
sonnel Officer to serve as Board Secretary and to be avallabls for tech~
nical persomel. advice and assistance. The Director of Central Intelligence
and the Deputy Directors could at their option participate in the pro-
ceedings as ex~officic members.

SeEmG-f-E-T
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advioe i requived, As in (b) abowé, the Board should be

“Mmm and the Deputy Mz,mm?& in -bg
Central Inik
work of the Bomd on m ex~officio cspasity, |

Thatinmm issuad to esbeblish the Boards insure regular

] @ wmmgﬁwmsﬂwmmmadww
awmmammmmmm,mmumsaw
mmmmmwwhmmmmquam
Board's woxite :

) That where the Assistent Director (Perscrmel) fesls & course
am%umummhmmmmmm:n
by either of the two boards proposed hsmnlﬁmam,tthncaagto

tha Deputy Divector (Aduimsiration) for final decielon.

(£) Reoognizing that the oral examination represents another step

- 4n the employmsnt processing opsration, spplicants should be brought to
Washimmatcuemmbmmefwthemouotappomwmﬂs
appropriate oral atmmiming Board. Although the polygraphing of applicanis
pﬁwﬁmﬂhﬁwﬂmﬁ.ﬁhm'wmﬁdwm&m
nscesaity for fwrther oxamination, itmuldalsomtharlakofwagtﬁng
SOTE PATEONs prior to their appearanse before the Board. Pelygraphing;
however , should Bs handlod before the individusl retwns to Hs homep
Darogatory information elisited thxough the polygraph process might, of
comrse, require Yeconsidoration of tie spplicant by the Boxxd, Trans-
mﬁonmmsmemmmmmﬁdmaum‘m
amanal Agency expenditure of $180,0006 ,

W. B, H. Moreis, Jr.
o/ . H. H. YORRIS,

= B
Assistant Director (Perscmnel)
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STAFF STUDY

Prepared by the lanagement Staff
0ffice of the Deputy Under Secretary of State for Admimistration

25X1A9%a
worarivy For: A - [

SUBJECT: Board of Examinare of the Forsign Service

This memorandum has besan prepared in acoordance with your request
ti:at A/LB examine the present functions and mesbership of the Board of
Examineras of the Forelgn Service. Particular attention has been givem
to the relationship of BEX to the planned expansion of the FS0 category .
and implementation of other provisions of the directive to be issued
posuant to the Rowe Report. :

Competition for Foreign Service appointments by written examination,
giministared by & body aimilar to BEX, has been looksd upon for more than
£0 years as & basio guarantes of a career serwics free from political
inflvence, The Foreign Service Act of 1946 first established a statutory
base for the BEX, providing that the Boaxd of Examiners shall "in accordance
with regulations prescribed by the Seoretary and under the gensral super-
vision of the Bosxrd of the Foreign Service, provide for and supervise the
conduct of such examinations as may be given to candidates for appointment
a3 Foredgn Service officers in accordance with provisions of Sections 516
and 517, and to sy other persom to whom an examinstion for admission to
the Service shall be given in accordance with this or any other Act."
(Swtim 2]2)0

The membership of tha Board of Examiners is not specified in the
I} excevt for the provision of Sestion 212(b) of the Foreign Service Act
t::at "the membership of the Board of Examiners of the Foreign Service,
not more than half of which shall consist of Forelgn Service Officers,
s1211 be constituted in accordance with regulations prescribed by the
Sceretary’, The present mesmbership includes five representatives of the
Department of State, four of whom serve ex officio, and repressntatives
ol the oi Labor, Commarce, ure, and the Civil Service
Comdasion, A 1isting of the present membership and biographic sketches
of other agency representatives is included as Tab A.

Sitting es & consultative body, EEX determines examination and
gelection policies for the Foreign Service Officer category. The Exscutive
Director of BEX, with the assistance of a& small staff, performs the sotual
operations required to carry out the examination program. The Educationsl
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Testing Service grades the essay portions of the written sxanination on a
contirach basie, Oral examinations are comducted by the Exscutive Director
vith the assistance of a group of Deputy Examinsrs chosen anmually by ths
loard of Examiners. Although an effort is made to secure adequate repre-
sentation on ths wﬂmﬁﬂngpmhfrwthewmmi‘s, Deputy
Examiners are chosen primarily on & personal basis for their sikill in oral
teshingo

ThandotExaﬁmshudmmtuGMdofFPbyfoml
resolution responsibtility for the administration of Foreign Service examinationa
«xept thoss required by Sections 516 and 517 of the Foreign Service Act.

An Advipory Committee on the Foreign Service examingtions, consisting
of public mezbers with special compstence in this field, assists the Board
waminersinthempmtionammofﬂnmnﬂ.uuonpmma
lerbership of the Advisory Comidttes is attached as Tab B,

The problem presented by DEX and its staff is one of integration of
thelr operationas with the recruitment programs of the Department and the
Forelgn Service. BEX discharpes its limited function, involving a high
degres of public interest, with administrative propeiety. It is not
oriented, however, to glve optimm service to the growing personnel needs
of the Department. There are a mmber of steps which can be taken immedi ately
within the present organizational framework to produss a better integrated
recrultoent program. Among these arer

(1) Re-alignment of the Departmental representation in the BEX, which
iamwtoohurﬂym&ghtadwith?ﬁotﬁcm, to provide for
mmamﬁonwﬂrmw.ﬁmwmmrmmw
mththfmtiomlmcporaﬁxmafthanapctmnto

(2) Establishment of provisions for sdequate representation of
Depertmental interests on the oral Examiming Panels.

