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A Guide for Readers

PROFILER is designed to be read in two ways: straight through, and in conversation with the Profiler
Ribbon course it accompanies. You will get something from reading it either way, but you will get
something different depending on when and how you read. If you are reading before beginning the
course: read it as orientation. Let it give you the scientific and historical foundation for what you are
about to train. Pay particular attention to the historical profiles: not for their drama, but for their
methodology. Notice what these women actually did. Notice where their capacity came from. Notice
that none of them were exceptions. If you are reading alongside the course: read it as context. When
the course asks you to practice a specific skill, find the section of this book that covers the science
beneath that skill. The course teaches what to do. This book explains why it works: and why it is yours
to do. If you are reading after completing the course: read it as integration. You will find, as promised
in the introduction, that the second read feels different. By then you will have direct experience with
the material, and the historical and scientific context will land differently against that experience. At
the end of each chapter, you will find a set of Reflection Questions. These are not assignments. They
are invitations: points where the chapter's ideas can be turned inward and made personal. Some of
them will be immediately relevant to your experience. Some will not. Take what is useful.

Following the reflection questions, you will find journal pages. Use them or not. Some people find
that writing produces a different kind of processing than reading. If you are one of them, use the space.
If you are not, leave it blank. Both choices are fine. Finally: this book is free. It is not free because the
content is low-quality. It is free because the women who need it most cannot always pay for it. If this
book is useful to you, tell someone else about it. That is the only payment requested.

Pro Bono Non Malo: For Good, Not Evil
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Introduction: The

Art and Science of Running Human Intelligence

Introduction: The Art and Science of Running Human Intelligence

The handler is both artist and scientist, diplomat and strategist. In the world of human intelligence
operations, the handler is the person who stands at the intersection of psychology, ethics, and practical
espionage craft. A handler doesn't just recruit sources: they build relationships of trust and mutual
understanding that can withstand pressure, betrayal, and the constant weight of secrecy. This book
explores the practical and psychological dimensions of handler operations, from the initial recruitment
through the management of complex networks of human sources. Handling is fundamentally about
understanding people. It requires the ability to read motivations, to distinguish between what someone
says they want and what they actually need, and to maintain perspective when the human element
becomes complicated or messy. Unlike technical intelligence, which operates through satellites and
signals, human intelligence depends entirely on the relationships that handlers build and maintain.
This human element is what makes HUMINT both powerful and fragile. The best handlers operate
with what we might call 'applied empathy': they understand their sources not as assets or tools, but as
people with complex lives, fears, and motivations. This understanding doesn't mean being naive or
sentimental. Rather, it means recognizing that every person recruited into intelligence work has made
a significant decision, often one with serious consequences. The handler's responsibility is to
understand those consequences and to operate with a clear ethical framework.

Throughout this course, we will examine both the practical mechanics of running sources and the
deeper psychological principles that make handler operations successful or problematic. We will look
at real examples of historically significant handler operations, and we will consider the ethical
dimensions of working with human sources. The goal is not just to train effective handlers, but to train
ethical ones: people who understand that their power to influence others comes with corresponding
responsibility. The seven chapters in this book follow the arc of handler operations from initial
recruitment through long-term source management. We begin with the fundamentals of running
human sources, then move through the psychology of trust and betrayal, the source development cycle,
specific elicitation techniques, network

architecture,
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the

ethics

of

manipulation,

and

finally

compartmentalization. Each chapter includes historical examples and practical frameworks you can
apply to real-world situations. As you work through this material, remember that handling is deeply
human work. The techniques and strategies we discuss here are important, but they are means to an
end: building reliable intelligence relationships that can withstand the pressures of real-world
operation. The most successful handlers are those who never lose sight of the human beings on the
other end of those relationships. Welcome to the study of handler operations. This is where intelligence
work becomes personal.

Running Human Sources Fundamentals of the Handler-Source Relationship

Intelligence is the quality of the people, not the quantity of the reports.

Running Human
Sources

The Handler-Source Relationship as Foundation
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The handler-source relationship is fundamentally asymmetrical. The handler
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Running Human Sources

information network. The source, by contrast, is often risking their safety, career, or family by
providing information. This asymmetry is the starting point for any handler-source relationship, and
understanding it is critical to operational success. Effective handlers acknowledge this asymmetry
openly and work to mitigate its harshest aspects. At its core, a handler-source relationship requires
three elements: access, motivation, and security. The source must have genuine access to information
of value. The source must have motivation to share that information, whether for financial gain,
ideological reasons, personal security, or other factors. And finally, the relationship must be secure
enough that the source can operate without fear of immediate detection. Without all three elements,
the relationship is either non-functional or dangerous.

Identifying and Evaluating Potential Sources Handler training often focuses heavily on recruitment,
but the most important step comes before recruitment: identifying potential sources who actually have

something valuable to contribute. This requires a different skill set than actual recruitment. It requires
research capability, the ability to understand organizational structures and access patterns, and the
ability to distinguish between someone who has information and someone who merely claims to have
information. The evaluation process involves multiple dimensions. What information does this person
actually have access to? What is their reliability as a person and as a source of information? What
vulnerabilities might be relevant to recruitment? What are their actual needs and motivations? A
handler who moves too quickly to recruitment before thoroughly evaluating a potential source is
setting themselves up for failure. The best handlers invest significant time in understanding potential
sources before making any contact whatsoever.

Initial Contact and Assessment The initial contact between handler and potential source is delicate
work. This is not yet recruitment: it is assessment disguised as something else. A handler might arrange
to meet a potential source in a seemingly accidental context, or through an intermediary who has no
idea what is actually happening. The goal of initial contact is to assess whether this person might be
interested in a relationship, and to begin gathering the information that will determine whether to
proceed with actual recruitment. During initial contact, a skilled handler is simultaneously performing
multiple functions. They are building rapport and trust. They are assessing the person's actual
personality, not just what they claimed in background information. They are looking for signs of
reliability, discretion, and whether this person seems like someone who can handle the pressure of
intelligence
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work. Most importantly, they are listening far more than they are speaking, because the person's words
and reactions in an initial, unstructured conversation often reveal more than a formal interview ever
could.

Building Working Relationships Once recruitment has occurred and a source is actively providing
information, the handler's focus shifts to relationship management. This is ongoing work that never
truly ends while the source is active. The handler must maintain regular contact with the source,
monitor their situation and security, and continuously evaluate whether the relationship remains
productive and secure. A source who is productive today may become vulnerable tomorrow due to
changed circumstances. Building a working relationship means understanding what keeps a source
motivated and secure. Is the source primarily motivated by financial compensation? By ideology? By
fear? By a sense of adventure or importance? Different sources require different types of handling. A
source motivated by money needs to be assured that they will be paid reliably. A source motivated by
ideology needs to understand that their information is being used effectively for the cause they believe
in. A source motivated by fear needs reassurance that cooperation is the safest path available to them.
The handler who treats all sources the same way is the handler who loses sources.

Security and Compartmentalization

Every source relationship exists under the constant threat of compromise. The handler must maintain
security discipline at all times, and must ensure that the source understands why security matters and
how to maintain it. This is not just about tradecraft: it is about ensuring that the source and the handler
can both continue to operate. Compromise doesn't just end the relationship; it can destroy lives.
Security begins with compartmentalization: the source should know as little as possible about other
sources, about the broader operation, or about how their information is being used. This protects both
the source and the operation. The source needs to know enough to understand why they are providing
information and to feel that it matters, but they should not know enough to compromise other aspects
of the operation if they are captured or turned. The handler manages this carefully, providing the source
with context that maintains their motivation while protecting operational security.

