July HRMO Conference Call Minutes
July 9, 2003
1. Welcome & HRMO Activity – Bill Ellison, Moderator (202-273-9841)

Human Resources Management Officer Position Activity:

Selection(s) Made:

Mel Hooker has been selected for the position of Human Resources Manager at Albuquerque, NM.

CURRENT VACANCIES:
Durham, NC (VISN 6, VA Mid Atlantic Healthcare Network)

Central California Health Care System (Fresno, CA)

Long Beach (Virtual Position – may be assigned to any facility within VISN 22:  VA Greater Los Angeles, Long Beach, San Diego, Loma Linda or Southern Nevada Healthcare System)

New Orleans, LA

Richmond, VA

Salt Lake City Healthcare System, UT

South Texas Veterans Healthcare System (Audie L. Murphy Division)

St. Cloud, MN

West Los Angeles, CA

2. HR Management Programs and Policies – Items of Interest:

Recruiters’ Tool Kit – Carol Mellen (202-273-9827)

OHRM has recently developed a Recruiters’ Toolkit.  It is designed for use by HR and non-HR recruiters who will be attending a recruiting event.  It has two major components – handouts and references.  The handout component has flyers and brochures that the recruiter can pick and choose from, download, print and take with him/her to the event.  The references component provides background information to prepare for the recruiter role.  The references are not designed to be handed out to applicants, rather they serve as educational tools and job aids for the recruiter in their new role.  In addition to the staff here, I’d like to thank Ellen Foster, Shirley Pettite, and Char Taft for their help in making this toolkit a reality.  We collected your comments from the last conference call and were able to incorporate some of them as we developed the toolkit.  I ask that you please take a few moments to peruse the contents of the toolkit and give us your additional comments and suggestions for improvement.  Please email them to Terry Young (yes, he’s on leave but will be back for the next call).  You can view the toolkit at http://wwva.va.gov/ohrm
Emergency Preparedness Survey and OPF Review  (Carol Mellen)

VA awarded several contracts to assess our emergency preparedness capability.  One such contract addresses VA Manpower and Resource Preparedness to Meet Requirements during an Emergency.  As I mentioned a few months ago, two surveys went out to the HR Community.  One survey issued June 11-12 involved an OPF Review and Checklist.  This was a limited survey to a few select HR offices.  Although the contractor received 72 responses thus far, there are still 40 offices that have not responded.  The other survey was addressed to HR Managers which went out June 12-13th.  This survey looked at several HR issues related to emergency preparedness.  As of July 8th, only 34 responses were received – 77 HRMOs have not responded.  Because this is important information for VA, the contractor was granted a short extension.  Those of you who have not yet responded to these surveys, please do so by this Monday July 14th.  

Changes to Temporary Hiring Procedures – Barbara Panther (202-273-9898)

Elimination of TAPER Authority, 5 CFR Part 316, Subpart B and of Outside-the-Register Examining Procedures, 5 CFR Part 333
On June 13, 2003, the U.S. Office of Personnel Management (OPM) eliminated the temporary appointment pending establishment of a register, or TAPER, authority (5 CFR part 316, subpart B).

Also effective June 13, 2003, OPM eliminated outside-the-register examining procedures (5 CFR part 333).  With this change, agencies must now use other procedures to obtain candidates for temporary appointments under 5 CFR part 316 hiring authorities.  Selection commitments made prior to receipt of the interim regulations may be honored.

Except for the now-eliminated TAPER, all temporary appointing authorities remain available for use.  HR offices may make temporary appointments:  (1) of candidates from OPM or delegated examining unit certificates under 5 CFR part 332; or (2) of candidates with non-competitive appointment eligibilities as described in 5 CFR 316.402(b), including Veterans Recruitment Appointment, or others such as reinstatement under 5 CFR 315.401.  Procedures for making excepted critical hiring need temporary appointments of 30 days under 5 CFR 213.3102(i)(2) have not changed.  When appropriate, HR offices may also make other time-limited appointments using excepted service appointing authorities as described in 5 CFR 213, subpart C, Schedule A and Schedule B including students.  There are also VA-specific excepted time-limited authorities listed in VA Handbook 5005, Part II, Chapter 2, Section C, Paragraph 6i (i.e., purchase and hire construction/major repair workers, GS-3/11 rehabilitation counseling technicians, and GS-11 and above medical research positions).