(3) Preparstion of precepts for the Examining Pamsls each year,
reflecting the personnel needs of the Foreign Service.

Thalongtomaolutionotthoproblenotdmlop&wa sound and
coordinated recruitment program, howsver, requires a basio regrouping of
recruitment and examination functions within ths Office of Permonnel. The
Rowe Report contains several recommendations concerning this aspect of
personncl manapement, many of which are applicable under the modified
provisions of the directive:

(1) Development of & long term inventory of persomnel needs as
the basis for a positive recrultment programg
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(2) lodification and study of the FSO examination to provide
for insreased emphasis on the Social Sciences and
specialised aspscts of foreign affairs through (a) use
of subject-matter options; (b) development of practical
methods for determining qualities of emotional stability
in candidates; and (¢) considerstion of the use of
language mptitude testing in addition to achievement tests.

(3) Increased emphasis on Departmental recruitment at the
Judor professional grades through suoh devices as an
expanded Intern Progrum.

(L) Strengthensd seloction and examination procedures for the
FSS category.

(8) Adequate provision for lateral entry into the Fareign
Service through liberalisation of Section 517 recruitmsut.

The present dispsrsion of recrultment and examination functions
18 not conducive to the development of a positive and coordinated program
envisioned by the Report. Thers is now added reason to stress effective
recruitment because of two circumstances not comtemplated by the Committes.
First, the Department is not accepting the recommendation of the Comuittee
for an amalgamated Foreign Affxirs Service. The basis for a fuller inter-
changs between the Department and ths fisld in future years, however, oan
be laid now by a careful program of recruitmesnt snd executive develooment,
which will bring to the Department in increasing numbers young people
adequately trained and oriented to dual-service cartbers. Secondly, the
Department i3 facing a period of increasing manpower shortages, and is
already encountering serious difficulty in recruiting adequate mubars of
qualified persomel for its staffing revuirsments, It is consequently of
great importance to provide the organizational basis for a vigarous and
aggressive recrultment program.

There are a mmber of altermatives available to deal with this
problem, each of which should be carefully explored bafore any definite
action is recopmnded: At first glance, the course of action which
appears to offer the greatest benefits would be consolidation of the
reoruitment and examination fimctions presently conduchbed by DP, FP, and
BIX into a single Division of Examinations and Recruitment in FPER, This
change would be consistent with the recomendation of the Rowe Report that
PER be reorganized .on a functional basis, and would provide a single focus
for the formilation and exscution of anggressive recruitment program con-
glstent with the requirements of the Department and the Foreign Service.

Under such an arramgement, the Board of Examiners would be recon-
stituted in & pwrely advisory capacity, and probably should be restricted
to State Department mesmbership. Representation should include FER, and
3 or }i mewbars selected anmally from the opersting bwreaus and functional
offices of the Department., Policy decisions of significant concern to the
Foreign Service should be clsared interdepartmentally through the Board of
the Foreign Service,

-3-
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COEX Sl ET
Seowrity Information
23 Petruary 1953
IEIORAIDUY FORs Exscutive Secretary
, CIA Careexr Servioe Board
SUBJECT ¢ Staff Study %0ral Examination of Applicants®

dated 3 February 1953

1, Reference staff study was considered by the DD/P Career
Service Board,

20 This Boexd agreed that a system for the oral examine
tion of appiicants should be instituted in the Agsnoy. It felt,
however, that the recommendations made in reference staff study

various Career Service Boards of the senior staffs of DD/P,

This proposal would have ths advantage of spreading the worio=
load 'entailed in such examinations and placing the responsibility
on individuals knowlodgeable in the personnsl requirements of the
various activities, It is recognised to
be worked out for a proper implementation of this -
is folt that such a procedure would coms closer to setting the
roquirements of the BD/P organisation than having the work perw
formed either by the Professional Selection Pansl or the Boards
of Examiners ged in the reference

staf? study.
"

Chiaf of Operations, IDP

ccs CAO
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2 Pebruary 1953

MEMOTANDUM FOR: Executive Secretary, CIA Carecr Service Board

SUBJECT : Staff Study, "Orsl Examination of Appliecmnts,®
' dated 3 February 1953

1. In my opinion, the recommendations set forth in subjeoct staff
study are unrealistic and unnecessary for the following reasons:

8. The present 'intervim conducted by Branch, Division and
frequently by Office Chiefs constitute an adequate oral examina~
tion toward determining suitability for career employment.

b. The 0S-17 and other Agency officials recommended as
examiners are of more value to the Agency pursuing their primary
responsibilities which, for the DD/I Offices, leave little or no
time for additional administrative duties.

c. The estimated coast of $160,000 per year for travel alone
seems prohibitive,

d. The primary recruitment task should be viewed realistically
as one of persuading top-flight persons to accept positions in the
Agency rather than as one of setting wp all possible exclusionary
barriers.

2. The mechanism now extant in the Professional Selection Panel,
is adequate to assist the Offices in selection of Career employees and
should be encouraged to continue to increase its competence toward
this end., I recommend that this Panel be kept separate from the
nCommand line," and be advisory to the Agency Career Board rather than
to any single element of the Agency.

