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Seven Goals of Memo
1. Prioritize recruitment of individuals committed to improving the 

efficiency of the Federal government, passionate about the ideals of our 
American republic, and committed to upholding the rule of law and the United 
States Constitution;

2. Prevent the hiring of individuals based on their race, sex, or religion, and
prevent the hiring of individuals who are unwilling to defend the 
Constitution or to faithfully serve the Executive Branch;

3. Implement, to the greatest extent possible, technical and alternative 
assessments as required by the Chance to Compete Act of 2024;

4. Decrease government-wide time-to-hire to under 80 days;

5. Improve communication with candidates to provide greater clarity 
regarding application status, timelines, and feedback, including regular 
updates on the progress of applications and explanations of hiring decisions 
where appropriate;

6. Integrate modern technology to support the recruitment and selection 
process, including the use of data analytics to identify trends, gaps, and 
opportunities in hiring, as well as leveraging digital platforms to improve 
candidate engagement; and

7. Ensure Department and Agency leadership, or their designees, are active 
participants in implementing the new processes and throughout the full 
hiring process.

https://www.chcoc.gov/content/merit-hiring-plan
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Four Key Elements of the Memo
1. Reforming the Federal recruitment process to ensure that only the 

most talented, capable and patriotic Americans are hired to the 
Federal service

2. Implementing skills-based hiring, eliminating unnecessary degree 
requirements, and requiring the use of rigorous, job-related 
assessments to ensure candidates are selected based on their merit 
and competence, not their skin color or academic pedigree

3. Streamlining and improving the job application process
4. Reducing time-to-hire to under 80 days by emphasizing the use of 

talent pools and shared certificates and streamlining the background 
check process
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Merit Hiring Plan – Survey 
and Action Plan

OPM emailed CHCOs and Deputy CHCOs 
Friday, June 6th with information about 
and a link to the Merit Hiring Plan 
Action Plan. 

Agencies will also receive the Initial 
Merit Hiring Survey on Monday, June 
16, 2025.

https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Flinks-2.govdelivery.com%2FCL0%2Fhttps%3A%252F%252Fcontent.govdelivery.com%252Fattachments%252FUSOPM%252F2025%252F06%252F06%252Ffile_attachments%252F3285048%252FMerit%252520Hiring%252520Action%252520Plan%252520%252528Agencies%252529%252520-%2525206.6.25.xlsx%2F1%2F01010197471dacab-e377a322-41fe-4712-9245-ee816a0dae56-000000%2Fp2023B8Y48aVgzd0XHrMR2IUl3jmSIXX7p0ljXLszQY%3D408&data=05%7C02%7CBridget.Dongarra%40opm.gov%7C7e2bd24f1f174fe5376b08dda7816cc5%7C844ef9977b6348f0882a7dc8162e363b%7C0%7C0%7C638850896508347974%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=%2FgiyDlYU5CKAs7%2Ff5%2FfdHJpEZ9t2hEBvkSTXos7OwQ4%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Flinks-2.govdelivery.com%2FCL0%2Fhttps%3A%252F%252Fcontent.govdelivery.com%252Fattachments%252FUSOPM%252F2025%252F06%252F06%252Ffile_attachments%252F3285048%252FMerit%252520Hiring%252520Action%252520Plan%252520%252528Agencies%252529%252520-%2525206.6.25.xlsx%2F1%2F01010197471dacab-e377a322-41fe-4712-9245-ee816a0dae56-000000%2Fp2023B8Y48aVgzd0XHrMR2IUl3jmSIXX7p0ljXLszQY%3D408&data=05%7C02%7CBridget.Dongarra%40opm.gov%7C7e2bd24f1f174fe5376b08dda7816cc5%7C844ef9977b6348f0882a7dc8162e363b%7C0%7C0%7C638850896508347974%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=%2FgiyDlYU5CKAs7%2Ff5%2FfdHJpEZ9t2hEBvkSTXos7OwQ4%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Flinks-2.govdelivery.com%2FCL0%2Fhttps%3A%252F%252Fcontent.govdelivery.com%252Fattachments%252FUSOPM%252F2025%252F06%252F06%252Ffile_attachments%252F3285050%252FInitial%252520Merit%252520Hiring%252520Survey%252520-%2525206.6.2025.docx%2F1%2F01010197471dacab-e377a322-41fe-4712-9245-ee816a0dae56-000000%2FykZHadrUSrl1BI0D8ymvzqb_GV3OeAd69huyQzTlokk%3D408&data=05%7C02%7CBridget.Dongarra%40opm.gov%7C7e2bd24f1f174fe5376b08dda7816cc5%7C844ef9977b6348f0882a7dc8162e363b%7C0%7C0%7C638850896508363727%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=c1dksdpTZo0Lq%2BTVG0sRHFibMLhM43hIOePuwDT%2FAk0%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Flinks-2.govdelivery.com%2FCL0%2Fhttps%3A%252F%252Fcontent.govdelivery.com%252Fattachments%252FUSOPM%252F2025%252F06%252F06%252Ffile_attachments%252F3285050%252FInitial%252520Merit%252520Hiring%252520Survey%252520-%2525206.6.2025.docx%2F1%2F01010197471dacab-e377a322-41fe-4712-9245-ee816a0dae56-000000%2FykZHadrUSrl1BI0D8ymvzqb_GV3OeAd69huyQzTlokk%3D408&data=05%7C02%7CBridget.Dongarra%40opm.gov%7C7e2bd24f1f174fe5376b08dda7816cc5%7C844ef9977b6348f0882a7dc8162e363b%7C0%7C0%7C638850896508363727%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=c1dksdpTZo0Lq%2BTVG0sRHFibMLhM43hIOePuwDT%2FAk0%3D&reserved=0
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Merit Hiring Plan - Key Takeaways
• Our responsibility is to ensure you have the information you need to 

