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PREFACE

Although the last osnsus repcrts 19 million working
women in this country (an increase of 7 millionm sinee
1540), it has not besn too many yesrs ago that employment
spportunities open to women were limited to teaching or to
performing household services. During the 19th century,
coployment opportunities were gradusily extendod to
inclnds clerical and same professional fields. It 1s only
resently that women have ontered any great variety of
oocupational fields and there still remain soms ceccmpationa
whers women are not employed in any significant number,

As cormparsd with other cmployers, this Agency has
offered at least equivalent opportunities to career women,
Tt has not, in common with other employers, taken full

advantags of ths womanpowsr resourcss available to 1t,
The Panel on Career Sexvies for Women hes viewed its task
ss one of supplying amswers to the question: "What are
the carear opportunities for womsn in the Certral
Intalligence Agency??

"Husanity maust learn to apcept supariority not in
this group or that one, in this sex or the other, but in
the person, no matter what his or her group nembership,
and regsrdless of sex.® =» Ashley Montagu

(Chairman of the Depariment mgf Anthropology &t Rutgers

Director of Research for the New Jersey Committes
of Mental Hoalth and Physical Development)
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I, TNIRODUCTION

A._ Objsative

On 31 July 1953, the Director of Central Intelligence and the
Chairmen of the CIA Caresr Service Board met with & group of women,
representative of professionsl women employed by the Central
Intelliger¢e Agency. This group wes invited to serve as & panel to
repot on the rols of wmen in the Agency®s Cereer Servioce Program.
In the three months since that time, the group has studied the gure
rent utilization of women in the Agenty as a basis for suggesting
answers to the question: -

VWhat are the career opportunities for women in
the Central Intelligenve Agency? - _

Be AEM

The oscupationsl groups in the Agency were divided inte
“prefessional,® "clerical,” and "intermediate,” The definition of
these groups was arrived at by mutual egreemsnt of the Pamel members
buogion the judgment of individuals most familiar with speeifis
positions. :

The "intermediate" group was established to cover those posi-
tions which were neither wholly professionsl nor primarily olerical.
As will bo observed later, this group is an important transitional
area for olerically trained personnsl who are enabled because of
their interests and capabilities to advance to professional positions.

Within the broad groups of "profescional® and "slerical n
catog'wi:sfof specialization have besn established., "Administrative
' »" for example, has teen used to describe budged, supply, per-
somwl and general administrative duties. Within the more tocm’xical
areas, e.g., statistios, data has been collected separately for the
specific area. Each of the categories used is deserided in detail
in the saparate reports attached, L

Thé Committes on Professional lomen in the Overt Components has
concerned itself primarily with the employment of women in the Offices
of the Deputy Direstor (Administration), the Deputy Dirsctor (Intellie
gence), the Director of Training and the Assistant Director for
Commmnications, The covert elements in these offices were not son-
sidered in this Committee®s report. '

The Cormittee on Professional Women 1n the covert scmponsnts
originally established to consider the employment of women in ovensess
areas, found it necessary to extend its study to include thoss head-
quarters components having the preponderance of overseas employees.
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In the Comnittee’s analysis of the field situation, both cleriecal and
pirofessional personnel heve been considered; its analysis of the head-

querters situation gives more emphasis to professional personnel,

 The Committee on Clerical Employees has reported primarily on the
atilization of women in clerical positions in headquarters but has
also found it appropriate to hizhlight certain problem areas in
clerical enployment common to men and women in these positions,

The Panel has considered not only whether womsn were being
utilised and in what areas of speclaliration, but dlso the levels of
responsibility which they achieved, The leck of uniformity in the
Agensyts crganisational structure has conplicated this last point.

The grade attached to a particuler position does, of courss, signify
_a certain degree of responsibility and difficulty, but there are vary-
ing degrees of prestire or status attached to erganizetional titles,
While recognising that they are not in faot ccmpsrable, the Pansl has

of necessity assumod that suoh titles as Division Chief and Eranch

Chief represented uniform organisational levels,

€. Compilation of Statistice

The Personnel Office was most cooperstive and helpful ir develop-
ing statistical data available from central personnsl records. The
decision to apply mare flexible cefinitions of "professional® and
"glerical® did, howsver, limit the extent to which machine methods
could be applied and & substantial part of the data compiled was
prepared manuelly from a variety of sources. Certain discrepancies
are a natural result. The Panel considers that the minor ineceuracles
which may exist do not distort the picture presented, o

II. FINDINGS
A, Statisticel Findings
1, CIA Wemen Employees Compared with CIA lfen Employees

(NOTEs A1l data as of 30 Juhe 1953o>

8, Although the median grade for staff employees and staff
agents is (GS-7, the median grade for women is GS=5 as compared
with 0S=9 for men,

be. Only 19% of women empleyess, as compared with 69% of
men employees, cocupy grades higher than the median GS-7,

€. Although no woman employee is in a grade higher than
GS=1};, 10% of the men employwes are in grade GS-15 and higher.

d. Although almost half (L13%) of men employees are in
grade GS-11 and higher, only 19% of women empleyees are in this
upper range.
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2.