/fo/

ROBERT AMORY, JR.
Assistant Deputy Director/Intelligence

117
=
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2} Febrvary 1953
IELDRAIDUL fUR: CIA Career Service Doard
FROLI: Director of Training
SUBJECT: Oral. Examination of Applicants
REFERENCE lemoramdum 3 Fetruary 1953 from Assistant

Director (Personmel) to Deputy Director
(Admirdstration), Same Subject

1, In commerting upon the above reference, it will be helpful
to review existing "machinery" for oral examination of applicants
and which may be exploited to advise the Assistant Director for
Persormel on the suitability of applicants for positions in the
Agenoy., Stated briefly, cwrrent practlice in the handling of applie
cants provides oral examination or interview by a recrulting officer
at the tire of original comtact, and thereafter by (a) a placement
officer, (b) a personnel officer or assistant of the office belleved
most likely to employ the applicant, and (c¢) the chief of the organiza~-
+ional component of the office having apparent paramount interest in
the applicant. Should an applicant be "passed over® at any point, he
might then be referred to other branches, divisions, or offices until
he ie (a) selected, (b) rejected, or, (c) no lenger available for
interview, In some officed, final selsction is made by the chief or
deputy in which case an applicant tentatively selected at branch level
would be interviewsd successively &t each level up to and including
the offical authorized to make final selection for the office.

2. A1l applicants who ars selscted by an office and whose
appointment as employees is initisted are thereafter subjected to
oral examination in the course of (a) medical examination and (b) .
security examination., Many applicants are further interviewed and
examined orally in connection with psychological testing and assess-
nent,

3s It may be seen, then, that few applicants are interviewed
less than six times in the cowrse of becoming employees of the
Agency and some are interviewed and "orally examined" many more
times during the process.

ho Establishment of the several proposed Examination Boards
would not eliminate nor significantly alter or amend the existing
nachinery for oral examination outlined sbove. It is believed that
better utilizstion and exploitation of the numerous interviews can
be achieved by (a) regularizing the entire process, (b) formalizing
the scope and purpose of interviews at each level, (¢) asswring that

SelmlulmET
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interviews are conducted only by persons competent to elicit and evaluate
oral evidence of skills, abilities, motivation, character, demeanor, etec.,
and, (d) assuring the immediate preparation and central recordation of
reports of oral examination. '

5. The recitation of facts set forth in parsgraph 3(d) of reference
' does not moke clear that office refer cases of doubtful sultabild 2BX1A
for consideration by the Professi election Panel (see Noﬁceml}!:‘.‘*
8 December 1952) but that the Inspection and Security, Medical, >
and Training Offices mmst refer to the Pansl any information suggesting
unsuitability of an applicant for employment or of a trial-service employee
for retention.

6. Reference memorsndum fails to come to grips with the problem basic
and precedent to establishment of an oral examining board, namely, that of
(a) idontifying suitability factors, and, (b) establsohingvalid criteria
for measwrement of those factors. It is difficult to imagine anything
more certain to result in chaos than an oral examining board operating
without well defined objectives and firm criteria unless it be two such
boards,

T It is stated that "..eesecriteria q’pn@doocoofu‘ mddle and
seriior level positions would be substantially different from those used
for junior officer cendidates." (Paragraph 6(d)) Authority for the
conclusion is not cited. As far as is known, no criteria for judging
suitability have been finally formulated nor has the CIA/CSB approved or
promulgatéd any such criteria. It 1s not readily apparent why different
criteria would be propesed for different levels unless it is intended to
have employees re-examined orally as prerequisite to moving from jJunior
to middle to senior level. :

8. The discussion of Ycomnand functions" and "authority" and
"responsibility” (paragraph li(e)) seems to avoid the fact that the provisions
of the Career Service Program as approved the Director of Central
Inteliigence and announced in Notice No. does establish a perfectly = 25X1A
valid system for determination of suitability for fcareer" employment,

9. The discussion (paragraph L(f)), citing a report of the Management
Staff of the State Department, states that "problems encountered by the
Foreign Service appsar to be relevant to CIA." Uhether the entire
generalization is correet is not kmown, but if it is accepted as applicable
to the limited subject of the reference memorancum, then certainly the
report of the State Department lManagement Staff should stifle any enthusiasm
for (a), (b), and (c) of the recormendations set forth in the reference
nemorandum. for 1f the cited report bears witness to aything, 1t is the
horrors of two examining boards, two systems, two criteriz for selecting
members of a single service,

-2 =
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0 Professional Selection Panel established pursuant to Notice
25X1A No. is authorized to conduct oral examination of both applicants
for appointment and trial service employees. It haa not done so because
the Panel judged (a) the cost to be prohibitive st this time, and, (b)
that firm determination of suitsbility factors and criteria should precede
mandatory oral examination. The CIA/CSB affirmed those jJudgements.

11, The reference memorandm does not demonstrate fallure of the
Professional Selection Panel to carry out the directives of the CIA/CSB
nor that those directives are at variance with the Career Servioce Program
as approved by DCI. Therefore, the reference memorandum does not establish
need for the recormendations submitted to the Board, e

12, It is reconmended that the CIA/CSB disaprroved the recommendations
of the reference memorandum. It is further recommended that:

(a) the Board 1ts directive to the Panel as set
25X1A forth in Notice No. and,

{(b) the Board instruct the Panel to consider and evaluate
all proposals regarding oral examination as a technique for
dotermining suitability of applicants and to report to the Board

at an early date its judgement as to whether, when, and how such
4echnique should be utilized by CIA.

