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U.S. Environmental Protection Agency 
Region 5, 

Voluntary Separation Incentive Payments 
and 

Voluntary Early Retirement Authority 
 
 
I. Introduction 
 
In accordance with Section 1313(b) of the Chief Human Capital Officer’s Act of 2002, the U.S. 
Environmental Protection Agency (EPA), Region 5 is requesting approval authority through May 1, 
2014 for the use of Voluntary Early Retirement Authority (VERA/Early-Out) and Voluntary Separation 
Incentive Payments (VSIP/Buy-Out).  Region 5 will use these authorities to: 
 

• Reduce and reshape our environmental program positions (i.e., GS-028 Environmental 
Protections Specialists, GS-819 Environmental Engineers, GS-401 Life Scientists, and GS-1301 
Scientist positions) at the GS-13 grade level and above within Region 5 to achieve an overall 
Region-wide reduction and reshaping of the workforce.  The VERA and VSIP will be offered to 
both supervisory and non-supervisory GS-13 and above positions.  Through attrition gained by 
VERA and VSIP, the region will reassign the most complex work (i.e., GS-13 level and above) 
to existing higher graded positions in order to concentrate the assignment of this work into fewer 
positions.  The less complex work will be restructured into lower-graded GS-7/9/11 positions 
with promotion potential established to the GS-12 level.  Reshaping will occur, in part, through 
consolidation of some management positions and a reduction of some, but not all, non-
supervisory positions at higher grade levels.  This will allow us to recruit entry-level candidates 
interested in working on program and technical issues that require the integration of multimedia 
approaches and new technology skills to more efficiently and effectively implement program 
objectives, rather than a sole reliance on regional and/or national level experts in specific fields.  
While some non-supervisory higher graded positions will remain, this will create a more grade-
level balanced workforce in the region.   
 

• Reduce and reshape our program manager positions (i.e., GS-0340 Program Manager) at the GS-
15 level, which primarily fill the role of Branch Chief.  As these positions are often the 
supervisors of the other occupational series identified in this request, the vacancies created by 
these positions will be used, in part, to provide opportunities for placement of non-supervisory 
higher graded employees to further the Region 5 overall goals of rebalancing the workforce.  
Further, as the overall workforce grows smaller, these vacancies will be closely scrutinized for 
reduction in the number of Branch Chief positions.    

 
• Reduce and reshape the public affairs positions in the Superfund Division (i.e., GS-1035 public 

affairs series) at the GS-13 level.  Offers for GS-1035-13 are limited to Superfund Division 
employees of Region 5 in Chicago, IL.  In the Superfund Division, there are a total of 10 
individuals in the 1035 series, which primarily are Community Involvement Coordinators 
(CICs).  Of the 10 individuals, 7 are at the GS-13 level, with the remaining 3 at the GS-12 level.  
The role of community involvement has significantly evolved over the years.  Currently, the skill 
set necessary to be effective in the position requires strong communication skills, including the 
ability to effectively utilize social media in community outreach efforts and the ability to 
communicate orally and in writing in multiple languages, particularly Spanish.  Limited hiring, 
utilizing career ladder positions with the full performance level of GS-12, will focus on attracting 
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candidates who have the skills to communicate in multiple languages and utilize social media to 
accomplish the mission of the Superfund Division.    

 
• Reduce and reshape the Attorney Advisor (GS-905) positions at the GS-14 and GS-15 grade 

levels within Region 5, which will result in greater support of multimedia approaches, greater 
use of technology in evidence gathering and communication, and more comprehensive 
settlements as opposed to individual rule violations.  The VERA and VSIP will be offered to 
both supervisory and non-supervisory GS-14 and above GS-905 positions.  Through attrition 
gained by VERA and VSIP, the region will, in part, reassign the most complex work (i.e., GS-15 
level) to existing higher graded positions in order to concentrate the assignment of this work into 
fewer positions.  The less complex work will be restructured into lower-graded positions.  
Reshaping will occur, in part, through consolidation of some management positions and a 
reduction of some, but not all, non-supervisory positions at higher grade levels.  The region 
intends to backfill a smaller number of positions, consistent with our overall future workforce 
projections.  In addition, these positions will be offered at the entry level for attorney-advisors, 
which will create a more diverse workforce profile while they are progressing to the full 
performance level of GS-14. Finally, the limited attorney hires will also be focused on a different 
skill set supporting multimedia approaches, greater use of technology in evidence gathering and 
communications, and more comprehensive settlements as opposed to individual rule violations. 
 

