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Army Exit Survey

The office of the Assistant G-1 for Civilian Personnel Policy implemented a web-based Exit Survey in June 2000 to study why employees voluntarily leave Army civilian service. The survey results play an important role in identifying turnover patterns and ways to become a more desirable employer.

The Exit survey covers permanent, appropriated and non-appropriated fund employees that are about to retire, resign, or transfer out of Army. It does not cover transfers or promotions within Army.

Separating employees are encouraged to complete the survey. The survey is located at: http://cpol.army.mil/survey/exitsurvey/survey.html. Employees may complete the confidential survey at work during regularly scheduled work hours.
Supervisor “Out Processing” Checklist
In response to the Office of Secretary of Defense's request to include a requirement to turn in government issued charge cards as part of personnel departure checklists, the Fort Lee CPAC has developed an "out-processing" checklist for managers and supervisors to use for their employees who are retiring, moving to a different agency, or leaving the government for other reasons.  The checklist may not be an all inclusive list of requirements, but was intended to be used as a "reminder sheet."  There is no requirement to submit completed checklists to this office for filing; just use it as a managerial tool.  The checklist can be found on the Lee-InfoBoard: \\vs\Lee-InfoBoard.  
Bi-Weekly Pay Limitation

Under 5 U.S.C. 5547(a) and 5 CFR 550.105, General Schedule employees and other covered employees receive certain types of premium pay for a biweekly pay period on to the extent that the sum of basic pay and premium pay for the pay period does not exceed the greater of the biweekly rate for (1) GS-15 step 10 (including any applicable locality rate or special salary rate), or (2) level V of the Executive Schedule. The biweekly rate is computed by (1) dividing the applicable scheduled annual rate by 2,087 hours, (2) rounding the resulting hourly rate to the nearest cent, and (3) multiplying the hourly rate by 80 hours. For example in Los Angeles, the GS-15, step 10-, scheduled annual locality rate of $130,284 divided by 2, 087 hours yields an hourly rate of $62.43 and a biweekly rate of $4,994.40 ($62,43 x 80 hours). Similarly, the Executive Level V annual rate of $125,400 divided by 2,087 hours yields an hourly rate of $60.09 and a biweekly rate of $4,807.20 ($60.09 X 80 hours).  

The 2003 Biweekly Caps on Premium Pay can be viewed at http://www.opm.gov/oca/pay/HTML/03GSCap.asp.  Since comp time is paid in lieu of overtime premium pay the dollar value of comp time must be counted toward the biweekly cap for the pay period it is earned. Comp time cannot be paid to circumvent the biweekly premium pay limitation.

Military Personnel Records

The National Personnel Records Center is working to make it easier for veterans with Internet access to obtain copies of documents from their military files.

Military veterans and the next of kin of deceased former military members may now use a new online military personnel records system to request documents. Other individuals with a need for documents must still complete the Standard Form 180 which can be downloaded from the web site. The web-based application was designed to provide better service on these requests by eliminating the records center’s mailroom processing time. Also, because the requester will be asked to supply all information essential for NPRC to process the request, delays that normally occur when NPRC has to ask veterans for additional information will be minimized.

Veterans and next of kin may access this application at http://vetrecs.archives.gov
Please note there is no requirement to type “www” in front of the web address.

Office of Special Counsel

Army is participating in the US Office of Special Counsel’s (OSC) employee education program (the 2302 (c) Certification Program). A key program requirement is to provide periodic information to employees about their rights and remedies under the Whistleblower Protection Act.  These materials are now available online at the OSC web site address provided below. 
Prohibited Personnel Practices & Whistleblowing www.osc.gov/documents/pubs/post_ppp.htm
Your Rights as a Federal Employee

www.osc.gov/documents/pubs/rights.htm
The Role of the US Office of Special Counsel

www.osc.gov/documents/pubs/oscrole.pdf
Employees are encouraged to review any of the materials that are of interest to them.
Thrift Savings Plan

Open Season

The next open season will be October 15 through December 31, 2003. Employees will be able to increase contributions to a maximum of 14% for FERS and 9% for CSRS.  The elective deferral limit for 2004 will rise to $13,000.

TSP Catch-Up Contributions
PL 107-304 was signed in November 2002 and provides for eligible TSP participants to make additional tax-deferred contributions to their TSP accounts. This legislation was originally intended to provide women that returned to work after raising children the opportunity to contribute additional money to their TSP accounts to make up for the contributions that were not made while they were not working. This was then extended to all employees that are at least 50 years old.

