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HAPPY BIRTHDAY AMERICA!

4 JULY 1776 - 2000


INDEPENDENCE DAY MESSAGE:


The following is a joint message from the Honorable Louis Caldera, Secretary of the Army, and General Eric K. Shinseki, Army Chief of Staff. 

PRIVATE "TYPE=PICT;ALT=spacer"
This Independence Day we rightly pause to remember and honor the millions of Americans whose dedication and personal sacrifice have secured our independence, preserved our liberties, and protected our way of life. Throughout our Nation's history, proud men and women in uniform have secured the rights and freedoms we cherish most dearly, those guaranteed by our Constitution.  Army, Navy, Marine Corps, Air Force, Coast Guard, the uniforms and colors of our Services, bear witness to the bravery and selfless devotion of countless American men and women who have risked their lives to defend our country and our freedoms. 

PRIVATE "TYPE=PICT;ALT=spacer"
Today, the Army continues to stand on point for the Nation, as it has for 225 years.  In this year alone, we have been an essential part of America's efforts to provide sanctuary from violence for the weak and the oppressed and to bring hope to Bosnia, Kosovo, the Sinai, Macedonia, Korea, Haiti, and East Timor. America's leadership, advanced by soldiers' "boots on the ground," provides inspiration to millions who seek a better condition and better opportunities for themselves and for their children.  PRIVATE "TYPE=PICT;ALT=spacer"
Whether honored veteran or new recruit, the bravery and selfless service of America's soldiers have been instrumental to the success of this experiment in democracy, which has so convincingly stood the test of time. 

PRIVATE "TYPE=PICT;ALT=spacer"
America's Army has a covenant with the American people -- when called, we will win our Nation's wars and preserve our way of life.  It is a covenant that millions of men and women have proudly lived up to for more than two hundred years.  To you, the soldiers, who have made, and continue to make, today's celebration possible, we owe our gratitude and our promise to remember and honor you. Liberty and freedom are your gifts to the Nation. We salute you.


Things rarely stay the same.  Changes are our way of improving the norm or just making things more exciting.  It might be a new and improved process, rearranging the workflow or changing the hours of work to accommodate employees and the customers we were all hired to serve.  

The unions representing bargaining unit employees are also interested when managers propose change.  Ft. Leonard Wood has three unions that are very interested in the working conditions of their bargaining unit employees.  The American Association of Government Employees (AFGE), Local 908 represents nonsupervisory white-collar bargaining unit employees.  The National Association of Government Employees, Local R14-32 represents the nonsupervisory blue-collar bargaining unit employees.  The International Association of Fire Fighters, Local F-108 represents nonsupervisory fire fighters.  

Recently, the Labor-Management Partnership Council asked for volunteers within the Council to form a committee to determine how the unions can be viewed as “real” partners when managers propose changes that affect civilian employees.  The unions expressed that if they were brought in at the beginning of the process instead of at the end (which is the norm), there would be fewer requests to negotiate these changes, thus saving vast amounts of time.  Another plus is that unions could stop being viewed as “stumbling blocks” and be viewed as real partners.  In other words, union input would occur at the onset rather than at the decision point when attempts are made to gain their approval prior to implementation.  

The committee came up with these recommendations:

    a.  Remind Commanders and Directors of the benefits to be gained by honoring their labor relations obligations.  Request that they view a briefing explaining their roles and why changing traditional ways business is done with the unions can be an advantage.  Further, request that they pass this training to other supervisors in their activities in a “chain teaching” approach.

    b.  Revise Ft. Leonard Wood 1-1, Staff Procedures Guidance, emphasizing the importance of placing the Civilian Personnel Advisory Center (CPAC) on the coordination lines of staffing papers when changes affecting civilian employees are proposed.

    c.  Invite the presidents of all three unions or their designated representatives, to attend the weekly Commanders/Directors update in the Command Briefing Room.

    d.  Publish quarterly articles in the Civilian Update reinforcing the importance of labor relations obligations.