• Reduce and reshape the numbers of GS-303 Miscellaneous Administrative Assistant at the GS-7, 
GS-8, and GS-9 grade levels within Region 5.  Through attrition gained by VERA and VSIP, the 
region will consolidate the majority of the work into fewer positions.  The less complex work 
will be restructured into modest rehiring plan at lower graded positions.  This will allow Region 
5 the ability to reduce the overall number of position, while recognizing the significant changes 
in technology and decentralization of functions that has occurred in the past decade.   

 
Both the VERA and VSIP opportunities will be offered to up to 146 employees in targeted occupations, 
and grade levels located within EPA Region 5.  As of November 2013, Region 5 employs 1,163 
permanent employees.  Based on the recent Diversity and Inclusion report, 41.5% of Region 5 
employees are at the GS-13 level, and over 64% of Region 5 employees are grades 13 and above.  In 
comparison, 24.46% of Region 5 employees are at the GS-12 level, with about 10% in the GS 5 through 
11 levels, some of whom have career ladders to the GS-12 (or 13).  In Region 5, we have 105 non-
supervisory GS-14’s (58 are attorneys) and 29 non-supervisory GS-15’s (27 are attorneys).   
 
Non-supervisory GS-13 positions historically were created to focus on specific programs/pollutants at a 
particular point in time when sufficient higher graded work was present (e.g., wetlands expert, fish 
contaminants expert).  Similarly, non-attorney Regional GS 14’s have been created as a result of a 
Regional employee being recognized as a national expert for a specific sector (e.g., refineries), pollutant 
(mercury), or program (Total Maximum Daily Limits (TMDL) Process Manager).  Program priorities 
have evolved over time based, in part, on executive leadership direction, and specific knowledge of a 
particular sector, program or pollutant that supported the higher grade at one point may no longer exist, 
or exist in an amount insufficient to support a stand-alone, high graded position.  In addition, re-
engineering our partnerships with States, tribes and other stakeholders to accomplish our environmental 
mission requires us to balance EPA’s obligation to provide certain oversight/accountability with 
reducing duplication of work.   The ability to effectively manage these multiple roles requires a much 
higher degree of collaboration, communication and interpersonal skills, with an ability to maintain each 
relationship overall without compromising our ability to take a stand in key situations for the future 
Region 5 workforce.  Finally, continuing to move from a 1 person/1 program mentality to greater cross-
training and work-sharing will allow us to better meet our mission regardless of where short or long-



4 
 

term vacancies arise.  Using collateral duties to allow staff to assist other programs with critical skill 
gaps (the existing regional version of Skills Marketplace) is an example of this.  These changes require 
employees with a high degree of collaboration and self-management skills, with an ability to apply their 
degrees/technical backgrounds to a variety of situations.   
 
Both the VERA and VSIP opportunities will be offered to staff in Region 5.  Targeting decisions were 
made by senior managers based on the specific mission needs required to reshape their workforce.  This 
proposal sets a maximum number of VERA/VSIPs to be offered for each series.  701 positions will be 
targeted and up to 146 offers will be made.  Decisions on who receives VERA and VSIP will be 
prioritized based upon the employee's permanent official position of record, occupational series, and 
grade level.  Decisions about who receives VERA and VSIP will be prioritized based upon the 
employee's official Service Computation Date, with precedence given to those with the highest years of 
combined service at the EPA should two or more applicants within a VERA and VISP eligible category 
have the same Service Computation Date.  
 
II. Background 
 
U.S. EPA Region 5 employs 1,163 permanent employees responsible for carrying out EPA’s 
environmental mission as required by numerous environmental laws.  This work is done in partnership 
with six states and 35 federally recognized Indian tribes.  The region conducts oversight of state and 
tribal programs to ensure they comply with Federal laws and regulations.  The region also directly 
implements programs in some states and tribal territories (including permitting, inspections, and 
enforcement), conducts federal rulemaking, and administers grants and contracts.     
 
Region 5 is organizationally divided into Divisions and Offices.  The “media” divisions (Air and 
Radiation Division, Land and Chemical Division, Superfund Division and Water Division) are 
responsible for implementing the relevant environmental laws, such as the Clean Air Act, Resources 
Conservation and Recovery Act, Comprehensive Environmental Response, Compensation and Liability 
Act, and Clean Water Act.  The Resources Management Division manages the region’s resources, 
including personnel, facilities, extramural funding and the Central Regional Lab.  The Regional 
Administrator for Region 5 is the National Program Manager of the Great Lakes National Program 
Office, and that office is located within Region 5.  The other Offices (Office of Regional Counsel, 
Office of External Communications, Indian Environmental Office, Office of Enforcement and 
Compliance Assurance, and Office of Civil Rights) are responsible for activities that cross divisional 
boundaries.     
 
