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Abstract: 
This Concept of Operations (ConOps) is a second document of the ACT-IAC Talent 
as a Service project and provides greater levels of detail for how the federal 
government can implement a systematic approach to identify, recruit, and onboard 
potential employeesp. This report delves further into concepts around pro-active 
sourcing, talent pools, workforce planning, process, policy, resources, and 
infrastructure. All integrated and designed with the goal of immediately improving 
the federal hiring process, reducing vacancies, expediting clearances, identifying 
mission critical skills, and improving the candidate experience.  
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American Council for Technology-Industry Advisory Council (ACT-IAC) 
The American Council for Technology (ACT) is a non-profit educational organization established to 
create a more effective and innovative government.  ACT-IAC provides a unique, objective and trusted 
forum where government and industry executives are working together to improve public services and 
agency operations through the use of technology.  ACT-IAC contributes to better communications 
between government and industry, collaborative, and innovative problem solving and a more 
professional and qualified workforce. 
 
The information, conclusions, and recommendations contained in this publication were produced by 
volunteers from government and industry who share the ACT-IAC vision of a more effective and 
innovative government.  ACT-IAC volunteers represent a wide diversity of organizations (public and 
private) and functions.  These volunteers use the ACT-IAC collaborative process, refined over thirty 
years of experience, to produce outcomes that are consensus-based.  The findings and 
recommendations contained in this report are based on consensus and do not represent the views of 
any particular individual or organization.  
 
To maintain the objectivity and integrity of its collaborative process, ACT-IAC does not accept 
government funding.   
 
ACT-IAC welcomes the participation of all public and private organizations committed to improving the 
delivery of public services through the effective and efficient use of IT. For additional information, visit 
the ACT-IAC website at www.actiac.org.  
 
Evolving the Workforce Community of Interest (COI) 
The Evolving the Workforce (EWF) Community of Interest (COI) brings together industry and 
government leaders to exchange information, support professional development, improve 
communications and understanding, solve issues, and build partnership and trust by enhancing 
government's ability to serve the nation's citizens. The COI discusses best practices in the human capital 
management arena with topics including workforce development, the inter-generational workforce, 
analytics and talent management, emerging learning/training models, and employee engagement. This 
report is one in a series of projects undertaken by the COI. 
 
Disclaimer 
This document has been prepared to contribute to a more effective, efficient and innovative 
government.  The information contained in this report is the result of a collaborative process in which 
a number of individuals participated.  This document does not – nor is it intended to – endorse or 
recommend any specific technology, product or vendor. Moreover, the views expressed in this 
document do not necessarily represent the official views of the individuals and organizations that 
participated in its development. Every effort has been made to present accurate and reliable 
information in this report. However, ACT-IAC assumes no responsibility for consequences resulting 
from the use of the information herein.  
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Copyright 
©American Council for Technology, 2018. This document may not be quoted, reproduced and/or 
distributed unless credit is given to the American Council for Technology-Industry Advisory Council. 
 
Further Information 
For further information, contact the American Council for Technology-Industry Advisory Council at 
(703) 208-4800 or www.actiac.org.  
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Introduction 

For several decades, federal managers have expressed serious dissatisfaction with the government’s 
hiring process. Lengthy delays and poorly qualified candidates have been critical problems impacting 
government’s ability to operate efficiently and effectively.  In March 2018, the President’s 
Management Agenda (PMA) provided a “long-term vision for modernizing the Federal Government in 
key areas that will improve the ability of agencies to deliver mission outcomes, provide excellent 
service, and effectively steward taxpayer dollars on behalf of the American people.1” Talent as a Service 
(TaaS) directly supports this vision for PMA improvements by describing a new methodology for 
recruiting, hiring, developing, 
managing, and on-boarding talent to 
support mission outcomes and 
increase service to the taxpayer, while 
constraining costs. (See 
Peformance.gov for a full description 
of the PMA and CAP Goal 3.)  
 
The goal of TaaS project is to create a 
model and guide for government to 
better identify and onboard personnel 
into mission critical environments 
within federal agencies. A previously 
published Talent as a Service 
Executive Report2 described how TaaS 
can help expedite acquisition and 
growth of talent throughout the 
federal government and enable the 
next generation of mission-ready workforce.  
 
This Concept of Operations (ConOps) presents the details of how TaaS will operate, recommend a pilot 
project to test the concept, and describe the factors that should support successful TaaS 
implementation.  If deployed as described here, TaaS can improve the government’s ability to adapt 
successfully to changing cultural, social, and technological trends and recruit and retain a workforce to 
meet America’s 21st century challenges. 
 