While temporary appointments under 5 CFR part 316 of 120 days or less duration do not require public notice on USAJOBS under 5 CFR 330.707, such appointments must be made under the same competitive procedures via a DEU or OPM certificate (5 CFR part 332), or must be based on the same special appointment eligibilities as longer temporary appointments.

At this time, OPM has not issued any changes to the authority to extend temporary appointments up to the maximum limit permitted or to reappoint candidates based on previous competition.

Direct-Hire Authority – Elodie Murray (202-273-9823)
Under interim regulations published by the Office of Personnel Management (OPM) in the June 13, 2003 Federal Register to implement various provisions of the Homeland Security Act of 2002, OPM can issue direct-hire authorities on its own or approve a headquarters-level request from a department or agency.  Under the statute, veterans preference and the rule of three do not apply to such direct-hire authorities.

[As noted in a June 18th e-mail to the VA HRM Officers and VHA National HRM Specialists groups, under June 13, 2003, at OPM's What's New web address http://www.opm.gov/html/whatsnew.asp , you'll find that Federal Register notice with the interim regulations which took effect immediately upon publication June 13th.]

Some of you have seen a June 20, 2003 OPM Director’s memo authorizing Governmentwide direct-hire authorities for a couple of occupations that are applicable to VA.  The memo is titled, “New Human Resources Flexibilities–Direct Hire Authorities” and can be found at http://www.opm.gov/hrmc/2003/NewHRFlex-DirectHireAuth.asp
· Under the medical occupations, the only one of major interest to VA is the 

GS-647 Diagnostic Radiologic Technologist, since we have over 2000 of them under Title 5.  We only have a handful of GS-602 Medical Officer jobs and GS-610 Nurse jobs under Title 5, since those are hired in VHA as full Title 38 occupations.  Nor is Title 5 direct-hire for GS-620 Practical and Vocational Nurses and GS-660 Pharmacist jobs meaningful to VA because they are handled under VHA’s hybrid Title 38 authority.

· The second Governmentwide direct-hire authority in which VA has a major 

interest covers those GS-2210 Information Technology (IT) Management jobs at GS-9 and above that deal with Information Security (Info Sec).  We understand that OPM is developing guidance that will impact how we determine which GS-2210 jobs fall in the Info Sec category, but that is still in the works.

A key question which we understand from OPM’s employment policy staff that OPM has not yet resolved is who in an agency or department like VA can exercise these direct-hire authorities:  can an operating HR office which does not have a Delegated Examining Unit (DEU) handle a direct-hire action on its own; or must a DEU play a role in any use of the direct-hire authority.  OPM is still mulling that over.

OPM also expects to issue specific coding for the direct-hire authorities as well as record-keeping requirements for reporting purposes, but those are not out yet either.  So, while the June 20th memo says the direct-hire authorities are available, there are still some essential pieces of the puzzle that OPM needs to fill in.  For you, believe that means you need to wait for further guidance before attempting to use these Governmentwide direct-hire authorities.

Moving on to the provision allowing VA Central Office to initiate requests for OPM approval of direct-hire authority, if you’ve reviewed the content requirements for a request, you know not to expect VA to send OPM a request overnight and that, if we embark on such an effort, you will know because we will need more for supporting documentation than just PAID data and we will need to come to you to obtain some of it.

Hiring Students and Recent College Graduates – Elodie Murray
We also want to acknowledge that OPM issued a companion June 20, 2003 memo that mentions 4 existing ways to hire students and recent college graduates:  the Student Temporary Employment Program (STEP); the Student Career Experience Program (SCEP), the Federal Career Intern Program (FCIP), and the Outstanding Scholar Program (OSP) appointing authorities, but that memo contains nothing new.