In addition to the reasons noted in the previous section, Region 5 needs to reduce, rebalance grade levels 
and restructure our workforce to recruit in the new skills and abilities to also support the Next 
Generation Compliance Strategy.  The Next Generation Compliance Strategy will require new skills in 
our technical and legal staff to meet the demands of optimizing use of new monitoring technologies, 
working with communities and community-collected information on local sources and impacts, and 
developing/using innovative enforcement approaches to improve compliance.  This paradigm shift also 
impacts the Region’s regulatory and permitting personnel who must assist states in adopting/issuing 
more effective regulations and permits that are easier to implement and enforce, utilize advanced 
emissions monitoring and electronic reporting, including requiring information to be publically 
available.  Finally, continued advancement in automation/IT technologies will foster further 
streamlining and redefine our work, allowing people to manage workloads more effectively and with 
greater consistency.  Taken together, these drivers, along with our budget realities, require the Region to 
reduce, rebalance and restructure our workforce in a manner not possible through current attrition rates, 
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which have averaged about 4%.  In fact, Region 5 is consistent with Agency-wide data indicating 
employees on average stay with the Agency 5 years past their retirement eligible date.   
 
In reviewing the region's workforce demographics, we have determined that there is an imbalance 
between the number of non-supervisory positions at the GS-13, GS-14, and GS-15 levels verses the 
number of positions in which the career ladders is limited to the GS-12 level.  The VERA and VSIP 
approval will allow us to reduce the total number of non-supervisory positions at the GS-13 and above 
grade levels.  With the vacancies created by the VERA and VSIP separations, Region 5 will consolidate 
and reassign the higher graded work to existing GS-13 employees and restructure the remaining work 
into new positions with GS-12 established as the full performance level.  Ultimately, our reduction and 
restructuring plans will result in a more balanced grade level structure within the region.  We will have 
fewer GS-13 and above positions and more employees employed in program and support positions that 
lead to a GS-12 full performance level.  Any supervisory/management vacancies created will first be 
assessed to determine if backfilling is warranted, taking into account factors such as the decline in our 
overall workforce size and span of control.  The current average ratio of supervisors to staff in Region 5 
is 1:8.4, with variations in individual offices that range from 1:7 to 1:10.   
 
III. Reshaping the Workforce  
 
As part of our planning process, we reviewed our workforce demographics to determine the number of 
positions, occupations, and grade levels to be considered for workforce reshaping.  The review 
determined that our workforce has become significantly skewed at the GS-13 and above grade levels.  
Over 64% of the Region 5 workforce is at the GS-13 level and above.  Furthermore, our attrition rate (an 
average of 4%) is not generating enough attrition to reduce and rebalance our workforce.   
 
We plan to use VERA and VSIP to reduce and restructure our workforce through a multi-pronged 
approach:  
 

• reduce the overall workforce from 1,160.6 full time employee equivalents (FTE) to 1,072.3 for 
FY 2015,  
 

• consolidate higher graded duties,   
 

• reduce the overall number of non-supervisory positions in the Region at higher grade levels 
(GS-13 and above), and  

 
• address the changing nature of workforce skill requirements.   

 
When higher graded employees leave, we will implement a modest replacement plan (approximately 
one hire for every three vacancies, assuming all 146 VSIP/VERA are utilized) and replace these 
positions, as appropriate, with entry-level employees with a full promotion potential to the GS-12 grade 
level.   
 
With regard to environmental program positions, the VERA and VSIP will be offered to both 
supervisory and non-supervisory GS-13 and above positions.  Through attrition gained by VERA and 
VSIP, the region will reassign the most complex work (i.e., GS-13 level and above) to existing higher 
graded positions in order to concentrate the assignment of this work into fewer positions.  The less 
complex work will be restructured into lower-graded GS-7/9/11 positions with promotion potential 
established to the GS-12 level.  The exception to this is the Superfund program where certain positions 
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have a journey ladder to the GS-13; this proposal is not changing these positions.  Reshaping will occur, 
in part, through consolidation of some management positions and a reduction of some, but not all, non-
supervisory positions at higher grade levels.  This will allow us to recruit entry-level candidates 
interested in working on program and technical issues that require the integration of multimedia 
approaches and new technology skills to more efficiently and effectively implement program objectives, 
rather than a sole reliance on regional and/or national level experts in specific fields.  This will create a 
more grade-level balanced workforce in the region, with the skill set needed to meet current and future 
challenges.   
 
Reduce and reshape our program manager positions (i.e., GS-0340 Program Manager), which primarily 
fill the role of Branch Chief.  As these positions are often the supervisors of the other occupational series 
identified in this request, the vacancies created by these positions will be used, in part, to provide 
opportunities for placement of non-supervisory higher graded employees to further the Region 5 overall 
goals of reducing and reshaping the workforce.  Further, as the overall workforce grows smaller, these 
vacancies will be closely scrutinized for reduction in the number of Branch Chief positions.    
 