All of these ideas have been or are in the process of being implemented.  These ideas can help make the unions our real partners, but the “real” cure is for managers to automatically think about union involvement and make it a part of an organizational culture.  Labor Relations starts at the top and passes from leader to leader.  Together management and labor can make this installation a showcase of what labor relations should and can be.  It is a continuous cycle of education and learning.  Labor Relations has the potential of being a positive or a negative for you and your organizations.  The challenge is yours.  

One last thing, the Labor Relations Office at 6-0282 is a good resource for you to use when and if you have questions regarding whom, what and when to inform the unions.

USAREUR CIVILIAN WEBSITE UPDATED:

The USAREUR Civilian Human Resource Management Agency (CHRMA) has just updated its website. Among the many new features, you will find topics on:

· Living and Working Overseas: Answers questions for applicants and newly assigned personnel on working and living in Germany, Italy and the Benelux. You will find information on moving from the States to an overseas location - what to hand-carry, what to ship, what not to bring; an explanation of the benefits and allowances for civilians who work overseas; information about the communities, such as schools and child care; and much more.

· Employment: Provides current information on appropriated fund U.S. and foreign national job opportunities throughout the USAREUR serviced area. (Nonappropriated fund jobs are coming soon.) Includes application procedures and a link to the RESUMIX application along with the ability to check your RESUMIX application status on-line!

· Deployed Civilians: If you are downrange or slated to go, this is your one-stop information center for the latest on working in Bosnia, Kosovo or Hungary.

· Master Index: An alphabetical index of civilian personnel topics.

· Customer Feedback: Send your comments or suggestions.

Visit the CHRMA website at http://www.chrma.hqusareur.army.mil. 

NEW RESUMIX PROGRAMS: 

RESUMIX 5.3: The new RESUMIX 5.3 is operational 5 July 2000.  The features of the new version of Resumix include:


CPOL RESUME BUILDER: The new Army Resume Builder, CPOL Personnel Resume Builder, is more user friendly than the old version and aids the user in preparing and submitting resumes in response to Department of the Army vacancy announcements.  Users are now able to save and edit multiple resumes, and they can send a single resume to multiple locations.  The new builder requires a userid and password of the user's choice.  Saved resumes remain in the database for 90 days from the date last accessed.  Applicants are able to submit their resumes directly from the Resume Builder.  A link from the Vacancy Announcement to the Resume Builder is provided to facilitate submission of resumes for most vacancies.  However, applicants are cautioned to carefully follow the "Standard/Other Requirements/Instructions on How to Apply" section of the announcement to assure that they satisfy all application requirements.

The new resume builder went live on June 5, 2000. As of June 16, 2000 the following activity was recorded: 

· 3,766 individuals have completed or are in the process of writing their resumes 

· 2,401 individuals have edited their resumes 

· 1,765 individuals have completed or are in the process of completing U.S. Supplementals 

· 205 individuals have completed or are in the process of completing Europe Supplementals

· 3,100 individuals have e-mailed their resumes 

NEW PAID FAMILY CARE LEAVE ENDORSED:
On Saturday, June 10, President Clinton announced that the Federal Government is establishing an expanded sick leave policy for Federal employees. The final OPM regulations were effective June 20, 2000.  Under the final regulations, an employee may use a total of up to 12 weeks of sick leave each year to care for a family member with a serious health condition.  This benefit broadens the options available for employees to meet their family responsibilities.

The definition of "family member" for sick leave purposes remains unchanged.  It includes the following relatives of the employee: (a) spouse and parents thereof; (b) children, including adopted children, and spouses thereof; (c) parents; (d) brothers and sisters, and spouses thereof; and (e) any individual related by blood or affinity whose close association with the employee is the equivalent of a family relationship.  "Serious health condition" has the same meaning as found in OPM's regulations at 5 CFR 630.1202 for administering the Family and Medical Leave Act of 1993 (FMLA).

