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Executive Summary 

Special Hiring Authorities provide managers with flexible tools to meet staffing needs when 
conventional hiring methodologies are unavailable, but managers often lack sufficient 
knowledge of these tools to utilize them. In furtherance of its goals for workforce development, 
the San Francisco Federal Executive Board (SFFEB) tasked seven Leadership Development 
Program cohort members with researching Special Hiring Authorities in order to provide 
recommendations to increase awareness and utilization across agencies. Team members 
gathered information from online resources and conducted interviews with Human Resources 
personnel from their respective agencies to identify Special Hiring Authorities and formulate an 
outreach plan and recommendations to improve the understanding and utilization of these 
Special Hiring Authorities. Online research yielded a total of 16 Special Hiring Authorities: 

 
1. Schedule A Individuals with 

Disabilities 
2. Veterans’ Preference 
3. Veterans’ Recruitment Appointment 
4. 30% or More Disabled Veteran 
5. Military Spouses 
6. Veteran Employment Opportunities 

Act 
7. Reinstatement of Former Federal 

Employees 
8. Schedule A Attorneys 

 
9. Pathways Internship 
10. Pathways Recent Graduate 
11. Returned Peace Corps Volunteers 

(RPCVs)/ AmeriCorps VISTA 
Volunteers 

12. Presidential Management Fellows 
13. Readers & Personal Assistants 
14. Short Term Staffing 
15. Temporary Seasonal Hires 
16. Title 38 Hires 

 

Interviews and the interview process revealed that human resources contacts are not always 
easily accessible or identifiable, and that knowledge of authorities could be improved by 
creating and promoting a centralized and authoritative database describing each of the 18 
Special Hiring Authorities on the SFFEB website. The group’s process, recommendations for 
centralization and dissemination of their findings and resources gathered, as well as 
descriptions of hiring authorities and manager’s reference guides are contained in the following 
materials. 
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1 Introduction 
In its Strategic Plan, the San Francisco Federal Executive Board (SFFEB) identifies goals for 
workforce development and support and advancing strategic sponsorships among its agency 
partners. Specifically, the Strategic Plan calls for: 

 Providing guidance for recruitment, retention, and succession planning assistance (2.4) 

 Supporting interagency collaboration and community outreach (3.1). 

 
In support of these goals, SFFEB has recognized a need for an increased understanding and 
awareness of the federal government’s Special Hiring Authorities among all San Francisco Bay 
agency directors and Human Resource directors. The objectives of this report are to: 

1. identify and explain the various hiring authorities, 

2. provide best practices to implement them, and 

3. create an outreach plan to raise awareness among federal hiring managers in the Bay 
Area. 

 
 
 

2 Methodology 
The SFFEB Leadership Development Program selected seven cohort members to research the 
federal Special Hiring Authorities (SHAs) and provide recommendations to the Board for raising 
awareness and providing guidance to its member agencies. The project team first gathered 
available public information from the Office of Personnel Management website, SFFEB, and 
Human Resources University. The team then gathered the available internal guidance 
documents from their respective Human Resource intranets. Next, members developed a series 
of interview questions to ask the Human Resource leaders in the offices of their representative 
agencies. The team conducted these interviews and gained valuable insights into the challenges 
and successes of using the Special Hiring Authorities in each agency. 

After gathering these data points, resources, and anecdotal information, team members 
identified key findings and developed recommendations for the Board. 



5 

 

 

 
Project Team 

 

Rosa Holper Group Supervisor, Social Security Administration 

Aaron Martin Attorney Adviser, Social Security Administration 

Angela Mendiola Tribal Liaison Project Officer, Environmental 
Protection Agency 

Melissa Ng Benefits Advisor, Department of Labor- Employee 
Benefits Security Administration 

Jean Prijatel NEPA Reviewer, Environmental Protection Agency 

Gabriel Rodriguez Trial Attorney, Department of Housing and Urban 
Development 

Thomas Szymanek Health Systems Specialist, Veteran Affairs VISN 21 
Network Office 

 
Limitations: Note that the information collected during interviews was limited to represented 
agencies (Social Security Administration, US Environmental Protection Agency, Department of 
Labor, Department of Housing and Urban Development, and Department of Veteran Affairs) in 
their Bay Area offices. There may be hiring authorities that have more or less frequent use in 
unrepresented agencies, but the requirements for those authorities are universal. 

 
 
 

3 Key Findings 
Research of the Office of Personnel Management’s (OPM) website revealed many hiring 
authorities; however, the team was unable to identify a consolidated reference and needed to 
visit multiple sites on OPM and on federal agencies sites. As the team discovered more 
information, it compiled a comprehensive chart (see Appendix) that provides information on 
each Special Hiring Authority, recruitment activities, probation periods, how you can advertise, 
exceptions, etc. 