Overview of TaaS  
TaaS builds on the concept that a well-integrated system, supported by an agile, flexible and adaptable 
human capital process, can attract the next generation of workforce into civilian service. Today, the 
current business model for federal hiring hampers government’s ability to identify, enlist, develop, and 

TaaS supports Cross Agency Priority (CAP) Goal 3:   

Developing a 21st Century Workforce 

Acquire Top Talent. Only 42% of Federal employees believe 
that Government recruits people with the right skills. While 
the Government will work to better align existing employees 
to mission needs, it also needs to build a capacity to bring in 
top talent quickly when demand for specific skills exceeds 
existing capacity. The current overly complex and lengthy 
hiring process, frequently results in the Government losing 
potential employees to private sector organizations with 
more streamlined hiring processes. While ensuring fair and 
equitable hiring practices, overnment can improve its hiring, 
including by training the human resources workforce to 
better support hiring managers. 
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grow the best and brightest. TaaS seeks to change this dynamic by incorporating proactive strategies 
to market federal employment and attract both active and passive candidates. TaaS also incorporates 
recruiting strategies that are supported by well-orchestrated strategic sourcing operations. This 
includes the seamless onboarding and clearance of a flexible and mission ready workforce into federal 
agencies with talent needs.  
 

 
 
 
 

 
Figure 1: Taas Framework 
 
TaaS is designed to make things easier by creating a seamless approach where job candidates for 
designated positions are moved into a Federal Talent Pool, associated with like communities of subject 
matter expertise, and readied for potential employment. This will increase the supply of workforce 
eligible personnel for critical program and mission areas. Within the TaaS construct, agencies focus 
almost exclusively on employee and staff development while leveraging the sourcing, recruiting, and 
staffing capability within the TaaS environment.  
 
TaaS also creates new flexibilities and user-enhanced experiences for the federal job candidate and 
participant. Once in a Federal Talent Pool, participants would be able to move in and out of public and 
private sector employment, without losing future federal employment eligibility. This can result in 
improved and retained knowledge, skills, and abilities of staff who are able to continue their 
professional learning anywhere and sharing of best practices gained across all industries. It will also 
result in a larger number of potential candidates, who may not have been previously interested in 
working for government, but now are more inclined to participate in the Federal Talent Pool process. 
Agencies with staffing needs will be able to pull resources from the Federal Talent Pool, reducing time 
to hire and expediting personnel readiness. Matching the right candidate to the right department job 
will be supported through a robust talent profiling capability, what this report refers to as Match.Gov. 
This will utilize machine algorithms and analytics to better identify potential “right fit” based on what 
the participants are looking for and the ideal type of personnel an agency is trying to acquire. 
 
Stronger workforce planning capability can also increase visibility into agency and department needs 
and enable improved demand management. Being able to identify workforce trends and mission needs 
quickly allows for recruitment and sourcing functions within TaaS to ramp up resourcing and targeted 
marketing. These are integrated with a seamless talent management system linking job postings, 
applicant tracking, assessments, talent profiles, and position billets to an agency’s Entrance on Duty 
(EOD) process.  
 
It is important to state that TaaS is not designed as a “one size fits all” approach for federal hiring. 
Rather, TaaS can be implemented to target and improve mission critical skills for specific talent needs 
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shared by agencies across government. TaaS is intended to be a supplement, not a replacement, for 
agencies’ comprehensive hiring processes. 
 
By taking a holistic view of TaaS, innovative approaches to human capital can be applied and 
implemented in a more rapid and agile way, enabling federal agencies to better meet mission demands 
and serve the country’s workforce in a more positive and action-oriented way.  

TaaS ConOps Goals 
This ConOps is designed to provide details required for the Federal Government to improve the way it 
attracts and sources potential employees (e.g., candidates) for public service roles. This includes 
candidates seeking part-time, full-time, or temporary work across numerous departments and 
agencies.  The ConOps provides a framework for allowing participants to move in and out of public and 
private sector employment including candidates that are actively seeking employment and those that 
may be passively interested. 
 
The ConOps covers both fundamental components and operational tasks that should be examined and 
further qualified to achieve desired results. This ConOps includes the overall implementation strategy, 
key stakeholders and participants, process, policy, communications, systems, training, and funding 
options.  All of which are designed to help grow and maintain an active Federal Talent Pool that is 
refreshed with cleared and eligible personnel, regardless of existing open agency requisitions.  