The money contributed under the provisions of this law is not counted against the statutory contribution percentage limitation (currently 13% for FERS and 8% for CSRS) or the Internal Revenue’s Code’s elective deferral limit (currently $12,000). For the year 2003, this limit is $2,000. This amount will increase to $3,000 for 2004.

To be eligible to contribute the additional money to your TSP account, you must meet the following criteria:

- You must be in a pay status. This means that you cannot be in a leave without pay status or separated to make these contributions.

- You must be contributing the maximum percentage (13% for FERS and 8% for CSRS) of your earnings or a dollar amount that results in you reaching the $12,000 deferral limit by the end of this year by contributing solely to the TSP or to the TSP and other eligible deferral programs.

- You must be at least 50 years of age or turn 50 years old in the year of the catch-up contributions.  To contribute in 2003, you must be at least 50 by the end of December to contribute in the year 2003.

- You must not be in a non-contribution period based on receiving a TSP Hardship Withdrawal.

You will be able to make your own elections for this program by using the ABC-C web site or telephone system once the changes to allow these transactions are in place in the personnel and payroll systems.
Beginning August 24, 2003, eligible Department of the Army civilian employees may make TSP catch-up contribution elections electronically via the Employee Benefits Information System (EBIS) web application at https://www.abc.army.mil or the Interactive Voice Response System (IVRS) automated telephone system at 1-877-276-9287 (see the ABC-C Telephone Menu on the ABC-C web site for OCONUS phone numbers). Hard copy enrollment forms will not be accepted. The Defense Finance and Accounting Service (DFAS), the DoD payroll system, will not begin to process catch-up contribution deductions until the pay period beginning September 7, 2003.

Your election will be effective the beginning of the pay period after you process the action. Also keep in mind that for tax purposes the pay period 30 Nov - 13 Dec is the final pay period of the year since we receive the pay for that pay period on/about 25 Dec. The first pay period of the new tax year will be 14 - 27 December which will be paid to you on/about 8 Jan 04.

IRS rules do not allow contributions to TSP catch up to be made through any other source than a direct withholding from pay as the money is taken from your salary before taxes. This means you may not submit direct payments.

Once the systems are ready, catch-up contribution elections can be processed anytime throughout the calendar year. You can also make more than one election to change the amount of your contributions. (This is different from the regular TSP Open Season where only one election may be made.) 

You can terminate your contributions without penalty. The effective date of termination will be the last day of the pay period in which you make this election through the ABC-C web site or telephone system. There is no waiting period to make a new election. If you terminate your regular TSP contributions, you must also terminate your catch-up contributions. Additionally, if you regular TSP contributions are stopped due to your receipt of a TSP hardship withdrawal, your catch-up election will be stopped.

Catch-up contributions will continue to be deducted from your salary until the end of the calendar year unless one of the following occurs earlier:

-You have reached the annual catch-up limit

- You elect to stop contributions

The annual limit changes yearly.  It is required that you enroll in the TSP catch-up contributions on an annual basis. The current limits are:

Year



Max Contribution

2003



$2,000

2004



$3,000

2005



$4,000

2006 and later

$5,000

If you are currently contributing to both civilian and uniformed services TSP accounts, you can also make catch-up contributions to both accounts providing you do not exceed the annual limits on contributions.


Government Issued Charge Card

Per Office of Secretary of Defense Memorandum dated 06-23-2003; subject: Inclusion of Personnel Departure Checklists of the Requirement to Turn in Government Charge Cards requires all government purchase, air, fleet and fuel charge cards must be turned in by all individuals leaving the organization, whether they are separating, retiring, or going to another DOD organization.
All government travel charge cards should be cleared with the Agency Program Coordinator during out processing. If the individual is simply leaving to another DOD organization, they may retain their government charge card and have it transferred to their new DOD organization. Transfers of cards cannot occur if they are leaving for another federal agency. Individuals separating or retiring will have their card accounts closed by the Agency Program Coordinator.

Dress and Appearance

Employees are expected to comply with reasonable dress and grooming standards based on comfort, productivity, health, safety and type of position occupied. When clothing such as coats and ties create discomfort during hot weather and in places where cooling is minimized to conserve energy, the requirements should be modified or eliminated.