HR Interviews 

As mentioned, each team member conducted an interview with a representative of his or her 
agency’s local Human Resources Department. This task revealed itself to be more complicated 
than predicted as contacts proved difficult to identify in some cases and information that was 
readily available varied. Table A presents a summary of these challenges and high-level 
interview results. 
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Table A: Results of Human Resources Interviews 

 

Agency Easy 
Access 
to HR 
Contacts 

Agency 
SHA 
Reference 
Guide 

Track how often SHA is 
used 

Currently, which 
SHA is most often 
used 

Agency 
produces an 
end of year 
report 

SSA Yes Yes Yes, extensive reporting -Veterans 
Recruitment 

-Pathways 

-Peace Corps & 
VISTA 

Yes 

EPA Yes No Track only those legally 
required to do so: 
Veterans and Individuals 
with Disabilities. Other 
SHA’s are based on 
HRO’s memory 

-Pathways 

-Peace Corps 

-Veterans 

-Persons with 
Targeted Disability 

No 

DOL Yes Yes Track only those legally 
required to do so: 
Veterans and Individuals 
with Disabilities 

-Pathways 

-Veterans 

-Persons with 
Targeted Disability 

No 

HUD No No Track only those legally 
required to do so: 
Veterans and Individuals 
with Disabilities 

 No 

VA Yes Yes Track only those legally 
required to do so: 
Veterans and Individuals 
with Disabilities 

-Veterans 
Preference 

-Title 38 

-Pathways 

-Presidential 
Management 
Fellows 

-Persons with 
Targeted Disability 

No 
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Through interviews with representative HR Offices, inter-agency research, and research on 
OPM’s website, the team discovered the following: 

 Four of five had access to agency HR contacts and one was not able to easily identify HR 
contacts due to reorganization. 

• Although Special Hiring Authorities are listed on OPM’s website, all five of 
representative agencies found this information was not easily accessible to managers. 
Awareness of OPM’s website was low. 

• The information on OPM’s website is difficult to navigate. 

 There is no comprehensive data for all agencies on utilization of Special Hiring 
Authorities. 

 All representative agencies currently track two categories of Special Hiring Authorities 
because of legal requirements: Special Hiring of Veterans as well as Persons with a 
Targeted Disability. However, only SSA produces a comprehensive end of year report. 

 
 

The most commonly used hiring authorities across the representative agencies are: 

 Pathways 

 Peace Corps 

 Veterans (multiple authorities) 

 Persons with Targeted Disability 

 
During its interviews, the team learned about best practices and barriers for hiring in the Bay 
Area. Some of these findings are: 

• The Department of Labor has had success recruiting Returned Peace Corps Volunteers 
at the Peace Corps Career Fairs and Veterans at the Employment Development 
Department’s annual Honor a Hero, Hire a Vet Job fair. The Office of the Assistant 
Secretary for Administration and Management (OASAM), which handles human 
resources for DOL, believes that it is ideal for both managers and OASAM staff to attend 
career fairs and recruit together. In recent years, OASAM has not been able to send staff 
to attend career fairs because of the lack staffing and resources. 

 In Region IX, Social Security Administration Center for Human Resources (CHR) reviews 
recruitment outcomes with each manager annually to discuss the success of their 
current strategy and make recommendations for improvement. The Agency also 
publishes an annual report on hiring authority utilization and outcomes. 

 Multiple agencies reported problems with utilizing the Pathways Recent Graduate 
authority because the agency requires transcripts showing degree conferred or school 
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certification that a student has met graduation requirements by the time the vacancy 
closes. However, not all schools are capable of providing this information within the 
specified period. To ensure the widest pool of eligible candidates, managers could 
consider shifting the opening of announcements to target recent graduates later and/or 
expand the application window of each announcement. 

 Many agencies noted that the high-cost of living in the Bay Area proved to be a barrier 
for hiring and retention with selected candidates declining employment offers or new 
hires quitting within their first year to pursue careers in the private sector or other 
geographic locations. 

 When able to recruit outside of USAJOBS, the Environmental Protection Agency Region 
9 Human Resource staff has found great success using Craigslist to reach veterans. It is 
an informal channel that helps make sure veterans do not get discouraged by 
occupational series or GS level (EPA has an agency guideline to only advertise for one 
occupational series + GS level unless Senior Resource Official approves or there are 
multiple positions to fill). 

 Several VA health care facilities in the region, along with EPA Region 9, have adopted 
Lean Management Principles to reduce time-to-hire and help move the recruitment and 
onboarding process forward for critical occupations. 

 Regional VA facilities have leveraged the use of the Education Debt Reduction Program 
(EDRP) for FY18 and have submitted over 100 applications to the National EDRP office 
for consideration. Employees enrolled in the EDRP Program have their student loans 
reduced for each year of service they provide the VA. This important program aids in 
retaining highly qualified employees. 

