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A NEWSLETTER PUBLISHED BY THE BENEFITS AND WORK LIFE PROGRAMS DVISION 

Do you know about the upcoming 

changes to the Thrift Savings Plan (TSP) 

and the impact the changes will have on 

participants?  Starting this year, there 

are a number of changes that will benefit 

account holders.  

The TSP Modernization Act (P. L. 115-

84), which takes effect on September 15, 

2019, eliminates some of the previous 

TSP rules and guidelines.  TSP is giving 

participants more options on how and 

when they can access their account 

funds.  Currently, a participant is limited 

to one partial withdrawal in their life-

time: age based in-service, or a partial 

post-separation withdrawal.  Under the 

TSP Modernization Act, participants 

have the ability to take up to four age-

based in-service withdrawals per calen-

dar year and there is no limit on partial 

withdrawals after the participant sepa-

rates.  (However, the separated partici-

pant will not be able to take more than 

one partial withdrawal every 30 calen-

dar days.)  TSP is also making the with-

drawal process easier by improving their 

online tools.  Here are a few important 

points from the TSP Fact Sheet 10 re-

garding the benefits of the TSP Modern-

ization Act for participants. 

www.tsp.gov/PDF/formspubs/

tspfs10.pdf) 

 You will no longer need to make a 
full withdrawal election after you 
turn 70½ and are separated from 

federal service. (You will still need 
to receive IRS required minimum 
distributions (RMDs).) 

 If you are a separated participant, 
you will be able to take monthly, 
quarterly, or annual payments. 

 You will be able to stop, start, or 
make changes to your installment 
payments at any time. 

 You will be able to choose whether 
your withdrawal should come from 
your Roth balance, your traditional 
balance, a proportionate mix, or 
both. 
  

In addition to the TSP Modernization 

Act, the President signed the Bipartisan 

Budget Act of 2018, which permits TSP 

participants to contribute to their TSP 

account when taking a financial hard-

ship in-service withdrawal.  That means, 

on or after September 15, 2019, the six-

month contribution suspension for par-

ticipants experiencing financial hard-

ship will be eliminated.   

 (continued on page 4) 
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We would like to thank all of those who attended 

the 2019 Benefits Symposium, in particularly, our 

DCPAS staff and all of the presenters from the var-

ious agencies and organizations that assisted in 

making this year’s symposium an outstanding 

event.  We would also like to congratulate all indi-

viduals who passed credentialing examinations at 

the symposium. 

On July 11th, the DoD Benefits Symposium con-

cluded three days of professional growth and de-

velopment for the Human Resources (HR) Bene-

fits community.  With almost 200 attendees, 45 

breakout sessions, 5 workshops, 6 plenary ses-

sions, networking and multiple federal agencies 

represented, the Symposium was a successful and 

productive event! 

The Strategic Networking Session provided an op-

portunity to meet members of the HR community 

from across the DoD and the federal government.  

The Networking Session introduced attendees to 

“Credentialing Prep” which provided study tips 

and sample credentialing questions.  In addition, 

time was allotted for attendees to ask specific 

questions of the DCPAS Instructor(s) and Supervi-

sor(s) about Benefits and ICUC Programs.  An up-

date on the Defense Civilian HR Management Sys-

tem (DCHRMS) was also given. 

In looking ahead, the next DoD Benefits Symposi-

um will be held in 2021 at the Mark Center.  To 

help in the improvement and planning of the sym-

posium, we solicit any feedback and comments.  

Let us know about your experience.  What topics 

or subjects would you like to see as a breakout ses-

sion or a plenary session?  Who would you like to 

see as a presenter or vendor?  We want to hear 

from you. 

Send all comments and suggestions to our Benefits 

email, dodhra.mc-alex.dcpas.mbx.benefits-

contacts@mail.mil, with the subject line: “2019 

Benefits Symposium Feedback”.   

 Stay in contact with us for program oversight, as 

well as the latest policy and advisory guidance and 

information. 

Until DoD Benefits Symposium 2021! 

Benefits Email: dodhra.mc-

alex.dcpas.mbx.benefits-contacts@mail.mil 

Benefits Call Center: (703) 882-5197 

Does the Tax Cuts and Jobs Act of 2017 and the Kiddie Tax 
Affect Your Family and Your Benefits? 