You may view a copy of the regulations on OPM's web site at http://www.opm.gov/fedregis/index.htm.  In addition, questions and answers on the administration of this new entitlement are posted at http://www.opm.gov/oca/leave/html/slQ&A.  You are encouraged to share with your employees the fact sheet on "Sick Leave for Care of a Family Member with a Serious Health Condition" available at http://www.opm.gov/oca/.leave/html/12week.htm.

OPM ISSUES FAMILY AND MEDICAL LEAVE FINAL RULES:

On May 8, the Office of Personnel and Management (OPM) issued revisions to the Family and Medical Leave Act (FMLA) of 1993 that took effect June 7.  The Act provides eligible employees with a total of 12 administrative workweeks of unpaid leave during any 12-month period under the following conditions: the birth of a child and care of a newborn; adoption or foster care duties; care of the employee’s spouse, child, or parent with a serious health condition; or an employee’s serious health condition. 

The FMLA revisions include:

· Employees are responsible for notifying their supervisor before invoking FMLA. Employees may not retroactively invoke their FMLA entitlements.  However, employees who are physically or mentally incapable of providing notification on the day of an emergency may retroactively invoke FMLA within 2 workdays after returning to work.  However, they must confirm this with written medical documentation - 5 CFR §630.1203(b).

· In foreseeable circumstances, 5 U.S.C. §6382(e) requires that employees provide at least 30-days notice before taking FMLA.  Now it’s been defined as 30 calendar days - 5 CFR §630.1206(a)(c) & (d).  Also, in emergencies, employees are required to provide notice within a reasonable period of time depending on the situation.  Even without notification, OPM states that FMLA cannot be denied or delayed. 

· Employees must submit medical certification of a serious health condition such as pregnancy or prenatal care, no later than 15 calendar days after the date their supervisor requests documentation.  In unusual circumstances, employees are granted another 15 days - 5 CFR §630.1207(h).  For example, a doctor fails to provide a medical certificate within the 15-day time frame.  However, if the employee fails to provide the appropriate medical documentation within 30 days, the time off can be counted as annual leave, sick leave, leave without pay, or the supervisor may charge the employee as absent without leave.

· Employees who do not comply with the notification and medical certification requirements are not entitled to FMLA - 5 CFR §630.1208(l).

· Holidays and nonworkdays that occur during the period of the employee’s leave will not be counted toward the 12-week entitlement to FMLA - 5 CFR §630.1203(e). 

· Although employees can use their annual and sick leave on top of their FMLA leave, also known as "stacking" leave, OPM notes that annual leave is subject to the supervisor's approval, and suggests that supervisors and employees communicate with one another to determine the best course of action.

· Other than medical documentation, employees are not required to submit any additional evidence demonstrating a serious health condition. 

For a copy of the FMLA final rules (found in the May 8 Federal Register), use the following web addresses (they may be long addresses but they get you right to the document):

For a PDF version:  http://frwebgate.access.gpo.gov/cgi-bin/getdoc.cgi?dbname=2000_register&docid=00-11385-filed.pdf 

For a Text file:  http://frwebgate.access.gpo.gov/cgi-bin/getdoc.cgi?dbname=2000_register&docid=00-11385-filed
EMPLOYEE/MEMBER SELF-SERVICE – E/MSS:
On March 1, 2000, the Defense Finance and Accounting Service (DFAS) began offering a new service called Employee Member Self-Service (E/MSS).  This service allows DoD customers to update certain pay information by using a Personal Computer (PC) to access the pay system via the Internet or by using a touch tone telephone via an Interactive Voice Response System (IVRS).

DFAS payroll customers can now change their Federal tax withholding status and exemptions; start, stop or change allotments; change their correspondence address; and update their financial institution electronic fund transfer information.  Future phases of E/MSS will include other transactions, such as starting or stopping saving bonds and changing state taxes.