Best Qualified (BQ) Selections – Elodie Murray 

By e-mail, everyone should have received the June 26, 2003 Human Resources Management Letter (HRML) # 05-03-03 on Identifying Best Qualified Candidates in Title 5 Merit Promotion Actions When There Are Small Numbers of Candidates.  You can also access this BQ HRML on the OHRM web site under the HR Library button.  The specific address is:  http://vaww.va.gov/ohrm/HRLibrary/HRMLs/HRML5-03-03.pdf .

This HRML shows how to ensure that only Best Qualified candidates are selected for merit promotions even in cases when there are not enough qualified candidates to require holding a rating and ranking panel before you issue the referral certificate.  As the sample certificate in Attachment C provides, if small numbers of unranked qualified candidates are referred to the selecting organization, they are then to be considered under job-related criteria to identify which one/s is/are Best Qualified.  Once that determination is made, the selecting official may choose from among those Best Qualified merit promotion candidates.  If he or she wants a wider candidate pool to select from, the official can seek additional BQ candidates through further merit promotion recruitment and/or consider candidates from other sources.  As cited in the HRML, this approach ensures that VA is able to comply with statutory and regulatory requirements.

We encourage you to send your questions in to the recently established Staffing Division e-mail box [address:  StaffingPolicy051D/VACO@mail.va.gov ].  We want to ensure that you have what you need to bring VA into compliance on the issue of BQ merit promotion selections.  If your e-mails show it would be helpful, we can discuss the issue more fully on the August conference call or schedule a special conference call if needed to give us enough time to dialog and cover all of your points.  Another option could be sending out a set of Frequently Asked Questions & Answers, based on your e-mails, for everyone’s benefit.

Responsibility for Processing Objection/Passover Cases – Elodie Murray 
On June 11, 2003, OPM published Federal Investigations Notice No. 03-04 (attached) advising the Federal community that the OPM Suitability Adjudications Branch in Boyers, Pennsylvania is now processing only those objections and passover requests that concern 30% or higher compensably disabled veterans.  Unfortunately, OPM has yet to publish the promised Suitability Adjudication Processing Handbook that would assist VA shops in handling the other objection and passover cases.  When that OPM handbook becomes available, we will ensure that it reaches you.

____

Office of Personnel Management
Center for Investigations Services
[image: image1.wmf] 

Federal Investigations Notice
Notice No. 03-04





Date:   June  11, 2003
Subject:  Changes to Criteria for Agency Submission of Objection/Passover Cases to OPM  

This notice advises agencies of a change in the processing of objections to, and requests to pass over, applicants for Federal employment in the competitive service when there are suitability issues.  

In the past, objections of this nature were referred to OPM’s Suitability Adjudications Branch (SAB) for a decision on the merits of the objection/passover request.  In April 2003 OPM issued a revised Delegated Examining Operations Handbook (DEOH) that is available to Federal agencies and the general public on OPM’s web site (www.opm.gov).  The DEOH instructs agency Examining Offices to review the reasons submitted by an appointing official for objecting to an applicant, and to agree with those reasons and sustain the objection, or disagree, and not sustain it.  Only passover requests involving 30% or higher compensably disabled veterans must be referred to OPM. 

Therefore, OPM’s SAB in Boyers, Pennsylvania, will no longer accept objection/passover requests unless they are passover requests involving 30% or higher compensably disabled veterans.  Other objections and passovers should be sustained or not sustained by agency Examining Offices.  
After sustaining objection or passover requests, agency Examining Offices should refer any cases containing material, intentional falsification issues, or other serious suitability issues that warrant an extended, across agency lines debarment, to OPM’s Suitability Adjudications Branch for suitability review and debarment consideration.  Refer to the suitability regulations in title 5, Code of Federal Regulations, 731.103(a) and (b) for further information. 
You may also contact the following with questions about this matter:
Center for Investigations Services (CIS), Suitability Adjudications Branch, Boyers, Pennsylvania:
Carol Means, Lead Suitability Specialist: (724) 794-5612, ext. 187; e-mail: cameans@opm.gov 
Patty Rodemoyer, Lead Suitability Specialist: (724) 794-5612, ext. 160; e-mail: plrodemo@opm.gov
Kim Truckley, Lead Suitability Specialist: (724) 794-5612, ext. 244; e-mail: kstruckl@opm.gov







