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Retroactive Pay Adjustment for General Schedule (GS) Employees

On 23 January 23, 2004, the President signed the Consolidated Appropriations Act into law that provides a 4.1 percent overall average pay increase for most white-collar civilian employees.  This will be effective 11 January 2004 in Army.  However, new salary tables could not be issued until the President signed an Executive order allocating this pay adjustment between an across-the-board pay increase and locality pay increases. The President's decision is now reflected in an Executive Order signed 3 March 2004.  The President is authorized to determine how the retroactive 4.1 percent overall average pay increase will be allocated between an across-the-board GS pay increase and increases in GS locality payments.   The Office of Personnel Management (OPM) will soon issue the new pay tables that will be posted at http://www.opm.gov/oca/04tables/index.asp.  Retroactive increases back to 11 January 2004 cannot be issued until the new pay tables are released by OPM and agencies complete the processing of retroactive personnel actions. Consequently, it may not be until spring or summer before employees receive their retroactive increases.  

(Source: Office of Personnel Management)
Change to Thrift Savings Plan Loan Program

Effective July 1, 2004, the TSP will make three changes to the Loan Program:

· A $50 fee will be deducted from the amount of each new loan.

· You will no longer be able to have two general-purpose loans at the same time. (You will still be able to have one general purpose loan and one residential loan).

· When you pay off one loan, you will not be eligible to apply for another loan for 60 days.

TSP is making these changes because in recent years there has been a significant increase in the number of loans. Some participants constantly have two outstanding loans, taking another loan immediately after one is paid in full. This practice results in administrative expenses that are currently charged to all TSP participants, whether or not they ever use the loan program.

These changes to the Loan Program will reinforce the importance of borrowing from your TSP account only as a last resort. For participants who need a TSP loan, the $50 fee will cover the cost of processing and servicing the loan and will ensure that these costs are paid by the 500,000 participants who use the program and not by the other 2.7 million participants who do not use the Loan Program.

Next TSP open season: April 15 – June 30, 2004

(Source: Army Civilian Personnel Bulletin)

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 

DoD National Security Personnel System (NSPS)

Many of you may already know that the development of the DoD NSPS is underway.  With the passage of the 2004 National Defense Authorization Act, the DoD was given authority to establish a new human resources management system for DoD civilians; known as the National Security Personnel System. DoD will create a new framework of rules, regulations, and processes that govern the way civilians are hired, compensated, promoted, and disciplined. 

 

Additional information about this new personnel system is located at the NSPS web page (http://www.cpms.osd.mil/nsps/index.html). Many of the things that will be changing (like pay for performance and pay-banding) are in the early developmental stages. A series of frequently asked questions is located at http://www.cpms.osd.mil/nsps/faq.html. The Air Force and the Navy are expected to implement as early as October 04 with the Army to follow some time after that. The DoD would like implementation as soon as possible, but implementation timelines will be subject to change, as consultation at the national level must occur before new regulations can be issued to the field.  However, you will be hearing more about this as time goes by.  The Civilian Human Resources community will be responsible for educating both supervisors and employees on the changes that will occur.  We will keep you posted as we learn more about the changes that will be taking place.

In February, the Defense Department, the Office of Personnel Management (OPM) and labor unions concluded two days of discussions about the concepts for a new labor relations system for DoD under the National Security Personnel System (NSPS). The Federal Mediation and Conciliation Service also facilitated the meetings. In April, a formal proposal will be provided to the unions that will begin the congressionally mandated 90-day collaboration process. NSPS will forge a new collective bargaining system between DoD and federal unions by creating a modern and dynamic model for labor negotiations. The concepts call for bargaining at the national level but do not eliminate local bargaining units. The current collective bargaining model -- fragmented among nearly 1,400 local units and focused on procedural detail -- diverts national security resources and focus. Congress has given labor and management the opportunity to forge what the law calls a "collaborative issue-based approach to labor management relations.

What will change under NSPS?
Some aspects of:

· Staffing (hiring, assignment, promotion and advancement, removal, reduction in force) 

· Pay administration (including certain premium pay) 

· Classification (job descriptions, grade level assignments) 

· Performance management 

· Labor management relations 

· Discipline, adverse actions, and employee appeals 

What will NOT change under the NSPS?
· Requirement to adhere to merit system principles 

· Prohibited personnel practices 

· Anti-discrimination rules 

· Rules on leave and attendance, and travel and subsistence expenses 

· Retirement, health benefits, and life insurance benefits 

· Firefighter pay 

· Pay for political executives 

· Rules governing training 

· Safety and drug abuse programs 

The design of  the NSPS must follow these principles:
· Be flexible and contemporary 

