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PREFACE

Althoughthauateemareportewmmmnmrking

' women in this country (an increase of 7 million singe

1940), it has not been too many yesrs &go that employmsnt
oppoartunities opsn to women were limited to teashing or to
perfarming housechold services. During the 19th cemtury,
cmployment opportunities were gradually extended to

- dnclude olerical and same professional fields, It is only

recently that women have entercd any great verioty of
ocoupational ficlds and there still remain soms oscupations
vhere women are not omployed in eny signifisent number,

Ap compared with other employers, this Agency hss
offered at lsast equivalont opportunities to caresr women.,

It hes not, in comuon with other employers, taken full

adventege of the vomsmpower resources availsble to it,

"The Panel on Career Servica for Women has viewsd its task

as one of supplying answers to the questions ™Whet sxre
the carear opportunities for women in the Centeral '

Inteliigence Ageney?®

"Hman:lty st learn to meept mpe'wity not in
thisg'oupwthntone, in this sex or the other, but in
~ the person, no matter what his or her group membership,
and rogardless of sex,” ~- Ashley Monmtagu
(chumortmnepmwmmwatamm

Director of Research fw the Hew Jersey Comxittes
of Mental Health end myaieal Development)
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I. INTRODUOTION

A, Objestive

~ 0m 31 July 1953, the Direstar of Central Inmtelligense and the
Chairmen of the CIA Coresr Service Board met with @ group of wemsas
reprasentative of professionel wemen emplayed by the Central
Intolligerge Agonoy. This group was invited to serve as & pansl to
repatt on the role of women in the Agenoy's Career Servico Program.
In the threo months since that time, the group has studied tho sure
rent utilisstien of women in the Agensy as @ basis for suggesting

answers to the question:

What are the career Wtiés for vomen
" the Central Intelligence Agency? - '

Bo AEO&@

The ossupational groups in the Agency were divided inmte
"professional,® ®“clerical," amd "intermediate,” The defimition of
these groups was arrived at by mutual agreemsnt of the Panel members
based on the judgment of individuals most familiar with specifin
positions, -

‘ The "ntermediate® group wvas established to cover those posi-
tions which were neither wholly profeseionzl nor primarily elerical.
As will be obsarved later, this group is an important transitionsl
area for clerically traimed personnel who ere enebled besause of
their intarests and capebilities to advence to profeseional posi?.ionsq

Within the broad groups of "professional® end "elerical ;0
catogeries of specialization have been established. "Adminietrative
supperd,” for example, has been used to describe budget, supply, per-
sonnel and gensrel edministrative duties. Within the mare tachniesl
&T68s, 6.g., statiatics, data has been collseted separately for the
specific arca. Each of the categories used is Arspribed in detail
in the separate reperts attached, - e , .

_ Thé Committes on Professional Women in the Overt Componsnts has
concerned itself primarily with the employment of women in the Offices
of the Dsputy Direstar (Administration), the Députy Direster (Intellie

- gonce), the Direstar of Tradning and the Assistant Director for

Commmmications, The covert elements in these offices wers not eone-
8idered in this Committee®s report, s -

The Committee on Professionsl Womsn in the covert cduponsnta, '
originally established to consider tha employment of women in overseas

- &reas, found it necessary to extend its study to include thoss head-

Quarters componsnts having the prepondsrange of oversess emplayees,
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In the Committee’s analysis of the field situation, both elerical and
professional personnel have been considered; its analysis of the head-

_quartars situation gives more emphasis to professional personnsl.

. The Committes on Clerical Employees has reparted primsrily on the
utilization of women in clerical positions in hsadquarters but has
also found it appropriate to hizhlight certain problem sreas in
clerical employment common to men and women in these positions,

The Panel has considered not only whether women were being
utilised and in what areas of specialivation, but dlso the levels of
responsidility which they achieved. The lack of uniformity in the
Agenay®s arganizational structure has complicated this last point.
The grade attached to a particular position does, of socurse, signify

. @ certain degree of responsibility end difficulty, but there are vary-

ing degrees of praestire or status attached {9 argenizational titles,
¥While recognising that they are not in faet compsrebie, the Panel hes
of necessity assumed that such titles as. Division Chief and Branch
Chief represeénted uniferm organisetional levels.

 Ca. Compilation of Statisties

_ Tﬁe Personnel Office was moat cooperative and heipful in develop- -

N

ing statistical data available from central personnsl records., The
decision to apply mare flexible cefinitions of "professional® and
"elerical” did, however, limit the extent to which machine methods
could be applied and a substantial part of the data compiled vas.
prepared manually from a variety of sources, Certain discrepancies
are a natural result, The Panel considers that the minor inseecuracies
which mgy exist do not distort the pisture presented, ' ‘

1.

(KOTE: A1L data as of 30 June 1953.)

82 Jathoueh the median grade far stalf emplayses and staff
agents - e median grade for women is GS<5 as compared
vith 0S-9 for mem, . © g *

- bs Only 19% of women employees, as compared with &9% of
men employees, ocoupy gxrades higher than the median GSc7,

8, Although no women employee is in a grade hi gher then
GS-lli, 30% of the men employves are in grade 0S-15 and higher,

d. Although almost half (U3%) of men employess are in
@rade Ss:-noand h;yxfr, on]y 19% of mn uanB are in this
$' .
—8RCREL e
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Frofessional Persomnel - Overt Comporemts

(More detailed findings are contained in Tab C from uh!.ch
this summary 1s taken,)

2, Women represent 2% of approximately Dmployees
in professional positions and are utilized to some extemt in
17 of the 19 profassionsl c¢ategories, They represent less than
21% of the professional personnel in 12 of the categaries,
however,

b, Women represent less than 21% of the professional
‘employees in 9 of ths components atndied, :

c, Ina few fields of work, wamen hold grades above the
GS=12 level but no womsn employee holds a grade higher than
GS=14, In all but one of the occupational categories studied,
the highest grades held by women are one to four grades lower
than the highest grades held by men. _

d. In the components studied, the median grade for women
in professional jobs is; on the average, three grades lower
than the median for mem, ,

¢, No women are employed in exscutive positions. Rela-
tively few oecupy positions with line authority at the Branch
Chief lovel and nons occupy such positions higher than Branch
‘Chief,

£. ‘Trends in mplaymnt duri.ug recent months indicate
that only a small percentage of womsn are being hired for
professional jobs. The median grade for women hired for
professional positions in a recent six-month period was GS5=7
while that for men was (1&‘»«»9°

3. Professional Persomnsl - Covert Components and Oversm
Field

“(More detalled £indings are repcrted in Teb D from which
this summary is taken.) . :

@, Within the occupational cttagories studied, the great-
est single group of persomnel is - in "operations.” Grads
classifications in this category range from 05=5 to GS<17 for
men and from GSe<5 to 0S-1i for women., The mumber and percente
age of women in the opérations category, however, is compara-
tively small, and decreases markedly from hesdquarters to the
‘field. Vomen represent 25% of the total| |professio -
:;:nn:i igo operations in headquarters bnt only 7% of the in

e fie

oo



(1 SEORET -

Secsurity Information

b. In the categories of exscutiws support and adminis-
. trative support, which show the next greatest concentrations
of stremgth after operations, representation of women is
proportionately even smaller,

o In the three g'oupings under "analysis® (information
control, research, and reports), the total number of women
euployed is greater than in any other profesasionsl groups,
Grade ranges in this categary are approximately the same for
men and for women, ‘

- 4o In headqu, more men oecupy positions at GS-11
than any other grade, although the mode varies in different
organisational components from 08<9 to GS=1. In the field,
the largest coneentration 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 ccmparisono)

The preponderance of women in the covert components
is in clerical positions with relatively few womsn currently
utilised in professional wark, In professional fields, the
grade ratings of men are higher than those for women.
ko Clerical Personnel

(More detailed findings are reported in Teb E from which
this summary is ta,keng)

8, Of appro:dmtolyz employees in the overt cospo-

nents, are clerical employees and 868 of these are women;

318 of loyees in "intermediate® positions are women;
and professionsl persommel are womsn, In the
clerical group, there seems to be not so much a question of

utilisation of women in clerical capacities as one of ths
utilisation of women in striotly clerical work compared with
"intermediate” and professional work,

(1) The majority of clerical positions may reascnably

serve as stepping stones to admimistrative assistant and

olerical supervisor positions. Though women represemt 86%
of the clerical employee group, they represent only 73% of

the administrative assistant-clerical supervisor group.

(2) In positions involving machine operations, women
represent 588 of the operator group but only 2L% of the
supervisor-planner group,

(3) Comparing women in the "intermsdiate” group with

those in the same field of professional specialization, it

is found that the proportion employed in profeasional

positions is generally lower than the proportion in profes-

sional assistant positions. Hompn in mlyucal work

il
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repreeent 81% of the "agsistent" group but only 23% of the
oup, In editing and publiishing, the rate
dropsn'm? in the essistant group to 37% in the profes-
sional group; and in admimistrative suppart, the rate
decreases from 42f in the assistant youpto]a%intha

profsnsioml group.

(L) In only twe occupational eategcries, editing end
pnblmang and administrative suppart, is the lowest grade
held by men and women the same. In all. other cases the
lowest grade held by men is omtotwo graded higher than
the lmst held by women,

- (5) Incn]ytwfhldsotwrk,lihrmvmﬂodiﬁng :
and publishing, doss the top grade for women equal or exceed
the top grade held by men. In all other f£ialds, the highest
grade held by a woman employee is one to three grades lower

thantheh:lghoatgradoheldbymnmployvu

be.. In the covert cmponont.a '
olerical positions are m; 60$ to" posi-
tions are womsn; and only 168% ofesaional employees
are toman, '

(1) In haadq\m-tera 95% of clerical employees are
women as caq:mdsd.th&%intho intermediate group. In
the £ield, the rates are 92% as compared with 65%.

(2) A comparison of Massistant" with professicnal per-
sonnel in the generel category of administrative support
shows a drop from 33% to 278 in the proportion of women in
headquarters and a drop from 25% to 128 in the field.

B, Obssrvations

There is a variety of attitudes and subjective judgments whish
enters into the final dacision of an official responsible for the
selection of persomel far initial appointment o subsequent preomo-
tions and reassigmments, It i3 reasonsble to assume that one o more
of the traditional arguments against the employment of women 1s
Jilely to influence such dscisions, consciously or unconstiously.
The extent of this inflnence will vary, of course,

Listed below are some of the more frequent traditional argmonta
for limiting the employment and advancament of wamtn, The Panel has

considered and commented upon opinions expre mtheAmcyunn
ummn]yhurdmudomnto

DSO



8. "Homen are not qualified to perfosm in thoss positions
which they do not now ocoury.®

Comnents Since there are some women in praetical]y
every type of positicn in the Agency, this argument from
the viewpoint of any one individual office seesms question-
able. At least it would be nscessery to ascertain whether
the aspeots of a specific job make a woman ill-fitted for

~ the position rather tham the category of profession, It
is reasonable to asgums that thers ere specifis positions
requiring traits or specialized training which women are
unlikely to poasess,

. b. THomon won't travel,” and "Men are necessary in Depart-
mentadl jobs sinesthaymustbousedaarepmmnts for overseas
.pereomsl.," _

Conmente mﬁgmaymplmafmjymgenmot
women in overseas positions at the present time. Soms
woment are uncble and unwilling to travel, This is also
~ truo of som9® men. Hm,ﬁmAmmutiumaxw
personnel who are not gvailable for frequend travel, this
doesmtsmavalﬂdargmantmmthewploymntof
wWmsn 88 & grouwp. -

¢. "Women can’t work wndsr the presgures of urgengy and
.mcm considerations imherent in much of the Amﬂa wko“

Commants Womem employed in many Agenmcy offices axe
mmm working under considerable pressures and appoer no
weaﬁmwmmtbmmm. It was esrtainly
evident during the wer and posteer years that women were
vminganaablotomkmﬁwmm

try 86 well es 4n

8. "Hmn are undesireble candidam for long-range
expioyment bsssuse they frequently mt&'mpt o wmimmthoir'
employnent forl marrisge or famlly rom,_

Comments Although the current trend in the gensral ,
picture refleots an incroaging number of married
women in the employed population, it is trus that the
amployer cannot be sure that a woman employce will not olest
to resign upon msryriage, or to dowote more time to har
fmn,wthatahowulmqurealeavoofabmmtohm

v
sycae




Security Information -

PRSP Ay e c,..&.o Ju,_q,.
v\.v...\,dJ D) —t

_ 'Wtsfrmthemnbaﬂctomphmmg
without reference to sex otﬂ;ohﬂivmnno

, ."iomen are mo mtioml and 1688 cbjective 1.n their

towoblmthmm meymmtaurficionuy

agzressive.” _

~ Comments These snd other statmtorohtivotopere
umntbm'toommzdto ‘dealt with in any
detail. Undoubtedly a survey of case studies and persomnel
-mmmmm or a sanpling of opinicen ameng many -

