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Good morning Madam Chairwoman, Ranking Member Davis and members of the 
Subcommittee.  I am pleased to follow up this Subcommittee’s June 7, 2004, hearing in 
Chicago, and welcome the opportunity to appear before you again today.   
 
As President George W. Bush’s principal advisor on human resource (HR) matters and 
the strategic management of human capital initiative of the President’s Management 
Agenda, the Director of the Office of Personnel Management (OPM), Kay Coles James, 
has consistently provided leadership and guidance on many critical issues facing the 
Federal Government today.  Areas such as pay-for-performance for the Senior Executive 
Service, telework, diploma mills, emergency preparedness and veterans’ preference rights 
are just a few examples where OPM has provided briefings, symposiums and training 
sessions for agency HR staff.  However, as I am sure we would all agree, improving 
Federal hiring will impact the Federal Government for many generations to come. 
 
OPM is very aware that recruitment and retention are critical human capital issues for the 
Federal Government. To fulfill our role in this process we have – and will continue to – 
take steps to assist agencies in improving their hiring processes.  OPM has undertaken a 
number of initiatives to issue guidance and has provided increased flexibility to agencies 
in hiring authorities and tools. 
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Use of Direct Hire and Category Rating by Agencies 
 
Your letter specifically asked about direct hire authority and category rating.  Direct hire 
authority permits agencies to hire qualified employees directly into the competitive 
services without putting them through a formal rating and ranking process after public 
notice has been given.  It is limited to occupations for which there is a severe shortage of 
candidates or a critical hiring need for the agency.  These restrictions were enacted, in 
part, because veterans’ preference is not applied under direct hire authority. 
 
When agencies use category rating examining procedures, those agencies can utilize a 
streamlined approach to rating and ranking applications for Federal jobs.  Category rating 
procedures maintain veterans’ preference and allow agencies to place candidates in broad 
quality groupings, rather than assigning candidates specific numerical ratings.  It also 
gives the selecting official more candidates from whom to select, rather then limiting that 
official to just three, as is the case with the traditional numerical rating system. 
 
As requested, my testimony includes two examples of direct hire authority requests: 
 

Direct hire authority that has been approved: The Department of Homeland 
Security received direct hire authority for administrative and program support 
positions that were in direct support of the intelligence activities and functions of 
the agency.    
 
Direct hire authority that has been denied:  The Department of Agriculture 
(USDA) requested a direct hire authority to cover a number of technical and 
scientific positions, as well as administrative and program support positions to 
deal with a crisis situation.  While the direct hire request for the technical and 
scientific positions was approved, the request for the administrative and program 
support positions was denied because USDA could not justify a critical need for 
the support positions because they were not directly involved in the efforts to deal 
with the crisis situation.   

 
In enacting this hiring tool, Congress intended agencies to use direct hire authority in a 
limited manner.  The law is very specific in prescribing the circumstances of where and 
when it can be used.  We do not believe that Congress intended this authority to be 
granted in a random manner nor to be used by the agencies as the “default mode” for 
agency hiring.   
 
On the other hand, the statute authorizing category rating as an alternative examining 
procedure provides greater latitude.   As a result, OPM has given agencies the ability to 
be creative.  OPM works very closely with the agencies to ensure understanding of the 
maximum flexibilities allowed by law. 
  
In this year, we have granted agency-specific direct hire authority to six agencies and are 
currently reviewing one other request.  Just last week, we granted direct hire authority to 
the Department of Defense for auditing positions for the Office of the Deputy Inspector 
General.  These authorities are in addition to the Governmentwide authority granted by 
OPM last year.  These authorities will provide agencies with a streamlined process to 
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quickly get mission-critical skills or individuals on board.  A list of these agencies has 
been provided to you. 
 
 
OPM Activity to Improve Hiring Since June 7 Hearing 
 
Since the previous Subcommittee hearing on June 7, 2004, OPM has aggressively 
pursued opportunities to provide hiring and recruitment information as well as guidance 
to a large Federal workforce manager audience.   
 

• On July 1, 2004, OPM hosted a briefing on the results of two professional surveys 
relating to recent recruitment fairs.  OPM has conducted 12 job fairs coast to coast 
over the past year, with an attendance of more than 57,000.  The New York City 
Fair alone had more than 15,000 attendees with 44 agencies and departments 
represented.  In many cases, the attendees had college or advanced degrees.  By a 
ratio of almost 6 to 1, respondents who had a preference said they would rather 
work for the Federal Government (41%) than have a job in the private sector 
(7%).  Eighty-five percent of the respondents indicated that “helping people and 
making a difference” is an appealing feature of a Federal job.  The surveys point 
to an overall positive environment within the labor market for Federal managers 
as they look to recruit and hire talented and qualified individuals for positions in 
the Government.   