Reduce and reshape the public affairs positions in the Superfund Division (i.e., GS-1035 public affairs 
series) at the GS-13 level.  Offers for GS-1035-13 are limited to Superfund Division employees of 
Region 5 in Chicago, IL.  In the Superfund Division, there are a total of 10 individuals in the 1035 
series, which primarily are Community Involvement Coordinators (CICs).  Of the 10 individuals, 7 are 
at the GS-13 level, with the remaining 3 at the GS-12 level.  The role of community involvement has 
significantly evolved over the years.  Currently, the skill set necessary to be effective in the position 
requires strong communication skills, including the ability to effectively utilize social media in 
community outreach efforts and the ability to communicate orally and in writing in multiple languages, 
particularly Spanish.  Limited hiring, utilizing career ladder positions with the full performance level of 
GS-12, will focus on attracting candidates who have the skills to communicate in multiple languages and 
utilize social media to accomplish the mission of the Superfund Division.    

 
With regard to attorney advisor positions, reshaping will occur, in part, through consolidation of some 
management positions and a reduction of some, but not all, non-supervisory positions at higher grade 
levels.  The VERA and VSIP will be offered to both supervisory and non-supervisory GS-14 and above 
GS-905 positions.  Through attrition gained by VERA and VSIP, the region will, in part, reassign the 
most complex work (i.e., GS-15 level) to existing higher graded positions in order to concentrate the 
assignment of this work into fewer positions.  The less complex work will be restructured into lower-
graded positions.  Overall, the region intends to backfill a smaller number of positions, consistent with 
our overall future workforce projections.  In addition, these positions will be offered at the entry level 
for attorney-advisors, which will create a more diverse workforce profile while they are progressing to 
the full performance level of GS-14. Finally, the limited attorney hires will also be focused on a 
different skill set supporting multimedia approaches, greater use of technology in evidence gathering 
and communications, and more comprehensive settlements as opposed to individual rule violations. 
 
With regard to administrative and program assistant (GS-303), their role has changed significantly in the 
past decade with changing technology and the decentralization of many functions previously performed 
by secretaries to the professional staff (typing, travel, time keeping, etc.).  Over this time, Region 5 has 
pursued several strategies aimed at addressing the changing nature of the work and perceived career 
limitations with these positions.  Challenges remain, however, in terms of identifying sufficient grade-
appropriate work to support full time positions for each organizational level. We believe modest rehiring 
will meet our needs, while preserving budgetary flexibility.  This will allow us to more effectively 
structure the proper number and grades of GS 303 administrative and program assistants to support 
continuity and the higher level support functions.  Ultimately, depending on certain factors such as the 
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future of telework, advanced IT tools, the size of our workforce, etc., the Region will either pursue 
additional administrative support consolidation scenarios, or at the very least will continue to 
consolidate full time EPA employee administrative support work into fewer positions. 
 
Each voluntary separation created through the use of the VSIP and VERA authority will be carefully 
evaluated, with an overall goal of ensuring that staffing levels for Region 5 do not exceed than FY15 
staffing level requirements.   
 
IV. Budget Neutrality/Costs/Savings 
 
Budget Neutrality 
 
This request for VERA and VSIP authority, if approved, will be conducted so that no funds or resources 
other than those appropriated for use in Fiscal Year (FY) 2014 will be used or required.       
 
As mandated by the Office of Management and Budget (OMB) for early-out/buy-out requests generally, 
Region 5’s request certifies that the early-out/buy-out will be budget neutral.  That is, the early-out/buy-
out authority will not result in any increased costs above current or future FY appropriations to pay for 
costs incurred for buy-out cash payments, annual leave cash payouts, or any other costs, including those 
associated with refilling the resulting vacancies.  
 
The following tables detail calculations showing how Region 5 has assured budget neutrality in the 
proposal for FY 2014.  The direct maximum costs associated with VERA and VSIP is $5,356,098.  
Table A provides details of the direct costs associated with VERA and VSIP.  Savings projected through 
FY 2016 as a result of the VERA and VSIP are estimated to be more than $37 million.  Table B provides 
the detailed calculations of the savings achieved in FY 2014, FY 2015, and FY 2016.  The savings will 
be used to meet Region 5's ongoing program goals and responsibilities.   
 
