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Introduction/Welcome
Leslie Wiggins, Deputy Assistant Secretary for Labor-Management Relations (Management Co-Chair) and Alma Lee, President, AFGE National VA Council (Union Co-Chair), welcomed the group and gave a special thanks to Mr. Morales for his support of the meeting in Nashville.  Mr. Morales stated if there was anything that is needed to let him know.
ORM Solution Support Center

Ralph Torres, Deputy Assistant Secretary for Resolution Management and other Office of Resolution Management (ORM) staff members (Janis Tullis, Alison Mangles and Tracy Therit) reported on ORM initiatives particularly the Call Center.  Mr. Torres stated that the call center is currently in the developmental stage.  The purpose of the taskforce is to work out details such as: 
· Processing of EEO Complaints

· Addressing complaints

· Pilot to address workplace disputes

There were 471 disputes using ADR.  ORM is looking to hire 8 employees to staff the Call Center, train senior level leadership, and invite representatives to be involved in Call Center.  There will be a toll free number for employees to call when a situation arise.  The roll-out for the Call Center will be by the end of the Fiscal Year, pending recommendation of the task force.  Another meeting is being scheduled for the task force.  The unions are invited to submit their comments during the meeting, verbally or in writing.  Once input is received by the taskforce, a formal notice will be sent to the unions, where they will have the opportunity to bargain.  The unions had questions and concerns regarding Mr. Torres presentation.  MJ commented she felt the problem is in AFGE Master Agreement.  Joint Development.  ORM is planning to hire 8 people.  There was a concept that AFGE was not ok with.  Susan Anderson commented that if a person calls the toll free number, it starts the 30-days because they feel they have an EEO complaint.  She wanted to know how intake person can say you don’t have an EEO complaint.  Christine Polnak wanted to know have all issues from the 1st meeting in March, been addressed.  It seemed that things are not being addressed.  More information and answers need to be given to the unions.   Leslie responded that it sound like the issues that were brought up in the first meet in March.  The response and resolution hasn’t happened, so there are some concerns.  Mr. Torres commented that part of responsibility is to suggest the solution.  That was the purpose of engaging the stakeholders up front.  He mentioned that he is committed to the EEO complaint process and making the Call Center work.  He hasn’t received a report or recommendation from the taskforce.   His office will look at the recommendations and put out a concrete proposal.  The purpose of the task force is to address the details and make recommendation to what the final thing should be.  If there is a concern of a BUE calling that we want to make sure we don’t cross those lines.  There are legitimate concerns being raised.  I’m looking for proposals to solve the problems.  The unions are welcomed to provide input directly.
VHA Update-Vivieca Wright
Vivieca reported that she had a few Items to share with the group.  She mentioned that there was an incident that happened at one of the facilities.  A phone call was received from a VISN Director.  A nurse allegedly pulled a patient out of bed.  The patient didn’t cooperate.   The nurse proceeded to pull patient out the bed in a sheet.  The nursed pulled the patient past doctors and others in the ward.  The patient was placed in shower and a mop was used to wash the patient down.  This incident was witnessed by staff in the ward.  No one took action.  Information was kept among the ward.  Eventually, someone reported the incident.  Vivieca stated that there is no excuse for something like that.  The Nurse admitted to the incident.  Vivieca encouraged the group to make sure that staff is aware of zero tolerance of this behavior and that it will not be tolerated.  VHA has 453 Outpatient clinics.  A number of facilities are now using mobile vans.  OPM did a survey on GS 4 Clerks.  The GS 4 clerks feel like they are doing the same jobs as the GS-6 clerks in different VISNS.  VHA is working with OPM and need the an opportunity to look at those Position Descriptions (PDs) graded at that level stay at the level.  People at the GS 6 level, we will grandfather those people in.  Those newly recruited to come as GS 4.  Joleen Clark office is committed to getting those PDs standardized.  We have a good case to go back to OPM.  Susan Anderson asked are the GS-4 employees going to stay at that position until this is resolved.  Vivieca mentioned that the due date has been moved from April to June 30th   3,000 positions are likely to be affected.  Clerks that are GS-5 and GS-6 may go down to GS-4 positions.  Bob Fetzer asked if the labor unions involved in the committee.  Vivieca mentioned that information was just put out on committee.  The unions expressed that they would like to be involved.  Vivieca will send the information forth.  Vivieca reported that starting on April 21st, VISN Directors will come in on Wednesday-Friday with the Chief Financial Officer to provide a budget meeting with the Secretary and Deputy Secretary.  The Secretary wants to get where this is coming from, Midyear budget brief about budget freezing.  The unions mentioned about having labor partners attend cluster meeting.  Meeting locations are:  Phoenix, Tampa and New York.  Local presidents have been invited to attend those meetings.  Vivieca stated that the unions concerns were heard and every effort was made to extend invitation.  At the next cluster meeting Dr. Petzel will speak about his vision for the VA.  Dr. Tushcman will do a presentation on T21 transformation and Fred Downs will be discussing FLITE Reorganization.  Many of the unions heard about the Surgical Complexity initiative.  VHA is looking at what services are being provided in surgical arena.  It was determined that some of the facilities did not need to be in the complex surgery business.  Dr. Garter Chief of Surgery and reviewed various site.  Vivieca mentioned that there is a meeting with the Secretary to talk about changes at the facilities, but there isn’t an infrastructure.  VHA is making conscious decision to correct some things.

Baseline Assessment Survey (NPC Discussion)

The recommendation at the table is that the unions would like the report of the survey to be by Medical Centers and Union/Management comparison responses.  The unions also want VISNs and Networks.  Leslie stated that Sue Dyrenforth can set up the report whatever way that the group want.  The unions would like to see the evaluation of the data upfront.  NAGE had a 98% response rate on the survey.  
DFAS-Linda Pena

Linda Pena reported that DFAS has successfully been migrated.  Customer Service Representatives (CSRs) were fully trained.  We did train folks prior to migration.  There were some stations that sent the wrong people.  Stations were supposed to send the Payroll Technicians.  Training is being provided to HR, which is a critical piece to the payroll process.  In regards to timeliness of HR Actions, if someone was in an appointment with a NTE date that expired, the individual would not get paid until the personnel action is in the DFAS system.  DFAS staff is working with stations to get the NTE date, so that employees get paid.  Compensatory Time can be used in same pay period.  Comp Time will be tracked in the DFAS system.  Linda stated that some CSRs need more assistance so DFAS Staff is continually working with them to help those who are struggling with the payroll system.  CSRs are encouraged to ask for assistance on payroll issues before they get out of hand.  Some continue to resolve problem on their own and becomes a big problem.  There has been an established mailbox for payroll processing problems VACO_DCPS_Analysis.  Specific issues can be emailed such as: Name, Station number, etc.  Union reports have been updated.  PAID reports have been updated to include anniversary dates.  Linda stated that the unions should speak with Scott Bates regarding question about union reports.  Employee Express (EXX) is being replaced by MyPay.  MYPAY, which is an employee portal, has more capabilities.  Employees will have some of the same options as EEX.  Employees are going to see changes much sooner in regards to transactions with MyPay.  There will be one pin for Civilian and Retired Military personnel.  W-2s are retained for 5 years versus 3 years in EEX.  In July 2010, managers and supervisors will be notified that it is mandatory to use electronic Employee and Leave Statements and W-2s.  August 2010 is the effective date that it will be mandatory for employees to use MyPay.  
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NCOD-Sue Dyrenforth

