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Message from the President

Jenny Roney

Happy New Year.  I hope you’ve all added “attend CIPMA-HR Meetings” to your list of New Year’s resolutions.  We have lots more great programs and networking opportunities coming up.

In December, CIPMA-HR received notice that IPMA-HR will be charging each Chapter $12.50 for members who are not members of the national organization beginning in 2007.  The CIPMA-HR Board approved funding the $12.50 national dues in 2007 for each CIPMA-HR who is not a national IPMA-HR member until the Board has more time to access our budget and determine future action such as raising member dues to cover this cost or raising funds in others ways to cover this cost in the future.  In 2008, IPMA-HR will increase the national dues from $12.50 to $25.00 for Chapter members who are not IPMA-HR members.  Also, IPMA-HR will not longer offer Chapter rebates for local members and will no longer offer a complimentary registration to the annual conference.

The Board encourages CIPMA-HR members to consider joining IPMA-HR.  The benefits of the national membership include:

· IPMANet - IPMA-HR's discussion list for all public sector HR issues 

· HR News - IPMA-HR's monthly newsletter for HR professionals 

· Electronic copy of PPM - IPMA-HR's quarterly journal focusing on trends, case studies, and the latest research by top human resource scholars and industry experts 

· HR Bulletin - weekly email newsletter of topical HR news 

· Online membership directory - current listing of all IPMA-HR members 

· HR Resource Center - information on current research and trends 

· Government Affairs Updates - policies and advocacy related to the practice of HR 

· IPMA-HR's Benchmarking and Best Practices Reports - Current information on HR practices around the country 

· Results of IPMA-HR Surveys
The IPMA-HR annual membership cost is $145.00 or $100 for an online membership.  Another option is an agency membership which is based on the number of staff e.g. for a staff of 1-3 the membership is $315/year or $630/year for 4 to 6 staff.  IPMA-HR membership application is

available at:
www.ipma-hr.org/files/mem_app.pdf
If you have any suggestions, please contact any of the Board members.  The Board members are listed on the CIPMA-HR website at: www.cipma-hr.org.

Upcoming Events
Developing Competencies for

 HR SUCCESS:

Training Session 1

February 1-2 and 8-9, 2007
Burbank, California

Training Session 2

June 14-15 and 21-22, 2007
Long Beach, California

Training Session 3

September 20-21 and 27-28, 2007
Anaheim, California


Contact Danielle Tellez for more information:

dtellez@ci.monrovia.ca.us
Western Region Conference – 2007

May 9–11, 2007
Doubletree Paradise Valley Resort
Scottsdale, Arizona

http://www.wripma-hr.org/conference.htm
31st Annual IPMAAC Conference
“The Gateway to Excellence in Assessment”

June 10-13, 2007

The Millennium Hotel
Saint Louis, Missouri
Contact Carrie Hoover for more information at: choover@ipma-hr.org
2007 IPMA-HR International Training Conference

September 29 – October 3, 2007
“The Future of HR: Mapping the Course”
The Chicago Marriott Downtown
Chicago, IL

Contact Carrie Hoover for more information at: choover@ipma-hr.org
Survey Shows Employers Still Experiencing Trouble with FMLA

A recent survey of IPMA-HR members revealed that after 13 years, employers are still struggling to implement the Family and Medical Leave Act. Nearly 60 percent of those surveyed said that they have experienced problems implementing the law. 

Those problems tend to be centered on intermittent leave, the definition of a serious health condition, medical documentation, notice, and tracking FMLA leave. Fifty-four percent of respondents said that FMLA has interfered with the productivity of their agency.

In terms of productivity, the main complaints were that the use of intermittent leave increases the workload on other employees, time is wasted tracking the hours of leave, it is difficult to find others to cover those who take leave, and the effect on employee morale.

Because 46 percent of respondents are from cities, 19 percent from counties, 18 percent from state government and four percent each from federal government and towns, that impact is likely to affect everyone, from the HR departments to the citizens they serve.

When asked for comments on what they would change about the FMLA, several people said that it needs to be more clear—what serious health conditions are covered as well as the FMLA’s interaction with other state and federal laws.

Several people suggested that employees should have a greater responsibility to provide medical documentation when using intermittent leave. Because employers are limited in their ability to request recertification, the system is open to abuse. Another suggestion was to allow the employer’s physician to provide a second opinion on the need for intermittent leave if the length of leave requested is fairly long, such as more than four months.

The survey was conducted from December 18, 2006 to January 5, 2007. Three-hundred fifty-six people responded, representing thousands of public employees.
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Flexible Work Arrangements Thrive at AARP’s Best Employers for Workers Over 50
AARP recently released its 2006 AARP Best Employers for Workers Over 50 winners. These companies offer flexible work arrangements to encourage employees to stay at their jobs past normal retirement age. Companies such as Volkswagen of America, Inc., Hoffmann-La Roche Inc., Principal Financial Group and Busch Entertainment Corporation were highlighted. 

Volkswagen, ranked #6 in the Best Employers search. Based in Auburn Hills, Mich., it offers some of its full- and part-time employees flextime, compressed work schedules, job sharing and telecommuting. Some employees phase into retirement with part-time work. The auto manufacturer gives its retirees work opportunities, offering temporary work assignments, consulting work, and telecommuting, in addition to part-time work.

The top finisher this year in the annual AARP search—now in its sixth year—is Mercy Health System of Janesville, Wisconsin—a system with 63 facilities, including three hospitals, more than 50 outpatient clinics, post-acute care, nursing care and other facilities throughout southern Wisconsin and northern Illinois.