 
 

The team identified the SFFEB HR Council, with members from many federal agencies in the Bay 
Area, as a great way to disseminate information. 

 
 

4 Outreach Plan 
Based on research of the OPM’s website as well as the information we gathered from the 
interviews from each agency’s HR office, the team decided to develop an outreach plan. Team 
members developed a Manager’s Desk Guide (see Appendix) to provide a convenient reference 
for hiring managers. This document consolidates all relevant information into an easy reference 
guide. First, the team hopes to educate and empower managers to be their own change agents 
and to help improve communication between HR staff and managers by enabling a more 
interactive conversation. The team also hopes to raise awareness by including this desk guide 
on OPM’s website as well as the SFFEB’s website. The HR Council should be encouraged to take 
the desk guide to their agencies and provide to front line managers. 
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5 Recommendations 
 
 

 
 

 
 

 
RECOMMENDATION #1: 
Develop and maintain a page on SFFEB website for Special Hiring Authorities. The webpage 
should include information, links, contacts and resources related to Special Hiring Authorities. 
SFFEB Special Hiring Authorities page will serve as a repository of documents and information 
related to the use of Special Hiring Authorities including our written report, Special Hiring 
Authorities table, manager’s desk guide, and contact information for inter and intra-agency 
experts. This will serve as a resource for management to review Special Hiring Authority 
options and prepare for discussions with HR personnel to increase efficiency in the hiring 
process. 

 
RECOMMENDATION #2: 
Leverage the Human Resources Council and their contacts with agency HR personnel in San 
Francisco Bay Area to promote SFFEB website on Special Hiring Authorities. The HR Council 
can distribute Special Hiring Authorities packet to managers to educate them as to the use of 
SHAs and enable them to further advocate for their office’s needs in the staffing and selection 
realm. It can also distribute the SHA packet to agency HR contacts to use as resource to 
further facilitate multi-level conversations between managers in the field, headquarters, and 
HR personnel. 

 
RECOMMENDATION #3: 
Work with the HR Council to leverage their agency HR contacts to complete the manager’s 
desk guide (see Appendix) related to Special Hiring Authorities to share with managers. HR 
personnel checklist should contain helpful contacts for agency-specific questions related to 
the use of Special Hiring Authorities, e.g. Who is the agency point of contact for information 
related to using Special Hiring Authorities? An example of the checklist can be posted on the 
SFFEB website and each agency can make changes and further develop it to meet their needs. 
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RECOMMENDATION #4: 
Agency HR personnel should serve as a bridge between field management and headquarters 
staff to facilitate communication concerning staffing and selection. The goal of facilitating 
communication should be directed towards making sure field management’s staffing and 
selection needs are being met and that field management are aware of opportunities and 
pitfalls associated with using Special Hiring Authorities. 

 
RECOMMENDATION #5: 
Compile information related to use of Special Hiring Authorities with information and 
reporting easily accessible through SF FEB Special Hiring Authorities webpage. Assign SF FEB 
Board Member and/or point of contact within SF OPM with task of working with agency HR 
personnel to compile existing data and track future agency-specific use of Special Hiring 
Authorities. These statistics will be helpful in the development of future Special Hiring 
Authorities. For example, OPM is exploring a direct hiring authority for STEM occupations. 
They will also serve to identify necessary changes to existing Special Hiring Authorities. 
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6 References/Resources 
 Hiring decision tool 

https://hru.gov/Studio_Recruitment/HT_Hiring_Decision_Tool.aspx 

 OPM Hiring Authorities https://www.opm.gov/policy-data-oversight/hiring- 
information/hiring-authorities/ 

 OPM Disability Hiring Archive https://archive.opm.gov/disability/appempl.asp 

 OPM Hiring Authorities and Flexibilities 
https://hru.gov/Studio_Recruitment/documents/Hiring_Authorities_and_Flexibilities. 
pdf 

 HR University Hiring Authorities 
https://hru.gov/Studio_Recruitment/HT_Hiring_Authorities- 
Other_Hiring_Options.aspx 

 HR University Schedule A Toolkit 
https://hru.gov/Studio_Recruitment/HT_04_Schedules.aspx#pnlToolkit 

 Fast Facts for Hiring Officials 
https://hru.gov/Studio_Recruitment/tools/Hiring%20Fast%20Facts%20for%20Hiring% 
20Officials.pdf 

 VA Handbook 5005 contains mandatory VA procedures on staffing 
https://www.va.gov/vapubs/viewPublication.asp?Pub_ID=693&FType=2 

• Veterans’ Preference 
https://vaww.va.gov/OHRM/Policy/PolicyDocs/Alerts/2013/PolicyAlert_2013-25.pdf 
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8 Appendix 
Hiring Manager’s Desk Guide 

 