/e/ Matthew Baird
MATTHFY BAIRD

- 3 -
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2l; February 1953
LELDRAIDUL] FOR: Ixescutlve Secrepary, CIA
Career Service Board
FROIT t Assistant Director for Corrmmications
SUBJLCT ¢t Comnants Gomerniq; Staff Study "Oral Examinatdon of

Applicanta” dated 3 February 1953

1, The following cormments concerning the above subject are forwarded
as requasted in your memorandum of 16 February 1953.

2, I coneuwr in the principle established by the staff study amd
aprrociate the care and attention with vhich the study was prepared. The
validity of "oral" examination, whother informal or formal in matwrs, is
unquegtionad as one elemant in the selection process, I do question,
howrery, the application and menbership of the proposed Examination Boaxds.

3, In considering the parallel of the Fareign Service Board of
Exaniners awl the propossd Examination Boards in CIA the following points
are modas

(a) The puview of the Foreign Service Doard is limited to Foreign
Service Officer candidates, Thus, its purview is limited to a career corps
of foreign duty persomnel wherein dutiecs are well organized and requirements
well knomm, In CIA the Clandwstine Services! intelligence officer corps,
not vei career establlishod as in State, is the. onl;ygroupwm.chcan'bo
considered similar to the FSO liot. The intelligence and
support £ields, by their very nature, are more encompassing and intensive
than the Forelgn Scrvices An Examining Board in the Clandestine Services!
field alone might tims have a task considerably greater than the BEX of the
Foreign Services Too, it is noted that BEX operations have not been without
valid eriticism,

(b) As recognized in State, the Fomaignsm.cepersml

and stamdards aregg%ten uite diffeu:-en-b from Dapartmental personnel criteria,
It ccowrs o mo that for the present, selection oriteria (including
oral examination cor:bent and procedure) may vary considarably between candi-
dates for the Lollowing components of CIA3 DD/P, DD/I, DD/A, AD/GOH and, %o

& lesser extent, OIR. Individual component Examining Boards would; I believe,
affectively serve to meet the principle of oral examination amd eff:lcienb]y
advise the Assistant Director for Persomsl concerning persanmsl selection,
Aii single board, with high 1e'm1 mnbers!ﬂ.p, is raqu:lred within each component

Smo
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L. 7T believe that a complste set of selection criteria, of which
oral examination is but en element, should be established by the componemts
enumeratad in paragraph 3 (b) asbove. Such a detailed set of criteria will
greatly ald any selection board and will do much to insure an equitable
and effective Career Service. The absence of a trus career delineation in
CIA complicates the application of existing and proposed selection criteria.

5, I wonder if the application and satisfaction of the one-year
probationary period vlus acceptance of professional officer candidates on
the basis of detailed selection criteria, including oral examination by

Component Examliming Boards, would not answer our problem for the immediate
future?

7/ 25X1A9a
~ for |

- 2 <
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90 FEB 1993
IE'DRANDUZI FORs Caveer Service Doard
FROLI ¢ Chalrman, Profossional Selection Pansl
SUBJLCT 3 Oral Examination of Applicants

REFEREICE ¢ llamorandum dated 3 February 1953 to the Deputy
Director EAdnn.xﬁ.stration) from the Assistant
Director (Personngl), sames subject

1o The subject memorandum having been referred to the Professional
Selection Panel for comment and presentation to the Board, the Panel
has reviewed it and presents the followingt

The Career Serviee Program, established in June, provided for
a Professional Selection Pancl and outlined certain progedures amd
responsibilities for it. The Panel early recognised that oral exam-
inastion of all applicants would be impossible for the Panel as then
constituted and pointed this out in sesking guldance from the
Careor Boarde, The Panel recommended at that time that oral examins~
tions not be attempted until such time as experience had formed a
foundation upon which they could be conduoted in & manner which

would justify the great expenditurse of tims and money.

The Panel has always recognized that oral examination is essen-
tial in the determination of suitability, Any gystem of oral examina=
tion vwill, as in the Foreign Service, necessitate the establishment
of a Doard of Examiners, The referenced paper is wholly unrealistic
in recommending a Semior Panel, in that a Doard of Assistant Directors
would not or could not take the time to meet on as many cases as
should be presented, As the problam then is the establishment of a
Eoard of Exzminers to conduct cral examinations, it ls not necessary
to scrap the present machinery but rather to give it the tools with

-vhich to worke

The Panael agrees with the principle that under no clroumstances
should any such Selection Board come within the commarnd line but
would extend the statement and say that such a board should never
be subjected to pressures and should be required to make its
determinations objectively and without regard to any special interest.
The experlence of the Doard of Examiners for the Foreign Sexrvice
has borne out the validity of this position, The proceedings and
the findings of the Board on any case are confidential to ths Deputy
Examiners sitting on the case and are closed, Should any examinming
panel be subject to command, it will of necessity lose objectivity
anxd will be unable to perform ths very funstion for which it was

SeeEmCodtmbmT
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established, A rubber-stamp pancl would in the end fall even to
gﬁ.voanaw;ofmpoctabﬁityto selection determinations,

