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5 February 1952
*DOE Review Completed*

HEMORANDUM TO: Ceneral Counsel
FROM: Assistant Director (Personnel)

SUBJECTs Proposed Leglslative Exemption for CIA from the Performance
- Rating Act of 1950

1. This will confirm the agreement reached in the meeting of the
Careacr Service Committee on i February on the sbove subject.

2+ The General Coungel and the Acting Personnel Director will discuss
with the Civil Service Commlssion the establishment of administrative pro-
cedures by means of which CIA can comply in a completely secure way with the
provisions of P. Ls 873, "The Performance Rating Act of 1950." The good
offices of the Bureau of the Budget will be used as sppropriate as you
suggested yesterday, The Civil Service Commission should be asked to
satisfy in all respects the security requirements of CIA and to give
written undertakings to this effect,

3¢ Should the Commission not be able to provide the necessary waivers
with respect to seome®ty, 1t is understood that the Bureau of the Budget
will support CIAYs request to the Congress for leglslative exemption from
the Acte

he It was agreed by the Committee that any proposed form or forms
that might be used by CIA would not enter into the discussion at this stage
gince a,) exemption hinges on our security requirements and b.) no final
decision has been reached on a2 form or forms to be used by CIA,

« TRUBEE DAVISON

ccs lambers of the Career Service Committee
Aeting Persormel Director
Security Officer
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Preface

We have examined carefully the Federal Em-
ployee Personnel Policy which has been in effect,
and have reviewed suggestions for its modifica-
tion. Few changes have been suggested as a
result of the expericnces of the organization
during the past three years, and we have found
only minor points to suggest for revision.

It is the kind of personnel policy with which
we fully agree. We belicve that it contains the
principles which must be put into practice if
our management is to meet the test.  We want
these principles to be applied with increasing
skill by all of us in the AEC ac all levels of
management throughout the critical days ahead.

Arvomrc Enerey CoMmissIoN

November, 1950

il
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Foreword .

| The people of the United States, through the Congress,
\ have entrusted to the Atomic Energy Commission the vital
| and urgent task of developing agd utilizing atomic energy
for the purpose of ““improvin g the public welfate, increasing
the standard of living, strengthbging free competition in
private enterprise, and promoting wrld. peace.””  During
| the past several months it has beconre’ increasingly clear
| that the growing defense effort of the nation is expanding
1 the manpower needs of the nation and thereby placing
greater emphasis than ever on the importance of accomplish-
| ing the most with as few people as possible. We believe
i that the successful application at all levels of management
’ of the principles contained in this personnel policy will go
. far toward assuring that the AEC successfully recruits, re-
{ tains, and utilizes the personnel needed as manpower be-
comes more scarce. The carrying forward of this mission
’ 1 is “‘subject at all times to the paramount objective of
assuring the common defense and sccurity.””  The achieve-
ment of these objectives requires a high order of skill,
ingenuity, patience, loyalty, and perseverance in meeting
and resolving many new and complex problems.

; All of us serving in this task should be proud to be able
to contribute so directly to the welfare of the nation.
Every job is a vital part of our over-all program. Our

v
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objectives cannot be met unless each individual employee,
whatever his duties or responsibilities, is pulling his full
weight. Whatever his particular assignment, every em-
ployee of the Atomic Energy Commission can detive special
satisfaction and inspiration from the knowledge that he
works in a unique enterprise of great importance to the =

national well being.
*

The Atomic Energy Act requites the Commission to
assure itself that the character, associations, and loyalty of
workers in atomic energy is of a high order. Conduct and
self-discipline, both on and off the job, must measure up to
unusual standards. The exchange of information and the
handling of equipment, materials, and documents must be
precise and within established procedures. In short, many
phases of the daily job that are “ordinaty’’. in most organ-
| izations become ‘‘extraordinary’’ in the Atomic Energy
Commission.
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Rapid progress in scientific achievement is the most vital
factor in “‘assuring the common defense and security.”
Such progress and the forward movement of our own
responsibility necessitates a work environment in which
cach of us has an opportunity to put forth his best effort at
the work for which he is best ficted. In developing such
an environment it is esSential that selection of employees,
work assignments, and promotions are on the basis of merit -
and productivity. Political affiliation, family or other
personal telationships or other extrancous criteria cannot
be given consideration except as necessitated by security
: requirements. An essential factor in maintaining an en-
} vironment that encourages cach employee to work enthu-
siastically and willingly to the best of his ability is an
| organization which encourages and recognizes initiative in

taking the right action promptly and improving the way :
in which things are done.
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The basic personnel policies which are set forth here
constitute the broad framework within which our manage-
ment job will be petformed. In their application due con-
sideration will be given to the requirements of national
security, but ‘‘secrecy’’ must not be allowed to become a
cover for bad management practice.