The not-for-profit organization also offers numerous flexible options, including weekend-only work, nursing “float” options where employees can work at different facilities and/or departments, work-at-home opportunities, “seasonal work” programs that allow staffers to go on leave for extended periods while maintaining benefit eligibility, and on-call assignments that involve a limited number of hours per month that can be expanded and/or contracted based on the employee’s availability.

“These dynamic employers recognize the importance of creating a mutually beneficial work environment,” said AARP CEO Bill Novelli in announcing the 2006 list of 50 Best Employers. “Flexible arrangements can be a big part of that positive environment, enabling workers to balance both work and family obligations.”

Novelli added that while some firms value 50+ workers for their experience, motivation, and strong engagement, more employers need to recognize the advantages that those workers bring to the table.

In addition to Mercy Health System, the remaining top 10 finishers are: #2, Lee Memorial Health System of Fort Myers, Fla.; #3, Bon Secours Richmond Health System of Richmond, Va.; #4, Leesburg Regional Medical Center and The Villages Regional Hospital in Leesburg, Fla.; #5, Yale-New Haven Hospital in New Haven, Conn.; #6, Volkswagen of America in Auburn Hills, Mich.; #7, Massachusetts Institute of Technology in Cambridge, Mass.; #8, Oakwood Healthcare System, Inc. in Dearborn, Mich.; #9, First Horizon National Corporation in Memphis, Tenn., and #10, Hoffmann-La Roche Inc. in Nutley, N.J.

Nine of the top 10 Best Employers—including Mercy Health System—are former winners.

To learn more about AARP's work on 50+ workers, visit the AARP Employer Resource Center at www.aarp.org/employerresourcecenter
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Public Employees Stay at Jobs Longer 
According to statistics released by the Bureau of Labor Statistics (BLS) on September 8, the median number of years that wage and salary workers have been with their employers is four. The number, from January 2006, is unchanged from January 2004.

Interestingly, public sector workers had almost double the median tenure of private sector employees. In January 2006, the median tenure of public sector employees was 6.9 years compared to 3.6 years for private sector employees.

According to the BLS report, one reason for this difference is age. About 75 percent of government workers are 35 or older compared to about 60 percent in the private sector. Older workers tend to have longer tenure than younger colleagues. The median tenure for employees ages 55 to 64 was 9.3 years in January 2006. Workers ages 25 to 34 had a median tenure of only 2.9 years. 

Federal employees have an even higher median tenure (9.9 years) than state employees (6.3 years) or local government employees (6.6 years). The number of all workers with 10 or more years of tenure with their employer—26 percent—is unchanged from 2004.

In addition, workers in management, professional, and related occupations had the highest median tenure at 5.2 years. Workers in service positions had the lowest median tenure at 2.8 years. Get the full report online at http://www.bls.gov. 
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DOL Says Dispatchers Must Be Paid Overtime After 40 Hours Despite Agreement 
Despite a collective bargaining agreement that authorizes public safety dispatchers to work 48 hours per week before earning overtime at a rate of time and half, the Department of Labor, Wage and Hour Division found that the dispatchers must be paid overtime when they work more than 40 hours in a workweek in order to comply with the Fair Labor Standards Act (FLSA).

The letter, signed by Administrator Paul DeCamp (who succeeded acting administrator Alfred B. Robinson), has the force of law and clearly states that public safety dispatchers do not qualify for any special or different treatment under the Fair Labor Standards Act (FLSA).

The city had entered into a collective bargaining agreement with a union representing the dispatchers. The collective bargaining agreement stated that dispatchers shall be paid overtime pay for “all hours authorized and worked in excess of 48 hours in any one week, or for all hours worked in [seven] or more consecutive days.” However, the FLSA establishes minimum standards that may be exceeded but cannot be waived or reduced. Therefore, the agreement is invalid. To view the letter, check out: www.dol.gov/esa/whd/opinion//flsa.htm
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Survey Finds 84% of Organizations Subject to FMLA Offer Some Type of Paid Family and Medical Leave
BROOKFIELD, Wis. – A recent survey by the International Foundation of Employee Benefit Plans (IFEBP) reviews nationwide approaches to family and medical leave. The findings are published in the latest installment in the Survey & Sample Series, Family and Medical Leave. 
A noteworthy segment of the respondents offer paid leave for situations beyond the scope of the Family and Medical Leave Act (FMLA).

· Twenty-five percent of organizations that allow paid family and medical leave offer it for the care of a seriously ill domestic partner. 

· Twenty-three percent offer paid leave for the care of a seriously ill family member outside what is specified in FMLA, such as a grandparent, grandchild, sibling or parent-in-law. 

· Thirty-one percent offer paid leave for other reasons, such as non-serious health conditions, parent–teacher conferences, medical procedures not covered by FMLA and doctor appointments for family members. 

In addition to handling intermittent leave, respondents found numerous other aspects of FMLA administration challenging, including recordkeeping/tracking use of leave; determining what constitutes a serious health condition; communicating with physicians and other health care providers; and coordinating FMLA with workers’ compensation, long- and short-term disability, state laws and the Americans with Disabilities Act.


The report includes 70 sample family and medical leave policies, forms and checklists. Results are compiled from 241 responses of U.S. corporate benefit managers, public employers and professional service providers.

The Survey & Sample Series was created to provide survey data and samples on a variety of employee benefits topics to allow benefits professionals to compare their plans to others, determine trends and costs, and better manage their plans. Also available in the series are Flexible Benefit Plans and FSAs, Pharmacy Benefit Managers, Auditing and Legal Services: Sample RFPs, Education Assistance Plans, Disaster Planning and Wellness Programs. For more information, check out: www.ifebp.org/surveysample
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Member Announcements:

Send your announcements to Nancy Rasmussen at: nrasmussen@ci.ventura.ca.us
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