Direct Costs 
 

Table A - Direct Costs for VERA/VSIP 
Targeted Positions (See details in Attachment 4) 
146 Targeted Positions for VSIP X $25,000           
(maximum cash buy-out) $3,650,000 

Annual Leave Buyout for 146 Targeted Positions for 
VERA, Optional Retirement or Resignation* (48.69 per 
hr. X 240) X 146 $1,706,098 
Total Maximum Direct Costs $5,356,098 
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Estimated Savings 
 

Table B - Estimated Savings for FY 14 through FY 16 

  
FY 2013 
Payroll 

Estimated FY 
2014 Savings 

Estimated FY 
2015 Savings 

Estimated FY 
2016 Savings 

A. Total Annual Payroll Costs (before 
VERA/VSIP)** $154,591,900 $154,591,900 $154,591,900 $154,591,900 

B. Payroll Savings (Payroll for 146 
VERA/VSIP targeted positions with April 4, 
2014 Buyout Date with 49% of year 
remaining in 2014)*   -$9,668,846 -$19,732,338 -$19,732,338 
C. Working Capital Fund Savings***   -$357,700 -$730,000 -$730,000 
D. VSIP Buyout ($25,000 X 146)   $3,650,000     
E. Leave Payout Estimate (presumes 240 
hours at average salary)*   $1,706,098     
F.  Payroll for 56 new hires****   $1,897,558 $2,320,169 $2,794,315 
G. Working Capital Costs*** for 56 New 
Hires   $140,000 $280,000 $280,000 
Total Costs $154,591,900 $151,959,010 $136,729,731 $137,203,877 
Total Projected Savings with VERA/VSIP   $2,632,890 $17,862,169 $17,388,023 

     
     
     Notes: 

    * Calculations are based on a GS-13, Step 5 in Chicago, IL.  The GS-13 Step 5 salary cost was 
determined based upon the average cost of the GS-13 Step 5 pool of Region 5 employees. 
2013 annual salary is $101,619 or $48.69 per hour.  With a 33% increase to account for benefits and 
other costs bring it to $135,153 annually. 

     ** Total FY 2013 Region 5 payroll includes furlough savings mandated by sequestration 

     *** Working Capital Fund costs are based on $5,000 per position per year for computer, telephone 
and internet access.   

     ****Calculations are based on GS-9 Step 1 in Chicago, IL.  Annual salary is $51,995.  With a 33% 
increase to account for benefits and other costs bring it to $69,153 annually. 
Hires in FY14 will promote to GS11 in second half of FY15 estimated at $83,269 annually. 
Hires in FY14 will promote to GS12 in second half of FY16 estimated at $100,286 annually. 
Total Estimated Hires of 54 is based upon 1/3 of 146 VERA/VSIP plus 1/3 of average Region 5 
attrition for one half a year. 

 
Indirect Costs 

 
The indirect costs are difficult to gauge because most are specific to the employee.  Indirect cost such as 
security clearances are based on the position and employee.  If the employee already has one the cost is 
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reduced.  Transit subsidy and parking are indirect costs that are employee specific and can only be 
determined after the employee has been recruited and tentatively selected.   
 
V. Combined Request for Voluntary Separation Incentive Payments (VSIP) and Voluntary 

Early Retirement Authority (VERA) 
 

 
Agency: EPA 
 
Covered Component(s): Region 5 
 
VSIP and VERA 
 
1. Explain the workforce situation the organization needs to address through VSIP and VERA 
that would otherwise require involuntary personnel actions, e.g., delayering, reorganization, 
reduction in force, transfer of function, or other workforce restructuring or reshaping. 
 
 
Region 5 needs to reduce, rebalance grade levels and restructure our workforce to recruit in the new 
skills and abilities and to also support the Next Generation Compliance Strategy.  The Next Generation 
Compliance Strategy will require new skills in our technical and legal staff to meet the demands of 
optimizing use of new monitoring technologies, working with communities and community-collected 
information on local sources and impacts, and developing/using innovative enforcement approaches to 
improve compliance.  This paradigm shift also impacts the Region’s regulatory and permitting personnel 
who must assist states in adopting/issuing more effective regulations and permits that are easier to 
implement and enforce, utilize advanced emissions monitoring and electronic reporting, including 
requiring information to be publically available.  Continued advancement in automation/IT technologies 
will foster further streamlining and redefine our work, allowing people to manage workloads more 
effectively and with greater consistency.  Finally, in reviewing the region's workforce demographics, we 
have determined that there is an imbalance between the number of non-supervisory positions at the GS-
13, GS-14, and GS-15 levels verses the number of positions in which the career ladders is limited to the 
GS-12 level.  Taken together, these drivers, along with our budget realities, require the Region to 
reduce, rebalance and restructure our workforce in a manner not possible through current attrition rates, 
which have averaged about 4%.    
 