/s/






Kathy L. Dillaman






Deputy Associate Director for Investigations 

Inquiries:
OPM-CIS, Suitability Adjudications Branch, 724-794-5612

Code:

731

Distribution:
SONs/SOIs

Notice Expires:
When Superceded
Delegated Examining Operations Handbook – Elodie Murray
We recommend that even an HR office that does not have its own Delegated Examining Unit (DEU) should begin using the OPM Delegated Examining Operations (DEO) Handbook as a reference because, in the post-FPM era, that’s where OPM is publishing guidance that is pertinent even to non-DEU staffing issues.  To reflect some of the staffing points mentioned today, OPM is revising the current April 2003 DEO Handbook that is on its web site at http://www.opm.gov/deu/ .

Family and Medical Leave Act – Katie McCullough – Bradshaw (202-273-9836)

Regulations in 5 CFR 630 .1201 (b)(ii) indicates that an employee should have 12 months of service (not required to be recent or consecutive months). Please bear in mind that the Family and Medical Leave Act covers--

Title I - Covers Private Sector employees and is administered by the Department of Labor

Eligibility requirements : 1250 hours in paid status (not applicable to Federal employees)

Title II - Covers Federal Sector employees and is administered by the Office of Personnel Management.


  Eligibility requirements:  Regulations in 5 CFR 630 .1201 (b)(ii) indicates that an employee should have 12 months of service (not required to be recent or consecutive months).

New Classification Job Family Standard 1600 – Richard Davis  (202-273-4976)

The Office of Personnel Management (OPM) has released the Job Family Position Classification Standard of Administrative Work in the Equipment, Facilities, and Services Group, GS-1600.  The series covered by this standard are:  Equipment, Facilities and Services, GS-1601; Cemetery Administration Services, GS-1630; Facility Operations Services, GS-1640; Printing Services, GS-1654; Laundry Operations Services, GS-1658; Food Services, GS-1667; and Equipment Services, GS-1670.

The Job Family Standard may be found in its entirety on the OPM website at www.opm.gov.

All new positions or appealed positions must be evaluated against the new standard.  This is effective immediately.  Please review the existing positions in these series at your facilities to see if position descriptions should be updated at this time.

Update on GS-2210 Classification and Staffing - Richard Davis and Elodie Murray

OHRM staff would like to say “well done” to the offices that have converted their  Computer Specialists, GS-334 to Information Technology Specialists, GS-2210.  At the current time, there are 4,471 GS-2210’s.  However, there are also still 420 Computer Specialists who have not yet been converted to GS-2210’s.  If any of you have not done so, please get with your IT office and do so at your earliest convenience.

At the recommendation of the Richmond Delegated Examining Unit (DEU), Elodie Murray noted that facilities should include sufficient specific duties in a GS-2210 position description that can support a DEU's ability to identify and document selective factors for use as screen-outs.  Given the many minimally qualified applicants, this approach would enable a DEU to hone in on those candidates with the background/talents the manager really needs for mission accomplishment.  The result is more likely to be the kind of successful placement that is a winner for everyone - organization, manager, HR,  DEU, VA, taxpayer.

LPS Annual Report on Staffing – Debra Doty (757- 728-3381)

Again we want to remind each of you that the LPS Annual Report on Staffing is due from field facilities by July 31st.  As mentioned last month, you will access the report by opening the LPS Annual Report icon that was installed on your computer desktop last year.

For those of you who are new, or who have a new computer, an e-mail was sent to the National HR Specialists mail group on June 18th that contained instructions on completing the report and the necessary files which need to be installed by your IRM administrator.

Reports are automatically submitted to our database as soon as you exit the application or if you begin a new report so you must be prepared to answer all questions before you begin.  Also please remember that you are required to complete a separate report for each LPS pay schedule at your facility. 

To date we have only received 15 of the 632 + reports that will be required.  We have a very quick turnaround time to consolidate and analyze a tremendous amount of data in order to prepare our final report to Congress so we ask that you complete your reports as soon as possible.  It is imperative that stations adhere to the July 31st deadline, however we would greatly appreciate your assistance in receiving your reports sooner, if possible.