TaaS ConOps Implementation Strategy 
TaaS is designed to be a scalable model eventually serving all interested Federal agencies, across the 
United States, for multiple critical occupational series. To support TaaS, this ConOps is intended to be 
implemented in a phased approach that has defined goals and milestones. In the short-term, the TaaS 
model would be piloted in an initial “proof of concept” phase with limited and defined scope. 
Specifically, the TaaS pilot could be suitable for candidates within cybersecurity/technical occupations, 
General Schedule (GS) levels 7-14 (non-supervisory roles), in the Washington, DC and San Francisco 
metro areas. (Note: the Commission on Enhancing National Cybersecurity anticipates that globally 
there will be a demand for 1.5 million more cybersecurity employees by 2020.3) A limited initial scope 
allows TaaS to test its approach at a manageable level before expanding to include additional 
occupations and geographic areas.  

Required Participants 
Numerous parties and stakeholders will be required to move TaaS from concept through pilot, then 
into operational stages. Within the executive branch, this includes the Office of Personnel Management 
(OPM), the Office of Management and Budget (OMB), Chief Human Capital Officer (CHCO) Council, 
agency and department human resource (HR) leaders, shared service centers (SSC’s), HR LOB Multi-
Agency Executive Steering Committee (MAESC), CIO Council, and government program leadership.  
Additional participants include talent pool participants (candidates), technology and systems vendors, 
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organizations such as the Senior Executives Association (SEA) and the National Academy of Public 
Administration, third party public (social) platforms, and various universities and academic 
partnerships. Elements of this ConOps might be operationalized and tested by select government 
vendors under contract to the government. 

Key ConOps Relationships 
Under the Civil Service Reform Act of 1978, OPM provides management guidance to agencies in the 
executive branch and issues regulations that control federal human resources policies and processes. 
OPM’s role in piloting TaaS will be substantial, and necessary to a successful outcome. Since TaaS 
directly supports the President’s Management Agenda, it is appropriate for TaaS to be incorporated 
into PMA action planning initiatives.  
 
TaaS could be optimally managed by an OPM Program Management Office (PMO), similar to the 
construct and operations found in OPM’s existing PMO structures for the HR Lines of Business (HR LOB) 
and associated Federal Shared Service Centers (SSCs). The PMO should consist of a small staff of career 
federal managers possessing the following necessary competencies and experience levels: Analytics, 
Systems/IT, Clearance/Adjudication, Talent Acquisition/Recruiting, Training, and Marketing. The PMO 
staff would be supported as required by contractors and consideration should be made to outsource 
the marketing function (e.g., similar to the Census 2020 marketing campaign), which is a strong 
capability of the private sector. Any staff working under the PMO are referred to as “TaaS staff.”  

Funding  
To support start-up and operations costs, TaaS operations may be covered by OPM’s current funding 
authorities for agency services (e.g., OPM HR LOB, Federal Shared Service Centers). For instance, 
possible funding sources could include:  
 

 Revolving Fund (Title 5 U.S.C. §1304 (e)): Several OPM programs are funded by fees collected 
from federal agencies to extend critical HR services provided to those agencies, which pay OPM 
based on customer transactions, orders, and fixed fees. Such funding can support an 
organization to provide program management, candidate communications, and stakeholder 
engagement. This type of funding would be contingent on an Interagency Agreement initiated 
with OPM by the agency receiving TaaS PMO services. 
 

 Working Capital Fund4 (H.R. 3400 Government Reform and Savings Act): Federal Shared Service 
Centers utilize these funds to provide administrative services to other federal agencies. TaaS 
proposes the funding mechanism for the IT systems, administrations labor, and operations 
necessary can potentially come from this funding. In addition, a Franchise Fund may be 
applicable to retain up to 4 percent of the fund’s total income for capital acquisition and 
systems improvement. This type of funding currently exists within OPM (e.g., for USAJobs), but 
would require legal review to determine if a TaaS PMO would meet criteria for inclusion within 
the fund. 
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Policy  

TaaS is subject to civil service laws and regulations and will follow Merit Systems Principles5. In 
addition, the process strives to avoid adverse impact and discrimination throughout all processes to 
ensure fair and open competition. TaaS will make use of current hiring authorities as shown in table 
below and seek adjustments as appropriate.  
Table 1: Current Hiring Authorities 

Presidential 
Management Fellows 
(PMF) Executive Order 
13318, 5 U.S.C. sections 
3301 and 3302, 5 CFR 
362) 

Program that brings high performers into government within two years of 
completing an advanced degree to develop the next generation of government 
leaders. 

 A second initiative to bring seasoned private sector executives to the 
government on limited term appointments is in progress. 