The Tax Cuts and Jobs Act (TCJA) of 2017 changed 

the standard deductions for all filers placing many in 

higher brackets (up to 37%).  It also changed child-

related tax or “Kiddie Tax,” which is tax that most 

children pay on unearned income.  It also changed 

how the parent(s) and child/children in some cases, 

may elect to file their tax return.  According to Tax 

Form 8615, Tax for Certain Children Who Have Un-

earned Income, unearned income includes but is not 

limited to interest, dividends, and benefits from re-

tirement, life insurance, SSI, and beneficiary of trust.  

If you fall into these categories please read all new tax 

reform laws and consult with a tax professional for 

more information on how this could affect you and 

your child’s benefits.  

For more information, you can visit: 

https://www.irs.gov/taxtopics/tc553 

https://www.irs.gov/pub/irs-prior/p929--2018.pdf 

https://www.irs.gov/pub/irs-pdf/i8615.pdf 

https://www.irs.gov/taxtopics/tc553
https://www.irs.gov/pub/irs-prior/p929--2018.pdf
https://www.irs.gov/pub/irs-pdf/i8615.pdf
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“Federal 

employees  

can be eligible  

for multiple 

retirement 

provisions, 

depending on 

their age and  

the number of 

years of 

creditable 

service.”    

B E N E F A C T S  N E W S L E T T E R  

Federal employees can be eligible for 

multiple retirement provisions, depend-

ing on their age and the number of years 

of creditable service (as well as special 

requirements).  The most popular form 

of retirement is the Optional 

(Immediate) Retirement.  Under this re-

tirement provision, employees are eligi-

ble for a voluntary immediate retirement 

benefit without any reduction.  An imme-

diate annuity is one that begins within 30 

days after separation.  For employees 

covered by the Federal Employees Re-

tirement System (FERS), a secondary 

option available under the Optional Re-

tirement is the MRA+10.  Under this pro-

vision, employees can retire at their Min-

imum Retirement Age (MRA) if they 

have at least 10 years of service, but less 

than 30.  However, this is a reduced an-

nuity.  The reduction is 5% per year (5/12 

of a percent per month) for every year 

the employee is under 62. 

A second type of “early” retirement un-

der the Federal system is Discontinued 

Service Retirement (DSR).  If an agency 

undergoes a major reorganization, re-

duction in force, or transfer of function, 

and a significant percentage of the em-

ployees will be separated, the head of an 

agency can ask the U.S. Office of Person-

nel Management (OPM) to permit early 

optional retirement for eligible employ-

ees.  If the agency gets approval to permit 

early optional retirements, eligible em-

ployees will be notified.  The term 

“involuntary separation” means any sep-

aration against the will and without the 

consent of the employee, other than “for 

cause” for misconduct or delinquency.  

Please be aware: employees who decline 

reasonable offers of other positions are 

not eligible for DSR annuities.  The age 

and service requirements are age 50 with 

20 years of service, or any age with 25 

years of service.  Payment of the FERS 

annuity supplement is delayed until an 

employee’s minimum retirement age, 

even if you retire early.   

For those under the Civil Service Retire-

ment System (CSRS), if you retire before 

age 55 the annuity is reduced by one-

sixth of 1 percent for each full month (2 

percent a year) under age 55.  Additional 

information can be found at https://

www.opm.gov/retirement-services/.   

      

     

 Early Optional Retirement 

https://www.opm.gov/retirement-services/
https://www.opm.gov/retirement-services/
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TSP Bulletin 19-3 addresses key factors that will be 

implemented from this change: 

Participants who have received a financial hardship 

in-service withdrawal and are suspended from con-

tributing to the TSP, will be able to re-start TSP con-

tributions effective September 15, 2019, even if the 

participant has not completed the six-month sus-

pension period. 

Participants whose TSP contributions were sus-

pended due to a financial hardship in-service with-

drawal will receive a TSP notice alerting them that 

they can resume contributing as of September 15, 

2019.  Restarting contributions is the participant’s 

responsibility. 