Virginia Hall 1906 to 1982

Virginia Hall was one of the most accomplished handlers in the history of intelligence operations,
managing complex networks of resistance sources across occupied France and later in China. Born in
Baltimore to a family of means, Hall initially worked as a diplomat for the State Department until a



DR. TERRY OROSZI

hunting accident resulted in the amputation of her left leg below the knee. Rather than retreat from
public life, Hall pursued work with the British Special Operations Executive during World War II,
where she became famous in occupied France as the handler behind numerous resistance networks.
Her handlers affectionately called her 'La Dame Qui Boite': the woman who walks with a limp. Her
sources knew her by various code names as she moved between different operational zones. What
made Hall exceptional as a handler was her combination of excellent tradecraft with genuine concern
for her sources. She understood that resistance workers operating under Nazi occupation were under
extreme stress, facing constant danger of capture and death. She maintained regular contact with her
sources using a combination of wireless communication and in-person meetings, moving between safe
houses and rendezvous points with remarkable skill despite her physical disability. Her operators
reported that she was unflappable under pressure, could make quick decisions under fire, and never
lost sight of the fact that the people she was handling were risking everything. Hall's effectiveness as
a handler stemmed partly from her ability to evaluate potential sources quickly and accurately. She
understood that in the chaos of occupied France, many people claimed to be part of the resistance who
were actually German agents or unreliable operatives. She developed networks slowly and carefully,
building relationships with people she could trust, and using those trusted sources to vet new recruits.
By 1944, her networks included dozens of sub-sources providing intelligence on German military
movements, supply lines, and security operations. This information was transmitted back to London
regularly and was considered among the most reliable intelligence coming from occupied France.

Beyond her skill at running sources, Hall was also a skilled operator in her own right. When the
Gestapo identified her as a target in 1943, she fled France through Spain to return to London, where
she was debriefed and then sent back to China with the OSS. In China, she faced similar challenges
managing resistance networks against Japanese forces and later against the Chinese communists. She
demonstrated the same principles of patient source development, careful evaluation of reliability, and
genuine concern for the security and wellbeing of her sources. Former sources consistently
remembered her as someone who treated them as partners in a common cause, not as disposable assets.
Virginia Hall's career demonstrates the highest principles of handler operations. She understood that
running human sources effectively requires patience, psychological insight, and an unwavering
commitment to operational security. She proved that these principles could produce exceptional results
even in the most challenging operating environments. After World War II, she continued to work for
the State Department and later the CIA until her retirement, remaining a respected figure in the
intelligence community. Her legacy stands as a model of excellence in handler operations.

Running Human Sources

Running Human Sources Questions for self-assessment and group discussion
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1. What are the three fundamental requirements for a successful handler-source relationship, and why

is each one critical? 2. How would you distinguish between evaluating a potential source and actually
recruiting them? What would you need to know before making the recruitment decision?

3. Describe a scenario where a handler has built trust with a source, and then think through what would
happen if that source was captured by counterintelligence. How would good compartmentalization
protect both parties? 4. What are the most common mistakes that handlers make when they first begin
working with a source, and how would you avoid them? 5. If a source tells you they want to end the
relationship because the stress is affecting their family, how would you respond? What factors would
influence your decision? 6. What qualities do you believe are most important in a handler, and why?
How would you develop those qualities in yourself?

Chapter One: My Reflections

Chapter One: Continued

The Psychology of Trust and Betrayal Understanding Vulnerability, Risk, and Human Motivation

Trust is the currency of human intelligence. When it is spent, it is gone forever.

The Psychology of
Trust and Betrayal

The Nature of Trust in Intelligence Operations
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The Psychology of Trust and Betrayal

connection. Instead, it is trust formed rapidly, under pressure, in a context where both parties are aware
of significant consequences if the relationship is compromised. This kind of trust must be built
deliberately and maintained with constant attention. It is also uniquely fragile, because it exists in the
absence of legal or social structures that normally protect trust. A handler builds trust through
consistency, reliability, and demonstrated competence. If a handler promises to meet a source at a
particular location and time, they must arrive exactly when promised, every time. If a handler promises
protection or compensation, they must deliver on that promise. If a handler says that information will
be handled securely, it must be. Sources are evaluating handlers constantly, watching for signs of
dishonesty, incompetence, or carelessness. A single lapse in reliability can destroy trust that took
weeks or months to build.

Betrayal and Turncoat Operations

The specter of betrayal haunts every handler-source relationship. It is not paranoia: it is rational
awareness of risk. A source can be captured and turned, forced to work for the opposition while
appearing to continue their relationship with the original handler. A source can be discovered to have
been a plant from the beginning, sent to penetrate the organization. A source can be offered
inducements by the opposition that exceed what the original handler can provide. Understanding these
possibilities without becoming paralyzed by fear is part of handler training. Some of the most
sophisticated intelligence operations involve turned sources: agents who have been captured by one
service and convinced or coerced into working for another service while continuing to appear to work
for the original. Running a turned source is extraordinarily difficult, because the handler knows that
the source may be unreliable or deliberately providing false information. Yet turned sources can also
provide extraordinarily valuable counter-intelligence, revealing the methods and intentions of the
opposition. A handler must be able to work with this kind of source without either being misled or
destroying the relationship.

Vulnerability and Exploitation Handlers understand human vulnerability with the precision of a
surgeon. They know that people have needs and fears, and they understand that these can be leveraged
in recruitment and in maintaining source relationships. This understanding is ethically neutral: it is a
tool. What matters is how it is used. An unethical handler will exploit vulnerability for their own
purposes or for organizational gain at the expense of the source. An ethical handler will work within
the source's vulnerabilities while respecting their dignity and autonomy.
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The vulnerabilities that make good sources are diverse. Financial need is common, but so is ideological
commitment, personal grievance against the service the person works for, desire for adventure or
importance, or simple coercion through fear. A skilled handler understands which vulnerabilities apply
to which sources, and tailors their approach accordingly. More importantly, they understand that
vulnerability is something to be managed carefully. A source who is pushed too hard toward
exploitation of their vulnerabilities may become unreliable, may seek to escape the relationship
through defection or betrayal, or may simply fail under the pressure.

Long-Term Relationship Dynamics As a handler-source relationship extends over months or years,
the dynamics shift. Initial motivation may fade. The source may develop psychological strain from the
pressure of secrecy. The handler may become complacent, assuming that a relationship that has been
stable will continue to remain stable. These longer-term relationships require different skills than
recruitment does. The handler must continue to invest in the relationship, must monitor the source's
psychological state, and must be prepared to adjust the nature of the relationship as circumstances
change. Some of the most dangerous moments in handler-source relationships come after a period of
stability. A handler who has been working with a source for years may miss signs that the source is
becoming unreliable, or that the source is being pressured by the opposition, or that the source's
personal circumstances have changed in ways that affect their access or motivation. Maintaining
vigilance over a long-term relationship requires conscious effort and regular assessment.