If you did not receive the e-mail that was sent on June 18th, or if you have any questions regarding this report please feel free to contact Debra Doty at (757) 728-3381.

Update on Title 38 Course Development – Marianne Gray (202-273-9759)

A team of Title 38 subject-matter experts met in Atlanta, the week of June 23, to develop content for the remaining courses that will complete the Title 38 Personnel Management Development Series.  Phase one of the developmental series was launched in December of 2002.

The team worked with a VHA Employee Education System (EES) multimedia specialist and an instructional designer and Systems Programmer from Allen Corporation to develop course materials for the remaining courses in the Fundamentals, Staffing and Work Life areas of the Title 38 Personnel Management Development Series.  Marianne Gray, Office of Human Resources Management, Human Resources Development Service and Ann Stechmann, EES, Minneapolis are co-project managers.

Members of the content team are:  Helen Nunci, Human Resources Management Director, San Juan VAMC and a member of the VHA Human Resources Management Group; Marianne Gray, Human Resources Management Service VACO; Christine Garrett, VAMC Bay Pines, Lucy Reyes, VAMC San Juan, Margie Parsons, VAMC San Antonio, Sharrean McCrimmon, (formerly Human Resources Management (VACO), VAMC Fayetteville, North Carolina, Melody Mikutowski, VAMC Phoenix and Bruce Suskie, VAMC Little Rock Ak.

Once again the two and a half day meeting was an ambitious effort to capture Title 38 institutional knowledge.  The team followed the scenario based instructional design approach so that participants will have a realistic learning experience.  The anticipated date for completion of the course is September 30, 2003.
HR Mentor Desktop Reference for Supervisors & Managers – Marisa Palkuti (202-273-9765)

OHRM is working to secure a national contract for a product called cyberFeds Mentor for managers, team leaders and supervisors.  This is a valuable tool and resources when dealing with and looking for answers to everyday management issues.  Initially we will purchase access for 10,000 supervisors.  Knowing that VA has many more supervisors than that, we purchased a lower number because no product will have 100% usage and many individuals only supervise Title 38 employees.  The product is specific to the Federal sector and Title 5.  This Web-accessible management support system gives details on the full range of workplace issues managers and supervisors encounter every day.  Each module contains a review of the issue, answers to frequently asked questions and tips to avoid common mistakes.  The product offers an expandable table of contents, and index and simple work search tabs to help team leaders, managers and supervisors find the information they need.  The resource is also available 24 hours a day, 7 days a week to meet the needs of the agency.  Rather than watching a video or paging through a book to find answers, users can go to the topic they need and get information or a refresher in just a couple clicks.

Some of the issues covered in cyberFeds Mentor include:

Accommodating disabilities, Leave, Alcohol & Drug Abuse, Attendance Issues, Merit Principles, Dealing with Performance Problems, Witness Testimony, Workers Compensation, Workplace violence, Interviewing, Conflict Resolution, Discipline, and many more.

EEX Implementation – Cynthia Vaughan (202-273-9752)

Plans are still underway for transitioning to Employee Express on July 28, 2003, and most of the self-service functions available in Employee Self Service will also be available in Employee Express.  

 

Changes that will impact the servicing HR offices include:

 

· Employees will only be allowed to make changes to their Health Benefits, thru EEX, during an open season.  It will be the HR offices responsibility to process FEHB for new hires and for all changes resulting from life events.  Some examples of a life event would be a divorce, marriage or if a dependent child turns 22. 

 

· Employees will not be allowed to elect or make FEGLI changes through EEX.  It will be the HR offices responsibility to process this type of action, which includes processing the Notification of Personnel Action to reflect the appropriate changes.  

 

· Employees will not be allowed to change their names through Employee Express.  It will be the HR offices responsibility to process name change actions, which includes processing the Notification of Personnel Action to reflect the change. 

 

· Employees will be allowed to cancel TSP deductions through Employee Express at anytime.  However, they will only be allowed to enroll or change TSP deductions during a TSP open season.  The HR office will be responsible for processing TSP enrollments for new hires and newly eligible employees.  

 

· Employees will not be able to sign up or cancel their CFC deduction through Employees Express.  The Servicing HR or Payroll office will be responsible for these types of actions. 