Region 5 plans to use VSIP and VERA to reshape our workforce to accomplish the following: 
 

• Reduce and reshape our environmental program positions (i.e., GS-028 Environmental 
Protections Specialists, GS-819 Environmental Engineers, GS-401 Life Scientists, and GS-1301 
Scientist positions) at the GS-13 grade level and above within Region 5 to achieve an overall 
region-wide reduction and reshaping of the workforce.  Through attrition gained by VERA and 
VSIP, the region will reassign the most complex work (i.e., GS-13 level and above) to existing 
higher graded positions in order to concentrate the assignment of this work into fewer positions.  
The less complex work will be restructured into lower-graded GS-7/9/11 positions with 
promotion potential established to the GS-12 level.  This will allow us to recruit entry-level 
candidates interested in working on program and technical issues that require the integration of 
multimedia approaches and new technology skills to more efficiently and effectively implement 
program objectives, rather than a sole reliance on regional and/or national level experts in 
specific fields.  This will create a more grade-level balanced workforce in the region.   
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• Reduce and reshape our program manager positions (i.e., GS-0340 Program Manager), which 
primarily fill the role of Branch Chief.  As these positions are often the supervisors of the other 
occupational series identified in this request, the vacancies created by these positions will be 
used, in part, to provide opportunities for placement of non-supervisory higher graded employees 
to further the Region 5 overall goals of reducing and reshaping the workforce.  Further, as the 
overall workforce grows smaller, these vacancies will be closely scrutinized for reduction in the 
number of Branch Chief positions.    
 

• Reduce and reshape the public affairs positions in the Superfund Division (i.e., GS-1035 public 
affairs series) at the GS-13 level.  Offers for GS-1035-13 are limited to Superfund Division 
employees of Region 5 in Chicago, IL.  In the Superfund Division, there are a total of 10 
individuals in the 1035 series, which primarily are Community Involvement Coordinators 
(CICs).  Of the 10 individuals, 7 are at the GS-13 level, with the remaining 3 at the GS-12 level.  
The role of community involvement has significantly evolved over the years.  Currently, the skill 
set necessary to be effective in the position requires strong communication skills, including the 
ability to effectively utilize social media in community outreach efforts and the ability to 
communicate orally and in writing in multiple languages, particularly Spanish.  Limited hiring, 
utilizing career ladder positions with the full performance level of GS-12, will focus on attracting 
candidates who have the skills to communicate in multiple languages and utilize social media to 
accomplish the mission of the Superfund Division.    
 

• Reduce and reshape the number of non-supervisory Attorney Advisor (GS-905) positions at the 
GS-14 and GS-15 grade levels within region 5.  Reshaping will occur, in part, through 
consolidation of some management positions.  Further, the region intends to backfill a smaller 
number of positions, consistent with our overall future workforce projections.  In addition, these 
positions will be offered at the entry level for attorney-advisors, which will create a more diverse 
workforce profile while they are progressing to the full performance level of GS-14. Finally, the 
limited attorney hires will also be focused on a different skill set supporting multimedia 
approaches, greater use of technology in evidence gathering and communications, and more 
comprehensive settlements as opposed to individual rule violations. 
 

• Reduce and reshape the numbers of GS-303 Miscellaneous Administrative Assistant at the GS-7 
grade level and above within Region 5.  Through attrition gained by VERA and VSIP, the region 
will consolidate the majority of the work into fewer positions.  The less complex work will be 
restructured into modest rehiring plan at lower graded positions.  This will allow Region 5 the 
ability to reduce the overall number of position, while recognizing the significant changes in 
technology and decentralization of functions that has occurred in the past decade.   
 

• Reduce our workforce from 1,160.6 full time employee equivalents (FTE) to 1,072.3 for FY 
2015, while ensuring the future hires, through a modest replacement plan (approximately one 
hire for every three vacancies, assuming all 146 VSIP/VERA are utilized), have the skill set 
needed to meet today and tomorrow’s requirements, described above.   

 
2.  Identify the end date for separations under VSIP and VERA.  
 
The time period for the authorities is from the date of approval until May 1, 2014.  Voluntary 
separations will occur prior to April 5, 2014.  
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Required information for VSIP request 
  
3.  Identify the specific positions and functions to be reduced or eliminated by organizational unit, 
geographical location, occupational category, grade level, and any other factors related to the 
position, such as skills and knowledge gaps. 
 
See Attachment 3. 
 
4.  Describe the categories of employees who will be offered VSIP by organizational unit, 
geographical location, occupational category, grade level, and any other factors related to the 
position such as skills or knowledge gaps, or retirement eligibility. 
 
We plan to offer VSIP/VERA to GS-028 Environmental Protection Specialists, at the GS-13, GS-14, 
and GS-15 grade levels throughout Region 5 in Chicago, Illinois; Traverse City, Michigan; Cass Lake, 
Minnesota; Cleveland, Ohio, and Madison, Wisconsin.   
 