Building Resilience Against Compromise Handlers and sources both need to develop psychological
resilience against the possibility of compromise. This is not the same as expecting betrayal or
becoming paranoid. Rather, it is about building relationships that can withstand pressure and
uncertainty. It involves maintaining communication protocols that allow them to verify each other's
authenticity, establishing secure methods of contact that are difficult for the opposition to penetrate,
and developing code words or signs that allow them to communicate about sensitive topics even in
compromised situations. A resilient relationship also depends on mutual understanding of the stakes.
Both handler and source need to understand what will happen if the relationship is compromised, what
protective measures are in place, and how they will respond if those protective measures are bypassed.
This conversation is not comfortable, but it is necessary. A relationship where both parties clearly
understand the risks and the contingency plans is more likely to survive actual pressure than a
relationship where these issues are left unspoken.

Mata Hari 1876 to 1917
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Mata Hari, born Margarethe Geertruida Zelle, is perhaps history's most famous double agent, and her
story serves as a cautionary tale about the dangers of betrayal, overestimation of one's position, and
the consequences of attempting to play intelligence services against each other. Born in the
Netherlands, she emigrated to Paris and became a courtesan and dancer, moving in high social circles
that gave her access to powerful men, including military officers and government officials. Her ability
to extract secrets from pillow talk made her valuable to multiple intelligence services, particularly the
French and German services during World War I. Mata Hari was recruited as an intelligence source
by the French, who code-named her Agent H-21, and she was simultaneously working for the Germans
under their own code name. The information she provided to both sides was often of limited military
value, but her access and her ability to cultivate relationships with senior military figures made her
seemingly valuable to both services. She was paid substantial sums by both the French and the
Germans, suggesting to her that she was a critical asset to both nations. In reality, she was playing a
far more dangerous game than she understood. The critical error in Mata Hari's operations was her
belief that she could maintain parallel relationships with hostile intelligence services and that she was
clever enough to manage both relationships without being discovered. She also underestimated the
degree to which both the French and German intelligence services were aware of her double-dealing.
Rather than being the master handler of her own situation, she was in fact a source being carefully
managed by professionals who understood her motivations and knew that she was unreliable. When it
became strategically useful to both services to eliminate her, she had no protection.

Mata Hari's case demonstrates several critical principles for handlers and sources. First, a source
cannot simultaneously work for two hostile intelligence services without eventually being discovered.
Second, a source's belief that they are indispensable to their handlers is often a sign that their handlers
are about to cut them loose. Third, the handler-source relationship is fundamentally asymmetrical: the
source may believe they are in control, but control ultimately rests with the handler and the
organization they represent. Finally, when a source becomes more liability than asset, there are few
constraints on what an intelligence organization might do to neutralize that liability. Mata Hari was
arrested by the French in 1917 on charges of spying for the Germans and was executed by firing squad
in October of that year. Her execution was never made public by the French government, and for years
her fate remained mysterious. Her story has been romanticized over the decades, portrayed as a woman
who seduced powerful men and brought them to ruin. The reality was far less romantic and far more
instructive: she was a source who was used by multiple intelligence services, who overestimated her
own importance and control, and who was ultimately discarded when her operational value declined
and her liabilities became too great. Handlers and sources who study Mata Hari's case learn critical
lessons about the dangers of divided loyalties, about the asymmetry of intelligence relationships, and
about the real consequences of operating in this world. Her case reminds us that intelligence work,
despite its glamorous portrayals, is fundamentally about power, and that those who underestimate the
power dynamics in an intelligence relationship put themselves at extraordinary risk.

The Psychology Of Trust And Betrayal
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The Psychology of Trust and Betrayal Understanding vulnerability and risk

1. Trust in intelligence operations develops differently than trust in civilian relationships. What are the
key differences, and how do those differences affect how handlers should approach their sources? 2.
How would you maintain awareness of the possibility of betrayal without becoming so suspicious that
you damage the working relationship with a source? 3. If you discovered that a source you trusted had
been a turned agent working for the opposition the entire time, how would you handle that situation?
What would you do differently with future sources? 4. What vulnerabilities would make someone a
good intelligence source, and what vulnerabilities would make them too risky to recruit? 5. Describe
the relationship between trust and compartmentalization. How do these two principles interact in
practice? 6. What does it mean to maintain psychological resilience against the possibility of
compromise? How would you develop that resilience?

Chapter Two: My Reflections

Chapter Two: Continued

The Source Development Cycle From Targeting Through Termination

Recruitment is the beginning, not the end. Source development is the art of turning possibilities into
realities.

The Source
Development Cycle

Targeting and Evaluation
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The source development cycle begins long before recruitment occurs. It begins
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The Source Development Cycle

and security profile that makes them suitable sources. This process is research-intensive and requires
careful analysis of organizational structures, access patterns, and individual vulnerabilities. A good
targeter understands not just who has access to information, but who might be willing to share that
information and under what circumstances. Evaluation of potential sources involves gathering
background information through all available means. This might include review of personnel files,
financial records, social connections, and personal history. It involves analysis of what information
the person has access to and whether that information is actually valuable to the organization. It
involves assessment of the person's character: are they reliable, are they discrete, do they have the
temperament to handle the stress of intelligence work? The evaluation process should answer the
question: if we recruit this person, can we work with them, and will they provide reliable information?

Approach and Pitch

The actual approach to a potential source is a moment of high risk. If the approach is clumsy or
misjudged, the source may refuse and may report the approach to their organization's security services.
If the approach is too cautious, the moment may be missed and the opportunity lost. A skilled handler
has assessed the potential source carefully enough to know what kind of approach will work. The
pitch: the actual statement of what the handler wants from the source and what the source will receive
in return, must be calibrated precisely to what the handler knows about the person's motivations and
vulnerabilities. The approach and pitch are moments of vulnerability for the handler as well. The
handler is revealing intent and is dependent on the source's decision not to report the approach. For
this reason, the approach is usually made at a moment when the source is isolated, when the source is
in a receptive emotional state, and when the source has had some preliminary positive interaction with
the handler. The pitch itself is often simple and direct: "We know you have access to information we
need. We can offer you compensation for providing that information, and we can ensure your security.'

Recruitment and Initial Handling If the source agrees to provide information, they have been recruited.
Initial handling focuses on establishing secure communication methods, establishing payment or
compensation arrangements if applicable, and beginning to collect information. The new source is
typically very motivated during this phase, eager to prove their value and to establish that they have
made the right decision. The handler must manage this initial enthusiasm carefully: unrealistic
expectations established in the recruitment phase will cause problems later when the novelty wears off
and the true demands of the relationship become clear.

21
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During initial handling, the handler is also assessing whether the source is actually what they claimed
to be. Can they really provide the information they said they could? Is the information actually
valuable? Is the source stable enough to continue the relationship? Some sources discovered during
this phase to be less valuable or less capable than expected are quietly terminated. Others prove even
more valuable than anticipated. The handler is running a continuous quality assessment of the source
relationship.

Sustained Handling and Development Once a source is established, the handler enters the phase of
sustained handling and development. This involves regular meetings or communication, continued
collection of information, and ongoing assessment of the source's security and psychological state. A
well-handled source becomes more valuable over time as the handler gains deeper understanding of
the source's access, motivations, and capabilities. The source may develop access to new information,
may move to new positions that provide better access, or may build relationships with other potential
sources who can be brought into the network. Sustained handling requires consistency and attention.
A handler who becomes irregular in meetings, who fails to follow through on promises, or who appears
to lose interest in the source will quickly find that the source becomes unreliable or breaks off the
relationship entirely. The best handlers view sustained handling as their primary responsibility.
Collection of information is important, but maintaining the relationship and the source's motivation is
the prerequisite for any information collection.