Professional Personnsl = Overt Components

. (More dstailed findings are contained in Tab C from vhich
this swwsary 15 taken,) |

a, Weomen mmntm
in profesaional positions and are utils to some '
17 of the 19 professional categories, They repregsent less than
21% of the profeseiongl personnél in 12 of the categories,
howaver, '

25X9A2

. b, Women represent less than 21% of the professional
‘eiployess in § of the componsnis studied. B

©¢; In a few fields of work, women hold grodes above the
08~12 level but no woman employse holds & grads higher than
gS-14. In &1l but one of the ccoupaticnal categories studled,
the bighest grades held by women &re ons to four grades lower

than the highest grados held by men.

d, In the canponants studied, the medlan grade for women
in professional jobs is, on the average, throe grades lower
then the median for men, - ,

, | ‘@s No women are employéd in exscutive positions. Rela-
tively few occupy positions with line authority at the Branch
Chief 1lsvel and nopa occupy such positions higher then Branch
‘Chief, '

£, ‘Trends in employment during Pecant months indicate
that only & small percentage of women are being hired for
profespional jobs, The median grade for women ‘hired for
grofespional positions in a recent six-month period was (S-7
while thet for men was 05«9 ' :

3. Professions)l Persomngl - Covert O

nte and OVersau'
‘Field - ‘

“(More detalled £indings are reported in Teb D from which
this sumary is taken.) - S e
8, Within the cccupational rcategories studied, the great-
est single group of persomnsl is .- in tgperations,.” Orado
classifications in this ostegory range from GS<S to (3-17 for
~ men and from (8<5 to G5-14 for womsn. The nunber amd percent-
25X9A2 age of women in the cpérations category, howsver, is compara-
: . tively small, and deecroases max from headquarters to the
25X9A2 field. Women represent professioml per-
: sonngl in operations in headquarters but only [N i
i fiold. ~ ‘

=3
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b, In the categories of exscutive support end adminis-
trative support, which show the next greatest concentrations
of strengih after operations, representation of women is
proportionately even smaller,

¢, In the three groupings under “analysia" (information
control, research, and reperts), the total number of women
employed is greater than in any other professionsl groups.
Grade ranges in this category are approximately the same for
men and for women.

d. In headouarters, more men occupy positions at GS-11
then any other grade, although the mode varies in different
crganisationsl components from GS-9 to GSe14. In the field,
the largest concentration of men is at the GS=9 level., In
both headquarters and field, however, the largest concentra-
tion of women is at the GS<5 level. (Both professional and
clerical classifications are considered in this comparison,)

e, The preponderance of women in the covert components
is in clerical positions with relatively few woman currently
utilised in professional wark. In professional fielda, the
grade ratings of men are higher than those for women,

Lo Clerical Personnel

(More detailed findings ere rsported in Teb E from which

25X9A2 this summary is taken.)

2OX9A2 , of approxinately [N - i, overt, oomo
25X9A2 nents, Il are clerical employees and OGE of these are women;
25X9A2 employees in "intermediste® positions are womeng

and IEEERNE-: of sscional persommel are Womem, In the
clerical group, there seems to be not so rmeh a question of
atilisation of women in clerical capacities as one of the
utilisation of women in strictly clerisal werk compared with
"intermediate” and professional work,

(1) The majority of clerical positions may reasonably
serve as stepping stones to administrative assistant and
clerical supervisor positions. Though women represemnt 868
of the clerical employse group, they represent only 73% of
the administrative assistant-clericsl supervisor group.