Agencies will still follow the current procedures to 

resume contributions by having the participant ac-

cess their employer pay system, or by completing 

Form TSP-1, Election Form. 

Report 5501 (Financial Hardship In-Service With-

drawal Report) will be generated through Septem-

ber 13, 2019. 

TSP will publish guidance with more details for HR 

and payroll offices to implement the new changes 

that will coincide with the changes from the TSP 

Modernization Act of 2017, during third quarter 

2019.    

Visit the Thrift Savings Plan website at www.tsp.gov 

for more information. 

Are you interested in being recognized as an expert 

in the HR profession?  If so, it’s time for you to earn 

your Human Resources (HR) Credential, offered by 

the Department of Defense (DoD) for the HR com-

munity!   You begin through the enrollment and 

completion of 3 Levels of HR Training and Testing:  

Basic Benefits Course (Level I), Benefits Intermedi-

ate Course (Level II), and Advanced Benefits Work-

shop (Level III).  After the successful completion of 

each of the 4-day courses, your knowledge is validat-

ed through examination. 

All training and testing will center around the intro-

duction and enhancement of the knowledge of HR 

concepts, principles, and practices related to retire-

ment, insurance, injury compensation, and other 

employee benefit’s programs. Additionally, you get 

to practice reviewing, interpreting and applying fed-

eral laws, regulations, DoD policy and practices as it 

pertains to course work on topics such as Retirement 

Eligibility, FEHB, FEGLI, TSP, FLTCIP, FSA, Annui-

ty Computations, Reemployed Annuitants, SCDs, 

Special Retirements and much more!   

What are you waiting for? Visit https://

www.apps.cpms.osd.mil/cpmstraining/app/

training.aspx to begin your training courses today!  

If you have questions about the HR Credentials Pro-

gram, please send an email to: dodhr.mc-

alex.dcpas.mbx.benefits-contacts@mail.mil           

Be sure to type “Credentialing Program” in the sub-

ject line. Last but not least, remember to follow us 

on Twitter @LOB#3! 

           #BeRecognizedGetCredentialed! 

              

DoD CRED 

Be Recognized…Get Credentialed! 

https://www.apps.cpms.osd.mil/cpmstraining/app/training.aspx
https://www.apps.cpms.osd.mil/cpmstraining/app/training.aspx
https://www.apps.cpms.osd.mil/cpmstraining/app/training.aspx
mailto:dodhr.mc-alex.dcpas.mbx.benefits-contacts@mail.mil
mailto:dodhr.mc-alex.dcpas.mbx.benefits-contacts@mail.mil
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“In order to elect 

an insurable 

interest annuity, 

the retiring 

employee must be 

in good health, 

and must prove 

this by submitting 

a physical to 

OPM.” 

 

 

 

 

 

 

 

For more  

information visit  

OPM.gov  

B E N E F A C T S  N E W S L E T T E R  

A rarely discussed survivor annuity ben-

efit is the insurable interest annuity.  

Retiring federal employees can elect to 

provide a survivor benefit to a person 

who would not otherwise be entitled to 

receive it.  (“Insurable interest” is an 

insurance term that applies to a person 

who would benefit financially by the 

retiree’s continued life.)  Individuals 

presumed to have an insurable interest 

in a retiree include: a current spouse, a 

former spouse, an affianced person, a 

blood or adoptive relative closer than a 

first cousin, a same-sex domestic part-

ner, and a common-law spouse (but on-

ly in jurisdictions where common law 

marriage is permitted).  In order to elect 

an insurable interest 

annuity, the retiring 

employee must be in 

good health, and must 

prove this by submitting 

the results of a physical 

to OPM.  (The cost of 

the physical is the re-

sponsibility of the retir-

ing employee.)  The cost of the insurable 

interest annuity depends on two factors: 

the difference between the ages of the 

retiring employee and their beneficiary, 

and the amount of the annuity to be 

used as the “base” for the insurable in-

terest.  While the former is fixed, the 

latter can vary depending on whether 

any other eligible individual is entitled 

to the survivor benefit (such as a cur-

rent or former spouse), and how much 

the retiring employee intends to provide 

the beneficiary.  Notwithstanding the 

reduction, the insurable interest will 

always be 55% of either: the entire net 

annuity (if the maximum benefit is se-

lected) or the base amount (if a partial 

benefit is selected). 