 
• On June 29, 2004, OPM hosted a training symposium for agency Chief Human 

Capital Officers (CHCOs) and human resources professionals from 30 Federal 
agencies on hiring flexibilities currently available to improve the Federal hiring 
process.  The all-day symposium featured sessions on various hiring flexibilities, 
including sessions on veterans hiring and student and excepted service 
employment authorities.  This event was so successful (over 230 attended), that 
OPM is making plans to visit 26 Federal Executive Board cities and conduct the 
same presentation. 

 
• On June 26, 2004, OPM, in partnership with Representative Danny Davis (7th 

District, Illinois), hosted a recruitment fair in Chicago.  The fair was part of a two-
day conference that included seminars and health screening events.  In addition to 
OPM, the Social Security Administration, the Department of Labor, the Census 
Bureau, the Federal Bureau of Investigation and the Central Intelligence Agency 
also participated.  The conference drew approximately 1,500 to 2,000 people. 

 
• At our June 17, 2004, CHCO Academy meeting OPM offered a review of hiring 

authorities and flexibilities applicable to veterans, students and recent college 
graduates.  The meeting included a detailed discussion of the appointing 
authorities agency managers and HR officials have at their disposal to hire 
qualified veterans, including those with service-connected disabilities, reviewed 
the Veterans' Recruitment Appointment, Veterans Employment Opportunities Act 
Appointment, and the hiring authority for veterans with a 30 percent or more 
service-connected disability rating.   
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The meeting also focused on direct hire authority, a human resources tool OPM 
can make available to agencies to expedite the hiring of qualified individuals.  
The meeting also included dialogue about the Government's Presidential 
Management Fellows (PMF) Program, which attracts people with post-graduate 
degrees in public administration and a variety of other disciplines, and prepares 
them for ascension into top leadership posts. The new Senior Presidential 
Management Fellows Program, a component of the PMF Program, is designed to 
attract mid-level, private-sector employees for appointment to the upper 
professional ranks. 
 
Finally, OPM clarified how the general authority to use category rating gives 
agencies an alternative method to examine competitively in a way that offers 
selecting officials more candidates to select from, while preserving veterans’ 
preference. 

 
• On June 15, 2004, OPM hosted a Best Practices Showcase featuring the National 

Aeronautics and Space Administration’s (NASA's) strategic human capital 
initiatives as a way of exposing other agency personnel to successful HR 
practices.  Over 200 agency senior human capital leaders, senior executives and 
managers, and human resource professionals attended.  The showcase highlighted 
proven practices that other Federal agencies can adopt to improve human capital 
systems.  The showcase included presentations by several of NASA's senior 
management, and breakout sessions on performance culture, leadership and 
knowledge management, and talent - the key drivers in transforming Federal 
agencies into results-oriented employers that attract, retain and reward a highly 
performing workforce.  During a panel discussion, NASA fielded questions on 
how they obtained the NASA Workforce Flexibilities Act of 2004, how they plan 
to use the various employment flexibilities provided by OPM and this legislation, 
and their expected results in revitalizing their workforce. 

 
 
Summary of Work over the Past Three Years 
 
Our work in this important area spans the last three years.  Under the leadership of 
Director James, the Office of Personnel Management has initiated an aggressive effort to 
streamline and reform the hiring process within the Federal Government.  Departments 
and agencies now have new flexibilities and improved tools to ensure they can recruit and 
hire the best and the brightest.  These include enhancements to OPM’s USAJOBS 
vacancy listing, and major efforts to reach out to students, veterans and the public at large 
through a number of initiatives including a series of recruitment fairs across the country.   

 
OPM continues to provide leadership in its customer service relationship with our agency 
teammates as well.  In May of this year, we began the first in what we anticipate will be a 
series of agency “extreme makeovers.”  Working directly with the senior leadership and 
human resources staff of the Department of Housing and Urban Development (HUD), 
OPM has provided its knowledge and expertise by completing a process map of the 
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agency’s entire hiring program, conducting field and headquarters focus groups, and 
assisted in developing a process re-engineering to improve HUD’s hiring program.  We 
are committed to working with every Executive agency in order to ensure that agencies 
are making the best and most appropriate use of all hiring flexibilities available to them, 
including category rating. 
 