Termination and Exit Planning Every source relationship eventually ends. A source may retire, may
move to a position with no valuable access, may become psychologically unstable, may be discovered,
or may simply decide that the risks are no longer acceptable. The handler must have planned for
termination from the beginning of the relationship. What will be told to the source about why the
relationship is ending? How will final payments be arranged? What security measures are necessary
to protect the source and the organization after the relationship ends? How will the handler exit the
relationship in a way that leaves the source feeling they were treated fairly? Good termination practices
are essential because they protect the source and because they protect future operations. A source who
feels they were treated fairly and who is given a secure exit from the relationship is far less likely to
become a security risk or to defect to an opposing service. A source who feels betrayed or abandoned
at the end of their service is far more likely to become a problem. The handling of the termination
phase tells the source everything they need to know about the handler's character and about the
organization they worked for. It is, in many ways, the most important phase of the entire relationship.

Josephine Baker 1906 to 1975

22
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Josephine Baker was one of the most celebrated entertainers of the 20th century, known for her
performances in Paris during the 1920s and 1930s, but she was also an accomplished intelligence
operative who used her celebrity status and access to gather information during World War II. Born
in St. Louis, Missouri, Baker moved to Paris as a young performer and became famous for her jazz
performances and her role in the Revue Negre. Her celebrity status gave her extraordinary access to
high-ranking political and military figures, both before and during World War II, making her an ideal
intelligence source and handler of other sources. Baker was recruited by the French intelligence
service, the Deuxiéme Bureau, during the 1930s, and she began gathering information from the
prominent men who attended her performances and who sought her company. Her charm, intelligence,
and apparent naivety made her an effective source gatherer: powerful men felt comfortable speaking
to her about military and political matters, apparently not believing that a woman entertainer would
be capable of understanding or acting on that information. Baker, however, was taking careful notes
on everything she heard and passing the information to her handlers in the French intelligence service.
During the Spanish Civil War, she also traveled to Barcelona and Madrid, gathering information on
German and Italian military involvement in support of Franco's forces. When France fell to German
occupation in 1940, Baker moved to North Africa, where she continued intelligence work for the Free
French forces under the direction of General de Gaulle. She performed concerts for the troops and for
North African political and military leaders, and she continued to gather information from the men
who came to her performances. She also began handling other sources, particularly women who had
access to information in occupied North Africa. Her status as a famous entertainer and a Black
American woman who had chosen to work for the Free French gave her a unique position from which
to operate. She could move more freely than other operatives, and her presence at social events was
not viewed with the same suspicion as that of obvious military or intelligence personnel.

What made Baker effective as an intelligence operative was her combination of genuine intellectual
capability, acting skill, and absolute determination to resist fascism. She was not naive: she understood
exactly what she was doing and why. She risked her life and her career for what she believed in, and
she maintained her commitment to intelligence work even when it would have been easier to simply
continue her performing career. After the war, she was awarded the Iron Cross of Lorraine, one of the
highest honors of the Free French movement, in recognition of her intelligence work. Though her
contributions were later overshadowed by her fame as an entertainer, her colleagues in the intelligence
service remembered her as a dedicated operative who had made significant contributions to the war
effort. Baker's case demonstrates that intelligence operatives do not fit a particular profile. A woman
entertainer in an era when women in intelligence work were rare, a Black American operating in a
French organization, an artist and a spy: Baker showed that effective intelligence operatives could
come from unexpected backgrounds and could use their intelligence and charm to operate successfully
in difficult circumstances. Her legacy reminds us that intelligence work is fundamentally about human
capability, not about fitting into preconceived ideas about what an intelligence operative should be.

The Source Development Cycle

23
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The Source Development Cycle From targeting through termination

1. Why is the targeting and evaluation phase often more important than the recruitment itself? What
are you really trying to accomplish during that phase? 2. How would you design an approach to a
potential source that has a high probability of success? What factors would you need to research first?

3. What would you look for in the early stages of handling a new source to determine whether they
will be reliable over the long term? 4. How does the way you handle a source during the sustained
operational phase differ from how you handle them during recruitment? What changes? 5. Describe
what 'good termination practices' would look like. Why is how you end a relationship as important as
how you begin it? 6. If a source that you terminated as part of normal source reduction later becomes
a security risk, what would you have done differently to manage the termination?

Chapter Three: My Reflections

Chapter Three: Continued

Elicitation Techniques Extracting Information Without Asking

The best information comes from someone who doesn't realize they're giving it.

Elicitation Techniques

Direct Elicitation and the Art of the Question

24
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Direct elicitation is the most straightforward approach: asking a source directly
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Elicitation Techniques

elicitation is an art. The wrong question, asked in the wrong way, can signal that the handler doesn't
understand the environment the source operates in or doesn't have legitimate need for the information.
A well-crafted question, by contrast, can extract detailed information in a way that feels natural to the
source. Good questions are specific enough to be answerable but not so specific that they reveal what
the handler already knows. Good questions acknowledge the source's expertise and position the
handler as someone who respects that expertise. The timing and context of direct questions matters
enormously. Asking a source for sensitive information in a public location or when the source is under
time pressure will produce worse results than asking the same question in a secure, private setting
when the source is relaxed. The handler must understand the source's personality well enough to know
what kind of questions will produce honest, detailed answers rather than brief or evasive responses. A
source who feels respected and who understands why the handler needs information will typically be
more forthcoming than a source who feels interrogated.

Indirect Elicitation and Cover Stories Indirect elicitation involves extracting information without the
source fully realizing they are being asked to provide it. A handler might ask about seemingly
unrelated topics that, when combined with other information, reveal what the handler actually wanted
to know. A handler might pose as someone interested in a hobby or field that the source knows about,
thereby getting the source to explain technical details that are actually military secrets. The handler
might engage the source in casual conversation about recent events in the source's office, extracting
organizational information without ever directly asking for it. Cover stories are critical for indirect
elicitation. If a source realizes they are being asked questions for intelligence purposes, they may
become guarded or may refuse to answer at all. A handler with a good cover story: a plausible reason
to be asking the questions that has nothing to do with intelligence collection, can ask nearly anything
without raising the source's defenses. The cover story must be specific enough to be believable and
must be consistent across multiple interactions. A handler who is inconsistent with their cover story
will be quickly identified as operating under false pretenses.

Flattery, Rapport, and Social Engineering People are often willing to provide information to people
they like and who have demonstrated respect for them. A handler can dramatically increase the amount
of information a source provides by building genuine rapport. This involves finding common interests,
showing genuine interest in the source's life and experiences, and acknowledging the source's expertise
and importance. It also involves appropriate use of flattery: complimenting something the source

has actually achieved or done, not making empty compliments that will be recognized as such. Social
engineering in the context of source handling involves understanding what motivates the source and
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creating conditions that make information sharing feel natural and rewarding. A source motivated by
a desire to be seen as important might be asked to explain something only they understand. A source
motivated by a desire to show off technical knowledge might be asked about their specialty in a way
that appeals to that motivation. The handler is not being dishonest; they are simply understanding what
makes the source want to communicate and creating those conditions.