(2) In positions involving machine operations, women
represent 58% of the operator group but only 24% of the
supervisor-planner group. '

(3) Comparing women in the "intermediate” group with
those in the ssme field of professional specialisation, it
is found that the proportion employed in professional
positions is generally lower than the proportion in profes-
sionsl assistant positions. Womsn in analytical work
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represent 81% of the “assistant® group but only 23% of the
professional group. In editing and publishing, the rate
drops from 70% in the assistant group to 374 in the profes-
sionsl group; and in administrative support, the rate
decreases from 428 in the assistant group to 13% in the
professional group. : ‘

-~ (k) In only tuc occupational categories, editing and
publishing and administrative suppart, is the lowest grade
held by men and women the seme. In all other cases the
lowest grads held by men is ons to two grades higher than
the lowast held by woman, S ‘

©(5) In oniy two £1elds of wrk, litrary and editing
and publishing, does the top grade for womon equal or exceed

the top grade held by men. 1In all other £ields, the highest - .

grade held by & woman employee is one to three grades lower

25X9A2 _ than the highest grade held by men enpleyees.

25X9A2 " bo. In the covert c&momngmplmu in

25X9A2 clerical positions are women in "intermediate" posi-
tions are womsng and only —pmrwﬁoml employees
}_Fﬂwmne L B o .

(1) In headquarters 95% of olerioal employees sre
wonen ag compared with 8& in the intermediite growp. In
the field, the rates sre 52% as compared with 65%.

(2) A comparison ef "assistant® with professional per-
somnsl in the general category of administrative support
shows & drop froam 338 to 27% in the proportion of women in
headquarters and a drop from 25% to 12% in the field.

B, Observations

There is a varisty of sttitudes and subjective judgments which
entersinto the final decision of an official responsible for the
sslecticn of persommsl far initia) sppointment or subsequent promo-
tions and resssigmments. It is reasomable to assume that one o mare
of the traditional srguments sgainst the employment of women is
1ikely to influence such decisions, consciously or unconsciously.
The extent of this influence will vary, of course.

Listed below are some of the more frequent traditional arguments
for limiting the employment and sdvancement of womwen, The Panel hase
considered snd commanted upcn opinions expressed in the Agency as well
as somd generally heard outside govermment circles.

5o
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1, Opinions expressed by Agency officials:

a. "Women are not qualified to perform in those positions
which they do not now occupy."

Comment: Since there are some wamen in practically
every type of position in the Agency, this argument from
ths viewpoint of any one individual office seems question-
able. At least it would be necessary to ascertain whether
the aspects of e specific job make & woman ili-fitted for
the position rather then the category of profession. It
is reasonable to assume that there are specific positions
requiring traits or speclaliszed iraining which women are
unlikely to possess.

b. "Women wonit travel,® and "Men are nscessary in Depart-
mental jobs since they must be used as replagsements for overseas
persommel."

Comente The Agenay employs & fairly large number of
women in overseas positions at the present time. Some
wonmen are unsble and unwilling to travel. This is also
true of some men, However, if the Agency can utilise any
peroonnel who are not available for frequent travel, this
does not seem a valid argument against the employment of
Woren as & group. ,

6. "Women can't work under the pressures of urgency and
special considerations inherent in much of ths Agoncy?s work.®

Coments Women employed in many Agency offices are
astuslly working under considerable pressures and appear no
nore affected by them than men are. It was cartainly
svident during the war and postwer years that women were
willing and able to work under presoure.

2. inions ssad in business amd as well as in
' ---—&---n-—n—-—-s V :

a. "Women are undesirable candidates for long-range
empioyment bessuse they frequently interrupt or terminate their
employment for merriage or family reasons.”

Ceements Although the eurrent trend in the general ,
eamployment picture reflects an incressing number of married
women in the ewployed population, it is true that the
employer cannot be sure that a women employee will not elect
to resign wpon marriasge, or to devots more time to her
family, or that she will require a leave of sbsence to have

o

SECRET
Approved For Release 2000/08/17 : CIA-RDP78-04718A002800020004-7




Approved For Releaw2000/08/17 CIERGT- -04718A0028¢@H20004-7
Sacuri: ty Information

& feailly. As long as our present soclety contlimes, this
ia apt to be the cass. Thers is; howeter, no coertainty
that a man will remain permansntly or even for a stated
mombor of yesrs, The Camittee believes, thevefore, that
this problem cen be met only by a mubuel understanding or
agrasment between caresr employsss - be they men or wumen -
and the Agency when the initisl plamming ia dons. The con-
osept in & carecr servics plan of obligation to an sgency so
well a8 bensfits from the agency is besic %o all plenning
without reference to sax of the individual,.

