
 

 

 
  
 
 
   

 

Welcome back to Bill Reynolds, DHR General Counsel, 

who recently joined us from the Vermont Attorney 

&ÌÕÌÙÈÓɀÚɯ.ÍÍÐÊÌȭɯɯ!ÐÓÓɯÚÌÙÝÌËɯÈÚɯÐÕÛÌÙÐÔɯ&ÌÕÌÙÈÓɯ"ÖÜÕÚÌÓɯ

in 2004-05 while I was in Iraq.  As an Assistant Attorney 

General, Bill represented state agencies and departments 

in employment cases before the Vermont Labor 

Relations Board, Human Rights Commission and 

Vermont Supreme Court.  Prior to joining the Attorney 

&ÌÕÌÙÈÓɀÚɯ.ÍÍÐÊÌȮɯ!ÐÓl worked as a prosecutor in the 

!ÙÖÕßɯ#ÐÚÛÙÐÊÛɯ ÛÛÖÙÕÌàɀÚɯ.ÍÍÐÊÌɯÐÕɯ-ÌÞɯ8ÖÙÒȭɯɯ 

 

6ÌÓÊÖÔÌɯÛÖɯ#ÖÙÌÌÕɯ,ÈÙØÜÐÚȮɯ#'1ɯ"ÖÔÔÐÚÚÐÖÕÌÙɀÚɯ

Assistant who joined us on February 25, 2008 from the 

Human Resources Department at TD Banknorth.  Prior 

to this, she was a high school English teacher for 

several years and is a long time resident of Vermont.  

We are all thrilled to have Doreen on board!  
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From the Commissioner - David K. Herlihy 

 
State  

of  

Vermont 

 

Department  

of  

Human 

Resources 

1ÌÎÈÙËÐÕÎɯ2ÌÛÛÓÌÔÌÕÛÚȱ 

Most of us who work in HR have encountered a situation in which the State and an 

employee (or former employee) enter a negotiated settlement to resolve a conflict.  Most 

often, the terms of such agreements are set forth in a stipulation.  In many cases, the Labor 

Relations Division of DHR, or a member of the DHR legal team, or both are involved with 

the negotiation of these agreements.  From time to time, DHR is not involved.  When that is 

the case and departments strike deals without DHR involvement, problems arise all too 

ÍÙÌØÜÌÕÛÓàȭɯɯ2ÖÔÌÛÐÔÌÚɯÐÛɀÚɯÈɯ×ÙÖÉÓÌÔɯÞÐÛÏɯÛÏÌɯÈËÔÐÕÐÚÛÙÈÛÐÖÕɯÖÍɯÈɯÛÌÙÔɯÖÍɯÚÌÛÛÓÌÔÌÕÛɯ

because a deal has been made to do something that is contrary to State policy or that cannot 

be accurately reflected in our IT systems.  On occasion an agreement is drafted without 

ÊÙÜÊÐÈÓɯÓÈÕÎÜÈÎÌɯÛÏÈÛɯÓÌÈÝÌÚɯÛÏÌɯÚÛÈÛÌɯÝÜÓÕÌÙÈÉÓÌɯÛÖɯÓÌÎÈÓɯÊÓÈÐÔÚȭɯɯɯ.ÛÏÌÙɯÛÐÔÌÚɯÐÛɀÚɯÉÌÊÈÜÚÌɯÈÕɯ

element of a deal is something that DHR simply cannot accept as a precedent for all of state 

government in dealing with our workforce.  Although our agreements normally include 

ɁÕÖÕ-×ÙÌÊÌËÌÕÛɂɯÓÈÕÎÜÈÎÌȮɯÛÏÌɯÙÌÈÓÐÛàɯÐÚɯÛÏÈÛɯÖÕÊÌɯÞÌɯÈÎÙÌÌɯÛÖɯÈɯÊÌÙÛÈÐÕɯÛÌÙÔȮɯÛÏÌɯ5ȭ2ȭ$ȭ ȭɯ

and others will be aware that we have accepted it in at least one case, and expect that it may 

be available as a term in other cases.   

