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Good afternoon Honorable Senator Kurt A. Vialet, Chairman of the 34th Legislature Committee on 

Finance, other distinguished committee members, non-committee Senators present, members of 

the Division of Personnel's team, and the ladies and gentlemen in the viewing and listening 

audience.  My name is Dayna Clendinen, and I serve as Director of the Division of Personnel.   

  

Team members accompanying me today are: Assistant Director Florine Audain-Hassell; Deputy 

Director Valcina Quashie; and Territorial Administrator of Recruitment and Classification 

Millicent Aubain. On Teams are: Strategy and Organizational Development 

Officer Gabriel Knight; Chief of Human Resources Information Technology Cordell 

Rhymer Jr.; and Chief of Group Health Insurance Valerie Daley.  

  

Thank you for the invitation to appear before you today to testify on the Division 

of Personnel's proposed Biennial Budget for Fiscal Years 2022 & 2023 – the first of its kind. 

Themed “Building a Better Tomorrow,” this budget intentionally looks ahead at our future needs, 

plans for the goals we want to achieve, and focuses on building a stronger government - responsive, 

resilient and ready. 

 

And that’s why we are so excited to start today out a little differently. We’ll look at our budget 

numbers soon, that’s why we’re here, but we wanted to first open with an announcement. The 

government of the Virgin Islands is hiring – that’s right, we’re actively hiring and we want to use 

this public platform to encourage all of our qualified Virgin Islanders – those tuning in locally and 

abroad, who are ready to return home to serve – to look long-term at the career they want to have, 

and to get started with us. 

 

For us to make this announcement, we first had to put some Human Resources infrastructure in 

place and I assure you, senators, that our team has been laser focused since we last met on setting 

and meeting some critical goals that will help us empower and build the workforce we have, while 

planning ahead for the digital, data-driven workforce we need. How? We became more efficient, 

streamlined age-old processes, expanded our training opportunities, and took a hard look at the 

talent we want to attract – and retain.  

 

Here’s some data for you: 

 

- Recognizing the growing frustration of employees retiring and waiting sometimes months 

for a final NOPA, we quickly engaged the Department of Finance to assist with making 

the process more efficient.  Because of tools and guidance DOP provided, we can 

confidently report that Final NOPAs are being executed within a 30-day window. Our 

goal, as you will hear later, is to cut that down even further to two weeks. Impossible? We 

don’t think so.  

 

- Our team joined forces with the Bureau of Information Technology and Microsoft to launch 

monthly, live, online Microsoft 365 training classes, taught directly by Microsoft 

associates. Here, GVI employees can increase their knowledge and skills in various 

Microsoft solutions including Excel, Word, Teams, SharePoint, Planner, and many more. 

From October 1, 2020, to present, we have seen a 45% increase in trainings conducted 

via virtual platforms. In fiscal year 2020 we trained 1394 GVI employees, while for 

fiscal year 2021 we trained, 2,165 GVI employees using these virtual platforms. 
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- We revamped the government’s General Schedule Pay Plan, which governs the salaries for 

more 160 classified non-union employees. This is quite a milestone as the pay plan had 

not been updated in approximately 20 years. The new pay plan is also a useful 

recruitment tool, as Departments and Agencies can now offer more attractive salaries for 

some of those hard-to-fill positions.  
 

- We have been able to secure a membership with the National Association of African 

Americans in Human Resources (NAAAHR) organization and the International Public 

Management Association for Human Resources for over 100 GVI Human Resources 

professionals with the goal of enhancing their knowledge, skills and abilities in the Human 

Resources field.    

  

- Our recruitment strategy for Bureau of Corrections (BOC) officers is a good example of 

our team’s efforts to think outside the box. Here, DOP proposed that BOC offer 

complimentary study materials to prospective officers and we committed to administering 

the entrance examinations every 10 weeks. Further, we engaged candidates who had 

previously taken the test and invited them back to sit the exam again.  Based on our score 

results, we have increased pass rate in both districts by more than 50% in comparison 

to previous years, and referred an historic total of 80 candidates to the Bureau within 

two years.  
 

Now, the onset of the pandemic forced governments across the world to reimagine, quickly, the 

look and feel of the everyday workplace, normalizing the practice of telework, or remote work.  

 

It was a big change, of course, but there was also in incredible opportunity here to retain the best 

parts of office culture while embracing the benefits of technology. With the introduction of 

teleworking, we have seen a better work life balance, increased productivity and job satisfaction, 

while reducing stress. 