OPM recently hosted a briefing on the results of our Federal hiring survey to inform 
interest groups about progress being made in the on-going effort to streamline the Federal 
Government's hiring process.  Attending the briefing were representatives from the 
Partnership for Public Service, National Academy of Public Administration, National 
Hispanic Association of Federal Executives and the Society for Human Resource 
Management.  During the briefing, OPM senior staff highlighted the critical role that the 
managers who are selecting among applicants, as well as human resources professionals, 
play within Federal agencies.  The briefing included discussion on existing hiring 
flexibilities, expediting the hiring process, and using the available appointing authorities, 
including those for veterans and students.  At the conclusion of the meeting, pertinent 
materials on the results of the survey and other aspects of the Federal hiring process were 
distributed.   
 
At the last Subcommittee hearing, we discussed the 45-day hiring model.  OPM staff 
found in a recent survey of agency hiring practices that a large number of agencies report 
they are already meeting a 45-day standard for some portion of their hiring process.  Most 
other agencies reported that they will be able to meet OPM’s proposed 45-day model.  
Consistency in when the measuring starts, however, must still be addressed.  OPM has 
briefed the CHCO Council and President’s Management Council and other interested 
parties on the viability and importance of a 45-day model.  In addition, OPM has 
implemented the 45-day model internally. 
 
Also, we have worked with a number of agencies to identify gaps in their current time-to-
hire measuring tool.  For example, many agencies currently measure time-to-hire, but do 
not measure all of the steps contained in the OPM model.   
 
Finally, at OPM, we have worked on a continuous basis with members of the CHCO 
Council since its inception to increase their knowledge about the availability of hiring 
flexibilities.  In an effort to educate Council members and to share best practices in an 
informal setting, Director James, as the Council Chair, created the CHCO “Academy.”  
The Academy is held on a monthly basis and two of the sessions have included briefings 
on the availability of HR flexibilities including category rating and direct-hire 
authorities.   
 
 
Future Plans 
 
Much work remains for OPM and the agencies.  We realize OPM must focus its efforts 
on many fronts in order to accommodate agency needs.  Every day, we are growing, 
learning, improving and identifying new activities for OPM to undertake.  Director James 
has tasked staff with developing next steps for OPM to continue its leadership role.  
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Based on this analysis, we have already initiated a sequence of actions to make key 
materials for training HR professionals available through our GoLearn website. 
 
And, we know we must do more.  In the short term, we will be looking at additional ways 
to develop future human capital leadership in the Federal Government through the 
recruitment and training of high potential candidates over the next three to five years.  
We will be building on our work with the Department of Housing and Urban 
Development by extending our efforts at re-engineering agency-specific hiring practices 
at other departments and agencies.  We will continue our training efforts by conducting 
additional Hiring Flexibilities Symposiums, utilizing Federal Executive Boards as a 
conduit for bringing the training to the field.  We also plan to have an additional 
Symposium on August 3 to educate agency human resources officials and program 
managers on the availability of Human Resources flexibilities. 
 
In the long term, OPM is looking to develop competency models for the HR field and 
manage a “community of practice.”  OPM could then share with all agencies the general 
nature of the competencies developed and utilize this information in our web-based 
GoLearn e-government project.  We also want to explore automating the Administrative 
Careers with America assessment tool in order to speed the examination process.  And, 
finally, we plan to continue updating and disseminating information regarding hiring 
flexibilities through OPM’s Human Capital Officers. 
 
 
Conclusion 
 
Let me address one final issue.  The subcommittee’s letter of invitation characterized 
concerns about Federal hiring as a “blame game”.  We do not see it that way.  Agencies 
and OPM each have specific roles within the Federal hiring process; in fact, that is what 
we were asked to comment on by the General Accounting Office.  We answered by 
differentiating the specific responsibilities of OPM and the specific responsibilities of the 
agencies.  There is plenty of work to go around but we must understand the different 
responsibilities before the Federal hiring process will be “fixed”. 
 
The problems associated with the hiring process did not develop overnight and we should 
not assume that there is a quick fix. Within our Nation, though, we can see there is an 
excellent labor market for Federal managers as they seek to hire talented individuals. 
OPM is committed to working cooperatively with agencies to ensure that current hiring 
flexibilities are fully utilized and to working with Congress to ensure that the Federal 
Government is able to hire the best and the brightest. 
 