DFAS recently mailed out personal identification numbers (PINs) to customers paid by the Defense Civilian Payroll System.  Customers are reminded that temporary PINs are only good for 120 days after issuance.  Every customer is required to customize your PIN when using E/MSS for the first time.  User-friendly menus will guide you through the system and online assistance is available throughout the entire process.  Once you’ve chosen your new PIN, you should write it down and keep it in a safe place.  Anyone who has lost their temporary PIN or who has not received a temporary PIN should call the E/MSS hotline at 1-800-390-2348, from 7 a.m. until 7 p.m. EST, Monday through Friday.  Since E/MSS was implemented March 1, customers originally had until July 1 to customize their PIN before the 120 days expired.  However, in order to allow more employees the opportunity to customize their PIN in lieu of calling the E/MSS hotline, employees now have until July 31 to customize their PINs before their temporary PIN expires.  

E/MSS is a voluntary service.  Customers who prefer the existing system of making pay changes will still be able to visit their local Defense Finance and Accounting Office, customer service representative (CSR) to submit hardcopy forms.  However, for those employees who elect to use this service, it is important that they customize their PINs by July 31. 

THRIFT SAVINGS PLAN:

New TSP Fund Introduction Postponed Again.  The Federal Retirement Thrift Investment Board announced that the scheduled implementation of the new Thrift Savings Plan (TSP) record keeping system is now delayed until further notice.  The Board further announced that it will not set a new implementation date until the contractor completes testing of the new system and reports all significant software defects have been fixed.  The Board anticipates that this will occur sometime in the spring or summer of 2001.  

The following attributes are dependent upon the availability of the new record keeping system and therefore are not available to customers until further notice: 

(  addition of the Small Capitalization Stock Index Investment (S) Fund and International Stock Index Investment (I) Fund); 

(  the capability to process loans, withdrawals, and investment changes on a daily basis; 

(  and the availability of new withdrawal options.  

The current system, and the current schedule of open seasons, will remain in place until the new system is implemented.  This means that the next TSP open season will run from November 15, 2000 through January 31, 2001.  

All TSP participants should have received a letter in mid-June telling them about the extended delay.  The Board will be posting monthly updates concerning the progress on the new system on their Web site at www.tsp.gov.
TSP Open Season Dates for Year 2000
May 15, 200 – 31 July 2000
October 15, 2000 – December 31, 2000
CALENDAR REMINDERS:

(  19 July 00, “Think SES” Workshop, Thurman Hall, Room 3518, 0800-1100 

(  31 July 00, TSP Open Season Closes
(  18 Aug – 1 Sep, Conversion to Modern System

(  13 Nov – 11 Dec, FEHB Open Season
GLAD YOU ASKED!

(You are encouraged to submit any questions that you would like answered in the UPDATE to Tamarah Newell, 6-0295, or email, newellt@wood.army.mil.)

Q. An employee, who was an American citizen, died.  He was married to a German citizen.  The couple had a child who is 18 years old and attending a college in Germany.  The child qualifies for a survivor benefit.  However, the child does not have a Social Security number and is not an American citizen.   Is there a requirement for the child to have a Social Security number in order to receive a survivor benefit? 

A. The child is not required to have a Social Security number to support an application for or receive a survivor annuity.  However, the child or someone acting on behalf of the child, would be required to present a birth certificate demonstrating that the deceased employee is the father of the child.  

Q. A beneficiary of an employee’s Federal Employees’ Group Life Insurance does not want the insurance money.  What is the procedure?

A. The beneficiary can disclaim the life insurance benefits by submitting a written statement to the Office of Federal Employees’ Group Life Insurance (OFEGLI) that he or she does not want the money he or she is entitled to receive.  If a beneficiary disclaims life insurance benefits, OFEGLI treats these benefits as if the person disclaiming had died before the insured.  If the person disclaiming was a designated beneficiary, OFEGLI will pay the disclaimed share equally to the remaining designated beneficiaries.  If there are no remaining designated beneficiaries or if the person disclaiming benefits is not a designated beneficiary (they are a beneficiary under the order of precedence), OFEGLI will pay the insurance according to the statutory order of precedence.