 

Among other things, the Division was able to: tighten and expand its communications system to 

ensure employees were informed and still connected; streamline internet technology systems to 

ensure efficiency and ease of work from home; and reimagine critical programs and efforts – from 

our wellness initiatives to virtual recruitment processes. 

 

And there’s much more, which, again, you will hear detailed later in the presentation. But we 

wanted to show you up front what this budget will support – the continued building of systems, 

programs, benefits, strategies, and skills that will not only transform our workforce, but our 

territory. So, please – help us spread the word. We are hiring and we want our Virgin Islanders – 

those making headlines and discoveries, those leaders of industry, those business giants we see 

and read about, to come home and continue or begin their careers with us. You’ll hear more about 

those job opportunities and where to find them later in our testimony, but if you’re interested now 

– visit our website at www.dopusvi.org/career or contact our office for more information. This the 

ideal time to take the leap. 
 

Thank you for giving us a chance to share those highlights with you. Now, let’s transition to our 

budget overview, with a breakdown of our overall numbers.   
 

  

http://www.dopusvi.org/career


 
 

~ 4 ~ 

FY2022 & FY2023 Budget Testimony 

Division of Personnel 

Budget Overview   
 

There are currently Forty-Four (44) positions within the Division of Personnel.  Forty (40) 

positions are filled, Four (4) positions are vacant, and Three (3) positions are new. Thirty-

One (31) positions are in the St. Thomas/St. John District and Thirteen (13) positions are in the St. 

Croix District.  Of the Forty-Four (44) positions, Eleven (11) are represented by a union, Sixteen 

(16) are classified non- union and Seventeen (17) are exempt.   

  

The FY'22 recommended budget for the Division of Personnel totals a little over $44.9 million and 

FY’23 is recommended at a little over $45.1 million.  Further, we anticipate 

revenues of approximately $23,000 thousand dollars towards the Training Revolving 

Fund for each fiscal year.  The Biennial Budget recommendation is to fund approximately 

$44.5 million from General Fund for each fiscal year.   $530,867 each fiscal year will be 

funded from Indirect Cost.  

  

Personnel Services is recommended at approximately $3.2 million, and Fringe is 

at $1.6 million for each fiscal year; Supplies $110,000 Thousand; Other Services and 

Charges are   at $39.9 million, and Utilities at $190,500 Thousand.   Of the overall Other Services 

and Charges category, Health Insurance for the retirees is recommended at $38.9 million.   

 

During FY’22 a major undertaking for the Division will be to procure a Position Management 

system which will allow for an electronic Personnel Requisition Form (PRF). With this system, 

the approval to fill vacant positions will be seamless and better managed. Additionally, we are 

preparing to roll out a new onboarding portal in our digital recruitment system, NEOGOV, which 

is designed to make new hires feel more engaged with our team. 

 

The FY’22 and FY’23 Recommended Budget are listed in the charts below:   

 

FY'22 OMB RECOMMENDED BUDGET  
 GENERAL 

FUND  

FY-2022 

RECOMM  

%  INDIRECT 

COST FUND  

FY-2022 

RECOMM  

TRAINING 

REVOLVING  

FY-2022 

RECOMM  

GENERAL & 

INDIRECT 

COST FUND  

TOTAL   

FY 2022 

RECOMM  

BUDGET   

Personnel 

Services  

$3,222,487  7.25% Personnel 

Services  

$0  Personnel 

Services  

$0  Personnel 

Services  

$3,222,487  

  

Fringe Benefits  $1,580,861  3.56% Fringe Benefits  $0  Fringe Benefits  $0  Fringe Benefits  $1,580,861  

Supplies  $70,000  .16% Supplies  $40,000  Supplies  $0  Supplies  $110,000  

Other Services & 

Charges  

$39,542,352  88.95% Other Services & 

Charges  

$300,367  Other Services & 

Charges  

$23,000  Other Services & 

Charges  

$39,865,719  

Public Utilities  $0  0% Public Utilities  $190,500  Public Utilities  $0  Public Utilities  $190,500  

Capital Outlay/ 

Equipment  

$0  0% Capital Outlay/ 

Equipment  

$0  Capital Outlay/ 

Equipment  

$0  Capital Outlay/ 

Equipment  

$0  

Miscellaneous   $40,000  .09% Miscellaneous  $0  Miscellaneous  $0  Miscellaneous  $40,000  

TOTAL GEN. 

FUND  

$44,455,700  
 

TOTAL INDIR. 

FUND  

$530,867  TOTAL INDIR. 