A premise with uhich the Pansl does taks objection is that
oriteria for selection must nocessarily and vill be different for
Hgh and low grade personnsl. It is agreed that evidence of and
mathods for determining such evidense of sultability may be sasier
in the more matwre, experienced, senior people but the
qualities with which the Panel is attempting to deal are the
througbout the grade rangs. Iikeuise, and for the same reason, i
uequsllyimportmtthatyomgpoophbeselectedbym
officers of broad experience as that candidates for senlor positions
be 80 selectedo

Finally, the Panel's position may be sumnarised by saying that
howeves oral’eu:anﬁ.nations g.:e to be conduoted, there already exists

a mechanism which requires only the tools, 1.0+, funds and the
arthority ‘o establish a Board of Examinars from among the experienced
officers of the Agency.

i

is started, the applicant should, while in Washington for the
c:anﬂmtioz’x, alsc be assessed, medically examined and polygrephed,
as wall as intervieved by the Selection Panel, Altermatively,
considaration might be glven to the application of sush procedwres
prior to the expiration of an employee's trial service periodo

411 of these are screening devices which logically could be
sppnmiatthemtimand,umh,inthstoulpwhgemﬂd
be acceptable to the applicant, ‘ )

SIGNED

P

ScofiuCmRmb=T
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Responsibility for Career Plamming

The purpose of the attached staff study is to place
rosponsibility for the career planming for employees of
the Apency on & uniform basis,

T4 proposes extention throughout the Agency of the
principles already approved for planj.ng responsibility
for career planning for DD/P persommel on the DD/P and
the DD/A and established the basic procedures for assigning
career planning responsibility for each career employeeo

SeEaCalinEaT
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25 February 1953
MTMORANDUM FOR: Chairman, CIA Career Service Board
SUBJ%ECT: Responsitilitgy for Career Plamming

1. PROBLEM. %o specifically identify ecach career employee with the
conponent of the Agency which is responsible for his career
plamning,

2o  ASSUMPTIONS.

a, Agency activiiles are too diverse to be encompassed by a
* hgeneralist" career concept which would aim to develop and
utilize 3ll career employees in all aspects of Agemcy
endeavor,

b, Career planning should be developed in relation to major
arcas of operational and support responsibility within the

Agency.

¢s The determination of the point of responsibility for career
plaming for each career employee should be based on
principles which are consistent throughout the Agency.

3. TACTS BRARING ON THE PROBLTM,

25X1A a. Notice i dated 19 Jum 1952, established Career Service
Boards responsible to Assistant Directors or Office Heads
for career development activities within their organizations.

b. In a memorandum dated 15 July 1952, the Director established
the responsibility of the Chiefs of DD/P Senior Staffs for
fgapeer planning for their speclalized corps of officers".

¢. On 17 October 1952, the CIA Careor Service Board approved
the DD/P proposal that certain administrative and support
persormel within the DI/P organization be identified with
appropriate Caresr Service Boardswithin ID/A jurisdiction.

25X1A d. Hestablished procedures
wnicn career personne e DU/P area are being assigned

career designations in accordance with the principles
established in b and ¢ above,

SwlnleReE=T
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DISCUSSION.

a. The principles which have been approved for placing "career
planning® responsibility within the DD/P organisation result
in grouping career employees according to bomogeneous areas
of operationsl or support responsibility. These areas offer
career opportunity for professional speclalization within
the Agency.

b. Application of these principles throughout the Agency would
serve to identify each career employee with the apmropriate
operational or support component having responsibility for
his career planning and would provide & practical basis for
Agency-wide administration of the Career Service Program.

RTCOMMENDATIONS.,

a. That the princinles contained in the references and decisions
cited in paragraphs 3b, c, and d above be apmroved as the
basis for placing csreer plaming responsibility throughout
the Agency.

b, That the attached 1ist of “career designations" be aprroved
for identifying each career employee with the component of
the Agency which is responsible for his career planming.

¢, That the heads of the five major organizational components
of the Agency be instructed:

(1) To indicate, on rosters provided by the AD/P, tents-
tive career designations for all individuals under
their jurisdiction as of 31 March 1953,

- (2) To provide the AD/P with additional 1ists of persons
in other components who would appropriately receive
career designations within thelr jurisdiction.

d. That the AD/P will correct errors of records refer, for
adjudication by a board of five senlor officers responsible
to the CIA Career Service Board, all cases involving
M =agreements among the five major components concerning
the initial career designations of career employess on duty

- 2 -
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as of 31 March 19533 and, officially record the career
desimmations of all career employees on duty as of
31 Mareh 1953 '

e, That the AD/P assign a career dosignation to cach career
employee as ho enmters on duty 1 April 1953 end thereafter.

/8/ Ws e He Morris, &r.