Sue reported on the All Employee Survey and the Learning Organization VOVA Survey for FY 2010.  The Secretary is clued into the All Employee Survey.  The survey will take place from April 19 thru May 10, 2010.  The results of the survey are a part of the facilities scorecards.  Sue stated that she would get back with the unions regarding the results.  NCOD has set the goal for 72% for response rate of the All Employee Survey.  The primary goal of the Learning Organization (VOVA)-Survey is to establish was baseline metrics on habits and risk factors that have well-established implications for health and productivity.  The survey was administered to supervisory staff.  Now NCOD want to hear from all employees.  The intention is to give the survey every year.  This survey was constructed to support comparisons at the national, VISN, facility, and occupational level.  Items included on the survey were taken from the recent Behavioral Risk Factor Surveillance System.  It address smoking, diet, exercise, personal stress management, the prevalence of chronic diseases, and flu vaccine acceptance

Some of the results of the survey were interesting.  The response rate was approximately 25%.  15 % of VHA staff is current smokers.  Nursing assistants and LPNs are at a higher risk in regards to smoking, diabetes and asthma.  VHA staff had a higher percentage rate of employees who have high blood pressure and diabetes than the U.S. population. 
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VA Safety & Security Working Group (SSWG)-Keith Frost

Keith Frost reported that the purpose of workgroup is to provide a safe and secure environment on VA facilities.  Last June there was a suicide incident of a veteran at one of the facilities.  The two VA police officers on duty did what they could do.  The Secretary was briefed the following morning.  The Secretary wanted to know how the guns got on the facilities.  This incident led to the formation of a workgroup (SSWG).  SSWG meets on a regular basis.  The group includes senior representatives from each VA Administration and Program Offices.  The goal is reduce firearm by 50% incident at VA facilities.  As of March 2010 there have been 29 incidents.  The second goal is to improve the safety and security of all VA facilities.  The creation of awareness is needed.  New signs were created and installed at facilities, the existing signs were ineffective.  There is a new reporting system has been developed for Vulnerability Assessment Survey Teams (VAST).  Every process was looked at to see what would work.  The four steps to the Vulnerability Assessment Process are to evaluate:  
· Threats to employees at facility;
· Processes, practices and procedures in place to detect, defend or respond to those threats;
· If security or other protective practices are in place are sufficient;
· And determine changes needed to improve facility protection;

VA Security Specialists and Criminal Investigators have been given additional training and organized teams, which consist of 46 two person teams.  The teams will be visiting each VA Facility between April and August 2010.  Ava Boschee asked if the unions were notified of the site visits.  Mr. Frost stated that the unions will be notified within 14 days of the site visit.  The Office of Security and Law Enforcement is currently developing a new crime prevention awareness campaign, VA Employee Educational and Awareness.  Posters are being created to spread the awareness.  A report will be provided to the Secretary on the progress of this initiative by October 1, 2010.  The unions will be provided the results and a 14-day notification.

[image: image6.emf]2010NPC  presentation_OSLE.ppt


Nursing Services Update-Roselle Knight

Rosell reported that the Office of Nursing Services will be publishing, hopefully by next month, a report of the number of promotions granted by educational waiver.  The report will reflect data by Fiscal Year starting with 2008.  Clara Trapnell will see if VACO HR will be classifying the Health Technician job descriptions nationally.
Child Care Subsidy-Katie McCullough-Bradshaw

Katie McCullough-Bradshaw gave an overview of The Department of Veterans Affairs (VA) has a Child Care Subsidy Program (CCSP).  The program assists lower salary VA employees with the cost of child care.  To qualify for the program, VA employees must be full-time or part-time, have a total family income of less than $60,000, and use a child care provider that is licensed and/or regulated by the state and/or local regulating authorities.  Based on the employee’s total family income, VA will pay a percentage of an employee’s child care costs up to $600 per month.  Employees must submit applications and be approved to participate in the program.  Once approved, employees submit monthly requests for payment based on the amount paid to their child care provider.  VA makes payments directly to the employee’s child care provider.  
VA is administering its child care subsidy program and recognizes the high volume of participants in the program.  The following actions are being taken to ensure proper actions are taken and customer service needs are met:
OHRM hired additional staff to:

· Process incoming mail from HR offices and participants;

· Assist with reviewing applications to ensure all required forms and documents have been provided;

· Assist with reviewing payment requests to ensure all required information is provided in the request;

Completed a Work Flow Chart to document the process 

· established a flow to reduce errors 

Updated the VA Child Care Subsidy Program Web site 

· to indicate additional telephone numbers for inquiries to include 

VA CCSP applications and payments.

Improved customer service by: 

· Contacting employees by phone regarding missing information, and 

following up with written confirmation via e-mail;

· Sending e-mail notifications to employees acknowledging of receipt of: 

· Applications;

· Requests for payment; and 
· Additional documentation received from employees per request from  OHRM due to incomplete application packages and requests for payment;

· Sending e-mail notifications advising participants of the approval of their requests for payment, amount approved, and when their child care provider may expect to receive payment;

· Issuing Flyers to HR offices providing updated status of the program, as necessary;

· Creating a mailbox in Outlook dedicated to receiving e-mails from employees and responding to those inquiries;

Quality Assurance Measures:

· Developed Application Review Checklist to ensure application packages 

are properly evaluated;

· Developed Benefit Payment Request Checklist to ensure payments made  

to child care providers are computed accurately and made only to eligible 

childcare providers.
Safety Report of Violence in the Workplace-Michael Hodgson, M.D.