understand how USA Staffing’s features relate to the Merit Hiring Plan.

• We will help you make informed decisions by explaining and 
recommending features and capabilities related to the plan.

• USA Staffing information complements OPM policy guidelines and 
action plans. 

• Policy questions should be directed to HX@opm.gov. 

• Questions regarding the Merit Hiring Action Plan or Survey should be 
directed to: merithiring@opm.gov.

mailto:HX@opm.gov
mailto:merithiring@opm.gov
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USA Staffing Feature Priorities

Our current priority is to engage customers in user 
research and feedback on new feature development for 
features related to the Merit Hiring Plan and other 
administration priorities.

Given the focus on executing the Hiring Freeze and 
subsequently the Merit Hiring Plan, we are not accepting 
agency change or enhancement requests.
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Merit Hiring Plan Elements that Impact USA 
Staffing

1. Standard Position 
Descriptions

2. Recruitment

3. CTAP/ICTAP

4. Application Process

5. Applicant Experience

6. Assessments

7. Rule of Many

8. Pooled Hiring

9. Onboarding 

10. Leadership Engagement & 
Approval
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Standard Position Descriptions

Our 
Understanding

Our Approach

Provide any standard PDs available government-wide in USA Staffing’s PD Library.

OPM will update and centralize STEM position descriptions and job titles, including 
functional job titles, across the Federal government.

OPM's Talent Team will create standardized position descriptions for common Federal 
occupations linked to the job series and grades covered by USA Hire assessments.
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Recruitment

Our 
Understanding

Our Approach

Consider expanding Agency Talent Portal link to the Hiring Manager interface to 
make it easier for hiring managers to access the Agency Talent Portal and use the 
Resume Mining feature.

Agencies should use the USAJOBS Resume Mining feature to connect 
veteran applicants with suitable roles.

https://atp-help.usajobs.gov/search-resumes
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Poll Question

Should we provide a direct link to USAJOBS Agency Talent Portal to Hiring Managers the way 
we do for HR Users today?

1. Yes, that would help us expand use of Resume Mining.
2. No, we want to manage Hiring Manager access to ATP like we do today.
3. I don’t know.
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CTAP/ICTAP

Our 
Understanding

Our Approach

We are considering standardizing ICTAP & CTAP eligibility questions 
across the system so that applicants who are eligible for placement 
can more easily be found in Candidate Inventory. 

Use Resume Mining to find well-qualified candidates under the Interagency 
Career Transition Assistance Plan (ICTAP).
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Application Process

Our 
Understanding

Our Approach

• Partner with USAJOBS to design a comprehensive solution to ensure applicant 
resumes are two pages or less.

• Current functionality allows agencies to include the four questions in the 
Announcement Questionnaire.

• Enhance the Announcement Questionnaire to streamline the user experience 
including the four questions and simplify reporting.

A 2-page limit will be set for resume length.

All federal job vacancy announcements will include four short, free-response 
essay questions
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Streamlined Short Essay Questions Solution
• USA Staffing will add an 

Announcement Item 
Bundle with the four 
short essay questions 
and certification 
statement to all agency 
libraries. 

• HR Specialists may add 
the Item Bundle to 
announcement 
questionnaires.

• This bundle may be 
added to existing sections 
or as a new section.