The policies have been formulated through the partic-
ipation of the cmployees and staff officials throughout the
organization; giving reflection to their views and indicating
acceptance of the undetlying principles involved. A sound
basis has been thereby provided fog the kind of personnel
job that is essential to the effective and economical accom-
plishment of the work goals of thc*lqgcncy.
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Organization, Supervision and
Communication

The General Manager and all other employees who
direct the work of others will assure that those under their
supervision know their jobs, to whom each is responsible,
the authority that goes with their jobs, the relationships
of their jobs to other jobs in the organization, and the
channels of commupication. Each major geographical area
will so organize its activities as to provide continuing
leadership, guidance, and assistance to supervisors and em-
ployees in achicving proper applicatidg of the principles
set forth in this policy. Ny
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The structure of the organization will be the result of
careful planning designed to meet specific program needs,
and to permit independent action to be taken within the
limitations of established policies and the minimum of
uniform standards and procedurcs essential for effective
operation. The desirability for freedom and informality
in staff communications and working relationships at and
between all organizational levels is emphasized; always
recognizing, however, the single line of authority necessary
in taking official action.

The Commission feels strongly that certain sound orga-
nization practices such as the following are too often for-
gotten and therefore they are set forth below as part of
this policy. '

1. Assignment of responsibility will carry with it com-
mensurate delegation of authority.

2. Any change in duties and responsibilities of a position
or a group of positions will be preceded by a definite undet-
standing on the part of all concerned.
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3. An employee will not be required to report directly
to more than one supetvisor.

4. Instructions and directions relating to work assign-
ments will be communicated to him, only through, or with
i the agreement of, the immediate supervisor.

‘ 5. Changes in an employee’s work assignment or em-
ployment status will be communicated to him, after proper
approvals, only by his immediate supervisor.

€5

Employee Participation

The wideést practicable opportunity will be afforded to
employeces for consultation and explanation in the formula-
tion and development of policies affecting their employment
status, working conditions, and productivity. This oppor-
tunity will be effected through positive encouragement of
a free exchange between supervisory and supervised em-
ployees of points of view and ideas in their daily work
together and in regular departmental staff meetings, supet-
visory conferences, conferences of management and em-
ployee representatives, and other effective means.
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Employees are urged to avail themselves of these oppor-
tunities for participation. Employees have the right to
join or refrain from joining employees’ organizations of
their own choosing without coercion or fear of discrimina-
tion. This right, of course, must be exercised in a manner
which is consistent with applicable law and the security
responsibilities of the Commission.

It is recognized that employee organizations can make a
positive contribution in furthering the atomic energy

2
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program. Accordingly, the participation of employce
organizations in the program is welcomed. The promotion
of sound employee-management relations is a mutual con-
cern and benefits employces and the Commission alike.

Performance Review

Formal periodic review of the performance and capabil-
ities of employees will be made agaiast realistic and under-
stood petformance standards to determine any merited
recognition, need for their further devélopment, or change
in job status. Each supervisor will re¢ord and use current
information on the cxpericnce, qualificdtiags, and perform-
ance of cach individual under his directigfi.as a basis of
planning for the training and further development of such
employees or other appropriate personnel action. Each
supervisor will discuss any evaluation and the basis for it
with the employee affected to develop mutual under-
standing.

Training

Consistent with definite needs which arise or are antic-
ipated, employees will be provided with opportunity to

~improve their knowledges, skills, or attitudes in order to

enable them to perform the tasks assigned to them in- the
best known ways and to prepare for advancement. This
will include programs for orientation and induction before
assignment of work, training on the job, upgrading and
understudy programs, and training in supervision and
management practices.
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Non-Discrimination

There will be no discrimination against an employee
‘ because of race, color, sex, religion, physical handicap, or
! national origin.

Employment

The far-reaching significance and scope of the atomic
energy program requires high standards of employment
which will attract and maintain an adequate organization i
of capable and Wcll—quahﬁcd people.
Accordingly:

v

1. Adequate Sources from which employees may be
recruited will be developed and maintained.

CrpperT
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2. Each job will be filled on a merit basis by selecting
the available individual best qualified in terms of the care-
fully determined requirements of the particular position
and in accordance with the Veterans’ Preference Act of 1944,
as amended.