FUND  

$23,000  GRAND 

TOTAL  

$45,009,567  
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FY'23 OMB RECOMMENDED BUDGET 

 GENERAL 

FUND  

FY-2023 

RECOMM  
%  INDIRECT COST 

FUND  
FY-2023 

RECOMM  
TRAINING 

REVOLVING  
FY-2023 

RECOMM  
GENERAL & 

INDIRECT COST 

FUND  

TOTAL     FY 2023 

RECOMM BUDGE

T   

Personnel Services  $3,274,126  7.35% Personnel Services  $0  Personnel Services  $0  Personnel Services  $3,274,126  

Fringe Benefits  $1,643,352 3.69% Fringe Benefits  $0  Fringe Benefits  $0  Fringe Benefits  $1,643,352 

Supplies  $70,000  .16% Supplies  $40,000  Supplies  $0  Supplies  $110,000  

Other Services & 

Charges  
$39,542,352  88.72% Other Services & 

Charges  
$300,367  Other Services & 

Charges  
$23,000  Other Services & 

Charges  
$39,865,719  

Public Utilities  $0  0% Public Utilities  $190,500  Public Utilities  $0  Public Utilities  $190,500  

Capital 

Outlay/ Equipment  
$0  0% Capital 

Outlay/ Equipment  
$0  Capital 

Outlay/ Equipment  
$0  Capital 

Outlay/ Equipment  
$0  

Miscellaneous   $40,000  .09% Miscellaneous  $0  Miscellaneous  $0  Miscellaneous  $40,000  

TOTAL GEN. 

FUND  
$44,569,830 
  

 
TOTAL INDIR. 

FUND  
$530,867  TOTAL INDIR. 

FUND  
$23,000  GRAND TOTAL  $45,123,697 

  

 
 

   SUMMARY OF PROPOSED FY'22 & 23 MISCELLANEOUS  

  
  

 

Health Insurance for Retirees  $38,210,672  98.14% 

Certified Public Manager Program  $75,000  .19% 

GVI Employees Recognition Activities  $50,000  .13% 

Contribution Health Ins. Board  $275,000  .71% 

Health Insurance Consultants  $285,000  .73% 

Municipal Council Pension  $40,000  .10% 

  TOTAL $38,935,672     
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Recruitment & Classification   

  
The Recruitment and Classification unit provides recruitment services and coordinates recruitment 

efforts for the executive branch of government. Why is this critical? Because within the projected 

GVI budget right now, there are approximately 1,022 vacancies and our mission is to aggressively 

fill each and every one.  

 

Let’s look at what we’ve done first: 
 

• We’ve provided quarterly training workshops on the employment process and the effective 

use of the recruitment/selection tool powered by NEOGOV, the market and technology 

leader in on-demand human resources software for the public sector whose software 

automates the entire hiring, onboarding, and performance evaluation process.  To date, we 

have effectively trained eighty (80) HR Professionals.  
 

• Our Get2Work2020 initiative, implemented in May 2020 as a recruitment and retention 

strategy, has proven to be a success, with 10 percent of all candidates - nearly 300 

candidates - benefitting directly. This strategy focuses on providing skills and 

competencies each candidate can use in lieu of educational preferences and/or experience. 
 

• We have pushed to recruit a diverse, skilled workforce by using as many digital platforms 

as possible to increase the visibility of available job. Candidate searches continue on 

governmentjobs.com, across social media pages (LinkedIn, Facebook, Twitter, and 

Instagram) pages, the Virgin Islands Department of Labor’s (VIDOL) VIEWS website, 

college job boards, and industry blogs with the sharing of posts and events to attract 

candidates. 

   

• On December 17, 2020, we hosted the first ever Virtual Career Fair with focus on careers 

in public safety. The Career fair reached more than 4,700 views on our social media page—

98.14%

.13%

19%

.73%

.71%

.10%

SUMMARY OF PROPOSED FY'22 & FY'23 
MISCELLANEAOUS

Health Insurance for Retirees

Certified Public Manager Program

GVI Employees Recognition Activities

Contribution Health Ins. Board

Health Insurance Consultants

Municipal Council Pension
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the most ever recorded at any career fair. In the current fiscal year, we have processed more 

than 6,213 online applications and referred nearly 3000. The charts below give an idea of 

the impact: 

 

 

 

We spoke before about our recruitment strategies for Bureau of Corrections officers. 