(Was not able to take min)
NCA Update-Lindee Lenox

Lindee reported that NCA has authority for five new traditional national cemeteries and four new "urban" columbaria only, cemeteries.  Based on Veteran population, the traditional cemeteries will be located in the following areas: Southern Colorado; Western New York; Omaha, NE; East Central Florida; and Tallahassee, FL.  The proposed sites for the urban cemeteries are:  Chicago, New York City, Alameda (old Navy Station) and Los Angeles.
The NCA Cemetery director intern class graduated last week (April 16), we had nine graduates.  NCA is currently interviewing for the next class that will start on July 18.  These jobs will be announced at different grade levels to allow internal candidates to move up through the ranks.
NCA is starting to explore new burial options in order to serve today's Veterans at their time of need.  There will focus groups and likely some added questions to the annual customer satisfaction survey.  NCA will be looking at emerging environmentally friendly burial practices, and seeking feedback on whether veterans might be interested in these types of options.
VBA Update-Mike Walcoff

Mike Walcoff reported on VBA Performance-10yr track record of claims production.  Ten years ago VBA received 30,000 cases a month.  While production is going up, claims received are going up.  In March 2010, VBA received 110, 000 cases.  The economy has been a trigger in the workload.  There have been a lot of claims from Vietnam veterans.  In regards to the pending inventory, it was being considered as backlog.  Backlog is any case that takes over 125 days to complete.  There are 187,000 cases that are backlogged.  There have been recent changes to the workload.  The Nehmer v. VA court decision requires the VA to re-adjudicate claims previously denied due to illnesses such as:  B cell leukemia, Parkinson’s disease and Ischemic heart disease.   Gulf War illnesses, that were previously denied will be reviewed.  Post Traumatic Stress Disorder (PTSD) also contributed to change in workload.  If a veteran was diagnosed with PTSD while in the military, they don’t have to prove it again to the VA.  Less evidence is needed for stressor claims.  A veteran only has to show fear of hostile military or terrorist activity.  This also applies to Iraq.  There will be a huge amount of PTSD claims received.  A lot of claims will be filed that weren’t before.  VBA has developed a campaign plan.  The plan will address current and future challenges by defining major lines of action, estimating the impact of each initiative, assessing timing, risks and costs of the initiative, identifying key success factors and determining performance metrics.  VBA is developing four pilot programs for claims processing:  Compensation Claims Processing Pilot (Little Rock, AR), Business Transformation Lab (Providence, RI), Virtual Regional Office (Baltimore, MD and a Case Managed Development Pilot (Pittsburgh, PA).  VBA goal is to deliver veteran benefits better and eliminate the backlog by 2015.  
Nursing Assistant Project-Lisa Minor, Allys Rubi and Mary Nash

The nursing assistants at the Miami VA Medical Center reported on a new initiative called National Nursing Assistant Culture Change Collaborative (N-NACCC).  The nursing assistants approached VA Central office with the concept.  The Office of Geriatrics is organizing the logistics and taking the lead.  The objectives are to become knowledgeable of customer group and market segment, identify processes that build relationships and grow customer satisfaction and loyalty and to engage staff to achieve organizational success.  Staff engagement will be the catalyst that will make VA a choice of employment.  The Hatch Model Relationship Building (Slide 4).  The six domains are:  Family, Environment, Care Practice, Workplace Practice Leadership and Community.  The center connecting point for all of the domains is a Heart, which represents the residents and the relationships between those who work in the home and those who live there.  The nursing assistants stated that their commitment starts with building relationships among each other.  The plan is to establish national conference calls and share best practices.  Conference calls would consist of learning circles addressing N-NACC needs.  Residents will be guest speakers on the call.  VISN 8 will do it first conference call.  Peer mentoring will be established utilizing best national talent, which the mentoring will be on a voluntary basis.  There will be a designated mentor/coach at each site to be a resource to the nursing assistants   The mentor/coach would help find educational opportunities and help the nursing assistants work through processes to make change.  The three goals for this initiative are to:  1) empower nursing assistants in VHA’s culture change, 2) educate all nursing assistants on the Hatch Model and 3) establish Nursing Assistants Speaker’s Bureaus.  The union at the medical center has been involved.
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FLRA/FMCS/ EO Training and Guidance/Strategic Plan-NPC Discussion
The FLRA/FMCS Executive Order training will be held in Washington, D.C.  LMR staff will find out the availability of the Sonny Montgomery Conference Room.  Mr. Walcoff offered VBA Conference Room to accommodate the training.  The council recommended that the training be held on June 2 & 3rd, where the Secretary’s LMR Award ceremony will be held during that timeframe.
Leslie mentioned that VA’s Implementation Plan was approved by the National Council on Federal Labor-Management Relations (NCFLMR).  There were 55 plans were submitted and 24 were approved.  Some plans didn’t have concrete metrics. There will be mandatory metrics.  The number one reason plans didn’t get approved is because they were not centered on recognition, involvement of union and baseline assessment.  One of the areas of improvement for VA’s Implementation Plan is refining metrics.  We need to come up with some measures.  There will be measures that we are obligated to.  The measures have to be productivity and speed of change.  It will be determined at the national level what measures.   The NPC went over the Executive Order and the Strategic Plan.  The group as a whole, worked together collectively on revising the VA National Partnership Agreement.  The agreement is currently in draft form.  There were discussions regarding IT getting a seat on the partnership council.  The consensus of the NPC is to start with one and then see if there should be two.  An invitation will be extended to Stephen Warren, Principal Deputy Assistant Secretary for OI &T.  
Executive Order-Joseph Swerdzewski
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Looking Ahead

The group came to a consensus on the next location for the National Partnership Council meeting.  The first choice was Milwaukee and San Diego as a second choice.  The meeting will be the week of July 13-15, 2010.  
_1334647507.ppt




Workplace Characteristics: 

3rd Module 

of the Winter Voice of the VA 



Administered to 10% of all VoVA respondents

Sue R. Dyrenforth, Ph.D.

National Partnership Council

April 20, 2010







	

Workplace Characteristics: Overview

		Focus of the module: to understand important aspects of organizational health and functioning at the VA workplace

		Specific goal: to pilot multiple items and scales and find optimal assessment methods

		Processing the data to establish best scales will take thorough psychometric analyses

		Results from the analyses will be shared within the VA system as soon as available









	

Workplace Characteristics: Expected Results

		Several scales with established baseline data and known psychometric characteristics

		The scales will be used to support VA management in their assessment needs

		7 subsurveys within the 3rd module: 

		Leadership

		Conflict Resolution and Culture

		Connection to the Mission

		Organizational Structure

		Goals

		Work Design

		Organizational Functioning









	

 Respondents by Subsurveys (Total N=6857 ) 

(3 subsurveys offered twice: same questions, different sequence) 







	

Respondents by VISN







	

What is your gender? 









	

What is your age? 









	

What is your racial origin? 

(Mark one or more) 









	

Are you Spanish, Hispanic, or Latino?









	

How long have you been with VA?









	

What is your level of supervisory responsibility? 









	

 What type of setting do you spend at least 20% of your time in? 

(Select Up to 5 Options) 









	

Before becoming a VA employee, did you take part in a training or educational program based partly or entirely in VA? 









	

Employees in my workgroup are provided with the results of the All Employee Survey (AES). 