W. H. H. MRRIS, R.
Assistant Director (Persomnel)

Attachnent

S=E~CrReE~T
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CAREER DFESIGNATION

€D =P
CD - FI
ChD = PP
Ch - PM
CD - TS

CD = NE
Cb - Cb
CD - RR
Ch = CI
Ch - 851
Ch - 00

Ch=A
CD - PE
Cb - BF
Ch « GC
CD - PS
CD - QS
CD - ME
Ch -~ SE

CD « TR
CD - CO

SwEeCwR=faT
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CAREFR DESIGNATIONS IN CIA

ORCANIZATIONAL COMPONTNT

Deputy Director (Flans)

Foreign Intelligence Staff

Political and Psychologlcsl Warfare Staff
Paramilitary Operations Staff

Technical Services Staff

Office of National Estimates

Office of Collection and Dissemination
Office of Research and Reports

Office of Current Intelligence

Office of Scientific Intslligence
Office of Operations

Deputy Director (Admimistration)
Persomel Qffice

Office of Comptroller

QGeneral Counsel

Procurenent and Supply Office
Office of General Services
Medlcal Office

Inspection and Secwurity Office

Office of Training
Office of Communications
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~ "Ten Year Commendatory lettex®

The purpose of ths attached staff study is to pre=
gent tha various aspects of a problem arising from cone
tinued receipt of requests for commendatory latters to
be signed by General Smith although the project has
obviously bean terminated,

The rocoxmendation presented by the study is that
requests be returned 'l:.o the appropriate office with the
suggestion that this type of latter henceforth be written
gt the office lsvels To do otherwlse would necessitate
the approval of a new project by the DCI, the devising of
a nev text to be signed by lie Dulles, the probable introw
duction of Agenoywmide eligibility eriteria for lstters,
ard possible confusion with the already approved CIA

Longevity Program.
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13 Pebruary 1953

CIA Career Servi.ce Board {through Assistant Director (Persomel))
Executive Secreiary, CIA Career Service Board
Ten Yesr Commelndatory Letter

PROBL®. The dis-osition of requests for commendatory letters
received by th: CIA Cerser Service Board subsequent to the
completion of the rroject.

FACTS BEARING ON TI-E PROBLEM.

a. ‘'The commends'ory letter project, recommsnded by the Board
and approvec by General Smith was completed 30 Jamuary 1953.

b. As a result of the project, 31 individusls have received
commendatory letters signed by the ICI.

¢. Seweral Of ices are continuing to submit names of persons
qualified, according to thelr criteria, to receive commendatory
letters.

d. The Agen:T Tongevity Awards Program as approved by the
Board vi1l b.come effective in 1957.

DISCUSSIC™ .

a- Since requests for letters are still being received; sub-
sequent to the comp.stion of the project, there is need at
this time to determiie whether or not a new project should
be set ups

b, If authorization is gien for preparation of letters for
the names already receired, such action will, in effect,
"open the door" for an iidefinite continustion of the
project. 1t would not bty suitable for Mr., Dulles to sign
a letter with the same tixt as that signed by General Smith.

¢. There are certair factors faworable to the reactivation of
the vroject.

(1) Receipt of comnendator. letters by CIA persomnel
undoubtedly contribute: to improvement of morale.

§ eEaCaRuwE=
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(2) To be equitable, it would seum that thoss persons
having ten years® intelligence experiente should get
a letter whether that experience be accomplished now,
next year, or ten years from now.

(3) There would be certein adverse morale effects were a
letter denied to those who believe that they are, or
will be, entitled to it.

d. Conversely, there are certain adverse fa.t-rs ‘o be
considered.

(1) If the project is reactivated, there might well be
contiming requests for these letters in increasing
volume.

(2} Umform criteria should be used if the project is
reinstated so that equitable treatment of all employees
would be ensured.

(3) Eventusl conflict with the CIA longevity Awards Program
would lead to partial duplication of effort.

e. There are three alternative courses of action:

(1) The requests could be retwrned to the appropriate Offices
with a statement that the project has been completed;

{2) A regular program for the periodic submission of names
could be instituted on a continuing basis; or

{3} A new letter could be written for those names already
submitted; and the new CI requested to sign thenm.

4. CONCLUSIONS.

a. Of the three courses of action outlined in 3(e} above,
adoption of either (1) or (2) would require a policy
statement from the Board reinstating the project or
reaffirming its completion.

b, The third course of action, while expedient, would
eventuslly require further action as outlined in the
other two altsrnatives.

Y IR
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c. Although reinstating the project would favorasbly affect
employee morsle, there are many other methods whereby such
an objective could be attained without a commendatory
letter project involving all echelomns of the Agency,
including the ICI.

5. ACTION RECOMMENDED. It is recommended that alternative (1) be
adopted and that all requests received since the completlion
of the project be returned to the originating Offices with
the recommendation that this type of commendatory letter
henceforth be written at the Office level.

/s/

25X1A%9a

Approved (disapproved)

WALTFR RELD WOLY
Chairman, CIA Career Service Board

Date

- 3 -
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Catogories of CIA Parsonnel

Appreval of this paper would provide distinction betimen
s cimer e askepories of all Agensy parsommel andi establish
fandanented policy objectives with respect to each category
4 samir for further dovelopmerd of admindistrative msihods

e

sl TGl e S e
“ba ¢ atocorles sve Olstinot on the basis of the extent
Lo Agcoeris juclsdietion over various types of persomnsi
T i pavmenevt or bemporary relationship established
wetean the Apeney ard csch individual, These fiva cates
bon o ris sboorh bhe fouwrteen categorles mresently pre~
toad Ao part YTV of the Confidentlal Fumds Regulation
anl cvoviie worore syshomadie and vorkable basis for the

sdmn labrodien of Apency personnalo
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Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




Approved For&alease 2001/09/06 : CIA-RDP80-0182&00500050004-2

.