At first blush, an insurable interest an-

nuity appears to be a better benefit than 

the spouse survivor annuity.  However, 

there are caveats and conditions of 

which to be aware.  As stated before, an 

insurable interest annuity requires good 

health.  Thus, disability annuitants are 

prohibited from applying for it.  Second-

ly, because the insurable interest survi-

vor is not necessarily the retired em-

ployee’s spouse, they may not be able to 

continue coverage in the Federal Em-

ployees’ Health Benefit Program (unless 

the survivor was entitled to the benefit 

by being covered under the family op-

tion of the retired 

employee’s FEHB 

plan).  Also, if the 

insurable interest is 

a current spouse, 

he or she must con-

sent to the insura-

ble interest annuity 

in lieu of the 

(regular) survivor annuity.  

Finally, an insurable interest annuity 

does not provide more money for the 

survivor annuitant; if anything, it is a 

more costly benefit than a survivor an-

nuity because it is always based on the 

net annuity.  (A survivor annuity is al-

ways based on the gross annuity.)  An 

insurable interest annuity may come in 

handy when retiring or retired employ-

ees are trying to comply with the terms 

of court orders for former spouses, are 

attempting to provide for disabled chil-

dren incapable of self-support, or pro-

vide a benefit for a domestic partner 

who would otherwise be ineligible to 

receive a regular survivor annuity. 

What is an Insurable Interest Annuity? 
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The Federal Prevailing Rate  

Advisory Committee  
The Federal Prevailing Rate Advisory Committee 

(FPRAC) is a statutory joint labor-management 

committee which studies the Federal Wage System 

(FWS) and other matters pertaining to prevailing 

rate determinations for Federal blue-collar em-

ployees.  The FPRAC also makes recommenda-

tions to the Director of the U.S. Office of Personnel 

Management (OPM) on the Government-wide ad-

ministration of the pay system, including defini-

tions of FWS wage areas, coverage of local wage 

surveys (including the occupations, establishment 

sizes, and industries to be surveyed and how sur-

veys are conducted), and policies on basic and pre-

mium pay administration.  The FPRAC was per-

manently established by Public Law (P.L.) 92-392 

and its charter is renewed every two years under 

the Federal Advisory Committee Act (P.L. 92-463). 

The FPRAC is composed of five representatives 

from Federal agencies, known as “management 

members”, five representatives from labor unions 

holding exclusive bargaining rights for FWS em-

ployees, known as “labor members,” and one inde-

pendent Chairman appointed by the OPM Direc-

tor.  The Chairman of the Committee typically 

serves for a four-year term.  The management 

members of the Committee are represented by the 

Department of Defense, two of the military depart-

ments (Army, Navy, and Air Force rotate through 

two seats annually), the Department of Veterans 

Affairs, and OPM staff.  The labor members of the 

committee are represented by the Metal Trades 

Department/AFL-CIO, the American Federation of 

Government Employees (two seats), the National 

Association of Government Employees, and the 

Association of Civilian Technicians.  Labor mem-

bership is reviewed every two years to determine 

appropriate representation on the Committee. 

The FPRAC meetings are held on a monthly basis 

and are open to the public to attend and submit 

material on blue-collar pay matters felt to be de-

serving of the FPRAC’s attention.  During the 

meetings and prior to voting, either labor and/or 

management members may caucus separately to 

devise strategies, develop positions, and formulate 

official consensus.   

Through the FPRAC, the successful partnership of 

both labor and management continues to be the 

hallmark of the FWS.   

For additional information, such as meeting tran-

scripts or dates, please visit OPM’s website located 

at: https://www.opm.gov/policy-data-oversight/

pay-leave/pay-systems/federal-wage-system/

#url=FPRAC. 

The Benefits, Wage, and NAF  Policy Line of Business (LOB) supports the Department of  

Defense (DoD) workforce by delivering Human Resources (HR) solutions to the most complex 

benefits, pay, and work life balance issues that are vital to our customer base: DoD employees, 

their families, and agencies that support them. We educate and cultivate the importance of HR  

concepts, principles and practices subsequently strengthening the missions of our customers.  