	

We have made changes in practices and ways of doing business in my workgroup based on the results of the All Employee Survey (AES)







Contact:

VHA National Center for 

Organization Development

513-247-4680



Email:

VHANCOD@va.gov



















VHA National Center for

Organization Development
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Improving the Safety and Security of VA Facilities

Keith Frost

Chief,  Infrastructure Protection and Policy

Office of Security and Law Enforcement

U.S. Department of Veterans Affairs
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Department of Veterans Affairs

Security Policy

		To provide all individuals on VA facilities a safe, secure, and welcoming environment to meet our mission requirements while meeting community standards in accordance with the threat 

		VA Safety and Security Working Group, August 2009
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VA Safety and Security Working Group (SSWG)

		Includes senior representatives of each VA Administration and major Program Office

		Formed after a firearm-related suicide of a veteran at a midwest facility

		Meets on a regular basis to review personal safety and security issues
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SSWG Policy/Mission Statement

		To provide all individuals on VA facilities a safe, secure, and welcoming environment to meet our mission requirements while meeting community standards in accordance with the threat 

		VA SSWG, August 2009
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SSWG GOALS

		Reduce firearm incidents on VA property by 50% in this fiscal year

		211 incidents involving firearms in FY 2009

		As of March 2010, there have been 29 such incidents in the Department.  

		This represents an 18% drop in the number of incidents between October and March, when comparing FY 09 and FY 10.  
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SSWG GOALS

		Improve the safety and security of all VA facilities

		Conduct facility assessments to determine threats and mitigations

		Work with high-risk facilities to develop cost-effective counter measures and mitigations

		Increase employee awareness of security-related issues
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SSWG Work Projects

		New Weapons Prohibition Signage

		Existing signs were determined to be ineffective or not properly used

		New signs were created, purchased and installed

		That project was completed as of March 1 at all facilities. (there may be some VHA facilities that still have signs on backorder)
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SSWG Work Projects

		Vulnerability Assessment Survey Teams (VAST)

		A new vulnerability assessment process has been developed

		VA physical security specialists and criminal investigators have been given additional training and organized into 46 two person teams

		These VAST teams will be visiting each VA facility between April and August 2010
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Vulnerability Assessment Process
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Vulnerability Assessment Process

		This is a four step process to evaluate:

		The threats to persons on a VA facility;

		Processes, practices and procedures in place to detect, deter, defend against or respond to those threats; 

		If the security or other protective practices in place are sufficient; 

		And determine changes needed to improve facility protection.
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Threat Assessment

		Violent crimes (firearm incidents; assaults; disturbances; sexual assault)

		Property crimes (thefts of government and personal property; vandalism)

		Terrorist events (past incidents of foreign or domestic attacks-intelligence that indicates possibility of a future attack)





April 20, 2010





April 20, 2010

*

Threat Assessment

		We learn this information by: 

		Reviewing crime statistics (what has happened?)

		Reviewing current reports (what is happening?)

		Reviewing intelligence and analysis (what may happen?)

		Interviewing VA staff (facility managers, Chiefs of Police, clinical and program staff)
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Physical Security Survey

		Evaluates existing measures to protect  (deter, detect, respond) against the identified threats

		Uniformed Police or security presence

		Security systems, including access control

		Response plans
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Risk Assessment

		Compares threats (probability, likelihood and impact) to security measures in place.

		Includes a scoring system 

		Ranges from very low to very high risk to facility employees and clients
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Mitigations 

		Looks for cost-effective mitigations to the identified risks

		Tries to capitalize on interdependencies

		The primary mitigation to almost all risks is training and awareness of employees and contractors





April 20, 2010





April 20, 2010

*

VA Employee Education and Awareness

		We are developing a new crime prevention and awareness campaign

		The most effective mitigation is aware, involved and fully engaged VA staff

		It is a goal of this campaign to have all VA employees act as “sensors.”  

		All employees, contractors and volunteers share with VA Police the responsibility to provide a safe and secure care environment





April 20, 2010
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Contact Information

		Keith Frost

		Phone:  (202) 461-5247

		Email: keith.frost@va.gov





April 20, 2010







Threat
Assessment

Vulnerability Assessment







N-NACCC

National Nursing Assistant Culture Change Collaborative
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Nursing assistants are the backbone of LTC, and we comprise the largest number of direct care providers in LTC facilities nation wide. Moreover, we are true experts at what we do, and because we will be more involved with caring for younger veterans in the future, there is a need for us (nationally) to be the catalyst for changing the culture.













2



Proposed Objectives


Become knowledgeable of our customer group and market segment 

Identify processes that build relationships and grow customer (staff and veteran residents) satisfaction and loyalty 

Engage staff to achieve organizational          success 
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N-NACCC Affirmation

As Nursing Assistants, N-NACCC will affirm our commitment… to provide individualized, resident-directed care, which means we need to learn more about the veterans we serve. We honor all who have lived in battles that we have only read about.
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HATCH MODEL
RELATIONSHIP BUILDING



The center connecting point for all six domains is a Heart, which represents the residents and the relationships between those who work in the home and those who live there. 
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SO WHERE DO WE START?

The evidence of our commitment 
starts with us as we build relationships with each other. Our plan is to use the parable of the GEESE as our framework for building and sustaining relationships.
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RELATIONSHIP BUILDING

In the fall when you see Geese heading south for the winter flying along in the "V" formation, you might be interested in knowing what science has discovered about why they fly that way. 



It has been learned that as each bird flaps its wings, it creates uplift for the bird immediately following. By flying in a "V" formation, the whole flock adds at least 71% greater flying range than if each bird flew on its own.  Quite similar to people who are part of a team and share a common direction get where they are going quicker and easier, because they are traveling on the trust of one another and lift each other up along the way. 



Whenever a Goose falls out of formation, it suddenly feels the drag and resistance of trying to go through it alone and quickly gets back into formation to take advantage of the power of the flock.  If we have as much sense as a Goose, we will stay in formation and share information with those who are headed the same way that we are going. 



When the lead Goose gets tired, he rotates back in the wing and another Goose takes over.  It pays to share leadership and take turns doing hard jobs. 
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The Geese honk from behind to encourage those up front to keep their speed.  Words of support and inspiration help energize those on the front line, helping them to keep pace in spite of the day-to-day pressures and fatigue. It is important that our honking be encouraging. Otherwise it's just - well honking! 



Finally, when a Goose gets sick or is wounded by a gunshot and falls out, two Geese fall out of the formation and follow the injured one down to help and protect him. They stay with him until he is either able to fly or until he is dead, and then they launch out with another formation to catch up with their group.  



When one of us is down, it's up to the others to stand by us in our time of trouble. If we have the sense of a Goose, we will stand by each other when things get rough. We will stay in formation with those headed where we want to go. ---Angeles Arrien
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Monthly conference calls established.  

Sharing of best practices during conference calls. 

Conference calls would consists of learning circles addressing N-NACCC needs.

Establish peer mentoring utilizing the best national talent.

Designate a mentor/coach at each participating site to be a resource to the nursing assistants.