 TaaS proposes to leverage this authority for technical in-demand and 
hard-to-fill positions (e.g., Cybersecurity) for non-supervisory positions 
(e.g., GS-7-14), with a re-branding to reduce confusion with this 
management career track. 

Intergovernmental 
Personnel Act (IPA) 
Mobility Program (5 U.S. 
C. 3371 – 3375; 5 CFR 
part 334) 

Program that brings in temporary assignees from state and local governments, 
colleges and universities, Indian tribal governments, and eligible non-for-profit 
organizations, and also allows federal employee to be given short-term 
assignments to these categories of organizations.  

Excepted Service (5 USC 
3109, 5 CFR part 304) 

For experts and consultants 

Temporary 
Appointments (5 CFR 
part 316, subpart D) 

Under one year 

Term Appointments     (5 
CFR part 316, subpart C) 

One – four years 

Veterans Leverage relevant elements or develop a “best of breed” approach among the 
following current authorities: 
 Employment Opportunities Act (VEOA, 1998). 
 Recruitment appointments (5 CFR part 307): Excepted service for eligible 

veterans up through GS-11 without competition, with conversion to career 
appointment after two years. 

 Disabled veterans (5 U.S.C. 3112; 5 CFR 316.302, 316.402, 315.707). 
 Military spouses (5 CFR 315.612). 

Direct Hire (5 U.S.C. 3304 
and 5 CFR part 337, 
subpart B) 

OPM acknowledges a severe shortage of candidates or a critical hiring need, and 
may issue direct hire authority for occupational series, grades (or equivalent), 
and/or geographic location. 

 
Additionally, there are several key priorities in the President’s Management Agenda (PMA) that TaaS 
can support, including: 
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  IT modernization – Requires building a modern IT workforce by recruiting, reskilling, and 
retaining professionals who are able to drive modernization with up-to-date -technology. 

 People – Workforce for the 21st Century: Ensure management aligns staff with the right skills to 
meet agencies’ evolving mission needs, which will require more nimble and agile management 
of the workforce. 

 
For the pilot effort and subsequent implementation, TaaS can leverage existing programs, such as the 
President’s Management Fellow program (PMF), to test and socialize concepts prior to building 
infrastructure (e.g., OPM assessments: PMF, USA Hire). The guiding principle for TaaS infrastructure is 
to automate as much as possible, potentially offering the opportunity for a similar structure like the 
PMF to modernize its own equipment and systems.  
 
ConOps Communications 
For the ConOps pilot, OPM leadership and the TaaS PMO will communicate and socialize the TaaS 
ConOps to the Chief Human Capital Officers Council (representing Executive, cabinet-level agencies and 
others designated) and seek feedback on the concept itself as well as the level of interest. In preparing 
to expand to the full TaaS program, OPM leadership and the TaaS PMO will communicate and socialize 
the appropriate plans and details to the HR LOB Multi-Agency Executive Steering Committee (MAESC). 
This Committee includes representatives from agencies that currently outsource their transactional HR 
services through federal shared services centers (SSCs), and who are accustomed to interagency HR 
services and associated funding mechanisms. MAESC can also serve as a governance model for TaaS, 
ensuring stakeholder engagement and satisfaction with customer service.  

High Level Operational Tasks 
Task 1: Identify and Attract Candidates into the Talent Pool 
TaaS identifies and attracts future candidates for entrance into the Federal Talent Pool through 
proactive sourcing activities and improved marketing, communication, and outreach efforts.  

Figure 2: Building Blocks for Candidate Identification and Outreach 
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Step 1: Conduct workforce planning to determine current and future staffing needs of federal 
agencies 
TaaS can leverage existing OPM workforce planning efforts, as well as the best practices of agencies 
that are recognized as leaders in workforce planning (e.g., Intelligence Community, Department of 
Agriculture) to identify the largest federal talent gaps. TaaS staff review agency data such as retirement 
and other turnover, competency gaps, vacancy rates, time to fill positions, and incorporate forecasts 
and insights regarding future staffing needs from agencies that have them. TaaS staff also determine 
the potential criteria and triggers which qualify a specific occupation to be included in the talent pool 
(e.g., length of vacancies, turnover rates, private-public sector salary differences). Overall, TaaS staff 
prioritize targeted occupations based on the mission impact of the respective staffing and competency 
gaps. 
 
After completing the analysis outlined above, TaaS staff identify mission critical occupations that will 
be included for the talent pool.  The TaaS pilot phase will initially address one talent pool for the 
cybersecurity mission critical occupation.   
 
After the pilot phase, the TaaS effort should be expanded to target multiple mission critical 
occupations, such as mathematical statistician, data analyst, economist, engineer, auditor, and other 
STEM occupations.  Then subsequently used for other mission needs and/or identified position gaps.  
 