· Not waive or modify merit system principles 

· Not waive or modify prohibited personnel practices (laws to protect veterans' preference and whistleblowers and to prevent nepotism and political favoritism) 

· Ensure that employees may organize and bargain collectively 

· Include a performance management system that is fair, credible, and transparent, linking performance management to the agency's strategic plan 

· Provide adequate training on NSPS 

· Provide effective safeguards to ensure that the system is fair and equitable 

· Ensure that the overall amount allocated for compensation in the civilian pay fund is not less than what it would have been under the former personnel system through fiscal year 2008 

NSPS must be built by collaboration:
· DoD, in coordination with the Office of Personnel Management (OPM), must collaborate with employee representatives (unions) accorded exclusive recognition; DoD may also include organizations not given exclusive recognition that represent a substantial percentage of employees. 

· Collaboration may occur at a level above the level of exclusive representation (i.e., at the national level). 

· Employee representatives will be given at least 30 days to review a written description of the proposals establishing NSPS. 

· DoD and OPM must give full and fair consideration to the views of employee representatives. 

· DoD may immediately implement anything agreed upon or not contested by employee representatives. 

· Where there is disagreement, DoD must notify Congress of those differences and agree to meet and confer with employee representatives for not less than 30 days to try to reach agreement on those differences; DoD or a majority of employee representatives may request the services of the Federal Mediation and Conciliation Service. 

· If disagreement still exists, DoD may implement those parts of the proposal not agreed to, but only after 30 days have elapsed after notifying Congress of the decision to implement those parts and providing an explanation of why implementation is appropriate. 

· DoD and OPM will jointly prescribe regulations establishing and governing the new system. 

· DoD and OPM must develop a method for employee representatives to participate in any further planning or development that might become necessary. 

(Source: NSPS web page)

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 

Voluntary Separation Incentive Pay (VSIP) and Voluntary Early Retirement Authority (VERA) for Fiscal Year 2004

The following general information is provided concerning the new DoD policy for VSIP and VERA under the National Security Personnel System (NSPS). Employees wanting specific information about whether or not their activity will participate during FY04 should check within their chain of command.  The complete VSIP/VERA guidance can be found at  http://www.cpms.osd.mil/care/docs/NSPS-VSIP-VERA.pdf.
The National Defense Authorization Act for FY 2004 provides the authority to establish a program within the Department of Defense under which employees may be eligible to separate from service voluntarily with VSIP by voluntary retirement, early retirement or resignation.  VSIP is commonly referred to as a buyout and may be up to $25,000.

This authority may be used to reduce the number of personnel employed or to restructure the workforce to meet mission objectives without reducing the overall number of personnel.  The latter is referred to as reshape or restructure and may include VSIP or may even involve VERA without VSIP. However, activities must obtain allocations for VSIP on a fiscal year basis. 

Under the new law, the limit of the payment of VSIP in DoD is no more than 25,000 employees in any fiscal year. Each buyout payment counts toward the statutory limitation (whether by resignation, early or optional retirement or for restructuring or downsizing). This limitation does not apply to payment of buyouts related to closure or realignment of a military installation under the Defense Base Closure and Realignment Act of 1990 as amended by the NDAA for FY 2002, sections 3001 through 3008, or to NAF employees. ​ 

At the beginning of each fiscal year, the Army will be allocated a share of the 25,000 limitation based on projected prior fiscal year end-strength and will be responsible for assigning allocations to Army activities and ensuring the allocations are not exceeded. Receipt of a buyout or an early retirement is not an employee entitlement regardless of the availability of adequate authority allotments. 

These incentives may be used to reshape or reduce the Department of Defense's civilian workforce, create vacancies for the placement of employees subject to involuntary separation by RIF, and avoid the need for involuntary separations during RIF including executive level positions.

Voluntary Early Retirement Authority (VERA) Use

All VERA actions must adhere to the guidance and procedures delineated below:

· The reasons for approving a VERA include substantial delayering, reorganization, reductions in force, transfer of function, or other workforce restructuring. 

· VERA may be used to reduce the number of personnel or to restructure the workforce to meet mission objectives without reducing the overall number of personnel.

· VERA may be based on occupational series or grade; skills, knowledge, or other factors related to a position; as well as organizational, geographical, and nonpersonal and objective factors, or any combination of these factors.

· Only employees continuously employed within the Department of Defense for more than 30 days before the date on which the determination to conduct a workforce reduction or restructuring action has been approved are eligible to receive a VERA.

· Employees serving under time-limited appointments, as well as employees in receipt of a decision of involuntary separation for misconduct or unsatisfactory performance, will not be offered VERA.