PLAN 
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AIM


To empower nursing assistants as national leaders in the transforming journey of VHA’s culture change

To educate all nursing assistants on the HATCh model and age appropriate care

Establish Nursing Assistant Speaker’s Bureaus





Quality of Care Leader & Quality of Life leaders at a

Resident luncheon at CHILIS” Restaurant
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MISSION

To Build Homes 

where heroes of all ages live,

 grow, love, laugh and play

We value the lifting power and leverage 

of N-NACCC as we share a common 

Culture change journey to care 

for the warriors within our walls

Vibrant, fully engaged 

Community Living Center Citizens

MISSION

VISION




N-NACCC’S  COMMITMENT LINK… 


VALUES
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WHAT’S IN IT FOR ME?
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One VA-One Team




   WITH PRIDE, WE AFFIRM OUR COMMITMENT…
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Labor Relations in the New Administration









©JSA Joseph Swerdzewski & Associates
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Objectives

		Provide understanding of labor relations in the new Administration



		Review Executive Order on Federal Labor Relations



		Provide understanding of labor relations strategies



		Develop Labor Relations Strategy for GSA
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Expectations and Questions

	

	

   On the piece of paper in your folder write down one question you have about labor relations you would like answered.
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Labor Relations in the Federal Sector

		The Statute



		The Federal Labor Relations Authority



		Your Collective Bargaining Agreement 



		The Relationship between Labor and Management



		The Obama Administration Executive Order on Labor Management Forums
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 Changes at the FLRA

		New Chairman of FLRA



		New Impasses Panel



		New FLRA Member



		New General Counsel











*

Your Collective Bargaining Agreement 



		New Impasses Panel



		Negotiability Decisions



		New Interest in Collective Bargaining
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The Relationship Between Labor and Management 

		Labor Relations under Bush Administration



		Partnership Executive Order under Clinton Administration



		Collaboration vs. Compliance
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Labor Relations under Bush Administration

		Terminated Clinton Partnership Executive Order



		Did not outlaw Partnership but allowed any relationship management wanted



		Changed theory of management of the government



		More compliance oriented approach than collaborative
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Bush Management Theory

		Government management should use stove pipe approach where policy comes directly from political management. 



		Unions who deal directly with management of government interfere with the citizens control of their government. They are anti-democratic.



		Unions interfere with political management of government
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Clinton Partnership

		Union partnership was necessary to change how government worked



		Theories of labor cooperation and collaboration essential to reengineering government



		Unions seen as part of process of change and not as opponents



		Created concept of pre-decisional involvement
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Clinton Partnership

		Required all agencies to form partnerships



		National level partnership committee



		“Required” bargaining over Section 7106 (b) (1)



		Emphasized interest based bargaining
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The Good of Partnership

		Effective in changing relationships

		Gave unions a “seat at the table’

		Created greater “political power” for unions

		Improved decision-making in some agencies

		Government-wide philosophy of labor relations

		Pre-decisional involvement
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The Bad of Partnership

		Conflict between enforceable rights and cooperation

		Not durable – based on relationships

		Left residue of bad feelings by management

		Not embraced throughout government

		Conflict over Section 7106(b) (1)

		Many partnerships were in name only
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Obama Executive Order on Labor Management Forums

		Section 1: Policy



		Section 2: The National Council on Federal Labor Relations



		Section 3: Implementation of Labor- Management Forums Throughout Executive Branch



		Section 4: Negotiation over Permissive Subjects of Bargaining



		Section 5: General Provisions
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Policy

		A nonadversarial forum for labor  and management to discuss government operations will promote satisfactory labor relations and improve productivity



		Labor-management forums, as complements to the existing collective bargaining process, will allow managers and employees to collaborate in continuing to deliver highest quality services 



		Management should discuss workplace challenges and problems jointly, rather than advise union representatives of predetermined solutions to problems and then engage in impact and implementation bargaining of the pre-determined solution
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 The National Council on Federal Labor Relations - Membership

Director of the Office of Personnel Management ("OPM"); 

Deputy Director for Management, Office of Management and Budget;

Chair, Federal Labor Relations Authority; 

President, American Federation of Government Employees, AFL- CIO; 

President, National Federation of Federal Employees; 

President, National Treasury Employees Union; 

President, International Federation of Professional and Technical Engineers, AFL- CIO; 

The heads of a 3 other labor unions that represents federal employees and is not otherwise represented on the Council;

A deputy Secretary or other officer with department- or agency-wide authority from five executive departments or agencies (hereafter collectively "agency"), not otherwise represented on the Council; 

The President of the Senior Executives Association;and 

The President of the Federal Managers Association.
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National Council on Federal Labor Relations  Responsibilities and Functions



supporting the creation of agency level labor-management forums and promoting partnership efforts between labor and management in the executive branch;



developing suggested measurements and metrics for the evaluation of the effectiveness of the Council and department or agency labor-management forums in order to promote consistent, appropriate and administratively efficient measurement and evaluation processes across departments and agencies;



collecting and disseminating information about, and providing guidance on labor-management improvement efforts in the executive branch, including results achieved; 



utilizing the expertise of individuals both within and outside the Federal Government to foster successful labor-management relations arrangements, including through the training of department and agency personnel in methods of dispute resolution and cooperative methods of labor –management relations; 
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National Council Responsibilities - Continued

		developing recommendations for innovative ways to improve delivery of services and products to the public while cutting costs and advancing employee interests



		serving as a venue for addressing systemic failures of department – or agency – level forums established pursuant to section 3 of this order; and



		Providing recommendations to the President for the implementation of several pilot programs within the executive branch for bargaining over section 7106 (b) (1)
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Section 3: Implementation of Labor-Management Forums Throughout the Executive Branch

     The head of each agency that is subject to the provisions of chapter 71 of title 5, United States Code, or any other authority permitting employees of such agency to select an exclusive representative, shall:

     

establish agency level labor-management forums by creating labor-management committees or councils at levels of recognition and other appropriate levels agreed to by labor and management , or adapting existing councils or committees if such groups exist, to help identify problems and propose solutions to better the public and agency missions; 





allow employees and their union representatives to have pre-decisional involvement in all workplace matters to the fullest extent practicable, without regard to whether those matters are negotiable subjects of bargaining under 5 U.S.C. § 7106; provide adequate information on such matters expeditiously  to  union representatives  where not prohibited by law; and make a good faith attempt to resolve issues concerning proposed changes in conditions of employment including those involving subjects set forth in 5 U.S.C 7106 (b) (1) through discussions in its labor management forums .





evaluate and document, in consultation with union representatives and consistent with the spirit of this order and any further guidance provided by the Council , changes in employee satisfaction, manager satisfaction  and organizational performance resulting from the labor-management forums.
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Section 3 continued