Any management requirement for specific civilian dress and appearance must be based on a clear showing that the prohibited dress contributes to an unsafe, unhealthy, nonproductive, or disruptive work environment. Management disagreements with styles, a mode of dress and grooming now in fashion is not adequate criterion for making such a determination.

Employees who wear standard uniforms (guards, firefighters, etc) may be expected to comply with grooming and appearance standards that are more stringent than those required of other employees. These standards must be in line with job requirements and with like standards in similar occupations employed by other Federal, state, or municipal governments.

Why Defense Must Change

By Donald H. Rumsfeld

Washington Post, Friday, July 18, 2003; Page A19

Congress will soon decide whether the Department of Defense is to join the rest of the world -- and many newly revamped parts of the federal government, such as the Department Homeland Security -- in entering the 21st century.
The issue is the Defense Transformation Act, legislation designed to allow the department to, among other things, manage its personnel.

Today it takes, on average, five months to hire a federal employee, 18 months to fire one and collective bargaining with more than 1,300 separate union locals to implement critical reforms.  These negotiations can take years to accomplish.

While the nation is asking tens of thousands of reserve troops to leave their jobs and their families to help fight the global war on terrorism, it is estimated that on-duty military personnel are serving in more than 300,000 jobs -- at additional costs to the taxpayers -- that could be filled by civilian workers but are not because the department doesn’t have the authority to manage its civilian personnel. During Operation Iraqi Freedom, more than 80 percent of civilians deployed in the theater of operations were contractors. Why? Because of a complex web of regulations prevents the Department of Defense from moving civilians to new tasks quickly. As a result, managers turn to uniformed personnel and to contractors to do what department civilians could and should be doing. A similar problem exists with respect to the hiring of new employees. While industry can offer promising applicants a job and a bonus on the spot, all the Defense Department can offer is a ream of paperwork and a promise to get back to them in three to five months.
In an era when our enemies are moving at the speed of satellites, cell phone and cyberspace, these burdensome regulations are not acceptable. The Department of Defense cannot meet the challenges of the future with an organization anchored to the past. We must be permitted to be as agile, flexible and adaptable as the forces we field in battle around the world.

The Defense Transformation Act would help provide the nation with that kind of agility and flexibility.

The new National Security Personnel System the president proposed would reduce red tape, provide the hiring flexibility necessary to attract the best candidates quickly and competitively, and offer all employees a performance-based promotion system that rewards excellence rather than longevity. Instead the bargaining process that requires negotiations with more than 1,300 separate local units, the new system would work with a half-dozen or more national unions, which would retain and protect the rights of union workers but do so through a more efficient and reasonable process that would not take years to navigate.

Moreover, the new system would not only protect and ensure the fundamental rights of all civilian employees and provide improved opportunities for advancement, it would also likely increase the number of civil service opportunities and make the Defense Department more competitive with the private sector.

But the existing personnel system is not the only problem. Despite 128 studies to reform the department’s acquisition process, it now takes the department double the time it took in 1975 to produce a new weapon system -- this in an age when new technologies are coming on line in months, not decades.

Today the Department of Defense uses, 1,800 different and antiquated information systems to run its finance and accounting programs, ensuring that timely and accurate business management information cannot be produced.

Current laws and regulations have created a situation in which, to develop and justify a budget, we must employ thousands of people, only a fraction of whom are focused on what is really important -- namely ensuring that the money is spent as Congress and the president determine and that the spending is having the desired results.

US Military forces are further hamstrung by outdated environmental regulations that are impeding our ability to train and better prepare the men and women in uniform for battlefield conditions.
These are just a few of the reasons why the Defense Transformation Act is so urgently needed.

Most of the proposals we are making are simple. Over the past months we have addressed most of the problems we have the power to fix. We are reducing headquarters and management staffs, streamlining the acquisition process by eliminating hundreds of pages of unnecessary rules and red tape, and implementing a new business management structure. But most of what remains to be done cannot be done without legislative relief.

Transformation of our military capabilities depends on our ability to transform not just the armed forces and the way we fight.  We must also transform the Department of Defense. Congress shares the responsibility to help reach these goals. Passage of the Defense Transformation Act is critical to bringing the department into the information age and the 21st century.

The writer is secretary of defense. 
CPAC Newsletter
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