Hiring Manager’s Desk Guide 
HR Contact:      
Telephone: eMail:    

 

Hiring Authority Considerations: 
o What level of expertise does your position require? 

o For new trainees with baccalaureate or higher degrees, consider Pathways 
Interns and Recent Graduates, Peace Corps, and Americorps VISTA 

o Schedule A authority for professionals such as attorneys and doctors 
o More experienced employees may also be obtained through Veteran 

Recruitment Appointment and Reinstatement of Federal Employees 
o Do you expect there to be a limited pool of available candidates? 

o Schedule A, VRA, Peace Corps, Americorps VISTA, Reinstated Federal 
Employees, and Disabled Veteran authorities have no USAJOBS listing 
requirement 

o All other authorities at least 3-5 days listing on USAJOBS 
o Is the position restricted by time (duration or hours)? 

o For short-term hires under a year, consider temporary or seasonal authorities 
o Consider a Veteran’s Recruitment Appointment or a Non-Competitive 

Appointment of Certain Military Spouses 
 

Reference: Hiring Decision Tool from HR University 
https://hru.gov/Studio_Recruitment/HT_Hiring_Decision_Tool.aspx 

https://hru.gov/Studio_Recruitment/HT_Hiring_Decision_Tool.aspx
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Hiring 
Authorities 

 
Grades 

Days 
Required on 

USAJOBS 

ICTAP Clearance 
Required -if appt 

is >120 days 

Veteran's 
Preference 

Applies 

 
Rating Method 

Permanent/ 
Temporary 

Term 

Probationary 
/ Trial period 

Competitive 
/ Excepted 

 
 

Delegated 
Examining 

 
 

All 
grades 

 
5 calendar 

days or 3 w/ 
justification 

 
Yes (clearance 
fulfilled thru 

announcement) 

 
 

Yes 

 
 

Category Rating 

 
 

Yes 

 
 

1 year 

 
 

Competitive 

 
 
 

Pathways Recent 
Grads 

Through 
GS-9, 
but at 
least 
one 

grade 
below 

journey 
level 

 
 
 

5 calendar 
days 

 
 
 
 

No 

 
 
 
 

Yes 

 

Numerical (rule 
of three) or 
unranked 

(referred by 
priority 

category) 

 
 
 

term/perm 
only 

 
 
 

duration of 
program 

 
 
 
 

Excepted 

 
 
 

Pathways Interns 

 
 
 

All 
Grades 

 
 
 

5 calendar 
days 

 
 
 

No 

 
 
 

Yes 

 
Numerical (rule 

of three) or 
unranked 

(referred by 
priority 

category) 

 
 
 

temp/term 
only 

 
 
 

duration of 
program 

 
 
 

Excepted 

Schedule A 
Individuals w/ 

Disabilities 

All 
Grades 

 
N/A 

 
No 

 
Yes 

 
N/A 

 
Yes 

 
2 years 

 
Excepted 

Schedule A - 
Attorneys 

All 
Grades N/A No Yes N/A Yes 2 Years Excepted 
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Hiring 
Authorities 

 
 

Grades 

 

Days 
Required on 

USAJOBS 

 

ICTAP Clearance 
Required -if appt 

is >120 days 

 

Veteran's 
Preference 

Applies 

 
 

Rating Method 

 

Permanent/ 
Temporary 

Term 

 
 

Probationary 
/ Trial period 

 
 

Competitive 
/ Excepted 

Selective 
Placement 
Program 

Announcements 

 
All 

Grades 

 
Open 

Continuous 

 

N/A 

 

Yes 

 

N/A 

 

Yes 

 

2 Years 

 

Excepted 

Veteran 
Recruitment 
Appointment 

(VRA) 

 
Up to 
GS 11 

 
 

N/A 

 
 

No 
Yes (1 or 

more 
candidates) 

 
 

N/A 

 
 

Yes 

 
 

2 Years 

Excepted- 
perm/ 

Competitive 
-Temp 

Returned Peace 
Corps Volunteers 

(RPCVs)/ 
AmeriCorps 

VISTA Volunteers 

 

All 
Grades 

 

5 work days 
on USAJOBS 

 
 

N/A 

 
 

No 

 
 

N/A 

 
 

Yes 

 
 

1 year 

 
 

Competitive 

 

Reinstatement of 
a Former Fed 

Employees 

 
 

All 
Grades 

 
 

5 work days 
on USAJOBS 

 
 

N/A 

 
 

No 

 
 

N/A 

 
 

Yes 

1 year if 
probation 

not 
previously 
served for 
position 

 
 

Competitive 

 
Reader/Personal 

Assistant 

 

up to GS 
5 

 
 

N/A 

 
 

No 

 
 

No 

 
 

N/A 

 
 

Term 

 
 

N/A 

 
 

Excepted 
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Hiring 
Authorities 

