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This paper covers the program proposed to provide strong and effective .
centralized suppart to all operating offices and Career Services in £i11ing their

MB1izing and developing Agency personnel assetg. -
The subject of emp;oyee‘sq:v 8s- and counseling is cavered separately in Tab I1I.

II. OBJECTIVES
The progrem proposed herein is tailored to meet current personnel objactives

expressed in the Report to the Inspector Geweral, "The Role of the Directoxr of

Personnel®., Thesz include: ; R

1. Substential decentralizstion of authority to Career Services.

‘2. Reduction of duplication of effort (Office of Personnei vs.
Career Services). :

3. More effectlve persbnnel evaluation to advance the able-&nd
weed out the 1naffectivg. ' o COR

k. Adjustment of Office of Personnal rrocedures and practices so
as to render more effective support to the Career Serviees.

In addition

to the sbove obJjectives, the program is concerned with meeting the
Agancy-vide

problem caused by the necessity to stey within current personnel ceilings;

namely, the

requirement for optimum utilization

proper placemsnt, training and reassigument, to
than depending upon recruitment es in the pest.

effectiveness of our centralized quelifications

mechanism for inter-Career Service movements of
out-plecement program cf greater extent.

I1I.

PROGRAM RECOMMENDATIONS

of our personnel assets through
meet chenged staffing demands rather
This means we wust increase our
inventory, provide an acceptsble
Agency personnel, and develop an

L. Personnel Representation to Offices and Cerser Services

8. With increased cmphasis on the respensibility and authority of the
Heads of Carcer Services in administering their personnel programs, it be-
cowes very lmportent that a means be established to keep the Carsser Services
and operating offices curremtly informed on changes in Agency personnel
policizz, procedurcs, and requirements. To reintein the necesgsary degree of
wnirormity in Agency personnel administration and to provide g centrel point
of contact on personnel matters, it is believed that Personnel Ass ignment
Divisjion facilities will be most useful. As the representative of the
Director of Personnel, the Division Officers can serve as the principal
liaison ufficer with Carecer Management and Personnel Officers to keep the -
latter current on new programs and requirements and to assist in developing
implementing procedures £or the Career Services. Exemuples could include '
changes in procedures on invitee travel, installstion of advanced step
rates for certain technical positions, fitness report administratiop, and
the like. = :
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b. Regular, pericdic sessions should be held by the Chief, Personnel
Asgignment Divieion and his staff with Carcer Management Officers, Personnel
Officers and edministrative personnel in which a preparcd agenda -of current
personnel topics could be discussed and general personnsl guestions could
be introduced by anyone present. This system, we believe, would heve the
effect of drawing more closely together all Agency persomnel technicians
and mizht well make for bettar understanding of problems peculiar to certain
parts of the Agency. Through these regular meetings, much could be redined
not only by operating office Persomnel end Cereer Management Officers
but by the PAD staff and the rest of the central office as well.

2, Support to Career Service Bourds of the Deputy Director (Intelligence)
M’ﬁi}ectw T3upport )

Qurrently, PAD Officers attend most DDS Carcer Service Bourd meetings
as invited guests but participate principally as silent observers. With
rere exceptions, the staff members do not receive sgendae in advance and
thus are not prepered fully to assist in problems discussed. In tihe DDI
area, PAD Officers do not participaete in Career Board sessions. In both

" eases, personnel actions heve been approved by a number of Operating and
Career Service Officials before the Plagement Officer receives it for
approval, At the latter stage, his technical advica on an action is too
late to be effective; any questions generally cause eyebrows tc be raised
and too frequenkly result in the question rapidly being withdrawn.

It is unfderstendable that the personnel man representing an Office or
Career Board is reluctant to requast reconsideration of an action by the
Board, once the latter has approved it.

It is recommended, therafore, that arrangements be made for the FAD
Officers to work with the Career Board secretariat to disecuss the proposed
sctions prior to consideration by the Board. This way, a full interchange
of information and views can be sccompliched, and tie PAD Officer will be
in a position to provide more effective surport. RExempless

More time will be provided for steff work nccessary to ILLEGIB
advise the Board in correct and practical terms of the technic al T :
inmplicstions of any proposed action.

The PAD Officer will be better prepared to assist the Boar
in matteres which may involve ancother Cerzer Service.

Additional information of e personsl nature may be made
available on subjects of proposed ectionse.

