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27th Meeting, Thursday, 2h May, 1956, L:00 pom.
DCT Confersnce Room, Administration Bullding

. Prasemts Harrizon G, Reynolds, D/Pers, Chairman

Matthew Beird, D/TR, Member ; -
I COP-DD/P, Alt. for DD/P, Member
Lyman B. Kirkpatrick, IG, Member 2

H. Gates Lloyd, ADD/3, Alt. for DD/S, Hember .

D/Commo, Hember -
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Usorge G. Carey

Sheffield Edwards Edward R. Saunders
L
Huntington Sheldon

Otto E. Guthe John R. Tietjen

1. The Heeds of Career Services and Opersting Officisls who were moeting
with the Council hed been provided in advance with eoplies of the Staff Study,
"Career Planning for individuels,” that bhad been approved by the Council on
3 May. The Chairmen opened the meeting by reguesting opinions ,suggestions and
criticlems of those assembled on the need, purpose, theory, and practice of
eareer plamning in the Agency.

~womes A, Garrison

2. Mr. Kirkpatrick discussed the background of the presemt papar and
reviewed the phases through wbich the Agency bas passed in the preceeding ning

years = 1947-1950, formulation of missioms, growth, trial and ervur; 1950 ~ 1953
Jas=tine emeserncy. CEoTTRY oY Ci M- SRS A0S 0070 SR0 88 e,
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i lbihy, esuspiisbment of co iings, refinement of procedures and techniques.

‘e gprrernged the irmortance of lwving "the right man in the right place at the
cight time." In recognizing that qualifications, aptitudes and interests are
deep-goatcd and often inhevent in most people, we must raa:u.ze tha.t a8 large

Zeoup off people in the Ageney will bave specialized or "marrow” careers, but

“e do not fmply that training end development in those speclalities should
necessarily be limited. A second relatively small group is ecmposed of thosce
persons who have resl aptitudes for senior execcutive positions. They will
vequire wide cxperiences and graster Imowledge of the basic missiocns and
organization of the Agency in osder to effectively carry out their broad
responsibilities. A third large and very important group is composed of

Junior officers, both those whn have entered the Agency through the Junior Officer
Trainee Progran &8s well as thone employees who have been identified through the.
Junior Career Development Progrmm, It is this group from which it is expected
that the mejority of the future exccutives as well as many of the top speclalists
in the Agency will come. Mr. Kirkpetrick stresscd four points c,oncerning the
Career Preference Outline: (a) i1t is a statement of the isdividuals preferences;
(b) it is a tool for supervisors and Carcer Services to use in long-range
plaoning for the individual; (¢) 1t is & men pover potentisl mechanism for the
usc of the exeeuntive level in the Agency in long renge Agency-wide planmning; and
{d) 1t is an assurance to each individuml that the ocbligation of the Agency to
hin as & naxber of the Carcer Siaff 1o being given duc and careful consideration.

30 Mr. [ expiained rron a £lov chart the steps that would be teken

by individuals, superviscrs, Cereer Services, and the Office of Personnel in

the develoment of a perticulsy Career Preference Outline. The system permits
the flexibility required by the vmriations in orgenization vwithin the several
Career Services but ensures thet certein standeards are met and principlec
carrled out, as followas

(o) The Head of Carecr Service determines prioritics and initiates
individuwal planning sequence.

{b) The individual is counselled by appropriate officlals of his
Carecr Service axd Opersting Component. -

(¢) Tos fndividual stetes bis "preferences.’
(@) The supervisor comuments om the individual®s proposals.

i
(e) The Career Service reviews e proposals ‘and comments, and
discussion 12 heid with the individual.

(£} The Office of Persommel files the Carser Preference Outline in
the individual's Gffielel Personnel Folder.