Our goal is to achieve excellence through knowledge.  
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Death Benefits After Retirement  

B E N E F A C T S  N E W S L E T T E R  

People often put more thought in pre-

paring for the family vacation than 

thinking about what will happen if they 

die.  It is not something employees 

probably want to think about, but they 

can make it a lot easier on their family 

if they plan ahead. Here are some bene-

fit facts that employees need to know 

once they retire in the event of their 

death and information for their benefi-

ciaries. 

If an employee is married 

when he or she retires, 

their spouse has a right to 

receive a survivor annuity 

in the event of their 

death.  The employee’s 

spouse can waive that 

right during the applica-

tion process.  If no survi-

vor annuity is payable based on the em-

ployee’s death, their retirement contri-

butions plus interest are payable to the 

beneficiary designated.  If they get mar-

ried after retirement, they can elect to 

provide a reduced annuity to provide a 

survivor annuity for their new spouse. 

(This is a post retirement marriage, 

please contact OPM for more infor-

mation.)   

If the employee’s spouse will receive a 

survivor annuity and is enrolled in the 

Federal Employees Health Benefits 

program, and elected the self plus one 

or self and family option, the employ-

ee’s spouse and any eligible dependents 

will continue to be covered.  

If the employee has Federal Employees’ 

Group Life Insurance (FEGLI) cover-

age, the payout will go to those individ-

uals designated.  If the employee has a 

Thrift Savings Plan (TSP) account, the 

funds will go to those designated.   

Social Security survivor benefits may 

also be payable as determined by Social 

Security. (Check SSA.gov for more in-

formation.) 

If there are no designated beneficiaries 

on file, funds will be distributed accord-

ing to the order of precedence: 

• to the widow or widower; 

or, if none 

• to the child or children 

with the share of any de-

ceased child being distrib-

uted among descendants of 

that child; or, if none 

• to the parents in equal 

shares or the entire 

amount to the surviving 

parent; or, if none 

• to the executor or administrator of the 

estate; or, if none 

• to other next of kin as determined un-

der the laws of the state where the em-

ployee lived. 

If the employee does not have any ben-

eficiary forms on file and they are satis-

fied with having their death benefits 

paid in the order listed above, then they 

do not have to file any designations of 

beneficiary.  There have been docu-

mented cases where beneficiary forms 

were not updated for life changes, and 

the results were shocking for the imme-

diate family.  The employee has the op-

tion to change their beneficiaries at any 

time.  It is best to review beneficiary 

forms and keep them up to date.  (See 

beneficiary forms on next page.) 

“If there are no 

designated 

beneficiaries on 

file, money will 

be distributed 

according to the 

order of 

precedence:”     



 
       Nonappropriated Fund 

Health Benefits Program:  NEW 
for 2020 – High Deductible 

Health Plan  
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For the 2020 plan year, there is a new plan option 

being offered to eligible Nonappropriated Fund 

(NAF) employees and retirees called the High De-

ductible Health Plan or HDHP.  This type of medi-

cal plan combines quality medical coverage with a 

tax-favored savings account that helps employees 

with health care expenses.  The HDHP works much 

like plans employees are already familiar with 

where employees meet a deductible each year, then 

share in the cost of their care.  However, with this 

plan the deductible is higher in exchange for a 15-

20% lower employee cost (premium) than the Aet-

na Choice POS II plan. 

 Here's how the HDHP works: 

Employees pay 100% of your health care expenses, 

including covered prescription drugs, until you 

meet the in-network deductible. 

Once the deductible is met, employees pay a per-

centage of the covered expenses and Aetna pays 

their portion up to the plan’s out-of-pocket 

maximum. 

Once employees meet the out-of-pocket maximum, 

in-network covered services are fully paid at 

100% for the rest of the year. 

Drugs on the Preventive Medicine List are covered 

in full; no deductible applies. 

This plan uses the same provider network (doctors, 

hospitals, pharmacies) as the Choice POS II 

plan.  Because of this, employees will not need to 

change their doctors.  