Step 2: Create a consistent KSA approach for identifying talent  
TaaS identifies government-wide KSAs (Knowledge, Skills, and Abilities), or competencies, required for 
the mission critical occupation(s) it is targeting (agency-specific competencies can be added in 
subsequent phases). TaaS staff review existing competency models from OPM, specific agency models, 
and private sector job descriptions (if applicable).  For example, OPM’s Multipurpose Occupational 
Systems Analysis Inventory (MOSAIC) has been used to conduct occupational studies for two decades. 
It has already identified the critical tasks and competencies employees need to perform successfully in 
nearly 200 federal occupations, including cybersecurity.  Because federal hiring practices must be based 
on a job analysis that identifies the basic duties and responsibilities of the job, and the KSAs 
(competencies) required to perform those duties and responsibilities (per 5 CFR Part 300), it is 
important that TaaS leverages validated competency models as part of this step.  
 
Once KSAs have been identified, TaaS staff develop position profiles that describe the KSAs, experience, 
and credentials needed for success in mission critical occupations. These profiles will be used for 
communicating job requirements to potential candidates for the talent pool, using advanced analytics 
to identify potential candidates that match the position profile, and assessing candidates for 
qualifications related to the position.  Active TaaS outreach and recruiting focuses on targeting people 
who possess the capabilities and adaptive skills needed to meet sometimes rapidly evolving 
requirements, priorities and “agile” staffing. By effective use of workforce planning tools and thorough 
analysis of competency models and KSA requirements, TaaS staff can build a process to identify and 
attract qualified candidates into the talent pool.  
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Step 3: Develop and implement a strategic marketing and outreach plan to attract a diverse range of 
candidates into the pool 
In addition to targeting those who would normally pursue federal employment, TaaS seeks to attract 
potential candidates who would not ordinarily consider it and are eligible for Federal employment. This 
also includes candidates who desire to participate within talent pools while maintaining their existing 
private sector employment.  Effective outreach to this group could significantly increase the quantity, 
quality and volume of potential candidates to consider for federal employment. 
 
TaaS identifies potential sources of candidates for critical occupations to target for inclusion in the 
Federal Talent Pool. During the pilot phase, which focuses solely on cybersecurity, TaaS primarily 
targets individuals who are likely to obtain Public Trust clearances (i.e., individuals who have received 
a Public Trust clearance within the last 5 years), such as federal contractors, current and former federal 
employees, and veterans. When TaaS expands its reach to other occupations, it can seek talent from 
sources such as: high schools, colleges, and graduate schools; associations and professional 
organizations; private sector; and other social platforms (e.g., LinkedIn) users. Based on the potential 
sources that are identified, TaaS staff then determine and plan the best set of outreach activities to 
attract candidates to the talent pool. As described in the following table, the top outreach activities 
should center on social media, referrals, and internships. Other outreach activities may include building 
relationships with colleges, universities, and professional organizations and associations, federal web 
sites (e.g., OPM’s CyberCareers.gov web site); and online videos that give government the opportunity 
to convey and share mission specific themes designed to attract diverse types of candidates.  
 
Table 2: Source of Talent Pool 

Social media Applicants for STEM jobs are most likely to use Facebook or LinkedIn to learn 
about potential employers (66 and 54 percent respectively) – Corporate 
Executive Board Survey in 20146 

Employee referrals The majority of recruiters find their best quality candidates through referrals – 
Society for Human Resource Management in 20167 

Internships Internships are one of the most effective ways to bring in new talent, 
particularly technical talent – National Association of Colleges and Employers 
Survey in 20018 

 
TaaS applies advanced techniques and analytics to identify candidates who have the experience and 
skills that match the position profile for critical positions.  
 
TaaS staff will aggressively brand and publicize the exciting and state-of-the-art work being done in 
federal laboratories, research centers, and other federal sites. This includes branding areas of 
importance to potential candidates such as work life balance and meaningful work and characteristic 
of federal employment (e.g., sense of mission and benefits.) This branding also considers generational 
interests for Millennials and GenXers such as meaningful work, mission-oriented, and the concept of 
“tours of duty” versus life-long careers. Once finalized, the brand is incorporated throughout the 
outreach activities and messaging conducted by TaaS.  