 
 

Grades 

 
Days 

Required on 
USAJOBS 

 
ICTAP Clearance 
Required -if appt 

is >120 days 

 
Veteran's 

Preference 
Applies 

 
 

Rating Method 

 
Permanent/ 
Temporary 

Term 

 
Probationary 
/ Trial period 

 
Competitive 
/ Excepted 

Veteran 
Employment 

Opportunity Act 
of 1998 (VEOA) 

 
All 

Grades 

 
5 calendar 

days 

 
 

No 

 
 

No 

 
Merit 

promotion 

 
Permanent 

only 

1 year if not 
previously 
served for 
position 

 
 

Competitive 

 
Non Competitive 
Appointment of 
Certain Military 

 
 

All 
Grades 

 
5 calendar 

days or 3 w/ 
justification 

 
Yes (clearance 
fulfilled thru 

announcement) 

 
 

No 

 
 

N/A 

 
 

Yes 

 
 

1 Year 

 
 

Competitive 

 
 

30% or More 
Disabled Veteran 

 
 

All 
Grades 

 
 

N/A 

 
 
 

No 

 
 
 

Yes 

 
 
 

N/A 

initial appt. 
is temp, 

but can be 
converted 

to 
permanent 

 
 
 

1 year 

 
 
 

Excepted 

Presidential 
Management 
Fellow (PMF) 

Program 

 

GS 9, 
11, 12 

 
 

N/A 

 
 

No 

 
 

Yes 

 
 

N/A 

 
Temporary, 
Up to two 

years. 

 
 

1 year 

 
 

Excepted 

 
 

Short Term 
Staffing Options 

 
 

All 
Grades 

 
 

No posting 
required 

 
 

Yes, depending 
on duration 

 
 

Depending 
on position 

 
 

N/A 

 
 

Temporary 
Only 

 
 

N/A 

 
 

N/A 
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Hiring 
Authorities 

 
 

Grades 

 
Days 

Required on 
USAJOBS 

 
ICTAP Clearance 
Required -if appt 

is >120 days 

 
Veteran's 

Preference 
Applies 

 
 

Rating Method 

 
Permanent/ 
Temporary 

Term 

 
Probationary 
/ Trial period 

 
Competitive 
/ Excepted 

 
Temporary 

Seasonal VA 

 
All 

Grades 

 
No posting 
required 

 

Yes 

 
Depending 
on position 

 

N/A 

 
Temporary 

Only 

 

N/A 

 

N/A 

 
 

Title 38 Hires 

 

All 
Grades 

 
No posting 

required 

 
 

Not Required 

 
 

Yes 

 
 

N/A 

 
 

Both 

 
2 year or 1 

year 

 

Non- 
Competitive 
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Understanding Hiring Authorities 
Competitive Service: The competitive service consists of all civil service positions in the 
executive branch of the federal government with some exceptions. Individuals must go through 
a competitive hiring process, which is open to all applicants, before being appointed. This 
process may consist of a written test, an evaluation of the individual’s education and 
experience, and/or an evaluation of other attributes necessary for successful performance in 
the position to be filled. 

Excepted Service: Appointments in the Excepted Service are civil service appointments within 
the Federal Government that do not confer competitive status. OPM provides excepted service 
hiring authorities to fill any job in unusual or special circumstances. These excepted service 
authorities enable agencies to hire when it is not feasible or not practical to use traditional 
competitive hiring procedures, and can streamline hiring. 

Senior Executive Senior Service: The Senior Executive Service (SES) is comprised of the men 
and women charged with leading the continuing transformation of government. These leaders 
possess well-honed executive skills and share a broad perspective of government and a public 
service commitment that is grounded in the Constitution. 

 
 

Hiring Authorities 
Delegated Examining 

Delegated Examining is a competitive hiring authority used to fill permanent, temporary, or 
term positions. Under Delegated Examining, positions are announced via the OPM USAJOBS 
website and are open to all interested persons. This is the only means of advertising specific 
vacancies. Recruiters are expected to have conducted a variety of recruitment activities prior to 
posting vacancies using this method. Applicants will generally be required to submit an 
application/resume as well as respond to a series of questions that will be used to rank the 
applicant and provide them with a score. Applicants must apply online through USAJOBS. 
Resumes and other application materials can be uploaded or faxed to OPM. 

 
 

Schedule A 

Schedule A (disability) (5 C.F.R. 213.3102(u)) is an Excepted Service (non-competitive) 
appointing authority designed to help qualified individuals with disabilities obtain employment 
in positions consistent with their level of skills and abilities, at grades GS-1 through GS-15 and 
Wage Grades. Eligible candidates can be appointed non-competitively to positions for which 
they meet minimum qualification requirements. Positions do not have to be posted on 
USAJOBS. 
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An individual who wishes to be hired under this Schedule A hiring authority must provide proof 
he/she is indeed an individual with intellectual disability, severe physical disability, or 
psychiatric disability. 