This plan has the same services covered as the 

Choice POS II plan.  This includes:  

- Preventive care covered at 100% when employees 

use in-network providers 

- Prescription drugs (both what is covered and 

what is not)   

The plan covers the same program features as the 

Choice POS II plan including: 

- Teladoc 

- Health Incentive Credits 

- Healthy Lifestyle Coaching 

- Disease Management support 

- 24-Hour Nurse Line 

- Aetna discounts 

This plan has the same $150 vision hardware reim-

bursement benefit as the Choice POS II plan. 

Once employees are enrolled in the HDHP, 

they will have access to a tax-favored sav-

ings account. This account help’s them save 

and plan for future health care expenses.  

Visit www.NAFHeatlhplans.com for more 

information. 

The following forms can be found at this OPM link: https://www.opm.gov/forms/standard-forms/ 

SF1152 Unpaid Compensation of Deceased Civilian                SF2823 Federal Employees’ Group Life Insurance       

SF3102 Federal Employees’ Retirement System      SF2808 Civil Service Retirement System   

TSP-3 Thrift Savings Plan Designation of Beneficiary form can be found at  

https://www.tsp.gov/forms/beneficiaryParticipants.html#tsp03 

Designation of Beneficiary Forms 

http://www.NAFHeatlhplans.com
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One of the most complex and time con-

suming processes in Workers’ Compen-

sation is returning an employee back to 

work after collecting wage loss benefits.  

This process requires coordination be-

tween various HR and payroll personnel 

within the agency, in addition to the De-

partment of Labor (DOL).  This article 

will examine the part of the process 

when the employee declines a job offer. 

When an employee is deemed ready to 

work and a job offer is 

made, the employee can 

take one of two actions: 

decline the offer, or ac-

cept the offer.  If the em-

ployee declines the offer, 

they have 30 days to pro-

vide their reason for de-

clining the offer and also 

give any additional infor-

mation to support their 

declination.  This will be 

reviewed by a DOL 

Claims Examiner.   

If valid reasons for declining the offer 

are provided with supporting documen-

tation, then the employee will not be re-

quired to accept the offered position.  An 

acceptable reason for declining an of-

fered position could be that a medical 

condition of the employee or their im-

mediate family (spouse or dependent 

child) would be worsened by moving to 

the geographic area of the offered posi-

tion.  An unacceptable reason for declin-

ing a position would be that the employ-

ee would have to take their child or chil-

dren out of school and move them to the 

new location.   

If the employee does not provide a valid 

reason for declining the offered position 

and the position is still available, the em-

ployee is notified via letter and given an 

additional 15 days to accept the offered 

position and return to work.  If the em-

ployee does not return to work, then 

sanctions specified in the 15 day letter 

will be put in place.  Generally, failure to 

accept suitable employment when of-

fered results in termination of workers’ 

compensation benefits. 

The agency needs to understand that 

through this entire process the position 

offered must stay available to the em-

ployee.  If the agency withdraws the of-

fer, or the position is no longer available, 

this process stops and the employee con-

tinues receiving workers’ compensation 

benefits.  The agency must stay commit-

ted to the return to work process once 

the offer is made.    

Employees Returning to Work:  

Declining a Job Offer 

B E N E F A C T S  N E W S L E T T E R  

“If valid  

reasons for 

declining  

the offer are 

provided with 

supporting 

documentation, 

then the 

employee  

will not be 

required  

to accept  

the offered 

position.”     



The Benefits and Work Life Program Divi-
sion will hold training on Federal Employ-
ee benefits at the Mark Center in Alexan-
dria, VA.  Each course is four days long and 
space is limited to 25 participants.   
 
Registration opens 60 days prior to the 
start date of each course and will remain 
open for 30 days, or until the class is full.   
 
Registration is available online, however a 
DoD CAC is required: https://
www.apps.cpms.osd.mil/cpmstraining/
app/training.aspx 

2019 Mark Center Training Schedule 

4800 Mark Center Drive 

Alexandria, VA 22350  
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Line of Business, DCPAS  on Twitter 

@Lob#3 

 
#DCPASExcellence  

 

       https://twitter.com/LOB3Colleagues  
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