We plan to offer VSIP/VERA to GS-0303 Miscellaneous Administrative Assistant positions at the GS-7, 
GS-8, and GS-9 grade levels throughout Region 5 in Chicago, Illinois; Grosse Ile, Michigan; and 
Westlake, Ohio.   
 
We plan to offer VSIP/VERA to GS-819 Environmental Engineers, at the GS-13 and GS-14 grade levels 
throughout Region 5 in Chicago, Illinois; Grosse Ile, Michigan; and Westlake, Ohio. 
 
We plan to offer VSIP/VERA to GS-0905 Attorney Advisors at the GS-14 and GS-15 grade levels 
throughout Region 5 in Chicago, Illinois and Middleburg Heights, Ohio.   
 
We plan to offer VSIP/VERA to GS-1301 Environmental Scientists (General Physical Science 
positions) at the GS-13, GS-14, and GS-15 grade levels throughout Region 5 in Chicago, Illinois; 
Indianapolis , Indiana; Detroit, Michigan; Grosse Ile, Michigan; Minneapolis, Minnesota; Cincinnati, 
Ohio; Westlake, Ohio; and Green Bay, Wisconsin.   
 
We plan to offer VSIP/VERA to GS-401 Life Scientists (General Resource Management and Biological 
Science positions) at the GS-13 level throughout Region 5 in Chicago, Illinois; Grosse Ile, Michigan; 
and Minneapolis, Minnesota.   
 
We plan to offer VSIP/VERA to GS-0340 Program Managers at the GS-15 grade level throughout 
Region 5 in Chicago, Illinois.   
 
We plan to offer VSIP/VERA to GS-1035 Public Affairs series at the GS-13 grade level within the 
Superfund Division in Chicago, Illinois.   
 
5.  Identify the number of VSIPs to be paid and the maximum amount of each VSIP (up to 
$25,000). 
 
146 VSIPs will be offered, each up to the maximum of $25,000.   
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6.  Describe how the organization will operate without the eliminated positions and functions 
identified in number 1. 
 
In the environmental program positions (Series 0028, 0819, and 1301), Region 5 will reduce the number 
of higher graded positions (GS-13 and above), especially non-supervisory, while consolidating the 
higher graded work in remaining positions.  While a modest replacement plan (approximately one hire 
for every three vacancies, assuming all 146 VSIP/VERA are utilized) will be implemented, the goal is to 
achieve a more grade level balanced workforce with the skills needed to meet today and tomorrow’s 
challenges.   
 
In the program manager positions (i.e., GS-0340 Program Manager), which primarily fill the role of 
Branch Chief, Region 5 will use, in part, the vacancies created by these positions to provide 
opportunities for placement of non-supervisory higher graded employees to further the Region 5’s 
overall goals of reducing and reshaping the workforce.  Further, as the overall workforce grows smaller, 
these vacancies will be closely scrutinized for reduction in the number of Branch Chief positions.    

 
In the public affairs positions in the Superfund Division (i.e., GS-1035 public affairs series), Region 5 
will reduce the number at the GS-13 level and establish  career ladder positions with the full 
performance level of GS-12.  With limited hiring, Region 5 will focus on attracting candidates who have 
the skills to communicate in multiple languages and utilize social media to accomplish the mission of 
the Superfund Division.  The skill set necessary to be effective in the position will require strong 
communication skills, including the ability to effectively utilize social media in community outreach 
efforts and the ability to communicate orally and in writing in multiple languages, particularly Spanish.   
 
In the attorney positions (Series 0905), Region 5 will consolidate some management positions and 
through a modest re-hiring program (approximately one hire for every three vacancies, assuming all 146 
VSIP/VERA are utilized) backfill a smaller number of entry level positions, focusing on a skill set 
supporting multimedia approaches, greater use of technology in evidence gathering and 
communications, and more comprehensive settlements as opposed to individual rule violations. 
 
In the miscellaneous administrative assistant positions (Series 0303), Region 5 will reduce the number 
of higher graded positions (GS 7, 8, and 9), while consolidating the higher graded work in remaining 
positions.  While a modes replacement plan (approximately one hire for every three vacancies, assuming 
all 145 VSIP/VERA are utilized) will be implemented, the goal is to recognize the significant changes in 
technology that have caused decentralization of functions away from the 0303 series during the past 
decade.   
 
7.  Provide a proposed organization chart showing the expected changes to the organization’s 
structure after completing the VSIP plan. 
 
See attachments 1 through 2.  The proposed VSIP/VERA plan will not result in changes to the Region 5 
organization chart.  However, the overall number of Region 5 employees will be reduced to meet the 
skill set needed to meet today and tomorrow’s challenges, while working within budgetary limitations.   
 