Voluntary Separation Incentive Pay Use

The payment of VSIP is limited to not more than 25,000 employees in any fiscal year, except that employees who receive a buyout as a result of a closure or realignment of a military installation under the Defense Base Closure and Realignment Act of 1990, as amended by the National Defense Authorization Act for FY 2002, sections 3001 through 3008, and NAF employees shall not be included in that number. At the beginning of the fiscal year, the Military Departments and the Fourth Estate will be allocated a share of the 25,000 statutory allotment based on projected prior FY end-strength.

The Military Departments, and the Washington Headquarters Services (WHS) acting for the Fourth Estate, are responsible for assigning allocations to organizations under their purview and ensuring allocations are not exceeded.

The VSIP authority will be used to reduce the number of personnel employed by the Department of Defense (downsizing) or to restructure the workforce to meet mission objectives without reducing the overall number of personnel (restructuring).  Employees accepting a buyout may separate from service voluntarily in either circumstance by retirement or resignation. Workforce downsizing buyouts may be offered at any time and location where the acceptance of an incentive will avoid civilian involuntary separations.

The buyout payment is equivalent to an employee's severance pay entitlement up to a maximum of $25,000 (gross before taxes and deductions) paid upon the voluntary resignation, voluntary early retirement, or optional retirement of designated civilian employees. The amount of separation pay is not discretionary. Supporting human resources offices shall calculate the amount using the severance pay formula as specified in 5 U.S.C. 5595 (c). The buyout may be paid in a lump sum or in installments. Employees approved for VSIP will be required to sign an election form designating one of three possible payment methods, which include lump sum, two equal payments six months apart, or biweekly until the entire VSIP is paid.  

An employee not eligible for severance pay may receive the buyout. The receipt of a buyout does not affect any subsequent entitlement to severance pay as provided in 5 U.S.C. 9902(i)(5)(B).

Workforce Restructuring/Reshaping 

Workforce restructuring buyouts allow the Department to reshape its workforce without resorting to a RIF or RIF avoidance action, and without requiring the loss of a position. The application and use of the workforce restructuring buyout must be tied directly to workforce restructuring actions, where management offers the buyout to create vacancies that will be reshaped to meet mission objectives of the Department.

Workforce restructuring buyouts may be used to correct skill imbalances or to reduce the number of high grade, managerial or supervisory positions.

Position restructuring is restricted to the vacancy created by application of the buyout. The position vacancy should be at a lower grade, when feasible. Each resulting vacancy must be filled in accordance with all applicable staffing and mandatory placement requirements.

Workforce restructuring buyouts may be used to correct skill imbalances or to reduce the number of high grade, managerial or supervisory positions.

Workforce restructuring criteria are provided by the following examples:

· To correct skill imbalances, e.g., offering the buyout to a journey level employee, and reshaping the position to an entry-level position in the same or different job series.

· To reduce the number of high grade, managerial or supervisory positions, e.g., flatten the organizational hierarchy by redistributing higher-level positions to front-line, service delivery positions.

The Department of Labor, Office of Workers' Compensation Programs (OWCP) must be notified prior to any employee, who is currently receiving injury compensation payments, being paid a buyout. OWCP shall interrupt compensation payments for the number of weeks equal to the VSIP amount.

Employees accepting early or optional retirement in conjunction with a separation incentive must meet the age and years of service requirements for retirement eligibility by the effective date of their retirement.

Supporting human resources offices shall establish internal procedures to identify job applicants subject to reemployment restrictions or VSIP repayment requirements, prior to their appointment. 

When reemployment requires VSIP repayment, the employing activity must contact and coordinate collection efforts with the agency making the payment. In these instances, the employing activity must contact its supporting Defense Finance and Accounting Office or other payroll support office, prior to appointment, so the amount of VSIP repayment may be calculated and collection of the debt may occur. 

When the number of employees applying for VSIP exceeds the offers available, applications within that group shall be processed in order of seniority using the leave service computation date (LVSCD).