The Health Revenue Center has created a Roles and Responsibilities Handbook. This handbook goes into much more detail to explain what has changed as a result of EEX and is available on their website.  

 

Policy, procedures and additional information concerning employee entitlements can be found on the OHRM website, the Health Revenue Centers Life events package website (vaww.lep.va.gov) and/or OPM’s website.  Additional information was also provided to the Processing and Records staff on the WISTs monthly conference call dated June 18, 2003.  Minutes of this call were disseminated on June 19, 2003, which also provided links to the OPM and the TSP website.  

The draft EEX Roles and Responsibilities document has been posted on the HRC website.  HR personnel should review and become familiar with the document to understand the services that will be returning to the Field.  The HRC will add a reference page to assist HR personnel with benefits related issues.  
The HRC Life Event Package website is also available to employees and servicing HR offices.  The website contains information, forms and regulatory references to assist employees eligible to make changes to their benefits due to a life event.  

The HRC Benefits Liaison line will remain open until the end of September to provide HR offices Benefits advisory services and to assist with benefits related problems or issues.  The Benefits Liaison line will be available to authorized users only.  Employees in the 200 and 500 job series are authorized users.  You must get authorization for someone in another job series to utilize the Benefits Liaison Line.  An authorized user may call the Liaison Line at 785-228-5411 to request an authorization form.  

EEX Implementation – Angela Curtis, Office of Financial Management (202-273-9779)

1. I am pleased to announce that we are still on schedule for a July 28th implementation date.

2. We are in the fourth week of the planned four week testing schedule that includes end-to-end testing of transactional input and the interfaces between OPM and PAID.

3. Barring any unforeseen circumstances, or what we commonly refer to as “show stoppers”, we will launch EEX in VA two months earlier than the September implementation that we had originally planned.

4. The kickoff meeting for staff identified as Implementation Support Team Members occurred on June 27th via satellite broadcast on VA’s Knowledge Network.

5.  The team members have received 

· email snippets

· sample flyers

· instructions for accessing EEX for training purposes

· Frequently Asked Questions

· document containing E&L Explanation

· and Sample On-line E&L.

6. The brochures, posters and wallet cards are being mailed to the team members this week.

7.   Team members have been encouraged to contact me with any issues or concerns associated with the implementation of EEX for resolution.

EEX Implementation – Rebecca Baier, HRC  (1-800-414-5272)

The draft EEX Roles and Responsibilities document has been posted on the HRC website.  HR personnel should review and become familiar with the document to understand the services that will be returning to the Field.  The HRC will add a reference page to assist HR personnel with benefits related issues.  

The HRC Life Event Package website is also available to employees and servicing HR offices.  The website contains information, forms and regulatory references to assist employees eligible to make changes to their benefits due to a life event.  

The HRC Benefits Liaison line will remain open until the end of September to provide HR offices Benefits advisory services and to assist with benefits related problems or issues.  The Benefits Liaison line will be available to authorized users only.  Employees in the 200 and 500 job series are authorized users.  You must get authorization for someone in another job series to utilize the Benefits Liaison Line.  An authorized user may call the Liaison Line at 785-228-5411 to request an authorization form.  

VHA HR Legislative Proposals – Mari A. Horak (202- 273-8474)

Vision of new pay system:

· Benchmark VA compensation to pay levels in VA’s closest counterparts, teaching hospitals, as well as any local competition in the non-Federal community.  

· This proposal provides maximum flexibility and opportunity for VA pay levels to be set at competitive levels now and into the future.  

· Simplified pay system, reducing the various components of pay from 8 or 9 (base pay and special pay components) to 3 parts – base pay, market pay, and performance pay.  

· Base pay is uniform for all covered employees.

· Market pay will be determined by the individual’s qualifications, specialty, and geographic location.

· Performance pay is results-based pay -- a bold step in the right direction to link Federal compensation with achievement of specific organizational goals.  A portion of employees’ compensation will be directly tied to their attainment of discrete, measurable goals.  Over time, as the performance measures and system metrics are proven and refined, VA will consider increasing the portion of employee compensation that is tied to measurable outcomes. 
· Salary data for benchmarks would be obtained at the national level and communicated to local facilities.  Local facilities would set pay levels within a range (( 10 percent of the benchmark) according to local conditions.