3. Opportunity for transfer and promotion will be pro-
vided in order to make full use of demonstrated skills and
abilities. Therefore, well-qualified employees will be
given first consideration in filling vacancies.

4. The appointment or promotion of individuals or other
| personnel actions will be made without consideration of
' political affiliation.

T B

4
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Separations

When it is necessary to reduce employment, the selection
of employees for retention within an appropriate geograph-~
ical area will be on the basis of relative qualifications for
the work remaining to be done, and in accordance with the

r requirements of the Veterans” Preference Act of 1944, as
amended, including veteran status, and length of Federal |

| service. Reasonable notice will be given to employees

| whose services are to be terminated and their availability

will be made known to other AEC offices. Employees

| notified of their planned separation shall have an oppor-

! tunity to appeal such detcrminatio:il.

| An employee will be demoted f‘)(‘_,discharged for cause
! only after he has.been given (1) a- statéhagnt of the reasons
I for the proposed action, (2) an opportunity to reply, and
(3) an opportunity to appeal any determination to dismiss.
An employee may be put in suspension status without pay
pending final determination. '

Grievances

Supervisory and supervised employees have an obligation _ -
to make every effort to resolve employment relations ;
problems- as they arise. Failing prompt and satisfactory
. adjustment of any grievance, including those relating to
} separation, appeal may be made by employees at any work
| level to higher authority. Employees may designate repre-

sentatives of their own choosing to assist them in presen-
i tation of grievances. In presenting gricvances employees
will be free from any interference, restraint, or reprisal.

5
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Safety and Health

Each supervisor will take the initiative in the establish-
ment and maintenance of safe and healthful practices and
work places for every employee under his supervision, and
in assuring that the manner of performance of all operations
will minimize personal injury and diseasec and damage to
equipment, materials, and property. Safety is an integral
part of cach job, and each employee is responsible for the
safety phase of his work just as much as he is for any
other phase.

Salaries and Wages

Salaries and wages shall be administered so as to com-
pensate emplayees equitably with due regard to the relative
value of the positions, to provide for increases in pay on
the same job after reasonable periods of satisfactory service,
and to provide for recognition by increases in pay for espe-
cially meritorious services.

Determination of the relative value or grade of positions
will be based upon systematic analysis of the differences in
the requitements of the positions and upon comparison
with approved standards. '

Salaries for positions, except those noted below will be
established in line with the pay scales of the Classification
Act of 1949, in accordance with the requirements of the
Appropriation Act for the current fiscal year.

Wages for laborer and mechanic positions will be estab-
lished after consideration of rates paid for similar work by
other government and private employers in the appropriate
geographical area.

6
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Certain scientific and technical positions which the
Commission finds must be excrmpted from the salary scales
of the Classification Act of 1949, will receive salaries which
are arrived at after consideration of the rates paid for
similar work by other government and private organiza-
tions. -

The method by which the rate of pay for his job is
determined will be explained to each employee. :

Benefit Plans

s

Employees will be granted the same bencfitswith respect ;
to leave, workmen’s compensation, holidays, and retire- =
ment as are granted to other Federal employees. Informa- <
tion on the details of these plans will be given to employees.

Conclusion

The Atomic Energy Commission looks forward to the :
application of this policy; first, through the wholehearted :
and effective execution of the principles of sound employee .
telations by the Commission members, the General Man- '
ager, and all the employees who direct the work of others;
second, through the wholehearted acceptance by all em- =
ployees of the obligations that attach to their employment -
in the atomic energy program; third, through the develop- E
ment of effective employee-management cooperation.

Application of the principles underlying this policy must
be an integral parc of the daily activities of supervisors at -

7
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all levels and of all other employees. The General Man-
ager, aided by-the Director of Organization and Personnel,
will take such action as is appropriate to implement the
policy, to evaluate the adequacy with which the policy
meets current program needs, and to assute performance in
accord with the policy.

Many of the principles have been implemented through
the development of more detailed policies and procedures.
As additional experience is gained with the policy and
principles and as the continuous task of implementing them
goes forward, it is expected that employees will continue
to make known their views.