Q. An employee has a court order on file in his official personnel folder that names his former spouse as the recipient of his life insurance benefits upon his death.  If the former spouse predeceases the employee, how will the Office of Federal Employees’ Group Life Insurance (OFEGLI) pay the insurance benefits when the employee dies?

A. OFEGLI will pay benefits according to the terms of the court order if there is someone else expressly provided to receive the benefits upon the death of the former spouse.   If there is no one living, then the benefits will be paid by the statutory order of precedence.   

Q. A 65-year-old disabled annuitant has Federal Employee’s Health Benefits (FEHB) insurance as a family member on his wife’s plan.  The wife is 60 years old and still working for the Federal government.  The annuitant is eligible for Medicare.  Who is the primary payer for the annuitant?

A.    FEHB will be the primary and Medicare the secondary payer.  The Medicare rules state that if you are  eligible for Medicare benefits at age 65 but are still working and entitled to the employer-sponsored healthcare, then Medicare is the secondary payer.  These rules apply to the spouse age 65 or older, if that spouse has coverage based on the worker’s current employment.
Q. Describe the requirements for determining the opportunity to continue FEHB into retirement, to include the type of employment service needed to meet the 5-year enrollment requirement for continuing FEHB into retirement.

A. The employee must have been continuously enrolled (or covered as a family member) in any FEHB plan for the five years of service immediately before the date the annuity starts, or for the full period(s) of service since the first opportunity to enroll if less than five years.  Service means time in a position in which the employee was eligible for enrollment.  The employee is not required to have been an enrollee continuously, but must have been continuously covered by an FEHB enrollment.  Time that the employee is covered as a family member under another person’s FEHB enrollment, and time covered under the Uniformed Services Health Benefits Program such as TRICARE or CHAMPUS, the Uniformed Services Family Health Plan, the Uniformed Services Treatment Facilities, etc., counts for eligibility as long as there is no break in coverage.  Breaks in service are not counted as interruptions when the five years of service requirement is determined as long as the employee re-enrolls within 60 days after his or her return to Federal service. 
Q. Describe the type of employment service that may not count in determining FEHB continuous coverage.

A. Coverage in Medicare, service as a non-appropriated fund employee, or any service not subject to FEHB coverage such as employment with the state or municipal governments cannot count in determining FEHB continuous coverage.

Q. Normally, a CSRS employee does not contribute to Social Security to become eligible for a retirement or “old age” benefit.  However, all CSRS employees are required to pay the Medicare tax.  Will the non-working spouse of a CSRS employee have eligibility for Medicare Part A (Hospital Insurance)?    

A. Even though the CSRS worker is not eligible for a monthly Social Security benefit, the employee has paid the Medicare payroll tax.  Therefore, both the employee and his spouse will be eligible for Medicare Part A.
Q. Very often we are asked, “What are the things which do not count in classifying a position?”

A. The following things do not count and are not considered in classifying a position:

1. Unusual diligence or overtime;

2. Length of service;

3. Financial need;

4. Volume of work;

5. Relative efficiency;

6. Scarcity of new employees; and

7. Personality.

The assigned and performed major duties, which are specified in the position description of record and graded against appropriate Office of Personnel Management (OPM) classification standards or guides, are the basis for the classification of a position.

Q.  What guidelines are available to assist us in making a determination as to whether to establish a                             supervisor or a team leader position (over two-grade interval work)?