VSIP Eligibility 

Only U.S. citizen employees defined by 5 U.S.C. 9902(i) and NAF employees are eligible for VSIP. In addition, employees:

· Must be serving under an appointment without time limitation, and

· Must have been employed by the Department of Defense for a continuous period of at least 12 months

VSIP Ineligibility

Employees meeting the following criteria are ineligible for VSIP: 

· Is a reemployed annuitant under subchapter III of 5 U.S.C. chapter 83 or chapter 84, or any other retirement system for employees of the Federal Government; 

· Is or would be eligible for disability retirement under any Federal employee retirement system;

· Is a non-compensated employee;

· Has accepted a position in another Federal agency;

· Has received a specific notice of RIF separation;

· Has declined to relocate with their position; or declined a transfer of function; 

· Has received a decision notice of involuntary separation for misconduct or unacceptable performance; or

· Has previously received a separation incentive payment;

· Absent a waiver, an employee is ineligible for a buyout if he or she

· is covered by a written service agreement resulting from Permanent Change of Station (PCS) or training, 

· or is in receipt of a recruitment or relocation bonus; or

· Is receiving a retention allowance; is occupying a position for which special salary rates are approved; or

·  is occupying a position defined as "hard to fill."

NOTE: Waivers may be granted on a case-by-case basis by the installation commander or activity head (or in the case of special salary rates, the appropriate DoD Component Assistant Secretary or equivalent), when that official determines the offer of separation pay is in the best interest of the offering installation. Such exceptions shall be documented in writing.

Buyout Reemployment Restrictions

When accepting a buyout, the following restrictions on reemployment within the Federal Government apply:

· Under 5 U.S.C. 9902(i)(6)(B) an employee receiving a separation incentive on or after March 30, 1994, who accepts employment with the Government of the United States (including employment in nonappropriated fund instrumentalities or with an agency of the United States through a personal services contract with the United States) within 5 years after the date of separation on which payment of the separation incentive is based, shall be required to repay the entire amount of the separation incentive (gross, before taxes and deductions) to the Department of Defense.

· A DoD employee who receives separation pay may not be reemployed by the Department of Defense in any capacity for a 12-month period beginning on the effective date of the employee's separation. The Secretary of Defense may approve exceptions on a case-by-case basis. (Waivers may also result from Presidential determination of the existence of a national emergency.)

· A DoD employee approved for payment of a separation incentive is prohibited from registering in the PPP. If registered in error, the employee must be immediately removed from the program.

Buyout Repayment Waivers 

When the employment is within the Department of Defense, the Secretary of Defense must approve waivers to the repayment provision. Waivers are justified only when the individual for whom the waiver is being sought is the only qualified applicant available for the position.

Repayment waiver requests should be submitted through the Secretaries of the Military Departments or for the Fourth Estate, the Office of Secretary of Defense, Director of Administration and Management

(Source: DoD Memo dated 30 December 03)

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Upcoming Retirement Seminars

The Fort Jackson CPAC has coordinated a number of retirement seminars to be conduct on-site during May 2004. The one-day courses will be presented by Lifespan at the Education Center, Building 4600, Room B208.  Reviews of the courses that have been previously conducted here have been very favorable.  However, the “Getting Started with FERS” was cancelled in February due to not reaching the minimum number of employees necessary to conduct the course.  The course is designed for those FERS employees who have 12 or less years of service.  We will again offer this particular course in May along with the ones shown below, but there must be at least 10 employees to register by 26 April 04 for a course to be conducted.  The most popular courses so far have been the Pre-Retirement courses, which are designed for employees within 5 years of retirement.  Additional information about the courses may be found by clicking on the links below or visiting the South Central Civilian Personnel Operations Center webpage for training information (http://cpolrhp.belvoir.army.mil/scr/hrdd/hrdd-front.html)

Employees should follow their organization’s procedures for securing approval to attend one of these courses.  Once approval is obtained, a completed payment authorization sheet must be submitted to the CPOC course manager by the registration deadline.  The cost of each course is $99 per employee and must be funded by the employee’s organization by government credit card.  Questions on the courses or enrollment procedures may be directed to activity training coordinators or Suzette Jordan at the CPAC at 751-6379. 

· 10 May 04  Getting Started w/ FERS
· 11 May 04  Mid-Career w/ CSRS
· 12 May 04  Mid-Career w/ FERS
· 13 May 04  Pre-Retirement CSRS

HYPERLINK "http://cpolrhp.belvoir.army.mil/scr/hrdd/courses/JackCSRSpre-Retirement13May04.pdf"

· 14 May 04  Pre-Retirement FERS 

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Information Technology (IT) Training

The Army has issued a new policy on the utilization of the Army’s e-learning Program for basic and advanced information technology training.  The policy was issued by HQDA Letter 350-04-01 on 8 January 2004.  The scope of learning includes all desktop computer skills found in the Microsoft Office suite (Word, Excel, Access, PowerPoint, Outlook, etc.) and business/reporting tools such as adobe acrobat and web design.  The application of this learning method using computer-based training is for all Army employees - including military, civilians and NAF members of the workforce. The e-Learning Program will be Army’s primary method of providing both an individual’s initial IT skills as well as subsequent maintenance of those skills. There is no cost to the individual or their organization for use of the Army-provided vendor courses and products.  If an Army organization has a compelling reason for not using the e-Learning Program, they must submit a waiver request signed by their commander/director to the Army e-learning Office.  An AKO account must be established in order to register (https://www.us.army.mil/portal/portal_home.jhtml). The student must register online through the ATRRS Web site https://www.atrrs.army.mil.  After the initial registration, any member of the Army workforce may enroll for an unlimited number of courses for organizational and mission-related requirements.  Employees should check with their supervisors for approval to take courses during duty time.   