The Reid Technique and Accusation-Based Approaches Some intelligence operations use accusatory
approaches to elicit information. The handler accuses the source of having done something or knowing
something, creating emotional pressure that makes the source want to explain or defend themselves.
This technique can be extraordinarily effective at extracting information, but it carries significant risks.
It can damage the handler-source relationship. It can cause the source to provide false information in
an attempt to appease the accusatory handler. It can push the source toward defection or toward
reporting the relationship to their organization's security services. Accusatory approaches are most
effective with sources who are already partially compliant, where the relationship is not dependent on
voluntary cooperation, or where short-term information extraction is more important than long-term
relationship maintenance. A handler using this approach must understand that they are sacrificing
relationship quality for short-term information gain. In many situations, this is a mistake. In some
situations, when

speed is critical or when the source is already compromised, it may be the right choice.

Validation and Verification of Collected Information Information extracted through elicitation is only
as valuable as its accuracy. A handler must develop methods for validating that a source is actually
providing accurate information and not simply making up answers to satisfy the handler's questions.
This might involve asking the same question at different times and comparing answers, comparing the
source's information with other sources or with technical intelligence, or having experts review the
information for consistency and accuracy. A source who is providing false or misleading information
needs to be identified quickly, because continuing to use false information in operations will lead to
failed operations and waste resources. Some sources deliberately provide false information as a form
of resistance to intelligence operations. Some sources unconsciously provide false information
because they don't actually know the answers to the questions being asked but feel pressure to provide
answers. The handler must distinguish between these cases. The first case may indicate that the source
relationship should be terminated or that the source has been turned by an opposing intelligence
service. The second case may indicate that the handler's questions are not well-calibrated to the
source's actual access and knowledge. Validation methods allow the handler to understand what is
actually happening.

Elicitation Techniques
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Elicitation Techniques Extracting information skillfully

1. What is the difference between direct and indirect elicitation, and when would you use each
approach? 2. How would you craft questions that get a source to provide detailed information without
realizing how much they are revealing? 3. What role does flattery and rapport-building play in
elicitation, and how do you use these techniques ethically? 4. If a source provided information that
seemed inconsistent with what you knew from other sources, how would you verify which information
was accurate? 5. How would you know if a source is deliberately providing false information versus
unconsciously providing information they don't actually know about? 6. Design an elicitation plan for
a source who has access to sensitive technical information but who is reluctant to talk about their work.

Chapter Four: My Reflections

Chapter Four: Continued

Network Architecture Building and Managing Complex Source Networks

A cell is security. A network is power. Balance between them is art.

Network Architecture

Cell Structure and Compartmentalization
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Intelligence networks are typically organized into cells: small groups of sources,
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Network Architecture

from other parts of the network. Compartmentalization is the core security principle. No individual
cell member knows more than they need to know to perform their function. No individual source
knows who else is in the network or how their information is being used. This structure protects the
network from compromise: if one cell is captured, the damage is limited because that cell cannot reveal
information about other cells. Cell structure also requires careful handling. Each cell has a cell leader
or primary handler who is the only person with contacts to other cells. When sources from different
cells need to coordinate or when information needs to flow between cells, it flows through these
carefully controlled channels. A cell member who attempts to contact another cell directly is
immediately suspected of being a security risk. The cell structure requires discipline and clear
communication of boundaries, but it is the most effective way to maintain security in a large network.

Hub-and-Spoke Networks

An alternative to cell structures is the hub-and-spoke network, where a central hub handler maintains
direct contact with multiple sources or sub-handlers, and the sources do not contact each other. This
structure is highly efficient: information flows directly to the center, and the central handler has
complete visibility into the network. It is also vulnerable: if the central hub handler is captured or the
hub is compromised, the entire network can be rolled up. Hub-and-spoke structures are typically used
when operational speed is more important than long-term security, or when the sources are in locations
where network contact is impossible. The choice between cell structures and hub-and-spoke structures
depends on the operational environment, the nature of the threat, and the kind of information being
collected. In an environment with weak counterintelligence, a hub-and-spoke structure might be
appropriate because the risk of compromise is low. In an environment with aggressive
counterintelligence operations, a cell structure might be necessary even though it is less efficient. The
network architect must balance security and effectiveness in light of the actual threat environment.

Multi-Layer Networks and Cutout Systems In complex intelligence operations, networks are often
organized into multiple layers, with sub-handlers at each layer managing the layer below them. A
source in a sub-cell reports to a sub-handler, who reports to a cell leader, who reports to a regional
commander, who reports to the operational headquarters. This multi-layer structure allows networks
to grow to very large sizes while maintaining security compartmentalization. No single person other
than top leadership understands the full scope of the network.
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Cutout systems are communication channels between layers that do not require direct personal contact.
A source might leave information at a dead drop location, which is then retrieved by a cut-out
messenger who has no contact with the source and no knowledge of where the information originated.
Cutout systems are slower and more cumbersome than direct communication, but they provide
security by ensuring that people at different layers of the network never meet. If a source is captured
and tortured, they cannot reveal the identity of the person above them if they have never actually met
that person.

Growth, Promotion, and Development of Networks An effective intelligence network grows over time
as new sources are recruited and as existing sources are developed into sub-handlers who can recruit
and manage other sources. This growth multiplies the network's intelligence collection capability.
However, growth also increases the risk: the larger the network, the more difficult it is to maintain
security, and the more people are aware that an intelligence operation is occurring. Network growth
must be managed carefully to balance these considerations. Promotion of successful sources into sub-
handler roles is one of the most effective ways to grow a network. A source who has proven reliable
and trustworthy can be given responsibility for recruiting and managing other sources. This not only
grows the network but also deepens the source's commitment to the operation by giving them a more
important role and greater responsibility. However, promotion also creates new risks: a source who
becomes a handler is now managing other people's security and is responsible for the integrity of other
sources. Careful training and oversight is necessary to ensure that newly promoted handlers maintain
the same security discipline and ethical standards as the primary handler.

Network Collapse and Compromise Management Despite the best security measures, intelligence
networks are sometimes compromised.

A

source

1S

captured.

A

handler

1S
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identified.

A

counterintelligence service penetrates the network. When compromise is detected or suspected, the
handler and the network leadership must take immediate action to minimize the damage. This typically
involves rapid termination of the most compromised parts of the network, re-evaluation of the security
of the remaining parts, and implementation of new security procedures to prevent further compromise.
In some cases, when compromise is detected, the organization may choose to continue operating parts
of the network while publicly shutting down other parts, making it appear that the entire network has
been compromised. This allows retained sources to continue providing information while the
opposition believes they have eliminated the threat. In other cases, the network is truly compromised
and must be completely shut down. The decision about how to respond to detected compromise is one
of the most difficult decisions a network commander can make, because it depends on classified
information about what the opposition actually knows and on assessment of the operational importance
of the remaining intelligence collection.

Network Architecture

Network Architecture

Building secure intelligence networks

1. What are the advantages and disadvantages of a cell structure compared to a hub-and-spoke network
structure? 2. Why is compartmentalization important, and how would you implement it in a practical
operational network? 3. If you discovered that one cell in your network had been compromised, how
would you prevent the compromise from spreading to other cells? 4. How would you decide whether
to try to rehabilitate a compromised network or to shut it down entirely? 5. What security procedures
would you implement to protect sources in a multi-layer network where information flows through
multiple handlers before reaching the operational headquarters? 6. Describe how you would train
newly promoted sub-handlers to maintain security discipline and ethical standards as they assume
responsibility for managing other sources.

Chapter Five: My Reflections
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Chapter Five: Continued

The Ethics of Manipulation for Good Power, Responsibility, and Moral Boundaries

We can manipulate, but should we? And if so, within what boundaries?