A.  The General Schedule Leader Grade Evaluation Guide (GSLGEG), Part II, April 1998, provides information on the significant differences between two grade interval team leaders and supervisors.  More importantly, this guide addresses specific criteria, which a position must meet first in order to be covered under the standard as well as position management considerations.  An important factor to consider is the organizational environment.  Is it supportive of Total Quality Management (TQM) approaches with the existence of indicators such as employee empowerment, self-directed teams, etc.?  Consider the leadership/supervisory organizational structure.  The co-existence of supervisors and team leaders at the same grade level, but with differing levels of authorities and responsibilities, may result in a variety of problems from a management perspective.  In the final analysis, the decision must rest on meeting all coverage criteria under the GSLGEG first and then considering organizational conditions, implications, and expected outcomes with respect to mission accomplishment.  Additional information concerning the coverage of the GSLGEG can be referenced in the FAS Classification Section Adjudicators' Guide for applying Part II of the GSLGEG which is at http://www.cpms.osd.mil/fas/class/dod_info/cl_dod_gslgeg.htm.

NAF CORNER:

The U.S. Army NAF Retirement Plan changed effective 1 June 2000, subject to impact implementation and bargaining where applicable.  This change permits qualifying active employees to apply for retroactive credit in the plan if they meet certain criteria.  Contact NAF Personnel immediately to check the qualifying criteria.

Just a reminder: Regular full/part time NAF employees can apply for 401K at any time.

“DRM TIDBITS”:
LEAVE RECIPIENT PROGRAM:  

The current list of recipients is available for viewing at www.wood.army.mil/CPO/leavetra.htm.  At that site you will find general information about the leave transfer program and a sample form to submit through your supervisor to the Customer Service Representative to transfer leave.

Editorial Policy:

YOU ARE ENCOURAGED TO SHARE YOUR OPINIONS, IDEAS, AND SUGGESTIONS. ALL CORRESPONDENCE MUST HAVE THE NAME AND LOCATION OF THE ORIGINATOR IN THE EVENT THERE IS A NEED FOR ADDITIONAL INFORMATION.  PLEASE FORWARD COMMENTS, SUGGESTIONS, OR NEWS ITEMS FOR PUBLICATION TO THE EDITOR,  E-MAIL: atztcp@wood.army.mil.

CPAC CUSTOMER FEEDBACK FORM

We are very interested in getting your feedback regarding the kind of service we provide.  Our goal is to provide TIMELY, ACCURATE AND PERSONAL service.  We need feedback to analyze how we are doing.  Would you please take the time to complete the following items?


























YES
NO


1.  Was this action completed/service provided in an acceptable time frame?    

___
___

2.  Do you think the product is accurate and represents good staff work?

___
___

3.  Did you get the kind of information you needed to make informed choices?

___
___

4.  Were our interactions with you courteous?




___
___

5. Overall, how would you rate the product/service you received?

___Excellent

___Good
___Adequate
___Unsatisfactory

6. Please provide any suggestions you may have for ways that we can improve our service.  We are particularly interested in specific feedback on any of the items you may have checked “NO”.  Please use additional space if needed.

7. If you would like a personal response to your suggestion or comments, please provide your name, phone number and electronic mail address.

8. Please identify the product or service below:

PERSACTION Number:____________
Award______________
Advice_________________

Referral list number:_______________
Counseling__________
Information_____________

Training________________________
Benefits____________
Other:__________________________

Thank You for taking the time to complete this feedback form.  Please mail it directly to me, send it electronically to atztcp@wood.army.mil, or fax it to 573-596-0289.  If you would like to discuss this or any other matter, I can be reached at 573-596-0280 or via email.  I look forward to hearing from you.


Director








Civilian Personnel Advisory Center








140 Replacement Ave, Ste 2210








Fort Leonard Wood, MO  65473-8935
Army Civilian Personnel Professionals - Helping Leaders Meet the Mission
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(  3-PAGE RESUME





(  SKILL BANK EXPANDED TO 200 SKILLS





(  RESUMES WILL BE SCANNED DAILY





(  OLD RESUMES WILL BE TRANSFERRED TO NEW VERSION





(  RESUMES SHOULD BE UPDATED ANNUALLY





“A country and government such as ours are worth fighting for, and dying for, if need be.”


					-- GEN W.T. SHERMAN

















_1020055067.doc
[image: image1.png]






_986982059.doc
[image: image1.png]CIVILAN
l’l CENTER