The bottom line is that to avoid unpleasant surprises, extra work, and possible harm to 

àÖÜÙɯÙÌÓÈÛÐÖÕÚÏÐ×ɯÞÐÛÏɯɁÛÏÌɯÖÛÏÌÙɯÚÐËÌȮɂɯÐÛɀs important to get DHR involved in the process 

ÌÈÙÓàȭɯɯ(ɯÈÊÒÕÖÞÓÌËÎÌɯÛÏÈÛɯÛÏÌÙÌɯÔÈàɯÉÌɯÊÈÚÌÚɯÐÕɯÞÏÐÊÏɯÞÌɯÛÌÓÓɯàÖÜɯÛÏÈÛɯÞÌɯÊÈÕɀÛɯËÖɯ

something that you might like to include in a settlement, but we are looking out for your 

interests and the interests of state government as a whole.   
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Benefits Corner 

 Student Verification Process Change 
 

The State Employees Health Plan currently allows for coverage of dependent children beyond the age of 19 if 

they are a full -time student or disabled.  The verification process begins roughly two months before the 

ËÌ×ÌÕËÌÕÛɀÚɯƕƝth birthday with a letter from CIGNA to the employee.  Historically, the employee was required to 

submit supporting documentation to prove status as a full -time student, which could be very labor -intensive for 

both the employee and the Benefits Unit.  

Beginning with student letters issued on March 1, 2008 (for birthdays in May 2008) the process will be 

slightly different.  Employees will no longer be required to submit school schedules or copies of tuition bills as 

×ÙÖÖÍɯÖÍɯÛÏÌÐÙɯËÌ×ÌÕËÌÕÛɀÚɯÍÜÓÓ-time status.  The state has worked with CIGNA to develop an affidavit that each 

employee will sign attesting that his or her dependent is a full -time student or on an approved medical leave of 

absence from the school.  The supporting documents (schedules or tuition bills) will no longer be required.  This 

should make the verification process much easier for the member.  However, if the affidavit is not submitted 

within the required period, even dependents that are full -time students could experience a lapse in coverage.   

Please note if a dependent over the age of 19 is NOT a full-time student or disabled, the employee should 

send an updated medical/dental enrollment form to the benefits unit to stop premium deductions.  As outlined 

in the governing plan document, premium overpayments cannot be refunded.  The Employee Benefits Unit will 

send COBRA coverage information to eligible dependents that lose coverage through this process.     

If you have questions about the Student Verification process, please contact Anne Carver at 828-0648 or Jerry 

Fry at 828-3455. 

 

Vermont Human Resources 
Association 
 
The Vermont Human Resources Association 

ȹ5'1 ȺɯÐÚɯ5ÌÙÔÖÕÛɀÚɯÖÓËÌÚÛɯÈÕËɯÓÈÙÎÌÚÛɯÈÚÚÖÊÐÈÛÐÖÕɯ

devoted to the elevation of the human resources 

profession through development of both the 

experienced human resources professional and 

those new to this exciting field.  

 

VHRA provides networking events and educational 

opportunities to members and guests on a wide 

range of HR-related topics on a monthly basis.  

 

Knowledge increases your value as a human 

resources professional and VHRA is here to 

provide you with the resources to stay in the 

forefront of your profession. Small and large 

organizations benefit from affiliation with the 

Vermont Human Resources Association.  

 

 

 

Benefits of VHRA membership include:  

¶ Current information about topics related to 

the human resources profession  

¶ Legislative updates  

¶ Professional networking opportuni ties  

¶ Monthly breakfast meetings and periodic 

day-long workshops  

¶ Opportunities to earn PHR/SPHR 

recertification credits  

¶ Career development  

¶ Access to job postings and internship 

listings in the field of human resources  

¶ Committee work with peers  

If inte rested in becoming a member of this local 

chapter of SHRM, please visit the web site at 

www.vthra.org ȭɯ3ÏÌɯÓÐÕÒɯÛÖɯ5'1 ɀÚɯÌÕÙÖÓÓÔÌÕÛɯ

application can be found on their home page.  The 

cost to join is $60.00 per calendar year and there is a 

fee of $10.00 to attend the monthly breakfast 

meetings.  For additional information or questions, 

you may contact VHRA@Champlain.edu.     

 

Did You Know? 
 

http://www.vthra.org/
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Labor Relations 
 

Medical RIF Guidelines 
These guidelines have been created In order to 

promote statewide uniformity and consistency in the 

administration of the Medical Reduction in Force (RIF) 

process.  The Labor Relations Division reviews all 

other RIF situations to ensure compliance with 

pertinent provisions of the labor contracts, and other 

State and/or federal requirements (such as ADA, etc.).  

The need for that review is as great, if not greater in 

Medical RIF cases; consequently, they must also 

review Medical RIF situations as well.   

Agencies and departments who are contemplating 

a Medical RIF for an employee must first contact the 

Labor Relations Division of the Department of Human 

Resources to discuss the details of the situation.  The 

final authority to authorize a Medical RIF rests with 

the DHR Commissioner.   