. empleyees would havotobomumtonbnmuatem
. opinion of its antithesis. Even thsn, it 1s doubtful if
tluﬁndinga bovaudnndzrmwiom The
opinion expressed is doubtless true as applied to scme
meandasappnedtosommo' _

: 8o mmwwmwwempm m_

. are reluctant to aceept them on an equal basis as pror sional

mociateso

Comments It is probably offensive to many men to rind
8 THOmen . oecnpying pogitions supericr or even equivalant to
theirs. Tt 13 also probebls that meny womsn prefer to work
for men. In part, this preference comes from & traditional
sttituds teward women which will be affoeted only through a
slow evolution of scelologicsl chmige, Part of the attitude
matmfraninetanceawhweapoor saloction of a woman
was mede and the error attributed then to the fact that she
. ¥es & woman. Tho Panel hopsa that such an attitude will
i ‘:mtbemcptodascbmiwtothoutnmmummin
exscutive positions when they are qualified for such posi-
_tions. The selection of a man or a woman for an exscutive
- position ghould include considaration of the candidate's
lupmimm abilities and pa-obablo aeeoptanoo by subordinate
ap. 8o

d anspmﬁmmsofmnmmtum
as those of men, Wamen should not be employed in higher paying
positions and deprive men of these opportumities, Women should
mtboeaphyodatmuhanmmmmedofuplwnt.

of=
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Comments This innion ia not offerwd as frequently ab
present &8 it has byen in the past when, Md@xt@ally it
hed greater merit. . It seems to have become gensrally
agcepted that meny women are faced with the requirement of -
supporting them@elvssy of supporiing, fully or partially,
dependent relatives; or of contributing to ‘the support of
their own family., Assigmment or promotion on the basis of
an individual's perponal need is not justifisble in any
employment progrsm.; The importent considaration should be
the ability of the ilndividual to contribute to the objestives

of the empieyex,

In addition to the subjsctive judgments which color deeisions,
there are surely other considerations of which the Pansl cannot be
awars - detalled job requirements, varlations of similerly ¢itled
poaitions, implications of requirements which do not appear in wid-
ing, Many factors susceptible to statistieal imvestigations were
eonsidered for atudy and excluded becasuse of the diffisulty end -
expenss of developing the data, and, in some eases,, ths lask of any
emparativm data t‘rm outsidm sourmso o _

However, using the Mistieal data availeble and relying on the
obgarvations of its individual members during their asscciation with
the Agency, the Panel cancludsd that exeept for a few rather narvow
fields, careexr opportunitiss for women have been limited im the Agency

- in nsarly every professional area., Ths following psragraphs highlight

those areas in which the Panel feels the Agensy could prafitabiy affexr
greater opportunities to women carcer employess:

1, In the p:r@fessioml areaa, both covert and overt, it
appears that the administrative support positiems; the positions
perzaining to analysia, and positions requising a capacity for
liaison work offer epportunities fox using and advencing women
methmatpresentuthoeaseo ‘

2. Withia the overt professional categories the Commities
falt that more amphasis should be given to selesting women for
executive and executive suppori positicns end that attention
ghould be given to the poasibmty of using women in some legal
positions,

3. The comittes reporting en opportmutm for profose
sional women in the sovert positions recommended further ea:p'loic

tation of women in the areas of operations, training
transiation, > ’

el
_SEGRET™
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11, REOOT‘MENDATIONS_
Career Opportunities for Women

o e 1 ey o et s a < oo s e e oo

it is recmﬁods

In order to increase cerser opportunities for women in the Ageney

1, That the DCI issue a poligy statement to encourage maxi-
mus utilization of women in the Agensy.

2. That the DDA esteblish a procedurs foF

&, The review of all formsl and informal recruitment
requosts which state that male applicants ars desired, and

- ba Corrective sstion when the preference is not justi-
ﬁgdo ' '

3. 'rhat Agensy officials bs ensouraged to consider more
"women for positions in administrative suppart, analysis, liaison,
training,, legal work,, oparatiomg and tranalationo

_ Lo That mors eppmmty be given to qualified womsn to
advants into positions of exesutive rospomibility at al) greds
leveis. .

S, That a full-time cownsellor be sssigned %o the Imterim
Assiment Branch 1n the Parsonmsl Officsc,

6o That spscial sttention be given the clerical persomnel

by the appointment of a qualified perason in each mg jor cmpanezib
to dea:l uith probime of olerical persomnsi,

: 7. That supervisers provide continuous erientation to
‘employees at the section or unit level, particularly for m@
Alerical. parsonmlo .

8, That carear oppcﬂunities ‘for clerisal peraomﬂ b@
‘explored and publicized and that a member of each aareer servies -
board be designated 4o give spegial attention to eareer plamming
for olerieal perssmsl.

90 That superviaory training be required for all auperviawa
towards improvmnt of msnagement’ and morgle in the Agensy,
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ort\mities for Men and. Wemén

The Panel recognizes that t.he following reeamnmdations affect
fien as wall as women, but as a résult of this study the membars
have been’ impi'eseed with the need for action to take care of these
problme and ‘8o offer the fonum.ug coziments and auggéations for

conaideration by the Caroer Service Boards

19 It 1s urged that the program aJraady establiahed be
pnbncised and enforced at whataver level necessary for find-
ing qualiﬁed and daserving; candidates in the Ageney before
‘eonducting outside recruitnett .

2. A The Panel suggesta, too, that pnblieity b given %o
procedures to be followed whereby caresrists, through traim-
ing, may enter or advanoe in & professionsl field,

, 3° Thera is necd for thorough ard frequont brisfings of
recruiters and a policy of camplete frankness toward rearuits
_rsgarding probabilitiss in thsir job,

: Lo The Penel becams awareé of the great need for dwieing
some method by which perdonnel returning to Headquarters
frmn overaeas assi.gmants nay recseive guidance for their
future careers,

.. Further Studies
5 There were soms studies, unsvailable at this tims, which the
Panel. folt wonld be necessary, both to give a complete picture of
careers of womem in this Agency and also to throw light on problem

areas which exist here. The following studies were thoee ‘the Panel
éonsidered nost importants _

1. Qualifiestions vs. grades for men and women,
2, mein—@ade for men and women,
3 'Nrn-over rates within :c'ax*cain ‘oategoﬁes.

hoe A smnpling of clerical to profeasioml advancement
within the Agency.

.:.10@
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TAB A
CIA WOMEN EMPLOYEES COMPARED
WITH OTHER WOHEN

EMPLOYEE POPULATIONS
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STATISTICAL FINDINGS

\

1. Women represent 39% of the staff employos-staff agent group
in CTA as compared with a representation of 25% in the Federal employee
grovp and of 30% in the total U.S. employed population (1952 datago

2. Thoe aversge grade of womsn amployed im CTA is higher than thet ..

for other women Federal employees (1947 data), (This fact is not per-

tioulerly surprising since the averags grade for CIA employses is higher
than for Pedsral egenciss employlng proportionately larger numbers of
clerical and other lower graded perecanel,) o

3, Since' the emtrance rate for 0S-3 i $2950 per year, it is not
particularly significant to note that a substamtial proportion of CIA - -
women employess have salaries excesding $3000 per yeer as compored with
ihe total U.S, populstion of cmployed womem, IV is portinent to note
that the ealerics of women generally as compared with the selarles of

. men generally have lagged behind, even where both men amnl wamen sre pers

forming the same jobs.

Lh. The atteched cherte offer a sketchy plcture of the erployment
of women in this Agengy, in the Foderal Govermmsat, and in varicus .
specialized fislds, The date used &s a basis for these comparisons
veried in date from 1953 (for CIA) to 1947 (for the Pederal Govermment
88 a whole)s data concerning women in the civilian labor force were
dated fram 1949 to 1952, Source materisls used wore obtained from the
Women's Bureau, Departient of Labor, and contained statistles gathered
from such sourecs as the Census Bureen, the Civil Service Commisslon,
Bureau of ‘Labor Stetisties, verious prefessionsl associations, selected
stete industriel reperts, and agency and depertmentsl reports. In addi-
tion, occupational material on wamen wes collected by a search of the
United States Government Manual, the 0f£icisl Register of the United

- States, the Federsl Statistical Directory, and the Register of the
" Department of State.. . R _

Security Information
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Women in Selected Fields with Incomes Exceeding

$5000s .
{Based on Total Females in Each Field)

{s0—|

flo— | o

: Bf
65 ——| o &
60—l .

55

b5—

18

w1 &

31

|
4

9 |&8
L &

2
3

Diet-

Cent
Teach.|
Teach,
JroHi
Teach.|
Sr.i
iciansjf

Manag-;
erial
Elem,

# Teachers! Salariss Include Males

g/ - 29 of all elementary teachers are fomsle
B/ <66 of all secondery teachers are female
Statistics Used: CIA as of 30 June 1953
LA Others based -on 195

£ o

LI/ oer Fierds

2w

Women With Income in Lxcess of $25004%

20—, Sx

15—

10—

N —

ol
7 -1 ’! - 3

w8 25003000 | 3000-3500 | 3500-Over
L8
e .

* Figures for CIA based on total Agency

enploymsnt
Figures for women in Hational Lsbor Force
based on total of those with incomes.(1950)

5 on

AT/ vomen in labor Force



Y :
) )
Securify Infomuation

P

0

-Averags Orede by Age Group of Women in CIA and Federsl Goverument*
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INDUSTRY Totﬁ;imaElm;liyxﬁnt Hizghiim?’:’;esitinon%/ Ofﬁ;rs
Dept. Stores 684 50% L
Insurance 6L% 20% 2%;
Banking L6% is% 1%
Hamfacturing L5% 1% L
C.I.A. 39% 22% 5%

1/ Used Grades © thru 11 as CIA "Higher Positions®

2/ Considering Grades 12 thru 18 as Officers (CIA)

Area Survey used ierein was conducted in the Chicago area,

the Boston=Hartfurl areay and the Philadelphia. (1949)
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TAB B
CIA ‘WOMEN EMPLOYEES COMPARED

WITH CIA MEN EMPLOYEES
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CENTRAL INTELLIGENCE AGENCY

DISTRIBUIION OF MALE AND FEMALE

CENERAL SCHEDULE (0S) STAFF EMPLOYEESI
BY ORADE AND PERCENT
As of 30 June 1953

GRADE. NUMBER PERCENT
. Total ] Male ! Female Total Male Fenale
TOTAL 100,0 60,8 39,2
G5-18 0.2 . 0.2 0
GS=-17 0.2 0.2 0
GS-16 0.5 C.5 0
GS~15 2.3 2.3 0
GS=1) L3 L2 0.1
’ GS-13 ' ‘ws 605 0-3
GS-12 7.kt 6.6 0.8
GS=-11 10.7 8.9 1.8
GS=-10 0.6 0.6 la‘/
- GS-9 15,2 1.0 02
GS-8 1.2 1.0 0,2
GS~7 A7.7 11.1 6.6
GS=6 L.6 1.8 2,8
‘ G’s"s 11107 3;5 1102
GS~} 10.6 1.8 8.8
GS_°3 2-9 005 2uh
GS=2 0.1 a/ a

UQ
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t
’
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Average MALE AND FEMALE CENERAL SCHEIULE (GS) PERSONNEL. Average
Grade 31 Dec. 1952 and 30 June 1953 Qrade
|

18+ 18

17+ 7
31 Dec, 1952

16 —~ =30 June 1953 1§ - -16
15+ i -1
lh‘i— 4».11‘
13+ -13
124 _ e RN 12
al ”/,,.'// SRR s s S ~\\ IET
104 e ol
9T /’ + 9
g4 L 8
7‘_ ’/ 7 . - 7
6__. / ™ 6
51’_ /," 8 5
bt + 4
3t - 3
21 . 2
1 - 1

Under 70 and
20 20=2l, 25-29 30<34 3539  L0-UL  LS~L9 50-5Y 55.59  £0-6L 65-69 Qver
Age Groups

CENTRAL INTELLIGENCE AGENCY
COMPARISON OF AVERAGE GRADE
BY AGE GROUP
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COMPARISON OF AVERAGE GRADE BY AGE GRWPS OF MALE AND FEMALE

CENTRAL INTELLIGENCE AGENCY - S
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Average GENERAL SCHEDULE (GS) STAFF EMPLOYEES AND STAFF AGENTS Average
Grade As of 30 June 1953 Orade
18 ¢+ 118
17y far
—- =~ Male
16 + —: Female } 16
5T + 15/
T N IST)
134 JIUPTEtE SR 113
124 47T N
nT Nl
wor + 10
ST T 9
8+ g L 8
[ » “ ’ /""'-_-_—“—.—_._—\ | 7,—~
1T . o ,/\ ] .\)
61 et / \ ot ’:)
ST // + 5
I'd
'S Sy SN
34 + 3
2+ -4 2
1 — - 1
) UBSST  20-2k 2529 30-3  35-39 LO-bh  MSL9  50-5h 5559 60~6h 65e69 70 amd
{ ~ Age Groups
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IN THE OVERT COMPONENT! OF CIA
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REPORT OF THS COMAITTEE ON PROFESSIONAL
WOMEN IN THE OVERT OFFICES

 SECTION I, INTRODUCEION

£, Ob,lec‘;ive

‘I‘he Compittee on Professiocnal 9Jomn vas established to sindy the
utilization and cavesr opportunities for women in the overt components
of the Agency which include the Offices of the Deputy Director (Admini-

stration), the Deputy Director (Intelli gexme) » ‘the Director of Training,

and the Assistont Director {Commsunications). The covert clements in
these OPfices are a0% included in thie Commdttee’s report. .