   
 Talent as a Service Concept of Operations 

American Council for Technology-Industry Advisory Council (ACT-IAC)  
3040 Williams Drive, Suite 500, Fairfax, VA 22031 

www.actiac.org ● (p) (703) 208.4800 (f) ● (703) 208.4805 
Advancing Government Through Collaboration, Education and Action 

Page | 14  

 
TaaS staff create messaging to support outreach activities, with a heavy emphasis on the federal 
government branding outlined above. The messaging also describes the steps for getting into the talent 
pool, highlights the potential benefits of being in it, and describes the talent profile for critical positions 
in which candidates may be interested. TaaS staff conduct both broad and targeted outreach activities 
to attract potential candidates for the Federal Talent Pools. Broad outreach is done through media such 
as Government Executive and Federal News Radio, while more targeted outreach is directed toward 
specific groups and individuals that have been identified through sources such as referrals and 
analytics. This outreach also includes recruiting fairs or planned events which promote the benefits of 
participating in Federal Talent Pools.  

Task 2: Have Candidates Self-Select in and out of the Talent Pool 
Step 1: Support initial entry of candidates  
Finding ways to reduce the cost and time to hire while improving the overall candidate experience will 
be a key benefit of implementing the TaaS framework. A key enabler of realizing the potential impact 
of TaaS will be the ability to provide an easy way for participants to fluidly migrate into and out of the 
Federal Talent Pool, mixing periods of private sector employment with assignments in public sector 
organizations. 
 
Candidates who wish to enter the Federal Talent Pool for the first time must have a user-friendly way 
to create their initial profile (e.g., education, experience, credentials) and populate the data fields 
necessary for consideration for Federal employment.  The capability should be accessible via both 
desktop/laptop systems and mobile devices and should enable creation of the candidate profile either 
through uploading an existing resume or connection to other web-based sources of employment 
information (e.g., LinkedIn, UpWork, eLance).   
 
The TaaS system will also need to provide the capability for new candidates to map their existing work 
experiences and skills to an individualized talent profile, which then can be mapped to the 
requirements for performing specific Federal jobs (e.g., position profile.) This is referred to as 
Match.Gov. A benefit of TaaS is that it can identify for the candidate appropriate opportunities, which 
they may not be able to locate on their own through traditional government hiring methods (e.g., 
USAJobs). 
 
The system must provide the capability for candidates to update their profile with the additional 
experiences and qualifications gained through periods of employment outside of the Federal 
government.  Key to the success of the TaaS framework will be the ability to provide flexible capabilities 
for candidates who participate and move into/out of the Federal Talent Pool.  
 
Valid assessment methods can be used to evaluate candidates for eligibility and qualification into the 
Talent Pool. It may be deemed necessary for certain types of assessments to be automatically 
facilitated which help to better determine right-fit and competency proficiency.  For example, self-
assessments can be delivered through automated systems where applicants provide ratings of their 
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training, experience, and competency proficiency levels.  Candidate assessments are then validated 
against the position profile. 
 
Step 2: Support deactivation of the candidate 
Because one goal of the TaaS framework is to enable candidates to move between Federal and private 
sector employment, systems that enable TaaS must provide the capability for candidates to easily mark 
their profile as dormant/inactive and indicate that they are currently employed outside the Federal 
government.  However, it will be important that candidates have the option of indicating that they are 
open to potential Federal employment opportunities and to indicate the conditions under which they 
would consider a return to Federal service.  
 
The systems must enable TaaS staff to search and identify individuals in the talent pools who are 
passive job seekers or on a temporary/contingent assignment in the private sector, who may be open 
to re-entering Federal service.  As such, the TaaS systems will need to provide multiple status options 
for candidates to indicate their current employment and job seeking status, both during periods of 
Federal employment and when employed in the private sector. 
 
Step 3: Support re-activation or re-entry  
As candidates elect to reenter the active pool of eligibility for Federal employment, the TaaS system 
should provide a capability for easily reactivating their previous employee profile.  Business and process 
rules will need to be established to govern the length of time a candidate can be inactive and when a 
new profile would need to be created if the previous profile has expired. Similar to the requirements 
for new entrants into the talent pool, candidates re-entering after a period of dormancy should have 
the ability to update their employee profile (including mapping to new competencies or proficiency 
indicators) by uploading existing documents or updates from other web-based sources of employee 
information.   
 
Note, some agencies currently maintain a “ready reserve” list of retirees who sustain their clearances 
and certifications to be eligible for recall during surge efforts.  The TaaS systems could simplify the 
administrative aspects of these relationships and also expand how this talent is leveraged.  
 