The Labor Relations Division mu st authorize all 

Medical RIF letters, prior to being sent to an employee, 

and can provide assistance in drafting these letters.  

Minimally, there are two letters that must be provided 

to the employee: 

1. 1.    Options Letter  ɬ This letter is issued when the 

dÌ×ÈÙÛÔÌÕÛɯÐÚɯÊÖÕÛÌÔ×ÓÈÛÐÕÎɯÛÏÌɯÌÔ×ÓÖàÌÌɀÚɯ

separation for medical reasons, and serves as a 

Ɂ+ÖÜËÌÙÔÐÓÓɂɯÓÌÛÛÌÙȭɯɯ3ÏÌɯÓÌÛÛÌÙɯÖÜÛÓÐÕÌÚɯÚÌÝÌÙÈÓɯÖ×ÛÐÖÕÚɯ

that the employee may consider.  An employee may 

receive more than one of these letters over time, 

depending  upon the response and the particular 

circumstances involved.  This is not a matter that can 

ÉÌɯÈËËÙÌÚÚÌËɯÞÐÛÏɯÈɯɁÖÕÌɯÚÐáÌɯÍÐÛÚɯÈÓÓɂɯÍÖÙÔɯÓÌÛÛÌÙɯɬ 

Labor Relations and/or DHR Legal must review to 

make sure that the letter fits the particular 

circumstance presented.  Options that are customarily 

included in the letter are:  

a. Reasonable Accommodation 

b. Use up current leave balances 

c. Leave of absence 

d. Medical RIF 

e. Retirement 

2. 2.    Final Decision Letter ɬ This letter is issued when it 

has been finally determined that t he employee will be 

subject to the Medical RIF and notifies him/her of the 

effective date of separation, and of any residual 

reemployment rights he or she may have.  This letter is 

normally sent at least thirty (30) calendar days prior to 

the contemplated effective date of separation. 

 

 

The DHR Recruitment Services Division will 

become involved once an employee has actually 

received a Final Decision Letter with an effective date 

for the Medical RIF.  The Final Decision Letter should 

include the 1-800-640-1657 phone number for the 

Recruitment Services Division.  The Director of 

Recruitment Services (Rossie Conklin) must be copied 

on the letter so that she may assign a Recruiter to work 

with the individual in setting RIF reemployment 

parameters. 

The Recruitment Services staff will not have access 

ÛÖɯÈÕàɯÐÕËÐÝÐËÜÈÓɀÚɯÔÌËÐÊÈÓɯÐÕÍÖÙÔÈÛÐÖÕȭɯɯ,ÈÕËÈÛÖÙàɯ

offers of employment will be based upon the 

parameters set by the individual, provided it is 

determined that the individual meets the minimum 

qualifications of a particular position.  It is the 

responsibility of the hiring manager to explain the 

essential functions of the position to the individual, 

and inquire as to whether the individual can perform 

the essential functions of the job, with or wit hout a 

reasonable accommodation.   If the mandatory offer of 

employment is declined, the hiring manager should 

immediately notify the DHR Recruiter.  If the 

mandatory offer of employment is accepted, but 

requires a reasonable accommodation, the normal 

ADA accommodation process would apply.  Once an 

offer of employment is accepted, the DHR Recruiter 

should also be notified and the employee will be 

placed in a 90-day working test period.   

If the hiring department has questions related to 

the position or the RIF placement, the DHR Recruiter 

should be contacted.   

If the hiring manager has questions regarding the 

Reasonable Accommodation process, fitness for duty 

issues, or other concerns related to a medical RIF 

rehire situation, he or she should contact the 

dÌ×ÈÙÛÔÌÕÛɀÚɯ'1ɯ ËÔÐÕÐÚÛÙÈÛÖÙɯÖÙɯÛÏÌɯ"ÏÈÐÙ×ÌÙÚÖÕɯÖÍɯ

ÛÏÌɯ2ÛÈÛÌɀÚɯ1ÌÈÚÖÕÈÉÓÌɯ ÊÊÖÔÔÖËÈÛÐÖÕɯ"ÖÔÔÐÛÛÌÌɯ

(John Berard) in the Labor Relations Division.  

Please note that no actions for medical RIF will 

be approved for entry in HCM unless an agency or 

department has adhered to these guidelines.  

Substantial delay may result in the event DHR 

determines that revised letters must be provided to the 

employee. 

Medical RIF will be on the agenda for the March 

27, HR Partners meeting. 