Catogories of CIA Personnel

Approvel of this paper would provide distinction betmen
ths primary categories of all Agenoy persomnel and establish
fundamental policy objeotives with respect to each category
as a basis for further developmesnt of administrative methods
and procedures.

The categories are distinct on the basis of the extent
of the Agency's jurisdiotion over varlous types of pexrsomnel
snd on the permanent or temporary relationship established
betwoen the Agency and each individual, Thesc five cate-
gories would absorb the fourteen categories presently pre~
seribed in part XIV of the Confidential Funds Regulation
and provide a rore systamatic and workable basis for the
administration of Agency persommelo

aBuiiefuPniigy——"
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COMMENTS ON PROPOSED CATEGORIES OF CIA PERSONNEL

1. Comrnent, by Deputy General Counsel dated 30 January 1953:

"On the basis of the proposal attached and facts
made lmown te us, we foresee no insuperable legal ob-
stacles aithough there may well be many legal problems
as this program moves forward.

/s/

2, Comment by Deputy Assistant Director/I&3 dated 12 February 1953:

], Reference is made to your undated memorandum, same
gubject, and my memorandum, same subject, dated 10 February,
and the meeting held by representatives of this office with
representatives of the Personnel Office on 12 February for the
clarification of the vroposed program.

2, This office has no objection in principle to the pro-
posed plan to establish certain categories of CIA personnel, as
presented in your above-mentioned memorandum and as explained by
the representatives of your office in the previously mentioned
meeting. However, in taking administrative action under the pro-
gram outlined, there are muny security aspects which must be
duly considered, Acecordingly, this office desires to be con-
sulted in the development steps of this program for its concur-
rence in any meéasures designed to implement the program,

/s/

SHEFFIELD LDWARDS
Colonel, GSC ¥

S=ibeCR-Er
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25 February 1953

MENORANDUM FOR: Chairman, CIA Carecer Service Board
SUBJECT: Categories of CIA Personnel

1. Pmm.""

a. To establish the primary personnel categories which are sssential
to further development of Agency personnel policies and procedures
and to define the basic relationships between the Agency and the men-
bers of each category.

b. To establish a basic smployment concept which distingulshes career

employees from other Agency employees and which provides a firm basis
for further implementation and development of the career service program.

2. ASSUMPTION.--The solution to these problems should be based upon consid-
eration of two factors:

a, The extent of the Agency's right to contrel an individual
in the performance of his duties and the resultant responsi-
bilities of the Agency and the individualj

b. The relative permanency of the Agency's need for an
individual's services.

3. FPACTS BEARING ON THE PROBLEM,--

a. The lack of primary personnel categories has lmpeded the develop-
ment of programs for the most effeotive utilization and administration
of the different types of personnel who perfora services for CIA. The
fourteen categories of Agency persomnel defined in Part XIV of the
Confidential Purds Regulations developed as oxpedient solutions to a
variety of administretive problems and are now too complex for the
efficient administration of Agency personnel,

b. The lack of an employment concept which effectively distinguishes
career employees frum other employees has handicapped the implementation
and further development of the Career Service Program.

S-E-2-R-E-1
Security Information
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DISCUSSION

a. Examination of all perscnnel utilized by the Agency in terms of
the control factor cited in Paragraph 2a. above results in three basie

groups:

(1) Those individuals whom the Agency has exclusive right to
control with respect to their hours of work, place of employ-
ment and methods and sequence of performing services. These

individuals comprise the basic "employee” group.

(2) Those officers und employees of other Federal establish~
ments who are detailed to duty with the Agency and over waom
the Agency has only a secondary and prescribed right of control.
Within this group of "detailed personnel®, separate legal and
administrative control mechinisms distinguish "detailed military
personnel” from "detailed civilian personnel®,

(3) Those individuals whose contractuil relationships with the
Agency involve less control thun is inherent in an employer-
employee relationship. These independent contractors are des-
ignated as the "associate™ group.

b, Further examination of these threc groups of Agency personnel in

terms of the relative permanency of the Agency's need for their services

results in the division of the "employee® group into two categeries,
"temporary employees" and "permanent (career) employees". No such

division of either the "detailed personnel" group or the "agsociate®
group is necessary since personnel in both categories arc inherently

temporary.

¢. Different employment methods are proposed to distinguish between
career employees and other Agency smployees. Career employees would
be appointed without time limitation. The services of temporary
employees would be engaged only for specific periods which could be
extended at the discretion of the Agency. For purposes of internal
administration, these different methods of employment would:

(1) Provide a legal and practical basis for implementing
tie Career Service Program and for identifying the persannel
for whom the program is designed.

(2) Provide factual evidence of the Agency'!s intentions toward
ita employees in both categories.

-
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(3) idnimize the difficulty in terminating the services of tem-
porary employees or in effecting a reduction in force,

d. The services of temporary employees can be cbtained eituer by
contract or by term appointment. Although the Peder.l employment
system provides for term appointments, the use of this procedure
would re uire prior solution of any security problems related to
the withholding of social security payments. It is alsc recog-
nized that certain legal problems might arise from the Agency’s
contracting for the services of numbers of temporiry employees
Nevertheless, it is believed that the advantares to the igency of
having a group of terporary employees will outweigh the difficulties
in establishing such a category of perscnnel.

5, HBCOMMENDATION.—-It is recommended thut the attached statement

"Categories of CIA Personnel" be approved as a basis for further
development of Agency personnel policies and procedures.