-
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SECURITY INFoRMaTIay

31 Jaguary 1952
WEMORANDUM TO: Chalrman, Carecr Jervice Cormi tiee .

FROM : Chalrmss Wérking Croup on Salsciion Oriterla

p,

SUBJECT : Tinal report of progress

1. Incident to the =malgsmation of the Working Groups on Emnloyee Rating
and Selection Criteria, the latter met on 25 January 1952 to produce 2 final
gtatement of uncompleted tasks, It is recousended that these tasks, paragraph 2
of this paper, be econsidered for assigmment to the new Working Group.

2., Uncompleted tasks are:

4. To recommend tc the Caresr Sarvice Committee the wechanics of
selection within the "Development Frogram®, inclading selectlon
out., This recommendation to cover, among other tidngat

(1) Bafinement of the paper ("Centralizatlon of Selection
for Participation in the Carser Service Progran® dated
12 Desember 1951) to state in more detail the duties
and responeibilities of the severszl Boards, orgsnisation
and procedures of the Boards, snd the mechanics by which
the Boards will emercise thelr responsibilities.

(2) Gollaborztion with Gemersl Counsel to nroduce a form
for the smployes's Parsonnel File containing:

(a) Declaration of intent by the employee.

{(b) Certification of proven service by the [ottice]
Career Service Board (s).

(s) Concurrence by IXS.
(4) Approval by CIA Career Service Board, when sppropriate.

be To recomuend to the Carveer cervice Comiitiee the means of activation
of the Cavesr Service Program. ' <

3. On the understanding thet this completes the business of the Working
Group on Selectlion Criteris, T declare the group dissolved.

cct Hembers oPtiie-Gareer Cervice Committes | 25X1A9A
Memhers of the Working Group on Selection Critaria
Chairman, Working Group on Personnel Development Program
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30 Jamary 1952

MFMORANDUM FOR THE CHAIRMAN, CIA CAREER SERVICE COMMITTEE
SUBJRCT: Report of the Working Group on Rotation

l. We transmit herewith the report of your Working
Group on Rotastion in accordance with the directive of the
Career Ssrvice Conmittee dated 15 October, as amended and
supplemented by subsequent actions,

2, The Working Group believes that its recommenda-
tions can be implemented immediately and concurrently
with or independently of such recommendations as the
Committea may adopt as a resalt of the proposals of the
other working groups. We would point out, however, that
a piecemeal presentation of various aspects of the overall
caresr service program would fail to make the impact on CIA
personnsl which an omnibus presentation could achieve,

3. This Oroup stands ready to elaborate any aspects
of the program outlined here generally. .

FOR THE WORKING GROUP ON ROTATION:

25X1A9A

Chairman
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DU
SECURTIY IIPORMATION

GENTR-AL INTELLIGIENCGE AGENCY
CARECR SERVICE COMMITIED

Report of the Workine Group on
ROTATION

30 Jamuary 1952
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REPORT OF THE WORKING GROUP ON ROTATION

4o PROBLEM

To recommend to the Career Service Committee a policy
regarding intra-0ffica rotation, inter-0ffice rotation and
extra-CIA rotation; to recommend policies and procedures
regarding rotation between overt and covert offices and
‘between domestlc and oversesas dutys to recommend the degree
to which the several types of rotation should be centralized
or de=centralized within CIA; to recommerid procedures by which
the several typea of rotation should be administeredy scheduled
and controlled in order to advance the development of the :
individual and contribute the greatest benefit to CGIA and to
its component offices.
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110 DEFINITIONS
l. Rotation

The process of systematic designation and redesignation
of an individuel to various kinds of duty and training for the
purpose of improving his capacity to serve the Agency.

2o Transfer

The process of removing an individual from the rolls of one
office and his concurrent addition to the rolls of amother Offies.
This process is independent of the process of rotation though it~
may be & consequence thereof,

3» Exchange

The process of rotating an individual by placing him
temporarily under the operational control of another office
in return for another individual similarly attached.

ho Loan
The process of rotating an individual by plaeing him
temporarily under the operational control of another office

without reciprocity, or of attaching him temporarily to an
activity not a part of CIA.

So Sponsoring Office

The admlnistratlve unit of CIA on whose rolls the rotatee
is carricd and under whose administrative control the rotatee
renains irrespective of where attached.

6o Receiving Office

The administrative unit to which the rotatee is attached
and under whose operational control the rotatee remains until
he is returned to the Sponsoring Office.