B, Defigiiions

1. The term "professionsl” ineludes all persons on duty on or
exbum. 1 Septembe:r 1953 who are iisted on.the T/0 as "Officers"”

or who bold positions of eguivalent stature such as englusers,
libraviane, lzboretory technicions, ete., Consultants, military
peraonneld sod send-professicuel personnel hsve not been inecluded
in this vepgort.

2. DProfessicagl positions have been grouped intu 20 categories for

the mirpose of this study. (See Exhibit A4 for defiunitions of these
categories. )

3. I}z‘ ta prer—*cﬂrwd axe arresged in tebles Lo show utliization and
grede Levels (1) by category or Pleld of work, and {2 y ovgam.—
uati‘,n«xl componertt. Grade studlies ore bazesed oun actuwl grades held,
act on the /0 made aithorized, Figures on medien gyades amd
recent racruitment trends are besed on mechine listings furnished
by the Oifice of Perscanel. A1) other tebul gbions wers recorded
mupGelly by comuittes members. {See Em!.bl,t B Por tavulaticns by
office.

.  Surmar Y

A e T ey aha.

1. The ststistics presentsd in this report show that there ave
wany types of profesgional positions in CIA wieh ave Ffilled by
wemen. Women hoid poslitions in &1l the generel categories oui-
linzd in this study with the exception of Legel and Executive,
and, in same camses, have attained the grede of GS-1k,

-1 -
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'2.7 On the basis of the above information one might egsume that

women have sdequate opportunity to undertaks and to progress in
a career in CIA. However , the stat‘istics e.hw that-

{a) The percentage of women employed is much greater in some

- fields than others,

. {b) The grades held by women are generally lower than the
grades held by men in the seme categories of Jjobs, and

~ {e¢) Only a few women have advanced to jobs of executive
responsibility at the Branch Chief level. :
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SECTION ¥I. FINDINGS

As_ Statiztic'al

.1. Geneml Utiliza.tion of Profess:.ona.l Woa:ﬁen

a. In the overt offices wmn oCCupy an average of 21% of all
professional positions which are ed. Approximately persons
are employed in such positioms ; {79%) of vhom sre men; and
(21%) are women. _ , .

b. In the Pollowing fields women ere employed in moré than 21%
of the professicpal jocbg: _

categg_y Total persons in  Wumber Percent

. professional Jobs- Women Women
Livrery ‘ 76
Statisties - o 60
Medical ' © ho
BEditing & Publishing : 37
Analysis (Info. Control) 36
Translation 35
Graphics ' Co 29

¢. In the following fields women ere employed in less than 21%
of the praf‘essional Jobs: ‘

Ca.tego_z;y_ Total persons ia - Number Percent

» professionsl jobs Womer . Women
Analysis {Research) Co 17
Training Specialization -~ _ 15
Executive Support : _ ) 15
Administrative Support ‘ 13
Operations : 10
JOT Program 8
Analysis (Current Reports) 6
Technical 5
Liasison 3
Comeunicetions Spec. 1
Executive 0
Legal 0

- 3 -
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d. Offices which employ wamen in more than 21% of their

Professional positions are

_foice

oCD

ool

»/0D/1

ORR

o

CIR

0/DeI & I8
051

QNE
0/DDb/A
. Medical

e. Offices which empl
fessional positions: -

Cffice

Audit
Parsonnel
Camptroller
Generel Services
Logistics
Communications
Security
General Counsel

v 0iC

the followings
| Totai persons in

Munber Percani .

professional jobs Women — Women

5
30
29
27
27
26
25
2h.
a4
22

5o
e

Oy women in less than 21% of their pro-

Totel Iiersons In  Number Percent
brofessional jobas Womern Women

b2 e
oDorrandg R

2. (Crades a.nd Levels of Responsibilitx Attained by Women

' a. In & few fields women hold grades above the GS-12 ilevel s hus

€aly in the professionel
to the gredes attained by

b. The Following %eble shows the range
end women in each of the fields where

of the professicnal Jobs.

c¢ategory of Statistics
nen. -

-k

_SBCRET

have they advanced

of grades held by men
women oceupy more than 21%
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Category Lo Grade Grade

' . Men Rewge  Homen Ronge
Library ‘ 5-15 5~ 12
Statietics 9 7=~12
Medicel - 7-15 7- 9
Editing & Publishing 0«15 6 - 1k
Analysis {Info. Control) 5-15 5« 1k
Trauslation - : 5« 1h 5 .12
Graphics € - 15 5-12

¢. The tghle ﬁel’ow ghows the range of grades in fields where women
occupy less than 21% of the professional jobs: ' .

Category ' Grade _ Grade

Men Range Wonen Range
Analysis {Research 5 -16 5 -1k
Training Spec. ' - T -16 T-12
Executive Support : 9 - FL T - 13
" Administrative Support 5 .16 - 5 .13
Operations 5-15 ‘ 5-13
JOT Program -9 5- 17
Anelysis (Current Reports 7-15 12
" Technical 5-15 T~ 13
Liaison . -9 - 15 9

Communications Spec. | . 5 <1 9 -

_ d.
6.5%) are women who vary in grede from GS-9 to GS-14. The e
' Branch Chiefs hold grades from 12 to 15. No women are assigne Area,
Division, or Deputy Division Chiefs.

1
of BBra.nch Chiefs in the organizationsl compcnents s‘cjed,

e. A study of grade distribution in the severasl offices ludicates
that the medien grede for profescional men is 12 » ond the median for
professional women is 8. ?Figures available for computing these medians
cover all GS-T's and sbove, include same clerical and covert employees,
snd exclude professionals at the GS-5 level.) Median gredes in each of
the offices studied are chown in the following table: .

-5 .
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Office

och

0CX

0/DD/x

OFR

co

OTR :

0/I¢I, ete.
0sxt
CHE

- O/DD/A
Medical
Audit
Personnel
Comptrollier
Gereral Services
‘Logistics
Commmications
Security
General Counsel -
oIC :

3. Recent Eumployment Trend

- 12

1k

O

Medien Grade
Mele -Female
9 - 9
12 9
15 9
1. 9
11 .
8
12 )
15 T
9
9 T
i3 9
2. 9
11 9
11 7
h 7
. 8 7
RS 7
k1 9
15 T

- Duripg the first six months of this year comparstively few
professional women were hired by the various offices. A study of
employee sceeseions between 1 January and 30 June 1953, which is
sunmarized on the followlng page, shows that only 10 of the
professicnals hired during this period were women, 08t of whom
were at the GS-7 level. The median

this pericd was GS-~9.

6.

grade for wen hired during .
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. Grade A DD/A Group DD/I Group  Comuo. Training
o : ¥ ¥ M FE HF¥ "W F
15 % =vove
k1)
13
i2
11
10
9
8
T

(These Ligures inélu&e nonvprot‘essﬁ.dnal and.'cove;?t pe:;famgl,)

Y. Summary

a. Women oceupy an average of 21% of 211 professiocnal positions,
apd are villized to same degree In 17 of the 19 professional ca’te-
gories listed in this repor{. Women, however, occupy less than 21%
of the professional positions in 12 of the eategories. ‘

b. FEleven of the 20 offices studied have women working in more
than 21% of their professional jJobs. The other nine offices have
placed them in less than 21% of their professional Jobs.

¢. It has been possible for women in some fields of work to
progress to the GS-1b level. In all but one category, however » the
highest grades held by vomen are ome to four grades lower than the
highest grades held by men. : }

d. In the offices studied, ths medisn grade for women in
professional jobs is, on the average, three grades lower than
the nedian for men. S .

e. Women occupy relatively few positions vwith line suthority
gt the Branch Chief level and none above the Branch Chief level.

f. Trends in employrment during receat months indicate that
only a small percentage of vomen are being hired for professional
Jobs. The entrance grade for most of these women is GS-~T. '

v -
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8. _Carcer Opportunities for Women

1. The number of woamen employed in the categories Librory, Statist...
Medical, Editing and Publishing, Information Control Analysin, Transleisi.
and Graphics indicates thet women have been given considerakle caresr
opportunities in these fields. :

2. While the Committee has not attempted to anslyre fully the yeasd
for women's limited opportunities in certsin other fields of employmer
some discussion of the appevent limitstions in 12 categories ig present:”
below: : ' -

Administrative Support - Women are ususlly considered to Be well syt
for pogitions in this field. This has been found to be true iy
botk govermment and industry. Therefore, it is Justiliscvle in
‘inquire why such positions in CI4 are Pilled ‘by & emell percent:
of women. This question is rerticularly epplicsble to the eom-
pouents of the DD/A where the mejority of, such positions are
loceted.

Executive and Executive Support ~ Tae lack of woamen in these
categories indicaties that the Agency has not yet accepted wouc:
for mansgerial and policy-level positions. It mey be that not
meny womer in CIA ars euffielently qualified Pfor sucit Jobs in
the Agency. . During the last seversl. years, it is dovbiful thai
many women were hired because of their potentlel executive ehjli:
‘However, it is probable that, s the limitations on careey cpp
tunities for women diminish, more women will be considered capa’.
of filling these positions.

Analysis (Research) and Anaiysis (Qurrent Reports} - It is poesibiw
: thet the percentage of women in these Fields 18 low baecause mos.
®en have experience and backgrour. in business and induatry.
However, the fact that\:lwomen are employed in these fields
indicates thet additional opportunities could develop for them

in the future. ' .

Iraining - The percentage of women is low in this camgo:c'y becavse
of the many training positions in the specialized field of
commumications for which few women er: technicelly trained.
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Lisison - Many of the Agency's iielson positions xmquz g I e v T
et ell levels with other government departwents. Ooly cas
woman is i this ecategory in CIA. 1In detense of this fact
the statement has heen mede that “"VWomen liaiscn olficers,
in generzl, could not deal as eIfeccive]y 28 mep with tholy
mile counterparts in other Agencies." However, since other
government depertments have women employees who ave perfersin.
successfully in such positions, it is very likely thet CIia
#ln0 could find women who would be sble to do so.

Legel -~ Since there are now meny women in the legel profession,
it seems possible that some capable women lauye.ra» might b
employed in the Office of the Genersl Counsel.

Communications Specialization, Technicel, and Operations - Althoug
men are nore apt to be interested in and trained for positju..
in these categories, the fect that s few women have proven v
be competent in such rositions should open the field to & gre:
mmber of them. :

JGI' Program ‘I'he fact that few women are being selected for the
Junior Officer Trainee Progrem is no doubt due to the éLfficul
experienced in plecing them in jobe with sufficient carveer
possibilities. Some Offices are reluctant to accept women JOT
not only because of the pogsible risk of losing them after . ‘
-long period of traini.ns and rotetion, but also for the traditi:.
' reasons a.dv:anced egainet hiring women.
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SECTION III. RECOMMENDATIONS

" Po increase opportunities for wwen in the Agency, it 'is TREQRERINI

A.

' B.

C.

1. to consider more women for positions in the following cehe:

That the DCI issue a policy statement to encoumge maximam uvthi.
of wozen in the Agency.