	Each head of an executive department or agency in which there exists one or more exclusive representatives shall in consultation with union representatives prepare and submit for approval, within 90 days, a written implementation plan to the Council.  The plan shall:



	1.	describe how the executive department or agency will conduct a baseline assessment of the current state of labor relations within the department or agency;



	2.   report the extent to which the agency or department has established labor –management forums or may participate in the pilot projects described in section 4 of this order



		3.	address how the department or agency will work with the exclusive representatives through its labor management forums to develop department-, agency- and/or bargaining unit-specific metrics to monitor improvements in areas such as labor-management satisfaction, productivity gains, cost savings, and other measures as identified by the relevant labor-management forums participants



		4.	explain the executive department’s or agency’s plan for devoting sufficient resources to provide annual reports to the Council pursuant to Section 2.d of this Order.
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Negotiate over Permissive Subjects

	Pilot projects to evaluate impact of bargaining over permissive subjects



	Council to develop recommendations for pilot projects



	Council to evaluate results
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General Provisions

	

	Nothing in the order shall be construed to impair or otherwise affect the authority granted by law to an executive department, agency or head thereof.
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Management Response to  Executive Order 

		Don’t let pendulum swing back too far the other way



		Here we go again



		Enforced relationships don’t work
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What is Pre-Decisional Involvement

	Created during Clinton Administration as concept of union involvement 



	Voluntary involvement by the union prior to final decision being made on a matter by management



	One of important concepts of union-management collaboration



	It is not statutorily required notice before a change in working conditions
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Pre-Decisional Involvement

		Must understand what it is and when it is used



		Must understand when it is beneficial and what is involved



		Must be formalized process



		Must have criteria for when it is used



		Must be clear expectations when union and management involved pre-decisionally
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When Should It Be Used

	

	When management and union have a level of trust justifying an open and frequent communication.



	When the parties have agreed on a collaborative approach to labor management relations.



	When union and management agree a cooperative approach is the best way to solve a problem.



	When the solution to a problem is best achieved through direct union involvement in the early development of the solution.
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What Does it Involve

		High level of Trust



		Openness and information exchange



		Education of the union in the subject matter



		Education of management in problem solving and communication skills
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Criteria

		Not all issues lend themselves to PD



		Describe those types of issues appropriate for PD



		May allow either side to opt out if they can not successfully engage in PD



		Expectations may determine whether to use PD
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Must Be Formalized Process

		Must have written ground rules for its use



		Must be written understanding of criteria for when PD will be used



		Must have clearly set out expectations









*

Expectations

		Will an agreement be reached during the process or is process just informational



		How will an agreement be reached – what process will be used



		Has the union waived its right to bargain



		Has management waived its rights
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Barriers to Pre-Decisional Involvement 

		The Law 



		Lack of Trust



		Lack of Problem Solving Skills



		Lack of Patience with the Process



		Unrealistic Expectations
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What You Have to Decide

		What kind of relationship do you want



		Is payback by unions  what is most important



		How to sustain an effective relationship regardless of the Administration



		What is your strategy for the future
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Approaches to the Conduct of Labor Relations



		Escape



		Compliance 



		Collaboration



		Mixture of Compliance and Collaboration
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Escape

		Escape from the relationship



		In federal sector not politically feasible



		Contracting out is form of escape



		In private sector use consultants to “assist” employees with decertification campaign
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Compliance

		Enforcing your rights



		Using third parties to determine who wins



		Following the law and the contract 



		I win - you lose



		Know the contract, know the law and litigate
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Collaboration

		Problem Solving



		Trust and Communication



		Win – Win



		Deal with issues greater than traditional labor relations 
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Risks to Union of Collaboration

		Layoffs – What happens



		Union Membership favors power over cooperation



		Dangers of leaving familiar turf
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Risks to Management of Collaboration

		Co-Management



		Relinquish Management Rights



		Dangers of leaving familiar turf
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Conclusion

		The New Administration is trying to learn from the past



		The relationship between management and union must be a mutual decision



		Must have boundaries to a relationship



		Must know the law and how to develop an effective relationship









*

      Joseph Swerdzewski & Associates

6585 Highway 431 South, Suite E 457

        Hampton Cove, AL 35763

           phone 256-503-2226

             fax 256-288-0628

    e-mail jswerdzewski@jsafed.com

          http://www.jsafed.com
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Voice of the VA Survey Results: 

Health Promotion

Michael Hodgson, MD, MPH; Ebi Awosika, MD, MPH; Tamara Schult, MPH

Occupational Health Safety and Prevention Strategic Health Group



Health promotion and disease prevention are hot topics in the workplace, because of the huge implications for productivity.  VHA implemented a health promotion program in VISN 23 to document benefits and included health behaviors and risk factors in a Voice of the VA survey









Health Promotion Survey:

Goal and Methods

		Goals

		To establish baseline rates of health behaviors and prevalence of chronic health conditions in the VHA employee population. 

		Support business case analyses for employee health promotion activities

		Support evaluation of employee health promotion program effectiveness over time at national, VISN, and facility level.

		Methods

		Items included on the survey are from recent versions of the Behavioral Risk Factor Surveillance System (BRFSS) surveys. 

		Allows for comparison of  VHA employee data to another source of national data. 

		Smoking, diet, exercise, personal stress management, influenza vaccine acceptance

		Response Rate for VHA = 25,070/98,120 = 25.6%





The primary goal was to establish baseline metrics on habits and risk factors that have well-established implications for health and productivity.  Lining up the quantitative benefits documented in VISN 23 with the survey prevalence data will allow us to develop formal business case analyses as VHA considers how best to increase employee health and productivity. At the same time, such a national survey establishes baseline metrics for future evaluation.  This survey was constructed to support comparisons at the national, VISN, facility, and occupation level.  The sample size will support some but not all occupation* facility subgroup comparisons



Items included on the survey were taken from the recent Behavioral Risk Factor Surveillance System.  These allow comparison of our staff with a national population and with the Healthy People 2020 goals.  They address smoking, diet, exercise, personal stress management, the prevalence of chronic diseases, and flu vaccine acceptance



The response rate was approximately 25%









Health Behaviors:

Current Smokers (%) VHA vs U.S. Population

Smoking data for the U.S. population is from the 2008 Behavioral Risk Factor Surveillance System.

             HealthyPeople 2010 Target



Almost 15% of our staff are smokers, as compared with approximately 18% of the US population.









Costs of Cigarette Smoking in VHA

CDC estimates that cigarette smoking costs employers an average of $3,856 per smoking employee per year in medical expenses and lost productivity.

Smoking in VHA employees is estimated to cost $140 million per year.

14% prevalence rate

$59 million in medical expenditures

$81 million in lost productivity

http://www.cdc.gov/tobacco/quit_smoking/cessation/practical_guide/pdfs/practical_guide.pdf



Based on CDC estimates, with a great deal of validity, the data suggest yearly costs of almost $60 million in medical expenditures, mostly addressed through the Federal Employee Health Benefits program, and over $80 million in lost productivity.