/s/

W, H. H. MORRIZ, JR.
Assistant Director (Personnel)

ATTACHMINT:
Catagories of CIA Personnel

aCTION BY APPHROVING AUTHORITY:

Approved (disapproved), exceptions, if any.

3
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CATEGORIES OF CIA PERSONNGL

T VTN
I, PURCOSE

The Central Intelligence Agency utilizes the servi-s: of individuals
iz a wide variety of circumstances which determine Liazir fundamental
tonships with the Agency. The purpose of this papsr i3 to establish
primary categories cof personnel which reflect basic differcnces in the
oyts relationships with its persomnel and to define tre intent of the
ey Loward the persornel of each of these cutegoris.. Ihis will serve
he framework for furiher development of Agency personnel policies and

procedurcs.

Ti. FOLICY

A. The following categories are established as t ¢ {ramework for
further development of policy concerning the Agency's se.ertion, utili-
zation and retention ¢f its personnel:

1. Employees
a. Carser Employees

The primary asset of the Centr.l ..ileiligence Alency
is its permanent staff of career employeaes appeinted for long~
term service in planning, supervising, conduecting and supporting
Agency activities. The size of this Career Staff will be de-
termined by the long-term needs of the Agency rather than by its
more variable temporary re ulrements. The Agency will make full
pse of the abilities ¢f the members of its Jureer Staif and de-
velop them for progressive long-term service. In order to de-
velop and maintain a proficient staff of caresr employees the
hgency will develop programs for:

1, Determinin; the juantitative and jualitative re-
quirements for career employses by continuous analysis
of the work activities necessary to accomplish its mission;

2, Evaluating the effectiveness and capabilities of
career employees throughout their service with the Agency;

CONFIDENTIAL
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3. Assigning career employees to duties and re-
sponsibilities which enable them to contribute to a maxi-
munm and increase their value to the Agency;

4. Providing working conditions, relationships and
benefits which promote day-to-day efficiency and stimlaite
interest in career service;

5.. Recruiting additional members of the Career Staff
when they are required to meet long-term Agency needs;

6. Separating those individuals who do not perform
as effective members of the Career Staff.

b, Temporary Employees

The Central Intelligence Agency will employ qualified
temporary personnel to meet short-range needs which cannot pe
met through the use of available members of the Career Staff.
These temporary personnel will be employed by contracts or by
appointmenta which define specified periods of employment.
Temporary employees will bs provided working conditions and
relationships which promote their day-to-day efficiency. They
will rocceive the rights, privileges and benefits to which they
are entitled by the nature of their employment by the Federil
government.. Agency policies and practices concerning career
planning, rotation and other procedures designed to increase
the long-term value of Career Staff members are not applicable
to temporary employees. Temporary employees will ordinarily be
retained for the periods specified in their employment agrecments
unless they do not contribute effectively or their services be-
COmS unnecessary.

2. Detailed Personnel
a. Detailed Civilian Personnel
The Central Intelligence Agency will arrange with other

" Pederal establishments for the detail of eciviliun employees who

possess speclalized sidlls and knowledge which are required for
Agency activities but are not available within the Career Staff.
Primary interest in the careers of these individuals rests with
their parent organisations, Detailed civilian personnel will
receive the rights and benefits to which they are entitled in
their parent organizations. They will be detailed to the Agency
for periods specified by agreement with their parent organizations.

-2

sy i CONFIDENTIAL

Approved For Release 2001/09/06 : CIA-RDP80-01826R000500050004-2




Approved For TS famer 201 s 0emat oRDP80-01526M000500050004-2

CONFIDENTIAL

b. Detailed Military Personnel

The Centra. Intelligence Agency will arrange the detail
of active duty militar personnel only when it requires individuals
with military status or requires military skills which cannot be
obtained from available civilian resources. Military personnel
will be assigned duties which make maximun use of their capabilities
and which are, insofar as possible, at levels comuensurate with
their military grades. Primary interest in the careers of military
personnel rests with their parent services. During their detail to
the Agency, military personnel will continue to receive all the
rights and benefits to uhich they are entitled in their parent ser-
vices, Military personnel will be detailed to the Agency for per-
jods specified by agreement with their parent services.

3, Associates

The Central Intelligence Agency will supplement the activities
of its Career Staff by contracting with individuals to perform ser-
vices as independent contractors. The Agency's relationships with
these individuals are established in their contractual agreements
and involve a lesser degree of control and supervision than is
normally inherent in an employment relationship. These associates
do not become employees of the Agency. They will receive only
the benefits and compensation which, through negotiation; have
been found necessary to obtain their services and which are
specified in their contractual agreements. The services of
associates will be retained only for the periods specified
in their contracts.

B, For purposes of internal administration, each individual wheo performs
services for the Central Intelligence Agency will be designated as a member of
one of the above categories of personnel.

1. All employees who are currently appointed to the Agency
without time limitation will be designated 23 Career Employces.

2. All civilian persomnel who are currently detailed to the
Agency from other Federal establishments will be designated as
Detailed Civilian Personnel.

3., All active duty military personnel currently on detail
to the .\gency will be designated as Detailed Military Personnel.

L. The actual relationships between the Agency and all other
current personnel will be examined on an individual basis to determine
the appropriate category in each cass.

5, Appropriate categories for new personnel will be determined

on the basis of the relationship to be established between the
Agency and each individual.
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