That the DD/A establish a procedure for

1. the review of a1l formal and informal recruitment requests
which state that male applicants are desired, and

2. corrective sction when the prefererce is not justified_u

That the Personnel Office, in the process of filling vaeancius.
be authorized to establish a more positive program for findivg -
qualified and deserving candidates in the Agency before conduc
outside recruitment. : .

{The Comittee recoénizes that this recommendstion e:rfectﬁ men
well as women, but, 88 & result of this study, it hss been Im
' pressed with the need for such a program.)

That Agency officials be encouraged

Administrative Support, Analysis (Besearch and Current Fepo -
end Lialson, and _

2. %o give vomen equal consideration when filling positioxi@ o
responsibility at all grade levels.

-10-
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EXHIBIT A

DEPINIT;ONS OF THE CATSGORIES USED IN THIS STUDY

ADMINISTRATIVE SUPPORT - Officers inm budget, personvzl, secuwlity.
- ard supply. organiaaticn and methods, end similar admanisy

positicns.

ANALYSIS - {(Current Reports) - Analysts who compzle current repeihs

ANALISIS - (Informwtion Control) -~ Requirements Officers, and acslysi:

: cogeged in sereening, coding or disseminating documents.

ARALYSIS - (Researfh) - Analysts vhose research requires ares or subl:
speeiaiization.

COMMUNICATIORS - Officers engaged in any phese of communications sery

EDITIIR; AND PUBLISEIFIG - Intelligence Officers engeged in editing and
puolishing of CIA publications for internal o externsl diety:
bution.

EXECUTIVE - Deputy end Assistant Divectors,; their degvties and others
of equivalent rank.

"EXECUTIVE SUPPORT - BExecutive offgcers special assintants, advisory
planning staffs.

GRAPHICS - Ihtelligence Officers engaged in any of the graphic arts

such 28 cartographers, illustrators, draftsman, ete.

JOT - Junior Officer Trainees

LIAISONW - Officersz engaged in contact worlk with other governmsnt
agancies or other CYA components. :

LEGAL - Officers furnishing legal support for the CIA end Clﬁ\cmrl

LIBRARY - libraviens and archivists.

MEDICAL - Doetors, nurses, psychiatrists furniebing medical eupport I
tha CIA..

OPERATIONS - Case officers, field contact officers.

SPATISTICS - Officers engaged in comnilatton and analysis of scau;@*if
deta.

TECENICAL - Officers with technical skills not elseuﬁe:e listed gueh
axrchitects, engineers, etc.

TRAINING SPECTALIZATION - Officers engaged 1n training and oriencutiCz
of CIA employees.

TRANSLATION - Officers engeged in translation of Ioreign lanuuag@ ma b

- 1} -
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REPORT OF THE COMMITTEE ON WOMEN IN THE COVERT OFFICES OF CIA .

I, INTRODUCTION

. From the bogimning of its study of womsm im CIA, the Pamel ca
Career Servisco fop Wemsn rocognized thal the situeticm of womem im
the covert effices of the Agowsy was differsnt in many ways fram bat -

- of. othey groupsof wumen smployees. Ons section of the pamel, huewm

as the Plold Camittes, undertesi tha atudy of the pssiticn of vemem
eaployees overseas yeprosentimg all offices of the Agonsy. The Can-

wittoe’s investigzations showed that, since most womsa overcess werd in

the Office of the Deputy Dirzcctor (Plana), their situstion could met

be properly considered apart from theiyr Headquarters sontinmgest. As

& vesult, the ceomittes dirested its imvestigaticn teward both Heade
quarters and overseas woinsn porsonunel im the eovert ssolors. Demsstle
field perscnmel; 1.0., women in the United States but cutside Waghingten,
wvore exoluded, howaver, because it appeared that thelir situstiocn and
problems were closer to those of Hendquarters then of overseas groups
and of evert rather then sovert psrocniel. - ) o
. - ' - A\

The purpose of the study wae to learn vhere women wore ssrving la
the govert offices, im whai categories of empleyment (professionsl or

‘alerical, spseific profosslional groups), how they wera distributed in

Hesdquarters and overssas, their grade levels, and thoiy status sompared
with that of mer in similar assigmments,  The ultimsie objective was to
shovw whore women were Boing sucsessfully used end to indieete places
vhore they might meko additliemal comtributions to the Lganwy.

A considoration of the covert elamsnis of the Agency along these
lines shows that womsn are employed both ovexrseas and at Headquarters
in all types of work, both professional and clerical.. The greatest mm-
ber of women are in tha olorical catsgories, and the grade most conmoaly
heli 48 GS-5. There are, housver, womsn im all categories of professiopal
jobs, with the largest muber in opsrations and the pext largust mmbers
in analysis (infoyrmation gomirol, researeh, and reports). In elerieal

-categories, as elsevhere in the Agency, the numbsy of wemen givatly ex-

seads the mmbder of mem employees; im all professional eategories, the
. -a _
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mmmvandpsment ofmiamh larger, Hssnalsmmwd wmenin
merbop ard by percont im both Headqmrtezrs and cvarssas assi n‘m, .
but the proportion of womem to mein is much ml&w CUEYTEoAD at Head-
qmm 43 wmm of enployees are wvomen, ovarzeas. only 28 paroeat)

- There am sevm'al pmfosaicml m%gwias in which the pamntaga
of women 48 vory small. Of these, administrative sup;mt, training, :
Liaison; and translzation appoar to imelude fover women than might Bs -
usefully assigned. Womsn are serving throughout the world; there ave
fou. overseas Btations which have mo womsm, Women peracszel im small

- field stotions are almest subtirely clerisal, however, and women in
eperatignal pasttlans ere assigned to the smaller staticns caly fnfvew.
queatly, Duth oversess end at Eeedquariert women ogeupy fov esscutive
m@iﬁm, and only wo (mrama) are in a highor . paeitim than sestion
ahd

°

'ﬂw mps emsi&am ﬁWe mert oﬁ‘ioaa and overaeas mmmmel,,
& ?ouwss

DD/P Grmization, both Headquarters axd oversess,

m¢ emsluding spseial projects and their imatallations,..
| | Office of Training, -
Ovorseas elexomnts of the 0ffice of the Coanptmller and

the Offleca of Commimicaticns, :
seoticas of the Lﬁgistics 0ffice,
S, evsrseas fiold mmml under the Offies of Opam-»
tioma (oveﬂ)o .

- Overscas elsments of Headquar&am oﬁ‘icea are msual]y ‘attached to
DD/P installations ovorseas and funstion there an part of the DD/P ergani-
gation, They have mot, therefore, beon ecnsidored sepryatsly feom DD/P
pergonnel, and since, upon returaing to-Headquarters, they nogmally re-
vort. 40 their own ceumponents, mo comsideration has been given to their
Headquarters status. Such ovorseas elsments are of relatively mmall
numbars, a8 is the FBIS organisation; the DD/P ccmplex inoludes by far
the greatest mumber of overseas persommel and consequently haa recpived
the major emphasis. ‘

' The figures used im this study weve compiled mammally from DD/P
md other files, since no machine figurss sould bs obtained which dis-
tinguished between fiold and Headquarters perscumel. Because the som-
pllation vas made over the perdcd of about a month, during which tims
there was some rsamaimnt of 8lota withip the DD/P and & transfer of

« 2 =
. SEC '
Security Information



G e

SECRET
Seourity Iﬂfamt;w

commmniontion slots from the DD/P overssas to the 0ffles of Communieae
tions, there are scme veriantions in aomprshensivencss of figurss fron
division to diviaion, acoording to the atage of the transfor vhem the

- #geords wore chooked., The general peresntages betwoen fleld end Hsad-

quarters and between men ani women, however, appear to be luttl.e ai‘f@o‘&eﬁ
by thesa diampanciea en the general lawel,

Figures relats s@hly te poaitions ac%mlly held aad o the grade
rating of the holder; vagansies and differcnses bdstwsen skst rating and
astusl rating beve mot bsen recerded. Military persesmel, vhore thoy
are assigmed to regular mon-military slots, havo beem smmied as holding
the rating of the slot, simso there appsars %0 bé no sonsistansy in-

‘equating military rank with slot rating. MiliRary peresmmel in parely

military positions and military slots have not besm ineludnd, . The large
rojest ecmplexas and imstallations of spsaializel pature have also been
cadtted, bacausa tholir employrsat sitwation depends $60 munhk upsa tho ~
roquiremsnts of the projesd to be twpical of wsmaa instllations,

¥ost sush establishwsnte, | ars compoasd
aimgst entirely of msm, ths only mm employeas baing a wory small
mmber of .clorieal porsommel.

© Analysis of psrscanel positim has bssn mde in two ways) by mdsb
showing numbsr ani- psrosntage of men and of wemen, and by goneral gade~
gorles of werk, showing nubers, g;vade ranges, and mumbers in sach grade
within the ramge for sach category of both ken and women, and porcaniages
of men and of womsn in each categowry. Each of these ssts of figures is
divided again botwsen hesadquartsrs anl field, Im addition, over-all
tabulations have beem made of tho total number of perseamel in cach cats-
gory and im each grade and the porcentages of men and womsis and of both
groups m headquarters and mrseau,

- Tha gemsral categories of caploymert have been considored im thres
major groups under the follswing headinga:
‘Professicml — Exesutive, Bxscutive Suppert, Aduinistrative
Support, Annlysis, Opsrations, Editing and
.Publishing, Graphics, lLiaison, Siatistica,

Library, Training, Translation, Teahnigal,
Commnications, Medical,

' Supsrvisory
®lorieal -~ Clerical, Machine Oparatars.
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by division, staff, or office of the total porsonnsl strength, the
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Definiticns of the positiens imolunded under each categery appesar in
Buhibit A, ‘ |

Tabulations of positions of covert perscansl imelude presentatica

mabor and percent of mem and womsn in each categery and im each grads,
at Headquarters and owerseas; proseatation by sategery of the muwber
and pergont of men and women at Headquarters end overseas; and am -
analysis of ID/P age and grade distritation of G5 staf? employwes emd
staff agents oa 30 June 1953, ALL tabulations emsept ths lust were pre-
pared by the ecmmitiess the DD/P analysis was propared by the Powscimel
Offies, - S ' :
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' ticm, sinss 4t empleyrs all but e swall percsnt of the cevert persenmel

'ummmenmmmwmwdmmplmdmthe field,
s . te fairly coumbed im the coverd offices, : Pigures of overseas empleymasyd -
- fyem these effices have bsen tabmlated, bub pareontages avd most figures

waned i field msmts o dn mel mﬁcm

0f <the — '
E WS are waEn, Of %@8@9 apprezinntely €0 porosnt are im clsrieal

catogories were atudiod by tho Glerisal Cezmittes of the YWomen's Papal, -

.Btatith, Fer these oversess vemem, Administrative Assicest 4o Mo
. olassificaticn generally hold, but Rasre are some clussified as 868 3LITF-
- stezographor oF mtemgeme assistants t‘w ustal re.%ins is mms % G§=‘?o

1, The DD/P hms boon comsidered en the type offics for ewnmisss

ef the Agemay, Statistics frca the Hsadquarters offices with oversess
elemamto ezuld nst, bsoauss of their emphasis cn Haadquarbters organizé~

bave besn hased emly e the DD/P £iold and Eeadquarters, The fimemes
firem othor officss pwodwas mo diserspaacy in percentages of men asﬁ ‘

pleyed dm the DD/P offiess, 35 Wﬁ,

peoitions and 18 povesnt in. mmsm or intermsdiate cetegorics, tha
remainder in mrofessional categories, 'In goographic dlstribuﬁiom,t}
or 41 pawoent, m mrms; they m‘&s up 21 pm'cent of all owerssas

: p@rmlo ,

3. The at.atua ami mbimn af' m in tho clam.cal e.nd ammwiswy

and ©d @'mt additiens eould be =ade to their findings with regard vo
esvert employmenmt, Positicon in the gswort officss cr overseas doss not
diff@mntﬂnte meubors of these categeries frem their sounterparts in |
evert 6ff4aes, It fe moted that vosom in these caleguries eve employed | |
in almeat all ovepesas offices and in many of the smallsr staticas (under
five Lomay paseanal). 4a the £1sld are the only vewsa empliyecs ot the

b, The sitmtica of profossional womep i Eesdgartare oﬁ‘ﬂms bas Lo
been studied by the Professicnal Committeo, amd 1te findivge apply to scme
extont to professional wezsn in the govert offfces; bBub thore are scme

‘oircummtances peculiar to the DD/P wbich must bs comeldered separately.