 
Proof of disability before an individual can be hired and must be from: 

 A Licensed Medical Professional (e.g., a physician or other medical professional duly 
certified by a State, the District of Columbia, or a U.S. territory, to practice medicine); or 

 A Licensed Vocational Rehabilitation Specialist (i.e., State or private); or 

 Any Federal agency, State agency, or an agency of the District of Columbia or a U.S. 
territory that issues or provides disability benefits. An SSA benefit verification letter is 
acceptable proof of disability. 

 
 

Veteran Preference 

Qualified veterans eligible for preference are placed ahead of qualified non-preference eligible 
on the certificate of eligible for appointment to a particular position and location. This only 
applies at initial hiring and not with internal promotions. 

Selecting officials will need to document the reasons for passing over a preference eligible 
veteran to select a non-preference candidate and the justification would need to be provided to 
veteran if he/she requests it. 

 
 

Veterans' Recruitment Appointment 

Veterans' Recruitment Appointment (VRA) is an excepted authority that allows agencies to 
appoint eligible veterans without competition. Eligibility requires: 

 receipt of a campaign badge for service during a war or in a campaign or expedition; or 

 disabled veteran status; or 

 receipt of an Armed Forces Service Medal for participation in a military operation; or 

 recently separated veteran (within the last 3 years) status and 

 separated under honorable conditions (this means an honorable or general discharge). 

Selectees can be appointed under this authority at any grade level up to and including a GS-11 
or equivalent. This is an excepted service appointment. After successfully completing 2 years, 
selectees are converted to the competitive service. Veterans' preference applies when using 
the VRA authority. 
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Agencies can also use VRA to fill temporary (not to exceed 1 year) or term (more than 1 year 
but not to exceed 4 years) positions. Individuals employed in a temporary or term position 
under VRA, will not be converted to the competitive service after 2 years. 

There is no limit to the number of times individuals can apply under VRA. Applicants must 
provide acceptable documentation of veteran’s preference or appointment eligibility. The 
member 4 copy of a DD214, "Certificate of Release or Discharge from Active Duty," is 
preferable. If claiming 10-point preference, individuals must submit verification of 10-point 
Veterans Preference. 

 
 

30% or More Disabled 

30% or More Disabled Veteran allows any veteran with a 30% or more service-connected 
disability to be non-competitively appointed. Eligible individuals include: 

 those retired from active military service with a service-connected disability rating of 
30% or more; or 

 veterans with a rating by the Department of Veterans Affairs showing a compensable 
service-connected disability of 30% or more. 

This authority can be used to make permanent, temporary (not to exceed 1 year) or term (more 
than 1 year, but not more than 4) appointments in the competitive service. There is no grade 
level restriction. 

When using this authority to appoint on a permanent basis, selectees are first placed on a time 
limited appointment of at least 60 days and then converted to a permanent appointment at 
management's discretion. When the authority is used for temporary or term appointments, 
selectees will not be converted to a permanent appointment. 

 
 

Non-Competitive Appointment of Certain Military Spouses 

Allows agencies to appoint a military spouse without competition. Agencies can choose to use 
this authority when filling competitive service positions on a temporary (not to exceed 1 year), 
term (more than 1 year but not more than 4 years), or permanent basis. The authority does not 
entitle spouses to an appointment over any other applicant. 

Eligible individuals include those whose active duty military spouse: 

 Receives a Permanent Change of Station (PCS) move: military spouses must 
be authorized to relocate on the PCS orders and actually relocate to the new duty 
station. Military spouses can only be appointed within the reasonable daily commuting 
distance of the new duty station and the appointment must be made within 2 years of 
the PCS. Selectees must provide a copy of the PCS orders. 
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 Has a 100% Disability Rating: active duty spouses retired under Chapter 61 of title 10, 
United States Code with a 100% disability rating from the military department or retired 
or was released from active duty and has a disability rating of 100% from the 
Department of Veterans' Affairs or the military department. There is no geographic 
limitation under this category. Selectees must provide documentation of their spouse's 
disability. 

 Died while on active duty: individuals whose spouse was killed while on active duty and 
who are not remarried. There is no geographic limitation in this category. Individuals 
must provide documentation of the death and marital status at the time of death. 

 
 

Veteran Employment Opportunities Act of 1998 (VEOA) 

The Act provides that the agency must allow preference eligible or eligible veterans to apply for 
permanent positions announced under merit promotion (internal) procedures when agency is 
recruiting from outside its own workforce. 

VEOA eligible individuals are not subject to geographic area of consideration limitations. VEOA 
applicants must be considered among the best qualified when compared to current employee 
applicants in order to be considered for appointment. Family members entitled to derived 
preference are preference eligible and can apply under this authority. Current or former 
Federal employees meeting VEOA eligibility can apply. Veterans Preference is not a factor. 
VEOAs will be given a career or career-conditional appointment. 