Details of the VA Plan


· The total of the three parts of VA pay will offer competitive compensation levels with the selected benchmarks. 

· Performance pay is paid only upon achievement of specific measurable objectives; if individuals do not achieve goals of quality and productivity, their total pay will go down.  Performance pay is $10,000 of each employee’s target pay level (10 percent for management positions).
· Market pay is set based on location, specialty, years of experience, and personal qualifications.  This amount can increase or decrease with trends in physician income.

· Base pay is a single uniform range for all physicians and dentists.  This amount is guaranteed to all individuals, and will be increased by the annual comparability adjustments in Federal pay.  This assures all employees of some regular increase.  

· Benchmark salaries will be set for each specialty and location, with entry, mid-career, and senior levels.  Specific amounts for each clinician will be set at the local level.  This continues the VA practice of local pay setting based on national policy (used for physician and dentist special pay, nurse locality pay system, and special salary rates).

· For physicians, the benchmarks will be AAMC Instructor, Assistant Professor, and Associate Professor median salaries at the three levels.  A benchmark to the median salary of Professor individuals will be approved on a case-by-case basis.

· For dentists, the benchmark at the senior level will be the ADA median net private practice income, less the value of VA benefits.  Entry and mid-career benchmarks will be constructed.  There will be a ±10% range at each benchmark.

· This system will enable VA to offer comparable hourly compensation to all individuals, whether full-time, part-time, or intermittent, ensuring that VA can appoint and schedule employees in the most appropriate and efficient manner.

· For management positions, the benchmark for Chief of Staff (COS) will be the salaries for physician executives, as reported for the American College of Physician Executives (ACPE).  Salary benchmarks for regional and headquarters positions will be set from the COS levels. 

Status of VA Legislative Proposal

The Secretary has transmitted the VA legislative package to OMB for interagency review and concurrence.  Once that process is complete, the Secretary will submit the proposal to Congress for consideration this session. 

How New System Would Work

For most VA physicians and dentists, current salaries are generally competitive; VA will not need to increase salaries.  However, for some scarce specialties, the new system will give VA the flexibility to offer more competitive rates.  

Example:  Therapeutic Radiologist

VA radiologist with 10 years of experience, 2003
$190,682

AAMC Associate Professor median salary, 2001–2002
$248,000

Benchmark for VA Salary ((10% of AAMC)
$223,200 – 272,800

Example:  General Internal Medicine

VA internist with 10 years of experience, 2003
$142,682

AAMC Associate Professor median salary, 2001–2002
$142,000

Benchmark for VA Salary ((10% of AAMC)
$127,800 – 156,200

Estimated Costs

VA analysis shows that current salaries are generally competitive for the majority of staff.  The cost of bringing VA compensation for the remaining specialties to the benchmarks is estimated at approximately $138 million per year.  VA average physician and dentist compensation would increase by roughly $7,000.

Estimated Savings

The estimated average contract expenditure per FTE for physician services in radiology, anesthesiology, urology, gastroenterology, and many other specialties is ranges from $200,000 to over $700,000.  Contract services are limited to the specific terms of the contract, and do not offer the same level of availability and coverage as VA staff.

If VA can offer more competitive salaries to its physicians, then VA will be able to achieve significant savings in contract expenditures.

Example:  Therapeutic Radiologist

Average Contract Cost per FTE
$350,000 – 550,000

VA Benchmark Salary + 25.3% benefits
$279,670 – 341,800

Savings per New Hire
$8,200 – 270,330

Example:  Anesthesiology

Average Contract Cost per FTE
$325,000 – 450,000

VA Benchmark Salary + 25.3% benefits
$244,110 – 298,360

Savings per New Hire
$26,640 – 205,890

“A little bit of this…..a little bit of that…” – Bill Ellison

Compensation Vacancy

Compensation and Classification Programs and Policies in the Office of Human Resource Management is recruiting for a compensation specialist position.  We have posted the vacancy as a GS-13 or GS-12, potential GS-13.  The announcement has been extended to July 21, 2003.  Relocation is not available.