Professional status has boen determimed om the basia of job title emd

function rather then greds, eince operations officers, translators, yo-

ports officers; training officers, and some other professiopal slagsifi-

‘cations inolnde persomnel ra%ed as low as GS-5 and occasicnally @Sy

-5
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Ths amﬂ.mmt ef peroenmel to ostegorics was emimly m&ma-y Ko
consisdtensy in eiamiﬂn&im azd titls exists between offlces apd divi-
sicm of the coverdt secters: ea%gmiea had te be determined o the hnm.e
af pmitim md msmibimey ra%mr thm w.m., e S A

5. The larmt s @f W@uimﬁ. psmmel apmm in %tw
eporations m%@gwy Other profeseiszal groups aeo. Fergesented by Fol-
atively smnll mabers, particularly whiors famctions gad pervices (eush
25 coms aspeste . of ﬁm and supply, statistieald work, pubncatim,
sbrorles, and machino operatioms) ape scat¥ibtuted tu the eowert sfflces
by other eempencuts. Operaticns in fast comtaims move persoénsl than
statisties mmam, simse mamy officors in exssutive or ssosubive sup-

" pert. categorien ave actumlly eperntions officers. Im the fisld these

sategories are mmmd Lrgoly. of statica axd mission ehlefs, thelw .
doputics and staff membows, mest of wicn are om%iem cfﬂewa with ag .

mush epgaticmal as w&% fenotion,

6, The largset prefessienel wwgm‘ of wamuea, immding alght
@fanwmmplmmmmm? is coperetions. ’R’Ww&
venen (15 pswosut of vmsraticns @:fﬁw%) in the entegory, the
gmmx;ar esmbar m Headguarterss the pmmemage dmmm@s e:km'ply in the
fisids

Gzads o]nsmificaﬁom in 4he opamtiwa category run from G5-5 to GSi7
for men and from GS-5 to (S-1l, for womsn, Two women GS-L°8 are operse
tions officers, although ¢na, a8 a dapaa%y chief of a%ations appoars in
ths exseutive auppwt eatogory.

" % In the categorier of executive support and administmtim sup-

port, which show the mext greatest concentrations of strsigth after
epsrations, yrepresentatien of vomon is preportiomately even smmller,

Only im the categury of analysis, im all three of ita sestions, is thore

e greater peroentage of wman, With a few exseptions in opepations and
exsoutive oategoriss, this is the only category in which women hold ad-
miniatratiw positions such a» ssotion chief, in either field er headquarters.

> B -
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$8 a B |
® -8 98 2
8 % - 81 19
75 23 93 7
58 42 73 25
56 R’y 73 2
53 b2 56 44

8, In the @t&w protesss.ml m%gc?&ea, &‘xe mmbw of woemss 18

 very spall; end thelr grade lsvels ere low, In ths technieal fislds
. vhore special background requirements, WQ ‘end mﬁm '

cireunstances 1imit tho mmudep. of quelified or imtoresied womsa, thids
ia %o bo expected, .14 other categoriss sueh av trainimg, the small pey-

‘ 'm%ofmmispart]y&u@%othemllmberof’mnpoam&mm

mcessax-y nonaaomdmia opsmtioml experieneao

- 9, Covert oersomel are 48 p@re@n‘h :m Kaa&q\mreem aml 52 mman‘%
ovSrssas ¢
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.D&aposi.um of DD/P persomnel in the gsomphio divisions, exolusive of

the Beadyuarters staffe, 4o oven more oonolusive, for 66 percent of divi-
sion parsdionel are im the field, Of field psrsonnel, 72 peroent are wsa.
A further diffevantiation between men and womon in the field 4s indicated
by the fact that the commoneat rating for msn ovorseas is GS<9, for women
(S=5. Ap noted above, woman are stationsd in almest all overseas inmsiale
. lations, bud the largest mumbor of womenm ovorseas is in the oclarisal or

mpsrvism‘y oatagm

10, In the DD/P as in other offices, ths mmbsy of nea in hi.@mr
grades 1s mich greatsr than ths mumber of vomen, The mmbers and persent
at maa and women in @a&m of G‘S«-‘? and a.b@w iz an followss

Mem 69 9% T a9 |
wesm 10 _;43 ‘ 8 56

of this rank ia the DD in Headquartors and in the field, The
‘Headguarters wemsn are in Analysis (Research), Exscutive Support, and
Oporations categawries, the rield persomnol in Executive Suppord {astually
operations) amd Idalson categories, “omen cocupy few: sxecutive poaitions
and nothing beyond ssetica chief in Headquarters. In the field there are

‘station chiefs who are women, but the stations are smull, Ia gomsral

s ranks held by mmm in field and H&adqmrters jobe tond % be 1oy

ﬁhan thone hald by m in aimilar positiomo

1. The M@est ?’ade held by women s @S=143 there am:'mn

"2, Tabtulations em whish statemente above are based are enclmed as
the follswing exhibitss

Fxhibit Bs DDfP staffs and divioions, showing strength,
rumiser and pareent of men and women at eash
grade lovely and mumber and percent of msm and
wvenen in each category; and the grade ramgs
fer the sategery.

Exhibit Cs Overseas elemsnts of Headquarters offices
(Cemptroller, Commumications, Logisties,
FBIS), showing mumber of women employeos ina
each sategory and grade rangss for wemen.

o8 =
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Exhibit D3 mﬂes of mmbder asd paresnt of mam end
ws ia sach. eategory in the DD/P etaffs

‘ and divisians. .
' Wbit E: Avalysis of DD/P age. . gmwu@;
o of 0S staff employeos __|om

- 0 Jums 1953.

- 13, Amg W‘% mml, VSRR mm p@sium im all the pro-
Pesaienal eategeries, eltheugh thelir wumders are always small in esm~-

periscn with the musber of mom, The highest eoncentretiem of womtm in

the prefessioral groups im the DD/P 48 im opsweticns, which elss hme the
heavicst somsemiraticn of men. After this, the greatest musbor of pore-
feasional wemey 48 im tho ontegories of drelysis (Informztienm Contzol,y "
Regcareh, and Reports) , and in administrative amd executive supporb. -
The. proportiens in these lzst two eatogoried are mash ssmller than o
the opsraticnms and analysis grovps. It is wﬁnﬁwny in the amlyam

: ea%gwy that woRen tmva attsﬂ.md witiom a8 mﬁﬁ.m ehiefa,

m, Gsogrephic zmw%@mas end dizfieﬂty of hving conditim ap-
psar to present little obstrustiem to the stationing of womsn GVeFHGRS8,
The fact that mest women in swall stations are adninistrative and clerical
peroennel and that fow ave epamtioml gven in the lapger 3tadions re-
flsots o cemmonly cxpresssd chjootiem to vioman hapdling oparetions im
the flold, Asaignment of wesish to field opsratioms is limited by o
Myfwcnwmmwmwtmmmmﬁmmww

|
1ocal mores azd attitudes in the foreign arvea which might hamper .
5 vaman opmtimx by problems of. plousidble cever; end by situationms
in vhich women might not have aceess te intelligenas ebjectives. Im same

. covert offices, ulss, whare ths emphasis is om ps.m-muﬁmy aodtivitias,

fou women are qnaliﬁod for opsyations mk

15. In view of the figuros shown above and im ths attached exhibits,
3¢ appears that the fields of amalysis, opsrations, asd administration
offar the bast possibilitise for earcer advancoment for womsm in esverd
offices, In the ficld of operations, the greater mumbse of women is af
Healquartere, with a mich smalley mumbsr and e vory mush cmaller porcent
in the field, This differential reflests the ides, held by scme men in

-9
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emuml and mtive mium, %hat wEIeD aFe not sulted to mﬁ.«.
eipate aotively or world not be mrofessionally adequats im diweed agest
hardling in the field, as wll a8 in other details of field operatiens,

That this idea 85 fallecicus §s sheum by the sucecseful opsratiomal Coyoord

of a nmbor of wemen im varions grographical arezs and the gemeral ae-

. doptance of womsn im tho oporetiomal officss at Washingtem and £1s14

headquarters. Ia some typss of opsraticap and 4n gome toohniqusa, vomen

‘have advantages over mon and cap be uséd more. eﬁ‘aouvely. The fisld of
. gpayaticns offern nemsrous

SArese pmdbint:lea to vomon vith imcgins-
tion, eunsrgy, and awﬁw. Goed opsrational pe¥sommsl are almys
at a wwm, aad o vama vith a mu h tm.a mbjeot is iewaluable.

15, The amalysis Wcmﬁm are oftam rocognisud im the opsratiomal

- peotor as baing pariicularly suited to wemem, They do mot maks the techmi-

eal, physioal, ead profesaicnal demmnis of operations, amd they offer

' opszimgs fog the utilization &f wossersh, editerial, evd related eifilis

in a field vhore mem appsar %o feel lens imterest than in eparations,
Readquarters rossarch and reperts staffs at all lsvels centein miny wessa,
and reports werk im the field is oft@haxdlodbyum. The raports emd
sounterespionags sections have msro womsn chiefs than any other calegesy.
Both reperts and comlercapicoage offer exasllent epshinge for advamm‘&.

to excoutive positions amd. mwido assellent baokmm for wvomen who wish

1) enter ematimal WOFiR,

W, Amg mtegeﬁoa ia the eovert eﬁ.’iees m whiah vonst ave not
in Wt forss W wvhoere mere might be abls to werk ere administwative
ond rascutive supooit. - Vemen of lsver rating hold edministrative

) poaium ok a8 sdministrative, perssumel,or intelligensce e.asiatm%,

and there are possibilitidas fer qualified women im highey watinge.'
emphasis could bs placed ca soleoting wozien for a&mmistmtiva mapport
f\motims suck ag peraozsml ommmg am mn‘mo : :

3.8. Profeaaimal ﬁam m wvhich fow wesen are wpmyod buat ulmm
they might bo.of oonaiderabh valuze are translation, linison, and traiming.

' There 1s 1ittls mseeseity for tramslators at Headquariers, but im the
. f4eld vhere there is e oenstant need, more women might be employed. A&

factor in favor of women as ramslators.is that man assigned to this work -
are cften imterrupted to assist with opsrational-duties. Qualified womsn

- translators are evailabls, amd women migh% algo be treined for thia work-

through the Agency language programs. Ia liaiscn, although the statemsnt
is oftem made that Amsrican agencies will not accept wamen liaison '
offieurn, there are meny examples ef susssssful liaisen aetivities con-
dasted by womem. In the field ard opsrationally, vwomsn have goms ad-

. vantages ia liaisén with foreign servieces, vhere they usually receive more

sourteous treatmont than my bo thau@t messary for men and are abh to

.10 -
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ask for infermaticn and cancsnalens nod almys easy for men Yo obtaim,
The thixd fleld, tralning, ccum u0e mOre weksh in sestors im which woman

ags specially qualified or mmwswrous, such as reports, research, amalysis,
and scms phases of opsrations, as wan, as in achinietmtion.