Approved For Release 2002/05/20 : CIA-RDP80-01826R000400100039-9
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IT1T, OBJECTIVES OF ROTATION

1. For the Agency

(a) A more effective and more economical utilization of the
Agency's manpowers

(b) A method of improving the selection and broadening the
experience of individuals to serve in key positions.

(e) The cultivation of an esprit de corps based pr:.mar:.ly
on the reward for merit principle..

2, For the Individusl

(a) Assisting him ‘o do his presant job more effectively by o
(1) Increasing his knowledge in his fisld.

{2) Providing him with new skills, techniques and methods
of performance.

(3) Improving his ability to plan his work and to direct
- and supervise others in :Lt.o

(4) Increasing his understanding of the necessary rulationships
of his job to those of collateral and higher echelons of the
Ageneye

{(b) Preparing him to undertake Jobs of increasingly greater
respons:.bility commensurate with his growth potential by:

(1) Broadening his understanding of the objectives of the
Agensy and its missiono

(2) Intensifying the developmcnt of his planning,
managerial and supervisory skills.

.

(¢) Providing him more opportunity to find the field in
which he doss best.

{d) Removing him from a "ruth,

Approved For Release 2002/05/20 : CIA-RDP80-01826R000400100039-9
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IV. STATEMENT OF PRINCIPLLS COVERNING ROTATION

1. Personiel Covered

In general, any jndividuel who has been in the employ of
the Agency for a period of nob legs than two yeers is eligisle for
rotation. : '

2 Positions Jovered

Any position within the control of the Agency to which the
assignment of personnel will serve the objectives of rotation
is regarded as sovered by these principles. These ingclude executive,
operational, intelligence, administrative snd training positions,
either in the field or at headquarters, within the Agency or with
other public or private agencies or institutsons.

3. Job Groups Covered

The classes of individuals covered are inclusive rather than
exclugive. The professional or technical activity of & given class
of individuals may, by its nature, limit the job type groups +o which
members.of such a class will rotate.

lio Normal Duration of Tour of Duly

Each individual rotation period may vary but will not be less
than six months, and will probably average betwsen 18 and 2L months.
Thus a training eassigmment at the National War College will run
some 10 months while an assignment to a field position overseas may
well run 2ly « 30 monthso

So Degree of Compul.sion to Rotate

As & matter of principle; acceptance of a rotation assignment
is compulsory only for members of the Development Programe ANy
individual or sponsoring office, or receiving office, may, howeverp
show cause why & rotation agsignment shall be garried oute The
ruling of the reviewing authority (the CIA Career Servioe Board)
in such cases shall be finel.

6. Administrative Control

The rotatce will remain on the rolls of the Sponsoring office
and under its administrative control for promotion and transfer

purpesso
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To Operationsl Control

The rotatee will be under the operational control of the
receiving office for the duration of his tour of duty with that
office, during which period evaluation reports will be prepared
by the receiving office. :

which

Differential between Jobs from and to
8 notatad S = ;

8o Effec
an o

t of
0 '

Grade

Assignments given to individuals being rotated shall be generally
commensurate with their abilities keeping in mind the purposd of
making the specific assignment. "Open" slots will be allocated to offices
to maintain flexibility in negotiating rotation,

9o Changes in Grads

Promotions and other changes in grade shall remain under the
control of the sponsoring office. The sligibility of the individual
for promotion shall not be prejudiced or overlockad by reason of his
status as a rotatee ' :

100 Duration of Rotaﬁional Pattern

It is premature at this time to formulate & policy covering the
duration in years during which period the individual is subject to
rotation policies, or to attempt to preseribe an aibitrary age limit
after which rotation policies will not be appliedo

11, Settlement of Disputss.

Divergence of views between offices or between an individual
and his [0ffice/Gareer Service Board which cannot be satisfactorily
‘resolved between the parties shall be referred in the first instance to _
~ the Secretarist which will review the case and forward ite recommendation
to the concerned /Grrice/ Gar-er Service Board {8)o In tha event the -
recormendation of the Secrstasiat is not accepted, the case ghaell be
referred to the CIA Career Service Board for finel dispositiono’

12, Policy Governing Rotation within an Office.