The Ethics of
Manipulation for Good

The Power Asymmetry in Handler Operations

Handler operations are fundamentally about power. The handler represents an
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The Ethics of Manipulation for Good

affect a source's security and safety. The source, by comparison, is typically more vulnerable. They
have taken a significant risk by entering into a relationship with the handler. They are dependent on
the handler's competence and ethical judgment for their security. This power asymmetry is
unavoidable in intelligence work, but it creates ethical obligations that the handler must understand
and respect. Ethical handler operations begin with acknowledgment of this power asymmetry. The
handler is not the source's friend or mentor, even if the relationship develops in ways that superficially
resemble those kinds of relationships. The handler has organizational interests that may diverge from
the source's interests. The handler has an ethical obligation to be honest about this divergence and to
avoid exploiting the source's trust or vulnerability in pursuit of organizational goals. The best handlers
operate within self-imposed ethical boundaries that go beyond what the organization would require.

Deception, Manipulation, and Psychological Pressure

Deception is a core tool of intelligence operations. Handlers use deception to protect their true
identities, to conceal their actual purposes, to manipulate sources into providing information they
might otherwise withhold. This deception is not optional: an intelligence operation that announces its
true purpose to potential sources will not recruit anyone of significance. Yet deception creates ethical
problems. If the handler is willing to lie to a source about basic facts, how is the source supposed to
trust that the handler is telling the truth about protecting their security or paying agreed-upon
compensation? The ethical handler maintains a clear internal boundary: there are things the handler
will deceive about, and things the handler will not. The handler will conceal their true identity, their
true organizational affiliation, their true purpose, and information about other sources. The handler
will not lie about the fundamental terms of the agreement with the source. The handler will pay agreed-
upon compensation. The handler will provide agreed-upon protection. The handler will not knowingly
send a source into a situation where they will be captured or killed. Sources need to understand that
within a clearly defined sphere, they can trust the handler's word.

Exploitation of Personal Vulnerabilities Handlers are trained to identify and exploit personal
vulnerabilities. They look for financial need, emotional neediness, ideological radicalism, personal
grievances, and other factors that might motivate someone to work for an intelligence service. Using
information about these vulnerabilities to recruit and manage sources is standard intelligence
tradecraft. Yet it raises profound ethical questions. At what point does recruitment based on
vulnerability become exploitation? At what point does management of a source through their
vulnerabilities become abuse?
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An ethical handler maintains awareness of the difference between understanding

and

exploiting

vulnerability.

Understanding

source's

vulnerabilities is necessary for effective handler operations. Exploiting those vulnerabilities in ways
that cause unnecessary harm to the source is unethical. A source who is financially vulnerable might
be offered money; this is not exploitative. A source might be manipulated into committing acts that
violate their own conscience or that harm people they care about; this crosses an ethical line. The
handler must remain aware of the boundary between legitimate operational leverage and exploitation,
and must operate consciously within that boundary rather than unconsciously crossing it.

Consequences, Risk, and Moral Responsibility Every intelligence operation has consequences beyond
what can be anticipated or controlled. A source recruited for what seems like low-risk intelligence
collection might be caught in a situation where their only survival option is to inform their security
service about their handler. An operation designed to prevent a terrorist attack might, as an unintended
consequence, result in civilian casualties. A source handled according to all the best tradecraft might
be discovered and executed because an intelligence operation is fundamentally uncertain. The ethical
handler maintains clear awareness of the potential consequences of their actions and maintains moral
responsibility for those consequences to the extent they are foreseeable. This means that recruitment
decisions should be made with genuine concern for what will happen to the source if the relationship
is discovered. It means that operational decisions should include consideration of potential unintended
consequences. It means that if a source is killed or captured, the handler carries that moral weight,
even

if the handler followed all correct procedures and the source understood the risks. The willingness to
carry moral responsibility for operational consequences is part of what distinguishes an ethical handler
from a handler who is purely mercenary or purely focused on organizational objectives.
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Refusing Unethical Orders and Walking Away Intelligence handlers will sometimes receive orders to
do things they believe are unethical. They will be asked to recruit sources through means that violate
the handler's personal ethical boundaries. They will be asked to manipulate sources in ways the handler
believes constitute abuse. They will be asked to operate in ways that violate local law or that cause
harm to innocent people. At these moments, an ethical handler must be willing to refuse the order, to
explain why they believe the order is unethical, and if necessary, to walk away from the operation or
from the organization entirely. Refusing an order in an intelligence organization is not a decision to
be made lightly. It has career consequences. It may result in removal from the organization. It may put
the handler in danger if the organization decides the handler is unreliable. Yet maintaining personal
ethical boundaries is more important than career advancement or personal safety. The handler who is
unwilling to refuse unethical orders will eventually face a situation where following orders means
committing an act they cannot live with. It is better to establish that boundary early and to be clear
about the places where the handler will not compromise, even if this comes at significant personal
cost.

The Ethics Of Manipulation For Good

The Ethics of Manipulation for Good Power, responsibility, and moral boundaries

1. How do you maintain awareness of the power asymmetry in a handler-source relationship without
becoming paralyzed by guilt about that asymmetry? 2. What are the boundaries between legitimate
operational leverage and exploitation of a source's vulnerabilities? 3. If you were ordered to use a
source in a way you believed was unethical, how would you respond? What would be the
consequences of refusal? 4. How do you maintain personal ethical boundaries while carrying out
organizational directives that you might question? 5. Design an ethical framework for your handler
operations. What are you willing to do, and what are you not willing to do, regardless of what the
organization requests? 6. If a source was harmed as a result of an intelligence operation you conducted,
what responsibility would you bear for that harm, and how would you live with that responsibility?

Chapter Six: My Reflections

Chapter Six: Continued
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Compartmentalizatio Living with Secrets and Maintaining Operational Security

The secret you tell is a secret no longer. Keep what you must; guard what you can.

Compartmentalization

Psychological Compartmentalization

Intelligence operatives and sources live with secrets that they cannot share with
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Compartmentalization

work. This secret-keeping takes a psychological toll. The handler lives a double life: one identity with
their organization and colleagues in intelligence work, another identity with family and friends in
civilian life. They know things they cannot discuss. They cannot explain their work. They cannot share
the stress they are under or the moral dilemmas they face. This psychological compartmentalization is
one of the most difficult aspects of intelligence work. Handlers who are most successful at
psychological compartmentalization are those who develop genuine activities and relationships in their
civilian life. The handler who has real hobbies, real friendships, real family connections, can draw on
those relationships for psychological sustenance without revealing anything about their intelligence
work. The handler who tries to suppress their civilian life entirely and live only within the intelligence
community may develop psychological problems. The compartmentalization that is necessary for
operational security also becomes a source of psychological strain.

Behavioral and Social Compartmentalization

Beyond

the
psychological
level,
handlers
must

maintain
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behavioral

compartmentalization. They must act differently in different contexts. With their intelligence
colleagues, they use intelligence language and reference systems. With their civilian contacts, they use
different language and maintain different social roles. They may have different cover identities in
different operational areas. They must remember which identity to assume in which context and must
maintain consistency within each context. A handler who slips and uses intelligence language with
civilian contacts, or who reveals their true interests and concerns, is creating security vulnerabilities.
Behavioral compartmentalization extends to physical security practices. A handler who maintains
operational security with sources but is careless about their personal security in civilian contexts is
defeating the purpose of compartmentalization. The handler must understand that security is not
something you turn on and off: it is a consistent set of practices that applies across all contexts. The
handler who maintains excellent tradecraft in operational situations but is careless about passwords,
about physical documents, about what they discuss in public places, is creating an entry point for
counterintelligence operations.