. 39 Besause of physieal mummtim ‘and %eehniml wquimmn‘w
therg ¥il, alunys be scmw f£16lds in vhich few women vill be qualified,
This should nét prevont the cmplsyment of weien who are qualified and

E  interested in fm@ work, Ia semmmications, the reascn fer the &mall

emplogese usually eited is that few wemen have the Sechuio
eal backgreund w th@ intsrest noaded in the fisld., Many aspssts of

‘physical seourity pesitiens, sems aspecis of training; amd 4m the field o
seme of supply handling ami gilitary and pare-sdlitery overations, dsmsmd
o pmu.eal s@mm and’ wofessimal exmﬂme Lovw womsn pPOSO9Bs. -

m, It has m mw out above tlm% em%mues in scwa fiolds.

mmhwtmfwmatmmmmmmrﬁem. In e

smallsry £i0ld stations vhere offiolal sover and othsr spseifications af-
foot the eslsoticn of CIA represeutatives, epportunities for wemen will
probably alweys be relatively fou im the opsratioral field, In the larger

atations |

- there is ample possibility for women 0 work in all phases of Agondy acti-

vities. There are very few oversess CIA statiema| Jwith no
wamen omployess. It iz mot the vnwillingoess of women to travel or the
inability to cops with foreign enviromaents vhish limits the number of

. women employed im the th&wthehrgemmberofwmmnemployedomrn

82as mdieateao o
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111, . RECCRRMENDATIONS

Mamy of the problame vhich face psrscmmol in ths coverd effices
are not styietly related to women dub apply equally %o msn. There arg,
bevever, sons olroumstanses which apply specifisally e more gonorally
Lo wemsa., Por many problems, sush 68 hesdquarters-field rotaticn, ¥e-
lations between the eovert offiess axd otbsr compsments of tho Agsacy
ia regard to rotatien of porpemanl, aad limitations of employwsnt fow
worsn in eoverd effices, av adequate solution ean be offered. Socwms
resopmendaticas are mdd, howsvor, conserning speeific factors affeeiing

women in owwerd offiess, = o

_ pecoumsafied thal séme methed be arranged by which porscnnsl
returaing to Headquarlers fyem ovovseas agsigmments may recsive guldamse
for thelir future ecaresys, Every returnse §s faeed with the predles of
deeiding whethsr to return %o the field im his ovn or stms othor area,
to remnin in Ezadquarters im his oum divisiem or in somo other division
or ntaff, or % tranafor into some cemponent cutsido DD/P., Hany re=
turnees are wnfamiliar with Headquartszs organization, with the positions

‘and types of werk availsbls, and with the possibilities of twanaforring

into other DD/P offices cr other componcnts of tho Agency, Most psreon-

‘nel returning from an assigment ave offsered 1ittls suidance or orienta-

tion, and unloss there is an immedisto demend for his purtieulsr ebility,
a returnee may go throuzh e long period of umcortainty apd disecmfort
befors he finds a suitable positien in Headquarters or decldes %0 retusn

. %o the field. '

. It is recemmanded, thorefove, that sems provision be made to ensbls
returnces to reosive inforwation and guidance on positions sveilable and
to scquaint thomselves with the general organizaticn of Readquartors
officss ~md ccapoments, Guidance sorvice should include a discussiocn of
the interests and abilities of the individual and whers he might ba most
usaful to the Agendy, and 2lso the training required and the spssial treine
ing available. Womsn retwrnses should also be allewed to cffer any coements
on fisld probloms effescting womsm in the ares from which they have coms
and suggestions for their saolution,

The mezns of establishing such a Headquarters sounselor for field
peraennel might be to plice am officer in Central Progepsing or in eaeh
of the DD/P senlor staffs. Such a counselor should be sbovs ths lsvel
of the geographieal division but should work elosely with pasrscanel and

12 -

S
Security Information



[T

. apd induoeronts

Co

OIa N YOy
S@mi?.y Information |

Ploesment affices of the divisions end staffe, The aseigument of &
scunseler to 2 lerge base or mission to advise psrseamsl abroad before

thoy return Lo Headquarters might elso be helpful,

. Om the Headquarters sile, arvemgerents might be made to eamable
amployess ubko are imtorested in oversses assignmonte to obtain informa.
tien theough & eowmsslor cn conditions omd podssibilitics im various areas,
Such a ssrvico might be an important faoter im smployec morals 4n inform-
ing smployoes in advance of the conditions they are likely to enscountsp
and the adfustments they may bave te male, as uwsll es of the adventages

It i suggestsd thst the opportumity avedlsble through tredning foo

. emering o edveneing in a pyofessicml field sush as opawations or amalysis -

bs publieised SESRg WoRa wplqywo o

) The ecuress Bow ewilable in Tralaing make it possible for Agemey
perocansel to acqulre backgrownd kaowledpe and professicmel traiming im
all linse of Agonsy activities, According to the pressnt practiess,
sovert percommel are entered im training sourses on tho basis of their
poaitions and job ssoignments. If an employse wishes €0 change hiz ag=
sigament and to teke instruction in same othey field, he miot both pase

an assessment for aptitude in the nsw line and recsive the approwal of

his brench chief for the coursse he wishes. Thia possibility of emtering

cperationdl, reporting, CE ard other types of work is opem to men apd

women anm .

It i8 suggested thet this mcans of improving professiomsl status be
mde olear to womsn employses, parbticularly im the lswer professioml and
intermediate eatogories, sithor through counssling or threugh & publis ..
infermatien program within the covert officss, It is further suggested
that wouen wvho apply for such courses should, if thoir asscsament is
favorable, bs given the approval of their branch chiefe for taking the
gourss, and that if they show ability in the course and pase it sucsess-~
fully, some provision’be made for essigning them to a new job im the line
of the study undertalken, _ h - :

It 18 recammendsd that more recognition be given, through highes -
ratings or assignmont to exeoutive positions, to women who have shown
outstanding ability and achievement.

- 13 -
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A few wvomsn in the sovert of‘ﬂoea of the Aysncy haw attainzd ratings
‘of GS-14 and a fov more of (5-13. Tho proporticn iz atill very small im
comparisen with the number of mm’ holding these and higher ratings., Mero-
over, a2 Agensy records show, womasn uswally holt ratings one to thres
grades lower than those of moa in m;ambh ponitiom. _

In considering employces foz' m m?.im ad promotions, at%enﬁ.cm is
somptimos given to extornal factors ecuch as the sooncmic obligations ¢ the
- capdidate, WMen with femfllss and housing comuiiveonts may receive preferense
pertly om ths basis of their need for the momey. It 25 suggested that, im
detormining peaitica ratings and prouctioms, the vmiy fastors which showld
be aonzidered are the werk done and the quelificatiens of ths iadividual,
Women whe are well quslifisd and expsrieoncsd sheuld psseive the same satings

and promotien ap;m’tmueu a3 won of ccmpmblm moic\amm, exmﬁm P

andjobmfmm. o

A statement which has m made at varfous lwes \y moa im wm
offices 18: "Ask ber, She isn't tho chief of th: ssoliom, but sho 4
the cao whe kmows ebout-it." It is suggosted Mhat vhen & vesER 49 0o~ .
Imoirledged $0 be an authority in her poeition she thoul) rocsive more zhm
this type of umofficial regogaition of her abilitie:, oither im teorns . of
. executive. poai%im guch as . mtim chief or m himv j@h m\aing, or ia

both.
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REPOKT OF THE COMMITTEE ON CLERICAL EMPLOYEES
IN THE OVERT AND COVERT OFFICES OF CIA

I. INTRODUCTION

Objecti¥e: This report is corosrned with the utilization of and

career opportunities for women in the clericel amd intermediate
groups in (IA. It covers headquarters and ficld employess in the
overt and covert eomponsnts of the Agercy. To maintain uniformity
with the sther subccamitteses' reports, overt and covert statistics
are presintsd sepsrately. , '

Dofinitions: In its study, the Committee on Clerical Employees
8 coniidered two groups of employees, One, (hereafter designated

as the "intermediats" group) 4s composed of psrsons having speciale

iged 3kills, such as Radio Operator or apprentices; Pergonnel
Asslstont, as opposed to the profeseionsl of journeymen Persommel
Officer; and supervisors of clerical operations., The other, (hére-
after raferred to es "clerical®) is composed of persons havisg
skills with office machines and proceduréd, This latter group
includos stenographers, typists, clerks of all kinds, mechins
operators (e:g., Tebulating Equipment Operator), telephone oper-

. ators, receptienists, ets,

It has been found thet this breaidown, in the mein, holds good

 insofir &s grede rarnges sre concernsd, The intermediate greup

rangos in grade from 0S-S5 through 0S-9, with & few supervisers of
highly epecialized skille going as high ig GS<llj, The clericel
group in general ranges from (S=3 through 05<6, with a fév sécre-

tarinl positions in “front" or hesdguarters offices going as high

as (=9, For purposes of this repoart, wege board employees,

CPC's, consultants, ataff agents, and militery persennel en active

duty assigned to the Ageney, have been caittted,

Within these two categaries the Comrittes has tried to eonsider
the distribution of men and wemen im each group and ths cemparetive

grads ranges of men and women in theso groups.

In brief, this Comnittes cen goneralize that for reasons not

yeb established, the proportion of men to women reverses sharply
as the level of responsibility incroeses; and that in esrtain
categories the grede range as it exiets gt the present time is

more favorable to mé than to wemsa,

RO UV
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Secondly, it has bscome obvious that certain problems exist for

a1l personnel, whether men or women., The major onss are a high

rate of turnover and the related problem of ingufficient integration

of clericals into the work of the Agency.
!
|
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IT, FINDINGS

Statiatic&l- In presenting these’ figurea, the Committee recogniscs

8y represent a purcly static picture of the Agency, and that

the factor of movement, either by appoimtment or promotion into a
given category or level of responsibility, cannot bs portrayed.
Further studies in comparison of qualifications vs.. grads for men
and vwomen and of time in grade bafere promotion for both will be
negessary before a complete analysis can be attempted. The Committss
was unsble to perfornm thess studies; since Ageney records axre not at
present meintainsd in a form from wideh the meterial can be easily
extracted in the time allotted for this projects

1

Overt Offices:t Among the employess in the overt
Offices of %He Agency, the dist¥ibution of men %o womsn is
ag followss o o

- Clerical . GS 3=6 - 868
Intermediate GS .6<9 ‘ T 31%
Professional 0Sol through 218

supergrades .

~ The intormediate group must be regarded both as an eminence

to which clerical employses can aspire, and as a training
grovnd for profesaional rankg,

The persentege changs in the men/wcmn ratio from the Assist-
ant, o the Professionsl level is of particular interest in
the i’ollwing categoriess

Assistants Proresaionéi
“percert “percent
men  women men WOMER
Anslysis : 198 838 : 778 2%
Edit & Pud ’ 38 T0% 63% 37%
Admin S@por‘% 56% uzs & 13%

In FAiting and. Publishing Ascistant and in Administrativa

" Support Assistant the begimning grade for men end womsn is
the same. In all other categories where wemen ars employed,

the beginming grede for men is o_ns to two grades higher,’

In the Library Assistant category, the highest grade is
held by a woman, and in Editing and Publishing Assistant,
the top grades are the same. In all other sategories in
which womsn are employed, the highest grade held by & men
is one ze three grades higher than that held by a woman,

::3::; ’ '
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In the first case, clerks s Yypists, and stenographers,
which comprise ths great bulk of the clarical group, can
thedretically be advancelto Administrative Assistant and
to clerical supervisory positions without acquiring addie.
tional skills bayond a knowledge of offics procedures and
‘an ability to handle paople., In these positions tho dis-
tribntion of mén to wmen is a8 follms :

M P M @ FE

Clerical . 119 898
Admin Asst and

Clerical Supv 278 . 13

. Grade ranges for men and women in these categmriea are
. the seme, :

Similserly, Maehine Operatcre hope to0 be advenced to Super-
vigors and Plenners. In these poaitions the distributioa
.ofmentomnisasfollwa:

) | M F Mg ¥z
Operators - D : L2% 583
Supvs and

Plamners 76% 2%

In this latter categery the grade range held by men is
GS S-14, by women GS 5+10, :

In the intermediate group, in add&tion to thess categories
to which clerical camployees espire; there are seven rela-
tively large categeries of "asgistants" which run parallel
to and might be considered trainming for professionsl
‘eategories. Thsse ares

Aasis&mt‘s' o Professionsis

v b ———— e -

| M| orade F |crade orads| F Gradsi P%%’%

Analysis - 713 5.12 5<16 S=1!s
- Library s =6 5-15 512
" Edit and Pub 56 56 9=15 61,
 Statistics 7=8 ST 9 7-12
 Admin Suppord 5=12 59 516 b=13
. Tech 5-8 L. 5.18 7-13
. Graphics | 6T oon 6<18 5-12
. Total 5-13 hel2 516  |Leh

el
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Covert Offices: Among the employees in the covert
caes of the Agensy, the bution of men t¢o women is

a9 fonm:

. M F M FR
Clerical as 3«%’ 12%  88%
Intermediate  0S 6-92/ 6ot 60%
Professional GS S through . 825  18%

. supargrades

%/ With one exception at a GS=9
2/ With ons exception &t & GSe12

A ccmparison of ¢lerks, typi.ats, and ateno@aphsre o admin-
jetrative sssistants and clerical arupervﬂ.sws shows the

vfol]Mn@s

' o . M ¥ ¥
clericali ‘ 5% 953
“Admin Aszt and ' : :

Clerical Supv n 27 13%

Grade rangoa for mon and women in those ca%egoriee are the
same. :

A ccmp&zris«m of headquarters (Washington perstmnel) with
field figures reveals that the major part of the shift in the
proportion of wemsn from the cleriocal level to the sdminds-
trative wsistm or superviaoz'y level tekes place in the

' fiQMo Lo
M ¥ ¥ F
5§ 95%
188 8?%
Clerical ' &% 92%
Admin Asst and : 1 35%  65%
Clerical Supv ‘ A ,

#The totals given here differ from those in the covertd professioml rapm
as there was a reorganisation in the DD/P ares betmn tha timea the
statistics were gathered for the two rapm e .