 
Eligible individuals: 

 Are preference eligible (defined in title 5 U.S.C. 2108(3)), or 

 Are a veteran who substantially completed 3 or more years of active service. 

 
Schedule A - Attorneys 

Schedule A (attorney) 5 CFR 213.3102(d) is a non-competitive appointing excepted service 
appointment. Attorney positions, by regulation may be filled only through Excepted 
Appointments. Public notice is not required. Employees are responsible to maintain a current 
active bar membership. 

Individual offices and components conduct their own recruitment for Attorneys. Attorney 
positions can also be announced on USAJOBS to solicit applicants (this method is only used in 
hard to fill locations). Applicants are then rated, ranked, and referred on a certificate of 
eligibility. General recruitment options are law schools and local college/university’s School of 
Law departments. 
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Pathways - Internship Program 

The Pathways program is designed to provide students enrolled in a wide variety of educational 
institutions, from high school to graduate level, with paid opportunities to work in agencies and 
explore Federal careers while still in school. Students who successfully complete the program 
may be eligible for conversion to a permanent position. 

Key provisions: Current student in an accredited high school, college (including 4-year colleges / 
universities, community colleges, and junior colleges); professional, technical, vocational, and 
trade school; advanced degree programs; or other qualifying educational institution pursuing a 
qualifying degree or certificate. Students must be: 

 At least 16 years old 

 At least 2.5 GPA in the most recent term 

 Carrying at least a half-time course load 

Interns may be converted to a permanent position within 120 days of successful completion of 
the program. 

To be eligible for conversion, Interns must: 

 Complete at least 640 hours of work experience acquired through the Internship 
Program 

 Complete their degree or certificate requirements 

 Meet the qualification standards for the position to which the Intern will be converted 

 Meet agency-specific requirements as specified in the Participant's Agreement, and 

 Perform their job successfully. 

Agencies may waive up to 320 of the required 640 hours of work for Interns who demonstrate 
high potential as evidenced by outstanding academic achievement and exceptional job 
performance. 

In addition, students working in agencies through third-party intern providers may count up to 
320 of the hours they work toward the 640-hour requirement. 

Time spent under previous Internship Program appointments may count towards required work 
experience hours. 

 
 

Pathways -Recent Graduates Program 

The Recent Graduates Program affords developmental experiences in the Federal Government 
intended to promote possible careers in the civil service to individuals who have recently 
graduated from qualifying educational institutions or programs. 
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Key provisions of the Recent Graduates Program are: 

Eligibility: 

 Recent graduates who have completed, within the previous two years, a qualifying 
associates, bachelors, masters, professional, doctorate, vocational or technical 
degree or certificate from a qualifying educational institution. 

 Veterans unable to apply within two years of receiving their degree, due to military 
service obligation, have as much as six years after degree completion to apply. 

Program Administration: 

 The Recent Graduates Program is administered primarily by each hiring agency. 

 Each agency must sign a Participant Agreement with the Recent Graduate that sets 
forth the expectations for the program. 

 Agencies provide OPM with information regarding their opportunities and post 
information publicly on USAJOBS (external link) about how to apply for specific 
positions. 

After program completion, Recent Graduates may be converted to a permanent position. To be 
eligible for conversion, Recent Graduates must have: 

 Successfully completed at least 1-year of continuous service in addition to all 
requirements of the Program. 

 Demonstrated successful job performance. 

 Met the qualifications for the position to which the Recent Graduate will be 
converted. 

While participating in the program, Graduates may not compete for positions announced under 
the agency’s merit promotion plans. In addition, participants may not be promoted, reassigned, 
or changed to lower grade positions. Graduates may be reassigned to the same position in 
another duty location or organization as long as it does not disrupt their training programs. 

 
 

Presidential Management Fellows (PMF) Program 

This program is the Federal government’s elite leadership development program for advanced 
degree candidates. Candidates must have received a qualifying advanced degree within the 
preceding two years. 

 
 

Peace Corps or AmeriCorps VISTA Volunteer 

Peace Corps and AmeriCorps are federal volunteer programs that connect benevolent citizens 
with public agencies, nonprofits, faith-based and community organizations doing work that can 
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range from basic healthcare to business development in either domestic or foreign locations. 
 

Peace Corps and AmeriCorps VISTA (Volunteers in Service to America) volunteers are 
committed to service and both gain valuable and rewarding experiences. Peace Corps 
assignments are all overseas, and AmeriCorps members serve only in the US. While Peace Corps 
Volunteers serve for two years, service in AmeriCorps VISTA is one year. 