. I i -ived cureer plaming in the Communieations
Coreer Sexvieo. I8 consists essemtially of three steps; the expressed desire
of the individual (through the "Home Leave and Renssignment Request”) the re-
conmendations of the gupexvisory chein of comand and the action of the
Cxzmwnications Career Service Board which meets two afternoons e week. This
method which has been effect Do more thaa two years means that all persons
Inclodine clerical persoonel are considersd periodically and by meens of it
those persoms with greetest poteontial are idemtified ani to them go more repid
Apprsybshbosiie leas2RR408/Q WWW@OOOS -1
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50 e ccscrivei areer planning in the FI Career Ssrvice and
illustreted his remarks with fiow cherts. The heart of the FI systen is a
panelofmreercmmlmtswmtﬁoseniormpersmelommmsof
three meet with the individusl concerned, the career memagement officer, the
adninistrative officer and the training officer to reviev and modify the
plens as drafted by the individuel with the essistence of his supervisor.
Principles regerded ag importent in the FI system ars:

(&) Priorities for GS-11 and GS-12c who are in Washington
(b) A span of approximately 5 years |
(e) FKnowledge Ly the individual of the caments spd conclusions

: arrived at with respect to his plan (the fipal "plan” is shown %o
~ the individusl)

25X1A9a

25X1A9a 6. Mr. %:\:mrked that the career planning pattern in ths PP Career
Sexrviee was appre tely the same ap in the FI Career Service. He stressed
two points; the desivebility of using "Career Preferouce” ruther than
"Career Plan,” and the essentiality of the individuel lmowing the resulis
of the plan, especially the coments of the superviscy.

7. Mr. Sheldon described a pilot operetiom, very similer to that pro- 3
posed by the Carcer Council, that had been put into effect in OCI about &
year and a half ago. About one guarter of the OCI persomael were imvolved.
He Pfelt that formalized procedurss would stimmlate the program; that evean 80
the precent propossal Gid not get at the root of the matier; vamely the
necessity for individually "negotiating” each step of the way in implementing
a ceveer plan due to the rigid barriers that exist between the emmonents of
the Agency. In nome of the 68 cases of successfully implemented plans bhave
"official chernels” bean used. It would seem that more flexibhility in the me-
chanicse for the assigment of parsons was reguired as well as & betber mechanism
W interchenge of information and requirements between Career Services.

8. Mr. Baird reported ou career plaming in the Office of Traluming. In
thetirstplmeitiemﬂeclewtomeryinﬁiﬁdmlthmthemtmatsatthe
Ageney ac o vhole come first, that the interests of the Training Career Service
eone second and that the interests of the ipdividual come third. Secomdly, the
career plen is regarded as an effective and essential tool of personnel nanage-
ment by requiring that the campleted plan be discussed by the supsrvisor with the
individual concerned. Mr. Baird endorsed the vecamueniation of Mr. I on 25X1A%a
the use of a single double: faccd page for the Careex Prefersnce Outline with
attached instructions rather than the form &s pregented. Im this M. Cavey and

25X1A9a 9. Col JJidescribed the OCR career plamming system. A mmber of
formel 10-yeur eareer plans have been drevn up but in most casee ploming is
nore informally conducted. A method wused im OCR (vhich is almost unlque in
the Agancy) is the "sdvertising" within the mechanism of the OCR Carecer Boerd
of vacancies and of persons wishing new assigmments. Only if vacaneles oANnoG
be £1lled or assigments found within OCR are they referred to the Office of
Persomnel for assistanes and action. It is after such & reviev that relcases
are grented in OCR. Duwring the past year, 135 éases vere thus solved interually
in OCR.
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25X1A9a 10. There vas further discuseion by Mesers. Kent, NN 25X1A%

B corey, saunders, I Boc2ll: In sumation, it vas the 25x1A0a
concensus that:

{a) the Agency wiched to have a uniform career plamming system.

(b) the policies and procedures proposed in the Staff Study were
soamdl and met the needs of the Services

(e) the 3Bervices should procede as they had beem as lomg as their
actions were consistent with the stated poliecies and that they
should pbhase into the new procedures and use of the Career
Preference Outline as soon as they wers available.

11. The Council adjourned at 5:
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