vasg
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A ecmpariaon of categories in the intermediate group with
related categories in the professional group in the Covert
officcs reveals the follwingc

MlGradel F|Grade MFE| M Grade] F |Grade ME|FS
Admin Hq 7-15 9-12 | 6613k
Admin Field 417 7-11 | 80120
Budget. Hq - N 7= 5-11 | 731271
Budget Field 7=9 57 | 57]1h3 S=1l 6=11191; 9
Personrel Hg 6=7 56 | 67{33 7=13 7-12 } 69131
Personnel Field ' 7=15 6-9 {75125
Security Hq . . 7-13 w= | J00)ée
Segurity Fisld 5 os ' 1100]=< 11-15 6=9 {92 8
RS Hq 4 7=12 7-9 189]21
P&S Field 5<7 7 183117 7-15 S {9713
Intel & Opz Hq 5=9 5=9 | 991 $-18 L3k § 69131
Intel & Ops Flol( |49 k-9 §0i{L0 5-18 S=1 | 80 §=0)
TOTAL - k-9 b=9 | h2}s8 L<18 =2k {70 SOE

The peresntags change in the men/wmnen ratio from the- Asm‘lﬂt@
ant to the Professional level is of partieuwlar interest in the

fonowing ¢ategories:

Assistenis
- pereent

M F

Budget = field ©OSTR 'h3%
P&S s fisld , 83 1T
Inmell & OPs Hq 9% 91

918

Professionals
percar_xt
H F
9%
TR 4
658 318

A ccmpwison of pa’ceﬁtsagas in ths Administrative categery. is
renderad particularly difficult by the fact that the majoridy
of Adminisirative Assistant pogitiocis are in no way related
A tentative comparison

wes &rrived at on the basis of combining Adninistrative Bud-

gst, Peraonnel, Security and Proparty and Supply Officear
figures for comparison with Budget, Persomnel, Security and
Px'omrty end Supply Assistant figures as foliouss

%o thoge of Admimistrative Officer,

Assistant.a
| parcen% '

_ M F

Admin Support Hq 678 33
Admin Suppart Field = 75¢ 258

_SEGRETF

Professionals
peresnt

H

.

8g%

.
27%
12%
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- It may be noted that in two of the above categorles of
intermediates, Budget Assistant, headquarters, and Person~
nol Assistant, field, the grade ranges for men, both mini-

. mum end meximum, are one to two grades higher than those

- for women.

Obgervations: Auy agsney or orgarxlzation i dependent on its clerical
force for eificient operation. - Since the clerical foree in this

Agency is composed primarily of women, the Panel f£elt that a study
should be meds of clerical pm'oblema, apm from the question of dis-
wmmiono T

. As stated above, certein problems ex:ls% for all oclerical pereormel
whather man or woman. The major ones are a high rate of Yurnover and
the related problem of insufficient integration of clericals into the
work of the Agency., The Committes was cble to gethsr only fragmsntary
statistica in the course of ﬁ.a study of these problems. Hcasvm' on

from 1 Jamary 1953 to 1 September 1953, and a relatively wide range -
of individval Committee contasts throughout the Ageney and its eolleg-
tive experisence in the Agency, a genaml pietura of theae problma
h.es been developed, o _

Althaugh figmmm of* those leaving over an 8=>month pericd cannot

ba acmake]y ccsnpamd with the on-duty strength of en orgenization ab

any one time, @n approximate pereontage mey bs obtained of the twn-
over. A study of the exit interviews rwealaa the followings

© Overall Mem =~ = Women .

Totel momber of cases | |
Total Agency atrength in | o

the grede rengeg under =
study 85 of 30 Juus 2953 |

Ttw apprommw urnover rate was 125, 0f those laavingo 31% ware
men, and 69% women, elthough the propertion of men to women on dwky in

- the Ageney in this grede rsnge was L5F %o S5%.. Surprisingly anough,,_ o

however, of the three major categories mong the reasons given for
leaving, by fer the lavgest was Wother jeb,” which escounted for
resignations. The mext, &8 was to be expested in this group, wao
“msn“iage" with bu'o the third, epparemtly related to the first,
wos “dissatisfied,” with| | It io recognized that no stetisties on
reaaona Lor resi@—ation can be relicd on for ebsolute velidity. The
individusls concarncd frequently fail to give the true reason and
often there ers meny factors eontributimg to the decision to go. A
most these figures suggest a relatively lerge group of "dissatisfied”
oleri@al and intermediate exnplqvees, sous of wlzm have resignedo
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Through the Committes’s individusl comtacts, spot interviews,

and collective experience im the Agency, howsver, slightly more
revealing though still gencralised problems were developed. '

- 1, Misconceptions, wild rumors and & feeling of being a
nemeless cipher develop in the Inmterim Assigmment Branch,
despite the best efforts of those in cbsrge, and are frequently
perpstuated due to

2.. lack of orientation for the. individual clerk on his ‘or
her permanent assigrment. Office practices in this vary with
. the sophistication of the individual supervisor but the frequency
with which this complaint is heaz-d euggests that i.t is & reh«» ’
tively wmeapread difficulty. v :

S Inconsistenciea in hiring and promotional practices.
which the individunal clerk discovers both in the ‘TAB and upon
pemmsnt aseigrmt create discouteut. -

. ke Nmtzlisation ‘on the job of skills aeqmred pmioualy
loons lsrge as & ceuse of dissatisfection. Stenographers lose
thelx speed, potentially sble clerkse are frequently not given
the epportunity to assums the respensibility of which they are

capeble, and little if any systemstic effort is mads to move the

able onss from tho elerical group to the imtermediate g'oup oxr
from the intermediate group to the peroi’eesional ETCUP,

natural desire of the office to retain a good clerieal emplﬁyee,,

particeularly in view of the diffimltiea involved in getting a
replacsment, is understandable ¢o the’ bys%amdsz but nob particus.
larly camforting tc the clex'k. : :

5 Inharent in 211 these problm and i‘r@quent]y voiced
ia_th'e fesling on the part of many clerical employses that they
are not handled as individuals, It is expressed in diffoeremt
wayss "You have to throw & fit or resign to get any attention,®

"Youlrs treated 1ike & cipher,® "Thare's such a guif between the T

elericals and p@ofeseiomlse
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- TIT. RECOMHMENDATIONS

It is recognizaed that there is traditionally & large turnover among
clerical employees for reasons beyond the contrel of the igeney (such as
marriage or pregniancy), and that the Agency's investment in a clerical
anployee i a minor one whem compared with that in a professional, i3~
is also recognized that offorts have been and are being mads to overcomo
many of the problems srising in the elerical and intermediate groups.
Howewver, an organigation es demanding segurity-wise of its employees as
CIA, and depending on college graduates for es mech as 25 percent of its
clerical lsbor supply, should offer umusual rewards, not necesearily in

" monmey. but in esprit de corps for ita employess. Therefore, the folloulng

recomnendations are mades

A. Tho Carecr Servics Board place grester emphasis on the clerical
©  and intermediate groups of employess by designating individuals
of the existing boards gpecificelly to comsider these problems

in order tos ' o

* 1. prowide for progression, when an individual is qualified,
*  Prom the clerical to intermediate and oa to the professional
group. It is pointed out that this is the Agency’s least
expensive source for assistants aend junior professionals, and

2., provide for advancement within:tlie:cleriecal grovp - further
utilising qualified employess from any part of the Agemncy
far £111ing the higher clericel positions end further
utilising the training fagilities of the Agency &8 to allow
an individual employes to develop. additional skills bene-
£itting his persopal careers - "

B, In each crgenisetional unit ons imdividual should bo specifically
degigaated and given publiocity to handls clericel problems which
for one reoacon or another canmot be tskon up with the. superviscr
or have been dissllowed by him, . (This would Vary with the sise

" of tho unit, e.g., a relatively small office would meed only ons
whew;éas)sme of the larger Divisions might need one fof each

Cs; Appoint & ecunsellor to the Imberim Assignment Braneh who is a
mature individual indostrinated in all facets of the operations
of the Agenoy with subthority end abili%y to hendle psrsommsl
_problems. . This might allsviats the confusions genarated during
the hol eration, In itself ths problem of rumcrs sboud

would require an Agency vetaram %o recongils the

Agency®s ssewrity demands with the limited camprshensien of a

brand-new high school graduate,. . - y '

'W'
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Further effort on the part of Agency componsnts to find
suitable and valid work for clerks, typists, and stenographers
during their tour in IAB should be rewarding to both partici-

pants.
Supervisors provide further orientstion for new employees at

- the seotion or unit level., An incoming employee entomatiecally

receives indoetrinetion in the Agency, its overall functions
end compomsnt parts. However, tco often, particularly in the
groups covered by thig report, there are employses who have
beon- told only what their speeifie duties are, amd have not
besn given sny conception of the mission and function of the
unit and the part it plsye in the overall functioning of the
Office, An initiel introduction with further explanations
when the employes’s initisl confusions have been disuipated

- would pay dividends,

Additional studies be ma.de whieh thia commitlee was uneble to
undertaks, bul which would be of valus in determination of
poosible Agency diserimination ageinst womsn and in clarificas
tion of slorical problems in general: . -

1. Qualifiscations ve, grades in various categeries,

s Timeumcmda for men: am women by categoriew or. tms
' of positﬂ.mo _ :

3. Additional atudiea in tmowm' rates by categerieea types

- of wrk or grade ranges, m‘bh@r than the Agencywido figur@
Rov in use.

<30-
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ARALYSIS OF EXIT INTERVIEWS
I. Introduction
The Penel undertock an analysis of certain exit interview
matorial as 3 means of answering two questions:
1. Is the rate of turnover highe{r among women than among men?

2. UWhat are ths reasons offered by men and women employees Loz ;
resigning fxrom ths Agency? : i

In reviewing the exit interview marratives the Panel sonfined
its study tos

elerical and professional employces, , .
leaving the Agency between 1 Ja.mmz'y and 1 Septemher 1953, ;
excepting courier, CPC, and Wage Beard empleyees. :

Statistical
1. Over-all resiwj;_;i‘

The total mumber of cases reviewed was Of these,| |sre
‘women (69%) and|  |vers men (318).%

2, Resi@atim during this peried Wdes and sex -0
Wzmmz . HMen

Percentage of this group (GS=3 through GS-9) whe are S-S and below: 62%
Percentage of this group (GS-3 through GS-9) who are (S<6 and 0S-7: 25%

nation by gra.de pi@tureo

#The Agem;y figures ror this sane pericd shewing resigmationa of
men and women in all grades showw double the mumber of men resigning
and only 11 more wamen. It is suggested that a further breakdown of
this total for men resigning is needed f@r @Mf&cation of the resig-
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Other job - - © Medical -
Marri.age. - " Y11 healtih ' -
Dissatisfied = Security . -
Domestic - Military =
Pregnancy -1 Pressure by Offle -

Reeignations during this period by Job %itles

| Stenographers ©
Typists _ , -
Clerks ‘ -

]

Administrative Assistants

Intelligsnee Officers =

3

Intelligence Assistants

Operations Officers =

/ﬂ.

Comme Technicians

Other . -

Totals by reascns fer resignation

No statistics on reasons for resignation cam be relied on for
abgolute validity. Ths individuals who ere leaving frequently fall
Yo give the true reason and often there sre many fectors coptributing
to the decision to go. In an effort to come as close as possible to
the real reascn in each sase, the Penel members working em this repord
read tha narratives of the exdt interview and attempted to claseify
each in the proper ceategory. It must be remembered, howsver, that
an office somotimes "permitted" the individual %o resign, thal retuin-
ing te school ox returning home because of the illness of a mother
could mean dissatisfaction with the job, and that "leaving to taks
anocther job" does nct really tell anything about the remson for golng.