Staffing Programs and Policies Vacancies
Staffing Programs and Policies in the Office of Human Resources Management, VACO, is recruiting for three positions.  We have posted a vacancy announcement for three (3) GS-13, or GS-12, potential GS-13, positions.  The announcement opened Tuesday, 7/1/03 and was to close Tuesday, 7/15/03.  The open period for the announcement has been extended through Tuesday, 7/22/03.
We have received many inquiries regarding the possibility of virtual employment in these positions.  At this time, more staff is needed on site in Washington, DC.  Staffing does have a virtual employee already and that situation is working out very well.  So, in the event that sufficient candidates cannot be identified otherwise, an additional virtual may be considered.
VHA Issues concerning utilization of 38 USC 7422 in Title 38 Actions – Bonnie Kerber (712-256-5863)

When a facility is involved in a grievance, in negotiations, or in litigation (grievance arbitration or a ULP or negotiability dispute before FLRA) that involves title 38 medical professionals, they should get Regional Counsel involved.  Regional Counsel needs to be involved because the majority of these issues involve or will have something to do with Professional Conduct or Competence (PCC), peer review, or compensation, and only an attorney or a HR specialist with a background in 7422 can tell in a particular case whether the issues are truly exempt from bargaining or from grievance arbitration.  7422 may exempt from bargaining and grievances having to do with placement or staffing of title 38 professionals (hiring, reassigning, staffing mix, hours of duty, light duty, etc.); with procedures before Professional Standards Boards, Physical Standards Boards, or DABs relating to title 38 employees' fitness, qualifications, competence, performance, discipline, or promotions; with means or methods of patient care; or with compensation (including overtime, special pay, salary surveys, and premium pay).  Whether 7422 applies in a particular case depends on the circumstances - it may come down to the wording of a particular proposal or the remedy requested in a particular grievance.  It's a complicated analysis, and because it needs to be done right and at the right time, it is imperative that attorneys be called in as soon as the issue arises.  If litigation has been initiated - if the union has filed something with FLRA or if an arbitration has been scheduled - then Regional Counsel needs to be notified immediately.  The failure to handle these issues properly can have long-lasting consequences of a national nature, so even if you think you don’t have a 7422 issue, if you are dealing with negotiations or grievances by title 38 employees, it's best to get a Regional Counsel attorney involved just to be sure.  We have had several instances that have come to our attention this past year where 7422 was not raised initially which have made the cases very difficult to handle.  If you have questions on this issue you may call me at 712-256-5863 or contact the CO LR office as well.  In order to have a better understanding of the issues involved you may wish to review the Under Secretary for Health decisions that have been made to date.  You can find them on the LR web site.

Veterans Recruitment Authority (VRA) – Allan Porta (973-676-1000 ext 1567)

According to the Office of Personnel Management’s (OPM) Semiannual Regulatory Agenda, OPM proposes to revise its regulations in September 2003 regarding VRA appointments to implement the provisions of PL 107-288, the Jobs for Veterans Act, which was signed into law November 7, 2002.  However, OPM is not bound by the schedule published in the agenda.

Voluntary Early Retirement Authority (VERA) (early out)

On June 13, 2003, OPM published interim early out regulations implementing the provisions of the Homeland Security Act of 2002.  These regulations explain how an agency requests authority from OPM to offer voluntary early retirement to its employees.  Previously, early out authority was only available to agencies to help avoid costly and disruptive reductions in force and other downsizing activity.  The regulations make VERA available to agencies, whose plan is approved by OPM, to assist with reorganizing, reshaping, restructuring, and to correct skills imbalances.

The new regulations and plan requirements are being reviewed and discussed to determine the Department’s plan of action.

Remember that the Department’s current early out authority remains in effect through September 30, 2003 and is not changed by these regulations.

VA was advised by OPM that they no longer require the annual CTAP/ICTAP report, so OHRM will no longer be asking facilities to submit the report.  CTAP and ICTAP plan and program requirements remain in effect.

=





� EMBED Word.Picture.8  ���





AAMC Faculty Salary / 


ADA net private practice income








_1111988515.doc