8.  If requesting, or will request, VERA, describe how that authority will be used in conjunction 
with VSIP. 
 
Region 5 has a substantial number of employees eligible for optional retirement and an even higher 
number of VERA-eligible employees.  However, given our low attrition rate and the fact that many of 
our optional retirement-eligible employees have continued to work years beyond retirement eligibility, 
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we are requesting authority to offer VERA with VSIP to supplement our number in order to reach our 
goal of 146 voluntary separations.   
 
Offering VERA with VSIP is more appealing than VERA alone and most likely will help us achieve the 
voluntary separations needed to restructure the grade levels of our workforce and gain the skillsets 
needed to meet current and future mission needs.   
 
9.  If offering VSIPs under another statutory authority, describe how VSIPs are being used under 
that authority. 
 
Not applicable. 
 
Required information for VERA request 
 
10.  Provide the anticipated effective date of the substantial delayering, reorganization, reduction 
in force, transfer of function, or other workforce restructuring or reshaping described in number 
1. 
 
Reshaping will occur after May 2, 2014.  
 
11.  Provide the total number of permanent employees in the agency or covered component(s).  
 
U.S. EPA Region 5 employs 1,163 permanent employees. 
 
12.  Provide the total number of permanent employees in the agency or covered component(s) who 
are expected to be involuntarily separated, downgraded, transferred, or reassigned as a result of 
the reason(s) in number 1.   
 
We expect to process at least 260 personnel actions (voluntary separations, reassignments, details, 
reclassifications, and internal/external recruitments to implement the reshaping of our workforce, 
restructure the grade levels of our workforce and reduce the overall number of positions in the region to 
meet FY 2015 staff levels.     
 
13.  Provide the total number of employees in the agency or covered component(s) who are eligible 
for voluntary early retirement.  (Do not include employees eligible for optional retirement.) 
 
212 employees are eligible for VERA under the plan.   
 
14.  Provide an estimate of the number of employees in the agency or covered component(s) who 
are expected to take voluntary early retirement.   
 
50 employees are estimated to take voluntary early retirement under the plan.   
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15.  Describe the types of personnel actions anticipated as a result of the reason(s) in number 1 
(e.g., reassignments, downgrades, separations) that would occur without VERA.   
 

• Directed reassignments 

• Details 

• Voluntary separations 

• Abolish and/or reclassify positions 

• Internal and external recruitment 

While the above would occur, without VERA and VSIP authority, the region may not be able to meet 
FY2015 staff levels, nor accomplish restructure/ reshaping goals outlined in this request.   
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Attachments 
 
Attachment 1 – Current Organization Chart 
 
Attachment 2 – New Organization Chart  
 
Attachment 3 – Targeted Positions and Maximum Number of VSIP/VERAs to be 

    Offered to Targeted Positions by Occupational Series, Grade and Location  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Attachment 1:                                                                                                                                                                                                                                                                                                           
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Attachment 2:                                                                                                                                                                                                                                                                                                           
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Attachment 3: 
Targeted Positions and Maximum Number of VSIP/VERAs to be Offered to Targeted Positions by 

Occupational Series, Grade and Location 
                                                                                                                                                                                                                                                                                                                      

Occupational Series Grade Location 

Number of 
positions 
targeted 

Maximum 
VSIP/VERA 

to be 
offered 

0028 

Environmental 
Protection 
Specialists 

GS-13, GS-14, 
and GS-15 

Chicago, Il; Traverse 
City, MI; Cass Lake, 
MN; Cleveland, OH; 

Madison, WI 133 41 

0303 

Miscellaneous 
Administrative 

Assistant GS-7, GS-8, GS-9 
Chicago, IL; Grosse 

Ile, MI; Westlake, OH 47 15 

0819 
Environmental 

Engineers GS-13 and GS-14 
Chicago, IL; Grosse 

Ile, MI; Westlake, OH 193 26 

0905 Attorney Advisors GS-14 and GS-15 

Chicago, IL; 
Middleburg Heights, 

OH 95 15 

1301 
General Physical 

Science 
GS-13, GS-14, 

and GS-15 

Chicago, IL; 
Indianapolis, IN; 

Detroit, MI; Grosse 
Ile, MI; Minneapolis, 
MN; Cincinnati, OH; 

Westlake, OH; Green 
Bay, WI 166 34 

0401 

General Resource 
Management and 
Biological Science GS-13 

Chicago, IL; Grosse 
Ile, MI; Minneapolis, 

MN 30 4 
0340 Program Manager GS-15 Chicago, IL 30 6 

1035 Public Affairs GS-13 

Chicago, IL 
(Superfund Division 

only) 7 5 

   
Total 701 up to 146 

      
 

Total VSIP eligible under plan 701 
  

 
Total VERA eligible under plan 243 

  
 

Total voluntary eligible under plan 145 
  

 
Total offered up to 146 

   