b, "Women are more emobional and lesa objective iIn their
approach to problems than men., They are not sufficiently

eggressive®

Coment: These and other statemants relative to per-
sonei%y iTaits are too gensralized to be dealt with in sny
detail., Undoubtedly a survey of ause siudies and persommel
avelustion reports, or a sgupling of opinion among many
employees would have to be undertaken o substantiate this
cpinion or its amtithesis. Even then, it is doubtful if
the findings would be valid under &ll conditions. The
opinion expressed is doubtless true as applied Yo same
wonsn - and as applied to some man,

G, "Meon dislike working under the supervision of women apd
are roluctant to accspt them on an eqtml basls ag professional
msociataso

Comments It is probebly offensive to many men to find
a Women occupying poaitions superior or even sguivalent to
theirs. It is also probsble that many wowen prefer to wovk
for men. In part, this preference comes from & tradltionsli
attitude toward women which will bs effected only through a
slow evolution of sccliclogical cmgeo Paxrt of the attitude
may stem from inctances where a peor eslection of & woman
was made and the errar attributed then to the fact that she
Was & women. The Panel hopes that such en atiituds will
not be. mepbed 23 a barrier to the utilization of woman in
sxseutive positions vhen they are qualified for such posi-
tions. The selection of & man or a womsa for en exscutive
position shonld ineluds consideration of the candidatets
supervisory abilitim and probable accsptanas by subordinate
employees.

d. "The economie responsibilities of womsn are not ez great
ag those of men., Wamen shovld not bs employed in higher paying
positions and deprive mem of thess oppordumities., Women should
not bs employed at all when men are in noed of smploymeut.™

wr e
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Gomments 7This Jpinioa is not offered a8 Lrequently a%
present as it has ben in the past whenm, incidentally, it
bad greater merit, It seems to have becoms generally
aceepted that many women sre faced with the roquiremant of
supporting themselvssg of supporting, fully or partially,
dependent relatives; or of contributing to the support of
their own family, Assigmment or promotion on the basis of
an individusl’s personal need is not justifiable in any
employment progrsm.. The important gonsideration should bs
the ability of the individual to contribute to the objectives
of the employero

m addition to the subjestive judgments which color decisions,
there are surely other considerations of which the Pansl cannot be
aware - detailed job requirements, variations of similarly titled
poaitions, implications of requirsments which do not appear in Wit
ing, Many factors suscepiible to statistical investigations wers
considered for study and excluded because of the diffienity and
expense of developing the data, and, in some cases, the lesk of any
couparative data from outsids sources.

{

However, using the statistical data available and relying on the
observations of its individual members during their association with
the Agency, the Panel concluded that except for a few rather narrow
fields, career opportunities for women have besn limited in the Agency
in nearly every professionsl ares, The following paragraphs highlight
those areas in which the Panel feels the Agency could profitably offer
greater opportunities to women carcer employses:

i, In the professionsl areas, both covert and overt,; it
appears that the administrative support positions, the positions
pertaining to analysis, and positions requiring & capacity for
Jiaison work offer oppertunities for using and sdvancing women
more than at present is the case. o

2. Within the overt professional categories the Committoee
falt that more emphaais should be given to selecting wmen for
executive and exeoutive support positions smd that attention
should be given to the possibility of uping women in some legal
positions, - ‘

3, The comittee reporting on opportunities for profea-
sional women in the covert positions recommendsd further exploi-
tation of women in the areas of operations, training, and
transiation.

8-
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1T, RECOMMENDATIONRS

In order to increase career opportunities for women in the Agency
1t is recammsnded:

7., That the DCI issue a policy statement to encourage maxi-
mun utilization of women in the Ageney.

2. Thut the DDA establish a procedure for

a, The review of all formal and informal recruitment
requests which state that male applicents are desired, and

L. Correstive astion when the prefsrénce is not justi-
fisdo

3. That Agenay officials be encoursged Yo consider more
women for positions in administrative support, analysis, lisison,
training, legal work, operations, and translation.

Lo That mors cpportunity be given to qualified women to
advance into poaitions of exeoutive responsibility at all grads
levels.

g, That a full-time counsellor be mﬁ.gned to the Interim
Assignment Branch in the Personnel Office.

6. That special sttemtion be given the clerical persomsl

by the appointment of a qualified person in each mgjor COmPONers;
%o deal with problams of clerieal parsomel.

7. That superviscrs provide contlnuous ocrientation to
employees at the sectlon or unit level, particulariy for the
alerical personnel.