Health Behaviors:

Current Smokers (%) by Job Category



Of course the prevalence of smoking varies dramatically by occupational group.  Fewer than 5% of physicians smoke.  Over 12% of registered nurses, and well over 25% of nursing assistants and licensed practical nurses are smokers.  Lower ranks of General Schedule employees and police similarly had smoking rates above 20%.  Strikingly, the higher the overall injury rate, the higher the smoking prevalence – with its well-known impairment of healing









Chronic Health Conditions:

High Blood Pressure (%) VHA vs U.S. Population

High blood pressure data for the community is from the 2007 Behavioral Risk Factor Surveillance System.



30% of our staff acknowledged hypertension, higher than the population at large.









Chronic Health Conditions:

High Blood Pressure (%) by Job Category



These risk factors do vary, similarly, by occupation









Chronic Health Conditions:

Diabetes (%) VHA vs U.S. Population

Diabetes data for the U.S. population is from the 2008 Behavioral Risk Factor Surveillance System.



A substantially higher proportion of our staff are diabetics than of the US population at large.









Chronic Health Conditions:

Diabetes Cases per 1,000 VHA vs U.S. Population

Diabetes data for the U.S. population is from the 2008 National Health Interview Survey (NHIS), CDC, NCHS.

                HealthyPeople 2010 Target





Rates, per thousand population, show that difference a little more dramatically









Chronic Health Conditions:

Diabetes (%) by Job Category



The pattern of diabetes by job category follows that of hypertension.









Chronic Health Conditions:

Current Asthma (%) VHA vs U.S. Population

Diabetes data for the U.S. population is from the 2008 Behavioral Risk Factor Surveillance System.



The prevalence of asthma among our employees is higher than in the US population at large.









Chronic Health Conditions:

Current Asthma (%) by Job Category



Again, the prevalence of asthma varies across occupational groups.  These differences in chronic disease prevalence have led us to work with the Office of Personnel Management, and VA is now one of three OPM health promotions/disease prevention pilot sites.  OPM is interested in working with agencies on the development of a disease management in the workplace program, on approach that has been shown to lead to major cost savings and increased productivity.  OPM is taking the lead on changing some of the laws necessary to support.  A OMB / OPM kick off, with Mr. Sepulveda and Dr. Petzel, is planned for later this spring.









Additional Domains in Health Promotion Survey

		Health Status and Behaviors

		BMI

		Fruit and Vegetable Consumption

		Physical Activity

		Access to Health Insurance

		Cholesterol Awareness

		Influenza Vaccination

		Receipt of vaccine

		Knowledge and attitudes regarding vaccination

		Chronic Conditions

		Arthritis Burden







Data cleaning is under way for other variables.  We hope to have a formal, final report out within a month.  The usual reports by VISN will be made available, as will a data cube.
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Learning Organization Survey 



Voice of the VA

Sue R. Dyrenforth, Ph.D.

National Partnership Council

April 20, 2010
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The categories for this slide are constructed from the occupational selections of respondents.  

*











This demographic question asks employees where they spend at least 20% of their workweek.  Respondents could select up to 5 options. The multiple areas bar represents the percentage of respondents who selected more than one setting.

*











This question allowed the respondent to select only one type of service.

*











The training question asks, “Before becoming a VA employee, did you take part in a training or educational program based partly or entirely in VA (such as paid or unpaid internships, residencies, fellowships, or clinical, or administrative rotations)?” 

*









Changes to the 2010 Learning Organization Survey

		Using data from the 2009 administration, researchers from NCOD, COLMR, and the Harvard School of Public Health revised the Learning Organization Survey

		Reduced items from 55 to 27 using a combination of exploratory and confirmatory factor analysis

		Collapsed 10 theoretical content areas to 7 empirically supported factors

		Continuity maintained between two versions by keeping questions from each of the three building blocks of the original survey

		Quartile scores are based on VHA facility averages; not Harvard private sector norms as in previous administrations





The current seven empirically derived factors can be mapped back to the three blocks of Supportive Learning Environment, Concrete Learning Processes and Practices, and Leadership that Reinforces Learning. Two of the three blocks, Supportive Learning Environment and Leadership that Reinforces Learning, are represented by a single factor. The final block, Concrete Learning Processes and Practices, is represented by the five remaining empirical factors.

*











In this work group, people value new ideas.

Differences in opinions are welcomed in this unit.

This work group engages in productive conflict and debate during discussions.

In this work group, people are open to alternative ways of getting work done.

People in this work group are eager to share information about what doesn't work as well as to share information about what does work.

In this work group, we frequently identify and discuss underlying assumptions that might affect key decisions.

If you make a mistake in this work group, it is often held against you.

*











There is simply no time for reflection in this work group.

In this work group, people are too busy to invest time in improvement.

*











This work group experiments frequently with new product/service offerings.

This work group experiments frequently with new ways of working.

This work group frequently employs pilot projects or simulations when trying out new ideas.

This work group has a formal process for conducting and evaluating experiments or new ideas.

*











This work group frequently compares its performance to:

   Best-in-class organizations. 

   Other similar work groups.*



This work group consistently collects information on:

    Technological trends. 



*Changed from Competitors in original survey to be more aligned with VA practice.



*











Experienced employees in this work group receive training when switching to a new position.

Experienced employees in this work group receive training when new initiatives are launched.

Newly hired employees in this work group receive adequate training.

*











This work group has forums for meeting with and learning from:

    Experts from outside the organization. 

    Experts from other departments/teams/divisions.

    Customer/clients.



This work group regularly conducts post-audits, after-action reviews and debriefings.*



*The term “debriefings” was added to this question to expand coverage of review activities.

*











My immediate supervisor(s) establish(es) forums for and provide(s) time and resources for identifying problems and organizational challenges.

My immediate supervisor(s) establish(es) forums for and provide(s) time and resources for reflecting and improving on past performance.

My immediate supervisor(s) listen(s) attentively.

My immediate supervisor(s) invite(s) input from others in discussions.

*









Comparing 2009 to 2010

		In 2010, employees of all levels were invited to take the survey vs. only supervisors in 2009

		In 2010, the survey was 27 items vs. 55 in 2009

		In order to make comparisons

		Supervisory employees were selected from the 2010 dataset

		Only the questions included in the 2010 survey were selected from the 2009 dataset

		Quartiles represent 2010 VHA facility averages calculated with scores from all respondents







*











In 2009, invitations were emailed to all supervisors in VHA. In 2010, the survey was included in the winter Voice of VA survey and received 45% of the total number of employees who responded to the survey call.
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In this work group, people value new ideas.

Differences in opinions are welcomed in this unit.

This work group engages in productive conflict and debate during discussions.

In this work group, people are open to alternative ways of getting work done.