I would be happy to answer any questions you or the Subcommittee might have. 
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Attachment A 
 

LIST OF DIRECT HIRE AUTHORITIES ISSUED 
under 5 CFR 337, subpart B 

 
 
 
Governmentwide: 

 
○ Medical Occupations– All grade levels at all locations for the following:  

June 20, 2003 
 

Diagnostic Radiologic Technologists 
Medical Officers 
Nurses 
Pharmacists 

 
○ Information Technology Management (Information Security) – General 

Schedule (GS) grades GS-9 and above at all locations.  June 20, 2003    
 

○ Positions involved in Iraqi Reconstruction Efforts that require fluency in 
Arabic or other related Middle Eastern languages at all Federal Wage 
System levels, single-grade interval occupations in the General Schedule, 
and two-grade interval GS occupations at GS-9 and above.  Agencies may 
appoint U.S. citizens to positions at all locations.   July 1, 2003 

 
Agency-Specific:    

 
o Securities and Exchange Commission (2 authorities) – Information 

Technology Specialist, grades GS-9 and above, Office of Information 
Technology – March 12, 2004 and, at grades GS-9 and above at all 
locations for the following occupations:  June 20, 2003 
 
 Accountants 
 Economists 
 Securities Compliance Examiners 
 

○ U.S. Department of Agriculture – At all locations for the following 
occupations and grades:  September 3, 2003 
 

Veterinary Medical Officer, grades GS-9 through GS-13 
Animal Health Technician, grades GS-2 through GS-10 

  Plant Protection and Quarantine Officer, grades GS-5 through 
GS-13 

   Plant Protection and Quarantine Aid/Technician, grades GS-2  
 through GS-7 
 General Biological Science (Agriculturalist, Biological Scientist,  
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 etc.), grades GS-9 through GS-13 
 Biological Science Technician, grades GS-2 through GS-7 
 Microbiologist, grades GS-9 through GS-13 
 Entomologist, grades GS-9 through GS-13 
 Botanist, grades GS-9 through GS-13 
 Plant Pathologist, grades GS-9 through GS-13 
 Ecologist, grades GS-9 through GS-13 
 Chemist, grades GS-9 through GS-13 

 
○ U.S. Department of Energy – Substation Operator, positions at the 

Bonneville Power Administration.  December 9, 2003. 
 

○ Office of Federal Housing Enterprise Oversight – Accountant and 
Examiner positions in the Washington, D.C. area.  February 27, 2004. 
 

○ Department of Justice– Information Technology Specialist, grades GS-9 
and above, in the Criminal Division’s Child Exploitation and Obscenity 
Section and Computer Crime and Intellectual Property Section. March 18, 
2004. 

 
○ Department of Health and Human Services-- for the Centers for Medicare 

and Medicaid Services, in the following occupations and grades: May 25, 
2004 

 
   Health Insurance Specialist, grades GS-9 through 15 
   Economist, grades GS-12 through 15 
   Actuary, grades GS-12 through 15 

 
○ Department of Homeland Security- for the Directorate of Information 

Analysis and Infrastructure Protection (IAIP) and the Office of Security at 
all locations in the following occupations and grades:  June 2, 2004 

 
   Intelligence Research/Operations Specialist, grades GS-11 through 
   GS-15    
   Security Specialist, grades GS-12 through GS-15 
   
  in the IAIP Directorate in the following occupations and grades: 
    
   Telecommunications Specialist, grades GS-13 through GS-15 
   Computer Engineer/Electronics Engineer and Computer   
   Scientist, grade GS-13 

 
and in the IAIP Directorate only to positions requiring technical expertise 
and specialized knowledge of terrorist threats and activities in the 
following occupations and grades: 

 
   Program Manager, grades GS-13 through GS-15 and Senior Level 
   Program Analyst, grades GS-13 through GS-15 
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   Various specialist positions, grades GS-9 through GS-15  
 

o Department of Defense – Office of  the Deputy Inspector General for 
Auditing, Defense Financial Auditing Service, Auditors, grades GS-11 
through GS-15 in Arlington, VA; Cleveland and Columbus, OH; Denver, 
CO; Indianapolis, IN; and  Kansas City, KS. July 9, 2004 

 
 
Request pending for: 
Department of Agriculture – On hold awaiting additional justification. To date: received 
additional information this week and have set up a teleconference with USDA to bring 
closure to remaining issues.  
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Attachment B-1 
 

EXAMPLE OF DIRECT HIRE AUTHORITY GRANTED 
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Attachment B-2 
 

EXAMPLE OF DIRECT HIRE AUTHORITY DENIED 
(in part) 
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