Step 4: Support notifications and workflows 
A final element of functionality required to support the TaaS framework is the ability for changes in 
profile status to trigger notification and workflows to support onboarding and offboarding of 
candidates into or out of the Federal Talent Pool.  The system will need to provide the ability to trigger 
appropriate notifications so that TaaS staff can stay informed of candidates entering or exiting the pool 
that match the talent profile of candidates that may be recruited.  Additionally, when candidates enter 
the talent pool, workflows should initiate appropriate general onboarding activities that can help 
shorten the onboarding period required once a candidate is ready for EOD.  For example, the system 
could automate the process of collecting tax and payroll related information, processing of any 
required financial disclosures, and the initiation of low-level background checks or security clearances 
that may be universally required for all Federal employees.  Similarly, the TaaS system should provide 
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the capability to automate offboarding activities when a candidate leaves Federal employment or 
elects to move to dormant status within the Federal Talent Pool.  When the candidate changes their 
status to dormant/inactive, the TaaS system could initiate activities including requesting the employee 
to sign any required waivers or releases, collecting exit interview/survey data, and/or starting the 
process to terminate or deactivate any clearance the talent pool participant may hold. 
 
An additional consideration for realizing the benefits of TaaS will be defining the business rules for 
determining years of Federal service as required for tenure and/or benefits calculations.  As the new 
framework facilitates fluid migration between Federal and private sector employment, candidates in 
the pool will need to be aware of the impact of breaks in Federal service on their years of service 
calculations and the impact on things such as vesting for retirement contributions. 

Task 3: Maintain a Talent Pool of Cleared and Eligible Candidates 
Step 1: Expedite cleared eligibility  
OPM should develop an implementation plan aligned to its strategic plan for expediting the process for 
determining clearance eligibility for candidates in the talent pool.  This is an important step for issuing 
initial (interim) clearances to candidates having strong potential to obtain federal employment in 
critical/sensitive positions.  The plan should include goals and milestones that allow for the National 
Background Investigations Bureau (NBIB) to minimize investigation backlog and specifically include 
provisions for expedited preliminary investigative measures supporting the Federal Talent Pool of 
qualified candidates. OPM can significantly increase overall clearance throughput by simply leveraging 
the fact that candidates within the Federal Talent Pool are not “employed” at the agency and 
department level. This step would still require vetting but can reduce cycle time and cost.  
 
The implementation plan should identify Key Performance Indicators (KPIs) for processing 
preliminary/interim (or tentative) personnel security investigations for high potential candidates.  This 
could be done by referencing meaningful metrics in “standard” full scope personnel investigations 
(regardless of tier) such as inventory, investigative processes, adjudication, costs, cybersecurity 
measures, and other related resource requirements for the Federal Talent Pool.    
Another important consideration could be an abridged category for the background investigation 
process into the Federal Talent Pool.  For example, suitability investigations, prescreening and selection 
criteria would not require a comprehensive investigative routine as is done for national security 
investigations at the Secret and Top-Secret levels.   
 
Investigations for candidates within the Federal Talent Pool would be conducted on a tentative, 
ongoing, and randomized basis, while providing fast-tracking if an individual is selected from the pool.  
This is intended to avoid time consuming initial inquiries that are often performed in background 
investigations for suitability of federal employment.  Ideally, this would be no more than five weeks to 
conduct preliminary (not full) investigations.  When a candidate within the Federal Talent Pool is 
selected by an agency, the personnel investigation is quickly updated and proceeds in terms of scope 
and adjudication as needed for the position, with the intent that the candidate/employee is sufficiently 
authorized to work.  This process could also be conducted while the candidate remains within the talent 
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pool, allowing them to keep their existing private sector employment while preserving their clearance 
eligibility.   
 
Step 2: Leverage technology and resources 
Increasing the use of information communication technologies (ICTs) will help to automate and digitize 
the collection, analysis, and reporting of investigative data.  This will improve the quality of investigative 
data collection, analysis, and adjudication as well as increase the speed of the records management 
processes and feature an internal control tracking mechanism for audits and assessments.  Reducing 
investigative levels of effort will reduce staffing resources needed to complete investigations. 
 
Centralizing TaaS clearance efforts could fall potentially under the organizational control of OPM’s 
NBIB.  The purpose would be to create stronger measure of accountability of the investigative work 
process and resource management, which may be better served as an inherent government function.   
Creating enhanced resource capability for TaaS can be achieved by pooling existing Federal resources.  
Facilities and Field Activities supporting OPM and the Departments of Defense (i.e., Defense Security 
Service), Justice, Energy, and Homeland Security could be open to all Federal entities through a series 
of interagency working groups resourced by interagency funding mechanisms.  This expanded capacity 
of facilities and resources can be used to train new federal investigators who can contribute to 
expedited investigative processes for the Federal Talent Pool across all executive agencies.  Although a 
lag time may appear at the front end, an effective training curriculum can quickly reduce the time for 
TaaS clearances.  New investigators can be trained by experienced investigators.  In a mentor/protégé 
relationship, quality and timeliness can be enhanced as investigators understand the subtle differences 
needed to conduct and complete their tentative investigations for the qualified Federal Talent Pool.  
 