 
When an individual leaves the Peace Corps or AmeriCorps VISTA, he/she is granted a one-year 
period to be non-competitively appointed to any position at any grade level for which they 
meet minimum qualification requirements. 

Upon completing service with the Peace Corps or AmeriCorps VISTA, individuals are provided a 
certification of non-competitive eligibility for federal jobs. Former volunteers should note their 
Peace Corps or AmeriCorps VISTA service in their résumé and provide the Description of Service 
as an attachment. 

Appointments based on this hiring authority must be made within one (1) year after the 
volunteer completes the qualifying service. However, an agency may extend the eligibility 
period for two additional years to a total of 3 years if the volunteer, after completion of the 
qualifying service, is: 

• In the military service 

• Studying at a recognized institution of higher learning, or 

• In another activity, which in the agency’s view warrants an extension. 

The Director of the Peace Corps must certify former Peace Corps Volunteers as having served 
satisfactorily as a volunteer and completed their term of service (approximately two years). A 
lesser period of service may be considered if the service was of sufficient duration to 
demonstrate ability to complete a full term and failure to complete the full term was due to 
circumstances beyond their control. 

 
AmeriCorps VISTA volunteer service must total at least one year. NOTE: AmeriCorps state and 
national members are not eligible for this benefit. *This non-competitive eligibility does not 
entitle volunteers to a Federal position. 

 
 

Readers & Personal Assistants 

Agencies may appoint readers, interpreters, and personal assistants without regard to the 
normal competitive hiring regulations and processes. Such employees may be appointed 
directly under an excepted hiring authority without job postings, etc., after identifying an 
appropriate candidate (5 CFR 213.3102 (ll)). 
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Personal and reader assistants support employees with disabilities (EWD), including those with 
visual and mobility impairments. Veteran’s preference does apply. 

 
 

Short Term Staffing 

Agencies may make 30-day emergency appointments to fill a critical hiring need. An agency 
may extend these appointments for an additional 30 days. This authority may be used to fill 
senior-level positions as well as positions at lower grades (5 CFR 213.3012(i)(2)). 

Agencies with a short-term need not expected to last longer than one year may use a 
temporary limited appointment that may be extended for up to a maximum of one year. 
Temporary limited appointments may be used: 

 to meet an employment need that is scheduled to be terminated for such reasons as 
abolishment, reorganization, or contracting of the function, anticipated reduction in 
funding, or completion of a specific project or peak workload; or 

 to fill positions on a temporary basis when the positions are expected to be needed for 
placement of permanent employees who would otherwise be displaced from other 
parts of the organization. 

Temporary limited appointments may be extended for 24 months (5 CFR 316.401). 
 
 

Temporary Seasonal Hires 

Agencies may make and extend temporary appointments to positions involving intermittent or 
seasonal work for without adhering to the time limits of temporary limited appointments for 
appointments lasting one year or less and employment in the same or successor positions 
totals less than six months, excluding overtime (5 CFR 316.401(d)). 

 
 

Title 38 Hires 

Veterans Affairs has a separate employment system under Title 38 U.S.C. for appointment of 
Physicians, Dentists, Podiatrists, Optometrists, Nurses, Nurse Anesthetists, Physician Assistants, 
and Expanded-Function Dental Auxiliaries (EFDAs). These appointments are made on the basis 
of an individual’s qualifications and professional attainments in accordance with standards that 
have been established by the Secretary. Title 38 employees are paid under specific pay 
schedules. Appointments may be either full-time permanent, temporary full time, part time, or 
intermittent. Most full-time appointments under Title 38 are subject to a 2-year probationary 
period. A functional statement is provided that spells out the duties and responsibilities of the 
employee. The functional statement is updated when a change in duties occurs. 
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Title 38 hybrid employees are employed under a combination of both Title 5 and Title 38 
personnel systems. Currently, Title 38 hybrid positions include Certified/Registered Respiratory 
Therapist, Physical Therapist, Occupational Therapist, Pharmacist, and Licensed 
Practical/Vocational Nurse. Hybrids are covered by Title 38 for appointment, advancement, and 
certain pay matters, and Title 5 for performance appraisal, leave, hours of duty, adverse 
actions, probationary period, reemployment rights, reduction-in-force, and retirement rules 
(except part-time service is calculated under Title 38 retirement rules). A functional statement 
is provided that spells out the duties and responsibilities. The functional statement is updated 
when a change in duties occurs. 

With some exceptions, no formal job opportunity announcement (JOA) is required under Title 
38 rules. This allows VHA to exercise individualized recruitment efforts and respond quickly to 
interested candidates. This non-competitive authority under the Title 38 system applies to 
Hybrid Title 38 positions as well, with some important exceptions. Since the term “direct hire 
authority” refers to a very specific regulatory authority under Title 5 rules, it is preferred to 
refer to this Title 38 flexibility as “non- competitive” hiring. 
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