(Source: HQDA Letter 350-04-01)
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

22 Days of Additional Military Leave for Contingency Operations

Federal employees who are members of the Guard and Reserve and who are ordered to active military duty for certain contingency operations are authorized 22 days of additional military leave (effective November 24, 2003). Here are some of the key difference between the military leave newly authorized for certain contingency operations and the 15 days of military leave with which most of us are familiar.

The members receive the greater of their military pay or their Federal civilian pay. They will not receive their full civilian pay and their full military pay as they do during the 15 days of military leave covered by 5 USC 6323(a). The Reservists or members of the Guard who have been activated for one of the specified contingency operations, such as the one in Iraq, will receive the higher of the two salaries, military or Federal civilian, for the 22 work days. Of course, they can take annual leave or compensatory time instead of military leave and receive both their civilian salary and their military pay.

This 22 days of military leave newly authorized for contingency operations is available on an annual year basis, not a fiscal year basis like the 15 days of military leave covered under 5 USC 6323(a). Employees became eligible for this military leave on November 24, 2003. So, in calendar year 2003, they had 22 days of this type of military leave available to them. On January 1, 2004, they have another 22 days of this type military leave (under 5 USC 6323(b)) available for use during the 2004 calendar year. There is no balance to carry over from one calendar to the next.

The OPM has updated their Military Leave Facts Sheet http://www.opm.gov/oca/leave/html/military.asp to include a paragraph on the 22 days of military leave newly authorized for contingency operations. However, to obtain a clearer understanding of the newly authorized leave, you must go to their revised "Frequently Asked Questions on Military Leave," http://www.opm.gov/oca/LEAVE/HTML/MILQA.asp. See, in particular, the answers to questions 1, 3, 4, and 6.

The Defense Finance and Accounting Service (DFAS) has waited until employees returned from active military duty to civilian employment to settle pay matters related to this general type (under 5 USC 6323(b)) of military leave in the past. When different, more current or more specific information on this subject is received from DFAS, it will be provided.

(Source: Army Civilian Personnel Bulletin)

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Employment Verification

Employees are reminded that employment and salary verifcations are to be done through “The Work Number for Everyone"©.  CPACs and CPOCs no longer do employment verifications.  Additional information about this service, including a brochure, may be found at http://www.cpol.army.mil/library/benefits/talx/index.html. 

Any organization (your bank, loan or credit institution, a background checking company, or even a prospective employer) that YOU authorize can obtain this information by calling the "The Work Number for Everyone"© or visiting their web site at http://www.theworknumber.com.  Dial 1-800-EMP-AUTH (1-800-367-2884) or go to http://www.theworknumber.com. You can obtain up to three Salary Keys to provide salary information. If unused, they will expire after six months. When prompted enter: Department of Defense Code: 10365;  Your Social Security Number and your 4-digit Pin: Month and Day of Birthday (MMDD format, for example March 27 you be entered as "0327".  Then change your PIN to any 4 -8 digit number. Receive your salary key. If using the telephone, have a pen and paper handy so you can write down the salary key (the six-digit number) that will be voiced to you. If using the Internet, the salary key will be shown to you. Simply give this number to the organization requesting the employment or salary verification.  For some types of employment verifications, you will simply need only to refer the company to "The Work Number for Everyone"© and provide the DoD code 10365 and your social security number. However, if salary verifications are necessary, you will need to obtain a salary key from The Work Number for Everyone"©.

(Source: Army Civilian Personnel On Line)
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The CPAC News is a compilation of civilian personnel related topics from a variety of sources, including the Office of Personnel Management, the DoD Field Advisory Service, and the Department of the Army.   You are encouraged to informally share with us your views, ideas and recommendations or express your concerns about our civilian personnel servicing. You may call me at 803-751-6818 or email me at Sonny.Fine@jackson.army.mil or contact your servicing personnel specialist in the CPAC.  We hope that your constructive feedback will help us improve the delivery of civilian personnel services at Fort Jackson.  

SONNY FINE, CIVILIAN HUMAN RESOURCES OFFICER
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