: Immediate help may be provided on evailable central assist
: (Senior Placement Committee, Out-Placement activity, etx,).

3. Development of a Comprehensive Employee Utilization Program

P

This part of our function, we belitve, is wost important and essen .
If we are to successfully steff the Agency's ever-changing program without
exceeding rigid ceilings, we must make the most of our current essets, and

]

COSEORET =

Approved For Release 2000/08/07 : CIA RDP80- 01826R001000090003 3




: CIA-RDP80,21826R001000090003-3

when necessary provide for satisfactory out-placement for personncl who
- cennot be practicably retrained.

a. Agency Reaseigmment end Cut-Placement Unit

A Unit reporting to the Chief, PAD, should be established

o to be responsible for all reassipgment acuivity involving con-
(1 sideraticn of an employe2 for ascignmment to another Directorate
;{f’ Carecer service., Utillizing the verious sowrcas avellable for

identisying ier"onnvl having specific quelifications, (qualifi-
cations register mangpower listinzs, continued close lisison
vy tihe PAD Officers with the various Career Services, mansge-
ment development rosters, snd the like) this Unit would be in
a position to locates rapidly Agency rversonnel to 111l any require-
rent oryound b2 caveblilitize of the Carcser Jervice involved. ‘This
' Unit --uld help diccharge the prosgrom of selecuing candidates for
25Xﬂ/\ the Direstor of Persona2l to f£ill open positions as specifizd in
virich has not been herctofors possivle. In addizion,
the Unit would be rcspomsible 2or inter-Diracitcrate Cereer Service
25X1A acsigavent reguests arising from | Firally, the Unit
would proviuc needed secretariat and support services for the Spselal
Flacoment Cormittee.

It is felt, also, that . ith the cstablislment of an Agency
Reassigawent Unit procedures cun be bettoer developed to d¢ avey
with the ills inherent in the system of L1ind "shopping" of files.

b. Henepgerment Development Program

This prorran was suggasted Ly the Ianspeenor General and
accepted by the Director of Persomnnel. We have mueh to do to
mgice it e reality, but do believe we can, with the aid of Cerser
Services, develop and install a method of selesting for nanage-
iwent devolounenl a group of rersonnel currenily in che wwiddle
crade range, who have unusunl rotentisl for assimileting special
training, plamed assigmment:, and Dwsure positions of increasing-
ly oreater ra2cpoasitility. Thiz Lrogranm, as one cart, wiil ine-
clude 8 coun. ideration of zclieted former JOT!s Lu”bhul with «Jl
other individuals who have denonstratad potentiasl ce fuonre key
sssignents within o Laycnl thelr aurtent Cureer 3ervice.

¢. Ceorcer Plan Implzmentetion

The program of employee utilization will concider spproved
career plaas as a vital scuwrce of inforuntidn es to qualified
personnel vho ray filighesiticns outside their parent office-to .

‘neet crivical atefilng requirzments without deparuing fram their
approved career plans. Similarly, it nay be possible to identify
by working with th® Cereer Lervides the individuals who heva
limited opportunities in their Career Servicc but who may have
much to offer to other Career Services.

L | ‘SEGF%ET 5
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'Y 4. Epecial Placement Committee

P This fupction can ha expanded in usefulness if arrengements
S . can be made to integrate the work of tnis Committee with astion
‘ af ‘the Cereer Boatds 8b that the latter will wtilize the Comnittee, R
and likewise, arrsngewents should be mede for Special Plagemenmt - '
' Committee referrals to be congidered by the Panels. With the
“*  prdvision of improved supgort to the Camnittee by essabl ishment
of the Agency Reassigmment Unit, ceses could be staffed more
completely before Cammitvtee consideration, and implementation of
Comuittee deciajons would be accomplished more quickly ‘end effectively.

Ceo B, gilling Of Vecanties

‘. In pecomplishing this fupction, we shell emphasize Tore strongly the
v pecessify fur assuring that outside employment is inttiated omly when no
‘e Agency employee who is qualified or can be aadc 50 within time Limits can
vé made available fqr the vecangy. The program will be wmore produgtive if-
* a1) “open® profassidnel positions exré yeported to this office as soon as L
. dgqubk. exists that a candidate will be fownd within the Cayeer Servise com- . .,
‘-~ ‘gerned. Currently, the reporting is limited to GS-12 end dbove positions st
: Hepdgterters. B . " ' ’ R , :

. ...Tha gualifications register sexvice as it pow cperates i oaly partly
ptive,  Fhis Tesulis fram the requirement that an émployse‘s record of

#oat fons day not ba sutmitted to a Carcer 3ervice in sugbher Dipsctorate

el S ibEained Gow Ris Caredr Saervice. Obtainivg the-wproteis

R ¥ tiap~oonkiming and hag rendersd the systew ipeffective.” We-propass T
il chat either BiogripHic Prefiles oy a recording of pargonsel qualifiesticog gy .