. Intra=Office rotation policy shall be set by the /Uffice/ Career
Service Board within the frame-work of policies prescribed by the CIA Ceareer
Service Board, ' -

13, Policy Governing Rotation between Offices

Within the framework of policies prescribed by the CIA Career Service
Board inter-office rotation will be based largely on & series of bi-lateral
agreements between offices which agreements will set forth in esch case
the person being rotated, the expected duration of his assigrment and
any other pertinent facts,
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V. OUTLINC PROCEDURE

1. CIA Coreer Scrvice Board

(a) Compogition
Deputy Director of Central Intelligencs, Chalrman
Deputy Director/Plans
Deputy Director/Intelligence
Deputy Director/Adhinistration
Agsistant Director (Personnel) in his capacity as head

of the Sceretariat ond the Director of Training in his capacity

as deputy head of the Secretariat will be non-voting rembers of
this Board.

(b) Functions
(1) Oversee the CIA Rotation Program,
(2) Arbitrate Office Board impasses.
(3) Endorse or reject Office Board rotation recormendations.

(4) Quarterly make final, binding decision on rotation
apnointmenta. B

(5) Levy requirerents on Office Board for rotatees to
prepare then to £ill key Agency pogitions.

2. Office Career Service Board

(a) Composition

Assistent Director (or Staff Chief), or his Deputy, and
at lesst two members of his Office designated by him.

(b) Functions

(1) Sponsor, develop, ond execute an inira-office rotation
system ond report on it periodically to the CIA Board via the
Secretariat., :

(2) Sponsor, develop, and execute an extra-office rotation
gystem,

(3) Submit rotation recommendations for extra-office appoint-
ment to the Sceretariat in accord with Annex ‘Al ~

- 6 -
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(4) Review cirecular anncuncement of recommendations
and negotiate with other Office Boards to effect agreement
on rotation appointments, :

(5) Interview if'necessary prospective rotatees,

(6) Report concurrence or rejection to the Seeretariat,

(7) Execute the decisions of the CIA Board.

(8) Submit semi-annuel evaluvation report on each

rotation appointee from another Bozrd; recommend promotion,
cancellatlion or continuance of appointment.

(9) Ensure that the rotatee is not overloocked for
warranted promotion.

(10) Ensure that worl of rotatees received is productive
and cormensurate with the purpose of the appointment,

3. Secretariast of the CTA Carecr Secrvice Board
(a) Composition | '

As ap opridte to its task. The Assistant Director
(Pergonnel) will be head of the Secretariat The deputy
head will be the Director of Training,

(b) Functions

(1) Perfornm all administrative functions for the CIA
Career Service Board, These include:

g. The maintenance of master £iles on &
current basis of oll rotation noninations
and gppointments,

b. The allocation of rotation appolntument
slota to Office Boards.

~¢. The submission of unresolved inter-office
Board problems to the GIA Board for decision,

(2) Rotation Recommendations

g. Assist Office Boards in forrmlating rotation
recommendations.

L 7 -
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b. Verify qualifications submitted with each
recommendation,

¢. Issue circular anncuncerent to Office Boards

1listing approved rotation nominations, (The

list will contain full data on the individual
‘plus the rotation appointment recormendation

of the sponsoring Board.)

‘d. Trensmit recommendations to CIA Board for
approval, and prepare ggenda for its meetings,

(c) Rotation by Exchanre

(1) The exchange procedurs aunthorizes Office Boards
to recommend the "swapping" of rotatlon approved candidates.
This will be used when the two positions in question are of
correaponding responsibility, Respective grades of the posi-
tion or incumbents need not be exactly the same, ‘

(2) The sponsoring Office Board will pasy the rotatee
from home office funds at his home office grade.

(3) The roceiving Office Board will outline to the
rotatee the responsibilitles of the new position,

(4) Exchange appointments will last for a minimm
period of six moxrbhs.

(5) Rotatees will bs under the operational comtrol
supervision of the receiving Office Board.

(@) Rotation by loan

(1) The Loan procedure authorizes Office Boards to
recormend the temporary assigmment of rotation approved
candidates to another Office or to ocutside activities for
the purposs of broadening an individuel's Imowledge of his
field, .

(2) The sponsoring Office Board will pay the appointee
from home office funds at his home office grade, Rotation
slots, allocated by quota outlined in Annex "AY will be -
avallable to each Office Board, These slots will be allotted
by the CIA Board and will be "open" positions to accormodate
any grade.