8, That career opportunities for clerical personnal be
explored and publicizsd and that a member of eath oarser service

board be designated to give spesial sttention to career plamming
for cleriecal parssmmsl.

9. Thst supervisory training be required for all supervisors
towards imprmt of management and morsie in the Agensty.

-;1-9@
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B. Career Opportunities for Men snd Womén

The Panel recognizes that the follcwing recommendations affect

fien as well a8 women, but as a result of thils study the members

have been impressed with the need for action to take care of these

problems and 3o offer the following comments and suggéstions for
nonsideration by the Career Service Boards o

1, Tt is urged that the program already esteblished be -
publicized and enforced at whatever level necessary for find-
ing qualified and deserving candidates in the Agency before

conducting outside recruitment.

2. The Pancl suggests, too, that publicity be given to
rocedures to ba followsd whersdy garserists, through train-
ing, may enter or advance in & professional field.

3., There is need for thorough and frequent briefings of

recruiters and a policy of complste frankness towsrd recruits

regarding probabilities in their job.

Lo The Panel becams eware of the great need for devising
some method by which personnel réturalng to Readquarters
from overseas assigunmonts may raceive guidance for their
futwre cereers.

C.  Further Studies

_ Thers were some studies; unsvailsble at this time, which the
Panel felt would be necessary, both to give a complete picture of
careers of women in this Agency and slso to throw light on problem
areas which exist here. The following studles were these the Panel
considered most imporiants ;

1, GQuelifications vs, grades for men and women,

2. Time-in-grade for men and womén.

3. Turn-over ratep within cartain categories.

L, A sempling of clerical to professional advancement
within the Agency.

=10=

Approved For Release 2000/08/17 : CIASEOREB-04718A002800020004-7



Approved For Release 2000/08/17 - CIARDPT8:04718A002800020004-7

TAR 4
CIA WIMEN EMPLOYRES COMPARED

WITH OTHER WxigN

EMPLOYEL POPULATIONG

SECRET




Approved For Rele3w€ 2000/08/17 : CIA-RDP78-04718A002g#020004-7

SECRET
Seecurity Information

STATISTICAL FINDINGS

1. Women represent 39% of the staff employee-staff agent group
in CIA as compared with & representation of 25% in the Federal employee
group and of 308 in the total U.S. employed population (1952 datago

2. The average grade of women employed im CIA is hligher tham that
for other women Federsl employees (1947 date). (This fact is not par-
ticularly surprising sinecs the average grade for CIA employeea is higher
than for Federal agencies empleying proportionately lsrger numbers of
clerical end other lower graded personnel,)

3., Since the entrance rate for (5-3 is $2950 per year, it is not
particularily significsnt to note that a substantial proportion of CIA
women employees have salaries exceeding $3000 per year as compared with
the total U.S. populstion of employed women. It is pertinent to note
that the saleries of women generally as compared with the seslaries of
men genaerally heve lagged behird, even where both men and women ere per=
forming the seme Jobs.

o The attached charts offer & sketchy picture of the employment
of women in this Agency, in the Federal Govermmsnt, snd in various .
specialized fislds, The data vsed as a basis for these compariscns
varied in date from 1953 (for CIA) to 1947 (for the Federal Govermment
as a whole); data concerning wemen in the civilian labor force wers
dated from 1949 to 1952, Source materials used were obtained from the
Women®s Bureaw, Department of Iebor, and contained statistics gathered
from such sources as the Census Bureau, the Civil Service Commission,
Bureau of Labor Statisiies, variocus professional associations, selected
state industrial reperts, and sgency and departmsntal reports., In addi-
tion, occupationsl material on women was collected by a search of the
United States Govermment Manual, the Officisl Register of the United
States, the Federal Statistical. Directory, and the Reglster of the
Department of Stats,
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Average Grade by Age Group of Women in CIA and Federal Oovernments
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Women in Crsde 6 or Abovex
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5 ca a/ None
[V Federal Government b/ Less than .05%
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B Fenals % of % Females in 1/0fficers

TNDUSTRY Total. Employment {Higher Positions g/

Dept. Stores 683 50% is%_

Insurance 6Lk 20% 2%

Banking k6% 15% 19

Hamfacturing 15% ihg L3

C.I.A. 39% 22% 5%

1/ Used Crades  thru 11 aa CIA “Higher Positions"

2/ Considering Gvades 12 thr 18 as officers (CIA)

Ares Survey used 1erein was conducted in the Chiocago area,

the Boston-Hartford area, and the Philadelphia, (1949)
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