. - -prepared by.the Agendy Boassigument Unit be made gvsllable without releses. i

" Riquests for file yeviews or interviews would continue 4o require tha Jom- <

. cursence of ths-perent Career Service. £
o '~"".:$?::;  ”* L, o .

PR
LI

In sumsiy, we can provide optimum &upport’ to the Career ﬁmices only

T iU 4 e nave inforeation eorerniag all the positions whieh are to b filled,,
. - nexfi Snféroation ebout qualified ¢sndldates for the Jebs, sod & mechenism
+ o for bringing the two togethers This mechaniam, we beliévus, consists of the

B “&A&w Reassigmment Unit whigh will use productively gualifications registers,
o v . 'malnt@dn close working relationships with the Carcer gervices and with the =
i1 specdal Plachuedk-Comuittes, and which will eftinister the Management Develop~
o % memt Progrem. . 0 . . '

Food - . 5}.’ Wmm Actlions; anliricatioqé .Re':v}w

.. &+ Results on appligant testing prepared by Asoessment a.ml _..L.;

.+ Bvalustip Staff, Office of Training, should be amade available-in
Cwripdeg t6'Flacement Officers. fBj.;iiar , 6ignificent information
. _Sesring upon epplivexts gualifications snd abililles obtained by Cf£fige
LT ef Security dwpring thedr investigation should be made known Lo Office

" yof Pérsamnel for use in spplicest selectlon. ‘
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SRR - _Bs To fix responsibility for over-all applicant processing in

' on¥ Unit, it is recammended that the ectivitles of the Appointment
Unit, Records and Services Dlvision, in regard to appliceat proceag-
ing be transferred to PAD. 'The follawing advanteges would accrue:

(1) oOffice of Persommel responsibility for comtacting
appllcants and neking commitments would be accomplished by
professional persoanel technicians.,

: (2) PAD would be in & better position to comtrol the
continued proceesing of applicants or the emtrance on duty
of clearod applicants under varying ceiling considerations.

(3) The Placenent Officer would be able to advise the.
Agency camponents at all times on the statug of spplicants
in process. :

(4) PAD could hanile better sensitive or discretionary

arrangements for invitationsl travel, pre-polygreph and pre-
nedical examinations, etc, ;

(5) Oertain economies in personmel wtilization might
be realized. .

6. Development and Maintenance of a Career Planning Rangbook.

LT, A Carcer Planning Handbook, perhaps a separate. section for each Career .
' FLl44% Bervice, should be developed by PAD in coordination ¥with Position Evaluation

<7, :.Pivision and the Career Services. The book would centain.tks definition of
.. " each of the types of positions in each Cercer Service together with a ctate-

. ment of the qualifications raquired, personal and professiomal;, ‘and a regume
of the training, Agency or axtérnal, useful in the work. 'his beok would be
wost useful to personnsl and career planning officers alike amd would central-

. 1ze in catalog forn a.Ll basic information mbout Agency jobs.

T« Qut-Placement w wha

© o ... In vecognition of the growing realization that the Agency's changing
T program® do result in stalffing situations in which 8 ocategory of personnel
Coo . may be in fect swrplus to the Agancy, out-placement must de provided for. The
© 4 progref-has been mccomplished in the rast on an individual pisce-meal basis,.
A gtrengthened program wonld call for the naoking of continuing contacts and
*© lkgsont with private ermloyers,. mrofessional societles; other federsl agencies
. - end tha Civil Service Cammission, private professiocnal placemeont orgemizetions,
* - and the like, in order to Scfuire information ebout job opportunities and %o
walse referral of Agemgy siployees againg® these Jobe. This program, we proposc,.
be remgved from the Coupssling Branch (Employee Relations Branch) end loeated
in the proposed Agency Reassignuent’ Unit, which reports to the Chief, PAD.
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