People in this work group are eager to share information about what doesn't work as well as to share information about what does work.

In this work group, we frequently identify and discuss underlying assumptions that might affect key decisions.

If you make a mistake in this work group, it is often held against you.

*











There is simply no time for reflection in this work group.

In this work group, people are too busy to invest time in improvement.

*











This work group experiments frequently with new product/service offerings.

This work group experiments frequently with new ways of working.

This work group frequently employs pilot projects or simulations when trying out new ideas.

This work group has a formal process for conducting and evaluating experiments or new ideas.

*











This work group frequently compares its performance to:

   Best-in-class organizations. 

   Other similar work groups.*



This work group consistently collects information on:

    Technological trends. 



*Changed from Competitors in original survey to be more aligned with VA practice.
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Experienced employees in this work group receive training when switching to a new position.

Experienced employees in this work group receive training when new initiatives are launched.

Newly hired employees in this work group receive adequate training.

*











This work group has forums for meeting with and learning from:

    Experts from outside the organization. 

    Experts from other departments/teams/divisions.

    Customer/clients.



This work group regularly conducts post-audits, after-action reviews and debriefings.*



*The term “debriefings” was added to this question to expand coverage of review activities.

*











My immediate supervisor(s) establish(es) forums for and provide(s) time and resources for identifying problems and organizational challenges.

My immediate supervisor(s) establish(es) forums for and provide(s) time and resources for reflecting and improving on past performance.

My immediate supervisor(s) listen(s) attentively.

My immediate supervisor(s) invite(s) input from others in discussions.

*









Contact:

VHA National Center for 

Organization Development

513-247-4680



Email:

VHANCOD@va.gov







*



















VHA National Center for

Organization Development
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All Employee Survey

		VA All Employee Survey (AES) takes place from April 19 thru May 10

		Administered and analyzed by National Center for Organization Development

		First year that all of VA is taking AES

		National level results available 30 days after survey closes

		Workgroup level results available 45 days after survey closes

		Typical response rate for census surveys = 30%

		Leadership support, communication/marketing usually results in increased participation and higher response rate

		VA response rate goal = 72%
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DFAS/MyPay/New Time and Attendance

 



Office of Financial Business Operations, Payroll/HR Systems Service

Linda Peña



*











*

		DFAS – Current Status

		DFAS – Challenges 

		DFAS – What’s Next

		Migration from Employee Express (EEX) to MyPay

		Questions 



Discussion Topics



*











*

		Successfully completed migration in September 2009

		All migrations were successful and had minimal problems

		All Customer Service Representatives (CSRs) were fully trained before migration

		The HR community received training





		





     DFAS – Current Status



*











*







		Union Reports

		We believe we have updated all reports

		PAID reports have been updated to include anniversary dates—reviewing reports to ensure accuracy

		Submitting requirements to DFAS for future DFAS reports

		Timeliness of HR actions

		Provided Training for all HR Representatives

		Conducting one-on-one training – sponsored by VISNs

		Work with HRIS to provide more guidance to field HR community

		Continue to follow up on expired NTE dates













     DFAS – Challenges





*











*



		Compensatory Time Earned



Available to use during the pay period in which it is earned as long as the compensatory time is earned before it is taken

Available for one year – it is tracked in DFAS system

		Customer Service Representatives (CSRs)/Payroll Technicians errors



Some CSRs have grasped their role and responsibilities better than others 

My office works closely with those CSRs that need more assistance – one-on-one training 

		Elevating payroll issues before they get out of control





     DFAS - Challenges



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*



		Schedule future training for HR and CSRs

		Submit requirements for DFAS to generate union reports 



Same information provided by PAID reports to include anniversary dates

		Continue one-on-one support to CSRs and HR until payroll processes become second nature.

		Established mailbox to elevate payroll processing problems VACO_DCPS_Analysis





     DFAS – What’s Next



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*





Current Environment:



		EEX Services are contracted to the VA through the Office of Personnel Management



		VA currently pays $1M+ per year for using EEX.





		Employees use EEX to make federal/ state tax withholding and financial allotment elections, home and check mailing address and/or direct deposit updates





		Employees can obtain a copy of  their Leave and Earning Statements and W-2 online





     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

Benefits of MyPay:



		Employees will have the same options provided by EEX plus a few more 





		Employees will see changes made in MyPay much sooner

		Minimizes number of repetitive transactions processed



		There is a direct interface between DFAS’ payroll system and MyPay



		One PIN for Civilian and Retired Military



		W-2 is retained for 5 years versus 3 years in EEX



		Earning and Leave Statements are retained for 26 pay periods





     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

With MyPay You Can:



View/print/save Leave and Earnings Statement

View/print/save Tax Statements

Change bank account and electronic fund transfer information

Change federal and state withholdings		

Manage Financial Allotments	

Manage U.S. Savings Bonds 				       

Make address changes

Request/change alternate login

Request/change limited access login



     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

With MyPay You Can:

 Manage Health Savings Account

 Manage Federal Employees Health Benefits

 Manage Thrift Savings Plan (TSP)

 Manage TSP Catch-up 		



     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

What’s next:

		Define requirements for VA to move to MyPay

		Primarily the interfacing of data from DCPS to MyPay

		March 31, 2010

		Develop Communications Plan

		March 2010

		Develop training package for employees to use MyPay

		March 2010 – April 2010





     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

What’s next:

		Formally Notify Unions of migration to MyPay – April 30 2010

		Notify VA employees of migration date to MyPay

		Include information on what moves to MyPay and what does not

		Include timeframe that EEX will be available to obtain information not moved to MyPay

		May 2010

		Complete testing of MyPay to ensure all data passed from EEX/PAID to MyPay accurately

		May 2010

		Move to MyPay – June 2010

		Notify all SES/Managers/Supervisor that it is mandatory to use electronic E&Ls and W-2s – July 2010

		Effective date for mandatory use of MyPay – EOM August 2010

		





     Migration from Employee Express to MyPay



*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.









*

	New Time and Attendance System

		Expected Benefits:

		Standardization throughout the VA





		Build interface capability to DCPS

		Eliminates reliance on the SDA file 





		Strong “up front” internal controls

		Minimizes the risk of paying employees without authority

		Validation checks occurs upon entry of timecard data – not subsequent to payroll transmission and processing

		Ability to generate accurate and consistent ad hoc reports as needed

		For example, VA could quickly report the level of effort currently taking place to clear the backlogs of claims

		VA could gain real-time analytical insight into the productivity and performance of the entire enterprise





		Reduces administrative costs by eliminating manual workarounds that exist today









*



QUESTIONS





*

DFAS originally asked VA to plan on a DFAS cost of $6M for development and implementation.  However, as the requirements analysis has progressed they have stated that this estimate ($6M) is subject to change based on obtaining final cost estimates.



The Office of Management is able to cover the $6M.