-8 -
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(3) The receiving Office Board
will outlinc %
appointee the responsibilities of his new aesigmian: t’h'zhta
appointee is "on loan" to the recelving Office and w:ill
;l;ezefg :110:0 tie up authorized T/0 positions. He will
ssigned to a logieal unit in & ving 0ff
organizational struecture, bo Tecel Oftlcets

(4) Loan .
of six monthe, appointments will last for a minimum period

(5) Appointees will be ung
of the receiving Office Board, ¢ P evional control
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GRANDUN OF CONVERBATION

TIvBs Mnaw?, 3 Ootober, 10:00 to 10130 M.
Rooz 115, North Bullding

PRISENT: | pnd. Mesars.| | ¥eloon,
end] |

25X1A9A

PIRPOSEs To determine the present status of £LA with roopect to the
" ' szil tervice Cemgr:sim in comnestion with Public Law 373
"Perfopnanee Rating Act of 19507

1, Mesars.| and Melocn veviewed the steps that had been
token in the swwmer of 1950 to determine whether CT: would recuast
exemption fyom the application of the fot. It would seem that
detersination had boen made that exemplion from this leglslation
was not required and it was bolieved that the Civil Service Gc;::ﬁﬁ.sﬁiﬂn
would, on vequest, accord CIA exemption admindstratively. It n?w
appears that the Commission is not empowered to nake *m exgmption
that CIA requires, and the Commlssion has 80 advised CLA orally.

2., The Act, which beceme effestive 29 Decauber 1950, reculres
211 agencies {except those exempted) to conform to the mrovisions
of the Act. These include, but are nob Llimited to, the following!

a.) Kach ageney shall establish and use one or nore
perforaance rating plans for ev:luating work porformance.

be) o loyoessserhall be glivan a perfornance rating
mg;mﬂm:;paf tha name clven to such rating, mnd no rating
shall be used ag a basls for sny sction exesnt wder a
performame rating plan approved by the Civil Service
Cormissions

e The Board of Review which handles appeals by employess
wi;.‘i be headed by = chalrman designated by the Civil Service
Corxnlsplon.

4,) Zech sppellant may designate hls represantative 1o
aopexe before the Boards

Approved For Release 2002/gZid0usiien bn_01326R000400100039-9
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SECHRITY IRFORMATION

~ iwil Service Comdasion has the right to inspect
:&@%ﬁgﬁ of the pleny and if it does nol approve of

per{ oTHRanc ‘ stion by an
' e yatins plan or its adminiotyr him‘
itmf, the Commission may revoke the plan and roquire
u,;a of a plan preseridved by the Commigsion.

T4 wns sgreed by those prevent that a wholly unsatisfactory

situai;m existed snd that the following astion should be trken.

rough its newly appointe? Employee Rating
ggilfzing&rgfm would devize the best possible performance
rating systen to meet the needs of the Agencye.

& .. s nlon
That at the errliest practical momand, thisr
3;311;2 be inetalled on sn “experimental basis.

m .+ CIA should request from the Congress appropris
g.;;&sg:;m axempting CIA from the provisions of this Aot

Tt was sxtinated that the Congroess conld not spprove this
lagislation mtil dume of 1952,

; ' \ , he approval
CIA has not yet presented a plan for i
ﬁ%’m Cowdoslon and is, therefors, in some magfmm
technically delinquent. Should inquiry be made ”{be
Comalsgion regarding CLA's plan, ihe reply should ] ° 1
e O e e mmmt’ ﬁg W gﬁmtﬁ&;w aek
gg?&:;r::i to eomampt C1A from the provisions of Lhe Acte

L 1

7 £ e LS
Sl hniadels

B e 4
ERE TR
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EXCERPT FROX MINUTES OF 3rd CAREER SERVICE COUMITTLE MEATING
8 Oetober 1951 -~ L1200 P,4,

Present: | |~ 2D/Personnel, Chairmen
Hatthaw Balxd - Direetor of Training
Sherman Eent - DAD
| } ¢/0Ps/050
| | = Executive “ecretary
| |

M. | | Assistant Ceneral Counsel and !fr, Csorge Meloon,
Dirsctor of Perscnnsl, sttended the meeding to discuss the problem of
Employee Ratings with respect to Public Law 873, "Performsnce Rating
Act of 1950",. They gove s summory of the conference held on 3 Jetober
in| offica. The Comittee reaffirmed the tentative
decisions taken at that conference (see attached “emcrandua of Cone
versation) and decided that the Deputy Directer {Administration) would
be informed of those declsions and would be asked to approve a request
by CI4 to the Congress “or exemption from the ot

TIAL

31 January 1952
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