Step 3: Create standards of control, reporting, and risk mitigation 
Developing a set of observable standards with internal controls can help expedite participation in the 
Federal Talent Pool.  The internal control program would clearly define objectives to enable the 
identification of risks and define risk tolerances for the “tentative” investigations of applicants in the 
talent pool.  Adopting “high-risk” criteria for TaaS candidates will ensure it has the resource capacity 
and knowledge to address and resolve risks.  Resources may include, but are not limited to people, 
funding, time, information communication technologies, and facilities.   
 
There needs to be transparency and accountability to the legislative branch and agencies to build 
credibility and trust in TaaS. National security clearance timeliness information should be reported to 
Congress with OPM providing periodic performance reports to Congress in a public forum, identifying 
potential gaps and mitigating shortfalls.  Continuous reporting to Congress (and OMB) can help to 
evaluate and identify causes and sources of delays in the security clearance process and help to 
facilitate remediation needed to establish valid and reliable personnel security investigations.  
 
Task 4: Create connectivity across multiple systems and infrastructure 
TaaS will require integration and connectivity among all systems in the sourcing, recruiting, talent 
profile, onboarding, tracking, analytics, clearance, and agency HRIS; including connection to existing 
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systems of record.  This will allow TaaS to more easily distribute candidate information and connect 
talent profiles, especially for those candidates moving into federal service. In addition, leveraging the 
capability of existing technology (e.g., Applicant Tracking Systems [ATS], USA.JOBS) to create better 
assessments throughout the process will support a robust candidate/participant pool and a more 
automated process.  All systems need to share information on talent, pool participation, and eligibility 
(clearance).   
 
TaaS follows the GAO Strategic Plan (2018 – 2023)9 to leverage emerging technologies, such as 
artificial intelligence and automation, to ensure that TaaS functions are efficient, optimized, and cost 
effective. TaaS should leverage HR analytics and big data based on best practices for both human 
resource and data governance processes.  
 
TaaS technology should integrate with workforce planning, data, and analytics to have an accurate 
and up to date view of part or all of the TaaS process, including creating better forecasting 
capabilities, predicting future staffing requirements, identifying skill gaps in real time, and increasing 
the matching of needs and expertise across the government on an ongoing basis.  
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Task 5: Provide Training for Talent Pool Participants and TaaS Staff 
On-ramping TaaS Staff into the TaaS construct is a very important function and should be facilitated by 
the PMO office, qualified staff, and consulting expertise. TaaS staff would create high-level job aids that 
provide roles/responsibilities, process flow-downs, standard operating and escalation procedures, and 
recruiting, marketing, and administrative resources.  
 
For candidates, the TaaS interface should be intuitive, easy to navigate, and require minimal training 
to maneuver. We recommend candidate training be completely virtual. A welcome video, consistent 
across all users, and short, professionally produced videos on how-to topics can increase user adoption 
and decrease help requests. A searchable FAQ section would allow users to find answers about TaaS 
on their own on how to become a candidate for federal employment, while a pop-up chatbot using 
artificial intelligence follows every first-time user for a period of 30-60 days following creation of 
candidate profiles.  

Conclusion 
The ability to efficiently and effectively bring talent into the federal government can be made possible 
through the implementation of TaaS. TaaS builds on the concept that a well-integrated system, 
supported by agile, flexible and adaptable human capital processes, can attract the next generation of 
workforce into civilian service. TaaS should be implemented and supported with a phased approach, 
allowing for milestones and KPI’s to be successfully achieved before moving to the next phase.  Key 
metrics such as time to hire, cost of hiring, time to fill critical roles, quality of candidates, and clearance 
throughput can all be achieved. This directly supports mission success, fulfillment, and a more efficient 
federal government.  
 
Further analysis should also be considered to ensure candidates remain engaged and interested while 
participating in the Federal Talent Pool.  TaaS will leverage a Community of Practice (CoP) model that 
is covered conceptually within the first TaaS Executive white paper. This approach would allow 
candidates to interact with government personnel, demonstrate their competence, learn from others, 
and explore interests while they await opportunities. In addition, providing a learning environment 
with access to online resources (e.g., Learning Management System) will enable candidates to both 
develop skills and indicate their level of interest and availability.  
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