This bundle will be available for all agencies to add by Friday, June 13th.
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• While the memo sets a 200-word limit 
for each response, the USA Staffing text 
box limit uses characters. For now, we 
will use a 1,200-character limit as an 
approximation of 200 words.

• Remember to include the Application 
Questionnaire link in the body of the 
job announcement so applicants can 
preview these questions before starting 
their online applications.
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Hiring Managers and Agency Leaders can review applicant responses to the 
essay items in an Applicant List Review.
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Applicant Experience

Our 
Understanding

Our Approach

• Continue partnering with USAJOBS on streamlining the applicant 
experience.

• Automate Notices of Results and Referral and Disposition Letters for case 
exams.

Streamline the applicant experience to eliminate duplication and redundant 
requirements.

Mandate the automatic generation of notifications for applicants at key 
stages of the hiring process, reducing reliance on agency HR professionals.
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Our 
Understanding

Our Approach

Assessments

• Support agencies in implementing USA Hire and other assessment methods. 

• Add an on-screen warning to Assessment Package checklist if technical assessment 
is not present.

Every competitive service hiring process must include at least one technical or alternative assessment. 

At least one technical or alternative assessment is required for candidate ranking.

Agencies are encouraged to use at least two assessments to ensure a multi-hurdled process that 
produces a rigorously ranked and validated certificate.

Agencies are strongly encouraged to utilize a USA Hire assessment.

Agencies must immediately phase out the use of self-assessments for rating or ranking, except for 
minimum qualification and eligibility determinations. 

Agencies must integrate assessments into the Pathways Program.
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Assessment Resources

• Assessment Resources
• Structured Resume Review Resources
• Assessment Best Practices Course 

(online self-paced)
• USA Hire Agency Resource Center
• Manual Assessment User Guide
• Multiple Hurdles Guide

https://resourcecenter.usastaffing.gov/hc/en-us/sections/32525755158420-Assessments
https://resourcecenter.usastaffing.gov/hc/en-us/sections/32525730105876-Structured-Resume-Review
https://resourcecenter.usastaffing.gov/hc/en-us/articles/32724629203732-USA-Staffing-Online-Training-Registration-Instructions
https://resourcecenter-usahire.opm.gov/hc/en-us
https://resourcecenter.usastaffing.gov/hc/en-us/articles/35527839016340-Manual-Assessment-User-Guide
https://resourcecenter.usastaffing.gov/hc/en-us/articles/35526964594580-Multiple-Hurdles-Guide
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Rule of Many

• Complete requirements and designs once final regulations are published (expected 
July/August). 

• Begin work on initial functionality to support agencies in using Rule Of Many:

• Rule of Many Certificate Type

• Document the type of cut score used

Our 
Understanding

Our Approach

Agencies can set minimum passing scores (cut scores) for assessments to certify 
enough candidates for hiring managers.

Cut scores can be based on assessment validation (job analysis data), business 
necessity (efficiency), or a specific number/percentage of eligible applicants.
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Poll Questions

1. How much do you know about Rule of Many?
A. I know all about it!
B. I know something about it but am not an expert.
C. I’ve heard the term but don’t understand the concept.
D. I’ve never heard of it.

2. Based on what you know about Rule of Many, 
do you think your agency will use it for at 
least some hiring?
A. Yes, we will probably use it to some extent.
B. No, I don’t expect we will use it.
C. I don’t know what my agency plans to do with Rule of 

Many.
D. I don’t know enough about Rule of Many to answer.
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Pooled Hiring

Our 
Understanding

Our Approach

• Complete Certificate API to automate integration with USAJOBS Talent 
Pools

• Add eligibility filtering in Candidate Inventory.

Agencies may maintain lists of qualified veterans and military spouses for quick selection.

Use USAJOBS Agency Talent Portal to share candidates across agencies.

Agencies are encouraged to expand the use of shared certificates within and across the Federal 
government.

OPM will provide hiring managers with tools to access searchable resumes, talent pools, programs, and 
candidate inventories.

Agencies will improve the hiring manager experience by using shared recruitments and 
certificates through USA Staffing's Candidate Inventory and USAJOBS Talent Pools and Talent 
Programs.
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Candidate Inventory Design Concept

• We are evaluating the 
feasibility of adding 
Eligibility filters to 
Candidate Inventory.

• In the future, we hope to 
offer keyword searching 
in resumes. 

Design mock-ups are preliminary and subject to change.
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Onboarding & Pre-Employment

Our 
Understanding

Our Approach

Continue discussions, as part of the discovery phase, with various 
NBIS project teams to ultimately implement a New Hire 
Interconnection with NBIS.

