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Ms. Grace Kim 
Deputy Commissioner of Opera�ons 
Social Security Administra�on 
6401 Security Boulevard 
Bal�more, MD 21235 
 
Ms. Marianna LaCanfora 
Deputy Commissioner of Human Resources 

 Social Security Administra�on
 6401 Security Boulevard

 Bal�more, MD 21235
 

 Dear Ms. Kim and Ms. LaCanfora:
 
The Training and Succession Management Commi�ee of the Na�onal Council
of Social Security Management Associa�ons (NCSSMA) con�nues to work with
our members, who collec�vely recognize the importance of recrui�ng
excep�onal and talented individuals to work for the Social Security
Administra�on (SSA).  In addi�on, the commi�ee facilitates ongoing dialogue
among members concerning the need to focus on both revitalizing and
sustaining modern recruitment processes as well as evolving our internal
recruitment and employee development and assessment procedures. 
 
Recently, managers have expressed concerns over the use of the Competency
Assessment Interview Process (CAIP) during the recruitment process.  An
increasing number of candidates are appearing on mul�ple best-qualified lists
when applying for Claims Specialist (CS) vacancies.  The current CAIP structure
involves asking the same interview ques�ons used in prior CS vacancy
interviews.  In some instances, applicants have reported being asked the same
ques�ons in five or more interviews.  When this happens, it significantly
diminishes the authen�city of the recruitment process and the manager’s
ability to genuinely assess a candidate’s skills.   
 
Similarly, when implemen�ng internal recruitment or promo�onal ac�vi�es,
managers have observed that a wide variety of methods are used to assess
internal candidates.  While we do appreciate the flexibility, as each manager’s
opera�onal needs vary, we believe there remains room for focused growth in
this area. 
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As a result, NCSSMA makes the following recommenda�ons to consider revisions with the 
exis�ng CAIP and internal recruitment assessment processes. 
 

External Recruitment Assessment [CAIP] Revisions Recommenda�on 
 
Currently, when a manager has the opportunity to recruit and hire a Claims Specialist, he or she must 
use the required CAIP methodology during the interviewing and ra�ng process.  While this resource is 
helpful to managers as they develop ques�ons for their interviews, the competencies and ques�ons 
themselves are significantly outdated.   The ques�ons used from the exis�ng CAIP site are the same 
ques�ons that have been available since its incep�on in 2010.  As a result, candidates who are familiar 
with the applica�on process may present an unfair advantage during the assessment phase, as managers 
try to effec�vely analyze their best-qualified lists for their respec�ve opera�on.   

For the above reasons, NCSSMA supports the immediate implementa�on of the newest version of the 
CAIP that was piloted this fiscal year in four of the ten regions. 

Agency Resource Expansion to Support Internal Recruitment Processes 
 
In some regions, managers have begun to implement various external/internal recruitment 
processes to enhance job applicant/candidate assessment ini�a�ves.  Some of those processes 
involve the use of a structured, behavior-based interviewing phase in conjunc�on with other 
candidate assessment procedures.  For example, much of the Dallas Region has adopted the 
Challenge, Context, Ac�on, and Result (CCAR) interviewing method to be�er assess candidates 
for not only external recruitment ini�a�ves, but also for internal promo�onal opportuni�es.  All 
four stages of CCAR represent a specific segment of the interview and the interviewing panel 
uniformly rates each sec�on.   
 
Most hiring and recrui�ng officials, who have used this tool, believe it is an effec�ve way for 
candidates to demonstrate how they apply their working styles, skill sets and knowledge to a 
range of career experiences.  According to some managers, this process be�er assists them in 
determining which of their candidates is the most qualified and suitable for their opera�ons and 
available job vacancies. 
 
Addi�onally, u�lizing this tool directs hiring officials to use a more streamlined and focused 
criteria when assessing candidates.  The CCAR method u�lizes ques�ons derived from iden�fied 
competencies or skill sets.  This allows the selec�ng official to focus primarily on structured 
criteria carefully targeted for the posi�on they are trying to fill. 
 
One final proposal to consider adding to the interview and assessment process is a job specific 
wri�en exercise.  In addi�on to the interviewing phase of the candidate assessment procedures, 
the wri�ng exercise would present the candidate with a job specific challenge to describe in 
wri�ng how they would use their respec�ve skills sets and job knowledge to address a selected 
job scenario directly related to the job vacancy.   With this addi�on, we believe managers can 
completely assess the candidate’s ability.  The implementa�on of our proposals would assist SSA 
managers in fulfilling our obliga�on to ensure a vibrant and effec�ve workforce for the agency 
in years to come. 
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http://kcapps.kc.ssa.gov/CAIP/Competency


 

 
We thank you in advance for your considera�on of our posi�on and recommenda�ons for 
improving SSA’s assessment process for recruitment and internal promo�ons.  
 
Sincerely,  

 
Peggy Murphy 
NCSSMA President 
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