To joim husband

8

0@ .,‘it_nj%@ busineas =

8
LN

School or travel | Family responsibility

Return home ©  Married foreign -

naticnals g A

Personal .~ Death - -
Note: [ |ef tha | |were FM returnees
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5a Bre_a)cdmm (»f reasons for leaving according to_job Mtles

a, Stenographers [:l Al

' BN

g

I

- Othoer job ~—

Clvrity ’
_ RewR

Marviage —_
Preimengy —

Jois: usband
Dogistie
Return home —~
Dissatisfeetion—
Schaol o travel

' A great meny of these people indicated in their general conments
that they had bad livitle or no epportunity to wse thelyr shorthand.
Other factors contrituting to thalr decision to leave weres (a) no

promoticnal. possibilities, (b) ne evermeas opportutdty, () mielead-

ing recrultment; (d) inedequate supeorvieion.

b, Typlste

|

N I |

Mariiage

Sehaol o travel
Retvirn home

Join husband
Proppaney
Deastic
Discatisfaction

Several here fourd the Jjob too routine, severai mentioned that
they had had ne eppoitunity to use their scllege background, and
some objected to elther too much or too little typing. '

g Clerks

-0 ¢ 6 8 8 0 9

Maxiiage
Dem¢stic

Other job

Join hasband
Discatisfachion
Sehool or travel
Pregnancy
Retvrn home

The two comments most frequently cpntribuﬁad here were (&) no
promobional possibility and (b) monotonmy of job. There was great
variation among the other comments. '

d. Administrative Asslstants -

The reasoms for lLeaving given by this group were so scattered
@8 to be irrelevant for any conclusious to be drawn.

[ S VS Y
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e, Intelligence Officers

Other job ,
Disaatisfaction
.School or travel
Marviage

Jein husband
Preasure by office
Parsonal

@ 0 8 63 0 @8

Thie group gave a longer and more specific list of complaints
than any of the others. Unhsppiness over the PM program, lack of
career plsnning, lack of challenge in the job, and disgust with
Ageney crganization and management were among the criticisms more

frequently made. o
f. Intelligence Assistants

Becsuse of the siall mumbers involved and the variation in
the reasons, no conclusions can be drawn,

8- Operations Officors

Eight of the twenty left te take another job and the comments
of all twenly were fow and general. ‘

h. Ceuwme Technicians

= Other job
= Diasatisfaction
= Security

Kost of the comments made by this group implied crganizational
trouble and misunderstandings. Overseas didn't materlalize,; there
¥aé no career progras, misunderstandingsabout per diem were present,
ability was not utilised - those were a few of the statements made.

i. Other
= Other job = Sehool or travel
= Dissatisfaction = 111 health
< Pregnancy = Join husband
= Donestic < Business
= Pergonal = Return home
= Marriage = Mlitary

More than 20 different job titles are ropresented in this group
8o the stetements of reasons for leaving are extremely varied. Oaly
four points were memiioned specifically by more than one individual:
finanges, difficulty of finding job after overseas assignment; no
career possibilities, and lack of supervision. '

.;l;:
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There was more turnover among women than among men.

The largest turnover ogourred in the GS8-3 to G5-5 group and
women constituted 87% of this group.

Marriage, pregnancy, and family resmibility ($.e. husband
ard children) rated 2nd, Lth, and 5th in reasons for leaving.
("To take other job" was lst and "dissatisfied with job" was 3rd.)

Dissatisfaction among clerical employees seemsd to stem from lack

of career planning for them, misunderstandings about the jobs,

non-use of college background, non-use of clerical skills, dead- S

end aspect of jobs, and inadequate supervision.

Mere dissatisfaction with Agenoy organiszation and lack of it was
expressed cn the covert side than on the overt.

There wns indication that better supervision might have prevented
many of the resignmations. '

[ A
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III. Recommendations -

It is recommended that attention be paid to the improvemsnt of morale
and ths study of problems inoident to the clerical group.

- Suggestionss Should college girls with career interest be hired
for clerical jobs?

Can & promotional program for clerical staff be
devised whereby promotion into intermediate areas
and finally into professional can be effected?

Should there not be more counseling facilities
for this group?

Shmid there be examination of some clerical
pesitions in view of the seeming non-utilization
of soms skills? _

Will supervisory training for unit, section, and .
branch chiefs contribute t¢ ths improvemsnt of
morale in the clerical group?

It is recommended that careful plaming in regard teo career servige
be a part of each careerist's induction orientatien.

Since the likelihoed of marriage and consequent
leaving of the Agency is great in any group of
young women, umusual career service training and
other advantages should be arranged only after
the individual understands the obligations as
well as the benefits of a career programo

It is recommended that steps be taken in the DDP area to arrange for
the interviewing, counseling, and placing of those who return from
overasas positions--men as well as women.

It is recommended that there be an increased emphasis on training in
supervisary responsibilities and management practices in the Agency.

It is suggested thnt some progran be set up whereby
those in supervisory positicns can participate in
& training course dealing with supervisory technlques
and understandings and whereby those being promoted
into such positions be required to oompleta the course,

R—
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will be based mainly on promotion and res!
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A STUDY QF |S7 JOT Members
I. Introdustion

Facts gained from study of a group in this Agency under "control
sonditions™ are difficult to cbtaln. Becanse the members of the Junioer
Qfficer Trainee program fulfill the "sontrel" requirements better than
most groups, a study was undertaken on same of its members in the hope
that soms facts or trends in eareer planning for women could be breught
to light. There are several fastoras which sontribute to the advantages
of studying this group.

These JOT members are carefully selested accerding to specifis
standards and tests, They are kept as & group until training is coam-
pleted and each one goes through the same assessmsnt program. They are
under the goutrol of one Office while they are fulfilling their interne
respensibility and thus semparisons between individuals can more easily
be studied. Conditicns of placement too are capable of being Judged by
ene indfividual and the camparability between situsticne noted.

_ The program bas been in effest for over two years and as of
2y September 1953 there had been in the entire program these Junior
Officer Trainces: '

permanently assigned to Offices

in prosess of being assigned '

temporarily attashed to OIR, pending assignment

rosently returned from OCS and still on TO of OIR

resently returned from OCS who resigned and bescams a
civilian employee of the Agensy :

|presently en military duty ' :

47 resigned (3 of these coming from the military or OCS)

It seemed aignificaht-- in this study to consider only the(li3
permanently assigned to Offices and the|llj non-military members who
resigned. This, them, will be a study of[57 JOI''s, and conclusions

goation figures,
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1. General background figures

a,

b

8o

do

e,

Muber of mon and women

Ages

Meodian
Youngest
Oldest,
Average age

EQ) Orades

(At time of entrancae

‘to Progran.)

@-5

@S-

aS=9

@S=12

GS-12
Assignments

nop

DDI

Cther
Regignations

DDP '

1102 4

Other

Pindinge

Eele

) 1) seewsily Infermation

Hon

Women

3

18 -

22

2\603 -

Y

feo~iw f

2L
32

25,5

=

1 10

"
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2. Figures on premotions

3|of these received promotions in 3 months (DDI)
of these received promotions in 8 months (DDI and DDP)
1/ of these received a promotion in 9 momths (DDP)
(b) has received no prometion after 12 monthe (DDI)

(8) |3 resigned with no promotions granted after working
8, 12, and 18 months respectively. (DDP)

(2% 5 were woman

(a) 3 were promoted to &e?

2 have resigned with no promotion - 10 te 16 menths (DDP)
(3) ledian sumber of monthe: O months -

umber promoted before medien

Rumber promoted after madian

Humber reslgning after median
(oo promstion)

6 were premoted to GS-9

received promotion in 6 months (2 DDI, 1 DDP)
received promotion im 7 menthe (1 DDI, 1 DDP)
egeived premoticn in 8 months (DDI)

ecolved promoticsn im 9 months (1 DDI, 1 DDP)
seelved promotion im 10 months (DDI)

eceived promotien im U momths (DDI)

ecoived promotion im 15 months (DDI)

1 received promotien in 16 memths (DDI)

elved premstien in 17 mouths {DDI}

:{b) [1]has not been promoted after 21 momths (TSS)
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Security Informatiom

(2) 112 were women

(e) | 5{were promoted to GS-9

was promoted inm 8 monthe (DDI)

wag promsted in 11 months (CIR)
" 1ivas promoted in 12 months (DDP)
1|vwag promoted in 13 manths (DDP)
1 |was premoted in s months (DDI)

bas not been promoted after 12 months (DDP)
1 hag :mt beani pm%ed after 23 months (DDI)

(b)

reslgned before bemg promoteds
1 month, 13 mntlw 15 mm, 16 months, and

(3) Medien number of momths: 10 moaths

Mumber promcted befors medisn
fember premcted after median

Nucher resigning after medisn
(No promotiem) -

¢ ' Study of the[I0)GS-9's

{b) |2 have received no prometica after 16 and 23 monthe {DDP)

- (o) 3 have resigned with po promstion
| 5,, 8, and 18 mentha (OFR, 2 DDI)

sm was promoted te a G5=11 in 18 menths (DDI)

43) Msdian mmbex’ of m&bws 12 menths

Numbér promoted before medien
Kumibeyr promoted after medien
 Fumber reaigning after median

© {no premotien)
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a. smay;olf the Bab@ve as-9

(1) A1l were men,

~ (2) |Both GS<11's have been promoted after 1 and 15 months
’ - © respectively.

(3) 'rhe (S-12 was promoted after 11 months.
3. Figures on resigmations
a. Cenoral Statement ‘
Of D men and wemen who bave been a_ of the J(T progrom
m geme way, D pacple have resigned. of these were women;
wers men. -
bo Among the women:
(L) [ Jwere permanently aas:l.gnedb
[]lseﬁa because they were dieeatisfivda
{Beth folt & lack of challonmge and oppertunity amd
both felt a frustration over the organization and
management of their couponent.)
lef% to be married.
left becsuse of prognancy.
(2) | | were temporerily attached.
D 16£¢ becsuse she was dissatisfied.
{She feli her ebility was not being used and was
not willing to weit for things to materialize.)
Dleft because of poor heslth,
8. Among the mems
() Dwex'o permanently assigned.
' was dissatisfied.
(Following & reerganisation there was not a suitably
challenging position fer him.)

[Jwas 1 1n 411 health,

5o
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(?) Dwere temporarily attached,
| |was dissatisfied.
(He was axtremeldy capable and mature but found when

he got inte the program that a job here would not
offer what he wantod.) -

Dgave personal. reasons,
d. Rssignations in terms of percentages:
' Pexcentege of JOI''s who resigneds

Peroentage of women (of women in pro§rm)z
Percentage of men (of men in progr

8%

Qvservations and conclusions

It was not possible to draw inevitable conclusions froem the
preceding figures without going into e detalled study of individual
cages, For this reason the Panel depended alse en Dr. Willet Escles,

.Chief Jar Division, for his cemments and statements about this program,

i S'«mmxtg faots and figures
8o Prmt,im

Medﬂmmmbex of months for premoticns frem5=7=o8
" Msdian pumber of momths fer premoticns from 79 <10
" Msdien mumber of months for promotions frem 9-11--12

ther@fwmnpmmdbsfmmmdi&ns 5%

of all JOT' women

Nlmbexefmpmm%ad beferethemdian, = 36%

Be Raa.tgnatiws

‘Number of men and woman assignsd to DDI =~
Numberafmenandwmwho resigned from
(12% of those
Mmbwcfmandwmwsmodmml’w 4
"Mar@fmmdwmwmmmeMPmD
(38% of those assigned)

2. Gmhaim to be drewym from these &uwess
- mempmmedmre smwwm
bg DDP promoted nme alosly then DDI,
e Dospite the high quality of women im the program,| |cut
of| |were upable to find positions end grefias o

- sufficient challenge and career pessibility te keap
‘them in the Agensy.

<
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do Out of the'ljwm’;a‘ge or 28% ~ left besause of marriage
OF pregpangy - sating that these who feel there is an
inevitable risk inm planning careers for women of this age
group are justified in their vieupoint.

Jenera] conclupions gleaned from Dr, Egoles® compentss

a. Women can handie the jocbs assigned to them but the Offises
feel there 18 a greater risk in accepting them rather than
men because of probable marriage and family obligaticas.
Therefore, Offices tend to give the women positions of
less respoasibility.

bo Women in the JOI program have to be mére highly qualified
than most of the men in order to be well placed after
initial treining. Dr. Ecoles takes particular interest
in plaeing the JOI women im hope that it may help the
regeptivencss of the Agensy towards them, )

6. Women may be premoted move slowly thanm men partly for the
roason that they are more dcceptive and less aggressive
in applying fer a raise. '

do There is ne discriminaticn against women in the salary
' scale in this program. However, ecredit 1s cecasionally
. given for militery experiénce, which gives men the sdvan-
tage for twe reasons:

(1) They may then receive a higher emtrance grade.
(2) They have had practical experience in werking
in 2 bureaugratic crganisation.

€ It ia difficult to place & woman in & lialsen position.
fo Women may suffer promstionally in the higher brackete

because of a traditiomal feeling that mem dem®t like
to be "bossed" by womsn.

&o Scme men have besn placed in pogitions with administrative

potential where & qualified woman would have been accepted. .

Wemon with Public Administration majors are evidently not%
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