Expanding integrations between OPM's Talent Acquisition solutions and 
other pre-employment systems (NBIS, E-Verify, USAccess, testing and 
credentialing providers) will enhance consistency and efficiency.
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Leadership Engagement & Approval Process

Our 
Understanding

Our Approach

• Work with agency customers to maximize Reviews to fulfill the approval requirements.

• Continue working with OPM and agencies to understand how this is implemented in 
practice to brainstorm possible system changes in USA Staffing.

Agency leadership (Political leadership, CHCO, COO) or designees will be involved throughout the entire hiring 
process.

Agency leadership will set hiring targets at the start of the Fiscal Year.

Agency leadership must approve the opening of new roles.

Agency leadership may decide which assessments to use for specific roles.

Agency leadership or designees may participate in candidate selection, ranking, and interview processes.

Final Executive Interview conducted by agency leadership or designees to confirm organizational fit and 
commitment to American ideals, with interview level depending on position.

Agency leadership or designees must approve candidate packets before extending offers.
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Expanding OPM Talent Analytics Capabilities and 
Increasing Agency Use

Our 
Understanding

Our Approach

Identify and/or update existing or create new standard reports that 
fulfill reporting requirements for identified performance metrics.

OPM will also expand its data analytics capabilities. It will add dashboards, reports, and other 
data systems to enable agencies to track agency compliance with merit reform efforts through 
clear performance metrics (e.g., time to hire, assessment usage, candidate and hiring manager 
satisfaction, conversion rates, headcount target vs. actual).

Beginning on June 30, 2025, and continuing on the last business day of each month, each agency 
CHCO, working with the agency’s Talent Team, will prepare a report to update OPM and OMB on 
the progress of implementation within each agency.
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Time to Hire Metrics
Time to Hire Detail

Tabular data on milestones in the hiring process and overall time to hire, including but not limited to 
request number, new hire name and number, the dates milestones in the staffing and onboarding 
process were completed, and the number of days to complete major phases in the staffing and 
onboarding processes as defined by the OPM 80-Day Hiring Model. 
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Assessment Usage Metrics
Federal Hiring and 
Selection Outcome 
Dashboard

https://www.opm.gov/policy-data-oversight/federal-hiring-and-selection-outcome-dashboard/
https://www.opm.gov/policy-data-oversight/federal-hiring-and-selection-outcome-dashboard/
https://www.opm.gov/policy-data-oversight/federal-hiring-and-selection-outcome-dashboard/
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Assessment Usage – Assessment Types
Assessment Types by Vacancy

Tabular data on the assessment types used for a vacancy (e.g., questionnaires, manual 
assessments, USA Hire, SME evaluations) as well as metrics showing the total number of 
applications at each major stage in the recruitment and selection process (e.g., applied, 
eligible, referred).
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Assessment Usage – Assessment Details
Assessments by Vacancy

Tabular data on assessments are included in the assessment package for a vacancy, 
including information about the hurdle at which an assessment is delivered, the type, 
name, and additional details of the assessment(s).
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Pooled Hiring Metrics
Candidate Inventory Report

Tabular data about vacancies and certificates with candidate inventory enabled, including 
counts of the number of applicants opting in to having their application shared by 
candidate inventory, as well as new hires with the candidate inventory tag.

Vacancy Summary page New Hires Summary page

New Hires Details page

Additional pages are also available

Certificate Summary page
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Merit Hiring Plan - What to Expect Next

• System changes will be covered in Advisory Board Meetings and 
Customer Sprint Reviews as usual.

• We will provide more communication and tools to support agency 
feature adoption and change management.

• Customer Workgroup sessions will dive deeper into specific topics 
(i.e., Assessment, Pooled Hiring, Reporting & Analytics).

• Agency Talent Team members are welcome to attend any of the 
above.
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USA Hire and USAJOBS Workgroups
USA Hire Working Group – Tuesday, June 17 at 2 PM ET
• Assessments and the Merit Hiring Plan
• Chance to Compete Act
• New Resource Centers
• CTAP/ICTAP and USA Hire

USAJOBS Communications Forum – Wednesday, June 25 at 1PM ET
• Quality job announcements and functional job titles
• Agency Talent Portal

• Resume mining
• Talent Pools
• Talent Programs
• Register here to attend

https://events.gcc.teams.microsoft.com/event/7adef50f-a685-46cd-906d-4393b2e8478e@844ef997-7b63-48f0-882a-7dc8162e363b
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Poll Question
What are the most important 
things the USA Staffing program 
can do to help you and your agency 
in implementing the Merit Hiring 
Plan?
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Thank you for your 
active participation 

in USA Staffing 
Advisory Board 

meetings.
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