Information Compartmentalization in Operations Compartmentalization of information is a core
security principle. Each person in an intelligence network should know only what they need to know
to perform their role. A handler might know their source's identity and access, but should not know
how the information is being used. A sub-handler might know the identities of their sources, but should
not know the identities of sources in other cells. A source should not know who else is in the network
or how their information is being used. This compartmentalization limits the damage if any

single person is captured or turned by a counterintelligence service. Information

compartmentalization

requires

discipline

and

clear
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communication of boundaries. It is natural for people to want to understand the larger context of their
work and to know how their contributions fit into the bigger picture. But maintaining security requires
that handlers resist this natural tendency to share information, and that they help sources understand
why they are not being given information about the broader network. A source who understands that
compartmentalization is a security measure that protects them as well as the operation will accept it
more readily than a source who feels that compartmentalization is arbitrary secrecy.

Maintaining Cover Under Pressure Cover identity is one of the most important compartmentalization
tools. A handler operating in an intelligence capacity does not use their true name or true identity.
They maintain a cover identity that is consistent across all operational contexts. If the cover identity
is ever questioned, the handler must be able to provide documentation, references, and corroboration
for the cover identity. A handler who creates a cover identity but does not maintain supporting
documentation and does not practice acting as that person in normal situations will fail when the cover
is tested. Maintaining cover under pressure requires practice and psychological discipline. If a handler
is arrested or detained by local authorities, they must maintain their cover identity even under
interrogation. If a handler is unexpectedly confronted by someone from their intelligence work while
meeting with a civilian contact, they must quickly assess the situation and respond appropriately
without breaking either their civilian cover or their

operational security. Handlers are trained in maintaining cover under stress, but this training can never
fully prepare someone for the actual situation. The best that can be done is to practice thoroughly and
to maintain awareness of the fragility of cover.

Transitioning Out of Intelligence Work Handlers who leave intelligence work must maintain
compartmentalization even after they leave the organization. They cannot discuss the sources they
handled, the operations they conducted, or the secrets they learned. They cannot write books or give
interviews about their operational experience without going through an official review process. They
cannot discuss intelligence matters with friends or family. This continued compartmentalization
reflects the understanding that the secrets of intelligence work do not cease to be secret just because
the handler has left the organization. For some handlers, the transition out of intelligence work creates
significant psychological strain. After years of being unable to discuss their work with anyone, they
suddenly have the freedom to do so if they were to retire from the field, yet they still cannot because
of the compartmentalization requirements. Some handlers struggle with the fact that their significant
professional accomplishments must remain secret, that they will never be publicly recognized for their
work, that the people they care about will never fully understand what they have done or why they
spent years of their life in that role. The handler who successfully leaves intelligence work is the one
who has made peace with these facts and understands that the secrecy is necessary and important.

Compartmentalization
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Compartmentalization Living with secrets and maintaining security

1. What are the psychological effects of living a compartmentalized life, and how would you manage
those effects to maintain your wellbeing? 2. If someone from your civilian life discovered your
intelligence work, how would you respond? What would you do to prevent that discovery? 3. How
would you explain to family or friends why you cannot discuss your work, without making them feel
shut out or creating relationship strain? 4. Describe the difference between necessary
compartmentalization and unhealthy secrecy. How would you distinguish between them? 5. If you
were transitioning out of intelligence work, how would you manage the compartmentalization
requirements that would still apply even after you left the organization? 6. Design a cover identity for
yourself that you could maintain consistently over an extended operational period. What
documentation and supporting details would you need to create?

Chapter Seven: My Reflections

Chapter Seven: Continued
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Conclusion: The Human Art of Intelligence

The study of handler operations is fundamentally the study of human nature. It is about understanding
what motivates people, how trust is built and destroyed, how people respond to pressure, and how they
make decisions in uncertain circumstances. The best handlers are not those who are best at deception
or manipulation, though those skills matter. The best handlers are those who understand people deeply
and who can work with that understanding while maintaining personal ethical boundaries. Throughout
this book, we have examined the practical skills of handler operations: recruiting sources, building
networks, extracting information, managing relationships. But beneath these practical skills lies a
deeper understanding: that intelligence work is ultimately about human connection, and that handlers
have power over the lives of their sources that must be exercised with careful ethical judgment. The
handler who loses sight of the human element of intelligence work becomes ineffective and dangerous.
As you move forward in your intelligence career, remember that you are working with people, not
with machines or data. Sources have lives, families, fears, and dreams beyond their intelligence work.
Your responsibility as a handler is to understand that full humanity while working within a framework
that requires secrecy and compartmentalization. This is difficult work, and it requires constant moral
attention. The examples in this book show us handlers who understood these principles. Virginia Hall
maintained deep concern for her sources even as she

managed complex networks. Christine Granville used cultural understanding and language ability to
operate effectively while respecting the intelligence and dignity of her sources. Belle Boyd showed
that intelligence work could be conducted by people from all backgrounds and that those who
succeeded were those who understood human psychology. The cautionary example of Mata Hari
reminds us that handlers who lose sight of the asymmetry in the handler-source relationship and who
believe themselves to be more in control than they actually are eventually face consequences. You
now have the knowledge and frameworks necessary to conduct effective handler operations. Use that
knowledge responsibly, maintain ethical boundaries even when they cost you, and remember always
that the sources you work with are human beings who have made significant sacrifices for their
intelligence work. Be worthy of their sacrifice and of the trust they place in you.

Mission Possible Spy Academy
Conclusion: My Reflections

Conclusion: My Reflections
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Tools

Operational Self-Assessment

Use this assessment at the beginning of your Profiler Ribbon work, and again when you complete the
course. It is not a test. There are no correct answers. It is a calibration tool: a way of taking a precise
inventory of your starting point so that change, when it happens, is visible.

Rate each statement on a scale of 1 to 5: 1 = Not at all like me. 3 = Sometimes like me. 5 = Consistently
like me.

1. Understanding Sources Can I identify what motivates different types of intelligence sources, and
can I tailor my approach to each person's actual needs? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately
well [ ] 4. Excellent

2. Building Trust

Do I have the consistency and reliability required to build trust with sources, and can I maintain that
trust over long periods? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately well [ ] 4. Excellent

3. Managing Conflict When a source relationship becomes strained or when I disagree with a source,
can [ handle the conflict productively? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately well [ ] 4.
Excellent

4. Ethical Boundaries Do I have clear personal ethical boundaries, and am I willing to refuse unethical
orders even if it costs me professionally? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately well [ ] 4.
Excellent

5. Operational Security Do I maintain consistent security discipline across all aspects of my life, and
am I aware of my security vulnerabilities? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately well [ ] 4.
Excellent

6. Psychological Resilience Can I handle the stress and psychological strain of intelligence work
without it affecting my wellbeing or judgment? [ ] 1. Not at all [ ] 2. Somewhat [ ] 3. Moderately well
[ ]14. Excellent
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Score Interpretation Level 1 (mostly first options)

You are beginning this work with real room to grow. That is the correct starting condition. The Profiler
Ribbon is calibrated exactly for this starting point. Level 2 (mostly second options) You have
developed real situational awareness but have not yet systematized it. The Ribbon will give you the
vocabulary and the protocol that makes what you already do more consistent and reliable. Level 3
(mostly third options) You are already reading people with substantial accuracy. The Profiler Ribbon
will sharpen the precision of the read and extend it into high-pressure situations where your current
skill degrades. Level 4 (mostly fourth options) You are operating at an advanced baseline. The
Capstone Mission will be your growth edge: not acquiring the skills but integrating them under
sustained operational conditions.

Take this assessment again after completing the Profiler Ribbon. The changes will be specific and
measurable.

Assessment: Notes & Observations

Assessment: Notes & Observations

ASSESSMENT: INITIAL SCORES (DATE: ________ )
Assessment: Initial Scores (Date: ________ )
Reference

Key Terms Definitions of terms and concepts used throughout this book, organized alphabetically for
reference.

Accommodation Providing a source with protection or financial support in exchange for intelligence
information

Agent An intelligence operative working under cover in a foreign country or hostile environment

Asset A source of intelligence information, human or technical
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Blown Describes an operation or operative whose true identity or purpose has been discovered
Case Officer An intelligence officer who directly manages one or more intelligence sources or agents

Cellular Structure Organization of an intelligence network into isolated cells with minimal inter-cell
contact

Compartmentalization Security practice of limiting information access so each person knows only
what they need to know

Coup d'Etat The sudden, violent, and illegal seizure of power from a government
Cover A false identity, occupation, or organizational affiliation used by an intelligence operative
Dead Drop A secure location used to leave or retrieve messages or materials without direct contact

Defector A person who abandons their home country or organization to work for an opposing country
or organization

Double Agent An intelligence operative working for two opposing intelligence services
simultaneously

Elicitation Extraction of information from a source without directly asking for it

Handler An intelligence officer responsible for recruiting and managing human intelligence sources

Humint

Human Intelligence: intelligence gathered from people through espionage and interrogation
Mole A source, usually in a sensitive position, working for an opposing intelligence service

Network A group of sources and operatives organized for intelligence collection or operations

Operational Security
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Measures taken to prevent disclosure of sensitive information or
activities

Source A person who provides intelligence information to a handler or intelligence organization

Tradecraft The techniques, procedures, and practices used by intelligence operatives in conducting
operations

Back Matter

Further Reading The following works were foundational to the ideas in this book and are
recommended for readers who wish to explore these subjects in greater depth.

The Craft of Intelligence (1963) by Allen W. Dulles
A founder of the CIA discusses the principles and practices of intelligence work in the modern era.
Open Secret: The Autobiography of the Former Director-General of MI5 (2001) by Stella Rimington

A memoir by a senior British intelligence officer discussing operational security and human
intelligence management.

The Master of Disguise: My Secret Life in the CIA (1999) by Tony Mendez

A memoir focusing on tradecraft, cover operations, and the human elements of intelligence work.
The Circus: MI5 Operations 1945-1972 (1983) by Nigel West

A detailed account of post-war British intelligence operations and source management practices.
Cloak and Gown: Scholars in America's Secret War (1987) by Robin Winks

Academic study of American intelligence recruitment and operations during the Cold War.
Terror in the Mind of God: The Global Rise of Religious Violence (2003) by Jessica Stern

Analysis of how intelligence services understand and work against religious extremism.
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The First Directorate: My Secret War Against the West (1994) by Oleg Kalugin

Memoir of a KGB general discussing Russian intelligence methods and source management practices.
The Body in Pain: The Making and Unmaking of the World (1985) by Elaine Scarry

Philosophical analysis of interrogation, pain, and the ethics of extracting information by coercion.
Intelligence Power in Peace and War (1996) by Michael Herman

Academic analysis of intelligence organizations, their management, and their role in policy.

Muriel Spark: A Life (2005) by Diane Johnson

Biography of the novelist Muriel Spark, who worked in counterintelligence during World War II.

The Series

The MPSA Library Series

HANDLER is Book Six of the MPSA Library Series: a collection of ten free reference books, one for
each ribbon in the Mission Possible Spy Academy program. Each book provides the historical,
scientific, and conceptual foundation for its corresponding ribbon course. They are companion
volumes, not curriculum replacements. The courses teach tradecraft. The books explain why that
tradecraft works: and how women have been using versions of it for centuries.

Book One: ANALYST Analyst Ribbon

Environmental awareness, the evolutionary origins of female perceptual intelligence, historical
operatives, and the architecture of learned helplessness.

Book Two: PROFILER Profiler Ribbon

The science of behavioral reading: micro-expressions, baseline deviation, deception detection, and the
history of women who read people for survival.
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Book Three: SENTINEL Sentinel Ribbon

Personal security and threat assessment: stalking patterns, target selection, pre-incident indicators, and
the women who understood threat before it materialized.

Book Four: STRATEGIST

Strategist Ribbon

Strategic thinking, planning under uncertainty, decision science, and the women commanders and
strategic thinkers history tried to forget.

Book Five: DIPLOMAT Diplomat Ribbon

Influence, persuasion, social engineering, and negotiation: the intelligence of soft power and the
women who wielded it.

Book Six: HANDLER Handler Ribbon

Human intelligence, source development, trust and betrayal, and the women who ran networks of
people in impossible conditions.

Book Seven: TACTICIAN Tactician Ribbon

Operational planning, counter-surveillance, cover and concealment, and the tactical thinking that kept
women alive in hostile environments.

Book Eight: GUARDIAN Guardian Ribbon

Protective intelligence, close protection, emergency response, and the women who kept others safe
when no one was keeping them safe.

Book Nine: GHOST Ghost Ribbon

Deep cover, identity management, the psychology of invisibility, and the women who lived double
lives and brought both home.
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Book Ten: FIELD COMMANDER Field Commander Ribbon

Leadership under fire, operational command, organizational intelligence, and the women who led
when they were told they could not.

All ten books are free. All ten are available at MissionPossibleSpyAcademy.com.

My Notes

My Notes

My Notes: Continued

My Notes: Continued

My Notes: Continued

My Notes: Continued

My Notes: Continued

My Notes: Continued

About the Author

Dr. Terry Oroszi is the founder and director of Mission Possible Spy Academy, based in Dayton, Ohio.
A U.S. Army veteran and behavioral intelligence educator, her career spans academia, federal
consulting, and national security. She has worked with women across the United States and
internationally, including women surviving under conditions of extreme threat, to develop practical
skills in awareness, self-protection, and resilience.

52



DR. TERRY OROSZI

She began writing the MPSA curriculum in 2013, long before Al-assisted content generation existed,
driven by one conviction: that the skills of intelligence professionals: honed by decades of field
experience and research: belong to every woman who needs them. The MPSA Library Series makes
these foundations freely available to every MPSA student, everywhere.

"I started writing in 2013: not because it was easy, but because it needed to be done. These women
needed this. They still do." Dr. Terry Oroszi

About Mission Possible Spy Academy Mission Possible Spy Academy (MPSA) is an intelligence-
training program founded by Dr. Terry Oroszi. MPSA teaches women: and men: the foundational
skills of situational awareness, behavioral analysis, deception detection, strategic communication, and
operational discipline. The curriculum draws from intelligence tradecraft, behavioral science, and
applied psychology. Courses are delivered online and accessible globally. The MPSA Library Series
provides free companion reading for all MPSA ribbon courses.

MissionPossibleSpyAcademy.com Pro Bono Non Malo
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