In comparison to previous years, we have also doubled the amount of referred candidates to The 

Virgin Islands Territorial Emergency Management Agency (VITEMA). In 2021, VITEMA had 

eight (8) vacancies and received a total of twenty-five (25) referred candidates, inclusive of 

bilingual candidates to fill their Emergency Call Center Operator vacancies territory wide.  We are 

pleased to say that the vacancies were filled, four (4) in the St. Thomas/St. John district and four 

(4) in the St. Croix district.  We firmly believe in inclusivity and diversity in the recruitment 

process.     

   

We have established a formal partnership with the Virgin Islands Housing Finance, Department of 

Education, Virgin Islands Waste Management Authority, and the Judicial Branch of Government 

to advertise their vacancies. These partners have been provided training on the system 

functionalities that allows the documenting and tracking of the employment cycle, access to 

notification templates, tools, resources, and network necessary for effective and efficient 

operations.  
 

We’ll be taking it up a notch in FY 2022, increasing our visibility three-fold. Using every digital 

medium available, we will ensure that prospective employees know how to apply, how to use our 

systems, hear from others through testimonials the potential for careers in the Virgin Islands, and 

can access job postings on national boards and platforms. We will come to them – career fairs are 

in the works for the east and west coasts, capitalizing on the large population of Virgin Islanders 

in big cities such as Atlanta, New York and Los Angeles. Also, we will organize job fairs in Fall 

and Spring 2022.    

 

 

 

Oct-20, 
552, 9%Nov-20, 

379, 6%

Dec-20, 
499, 8%

Jan-21, 
813, 13%

Feb-21, 
1467, 
24%

Mar-21, 
1292, 
21%

Apr-21, 
819, 13%

May-21, 
392, 6%

ONLINE APPLICATIONS
FISCAL YEAR 2021

OCT. 1, 2020 - MAY 17, 2021
Oct-20, 
225, 8%Nov-20, 

216, 7%

Dec-20, 
223, 8%

Jan-21, 
370, 12%

Feb-21, 
493, 17%

Mar-21, 
743, 25%

Apr-21, 
542, 18%

May-21, 
142, 5%

REFERRED CANDIDATES
FISCAL YEAR 2021 

OCT. 1, 2020 - MAY 17, 2021 
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Human Resources Information Technology  
  

As alluded to before, remote work is a benefit offered at the Division of Personnel. The Human 

Resource Information Technology (H.R.I.T) unit worked rapidly to restructure network related 

operations to allow employees to securely work from home. This project came on the heels of 

Covid-19, as the need to provide essential human resource services escalated.  Old mobile 

equipment was re-purposed for use. Subsequently, additional laptops, monitors and networking 

equipment were acquired.  We upgraded our Voice Over Internet Protocol (V.O.I.P) telephone 

systems in both districts. This upgrade and redesign gave us the added functionality and resilience 

from site to site. Virtual phones were added for all D.O.P. personnel, giving the staff the added 

benefit of utilizing their computers to make and answer telephone calls, while remote working or 

in the office.   

  

In collaboration with Tyler Munis and the Government Employees Retirement System (G.E.R.S.), 

we completed the E.R.P. to G.E.R.S. export project, which allows for a more efficient and timely 

processing of employee data. Ultimately, this project enables us to give GERS that data more 

quickly, and the system the ability to calculate and process employees’ annuity in real-time. 

G.E.R.S. will have better insight to all human resource-related actions throughout 

the Government.  They will not only be able to predict additional contributions in or out of the 

system but capture when an existing employee transitions from one employee bracket to another, 

such an individual moving from a hazardous position to a non-hazardous position. They can also 

analyze past data to perform studies with the actuaries if the need arises.  This is another tool to 

work collaboratively with various government instrumentalities while we enhance the agenda of 

becoming more transparent.  

 

Other significant projects: 

 

• In January of 2021, the team started to capture the details of personnel transactions 

processed monthly. The objective of this project is to identify areas of concern that result 

in personnel actions getting rejected at DOP. The division will continue to provide 

additional training and consultation to agencies that continue to have a large error rate 

while ensuring that the data for past, present, and future employees of the three branches 

of Government are accurate and are executed in a more timely and efficient manner.  

  

• To date, the D.O.P. team charged with conducting a review of the Department of 

Education’s personnel actions processed over a two-year period found an error rate of over 

60% in its review of over 1,865 Notices of Personnel Actions. Although the audit is not yet 

completed, current recommendations include D.O.E. becoming more attentive, efficient, 

and accurate in processing personnel actions.   

One of our major goals for FY ’22 is to significantly decrease the number of NOPA’s that are now 

required to be processed through the Division of Personnel.  We will train and empower the human 

resources professionals in departments and agencies to process their own miscellaneous personnel 

actions such as change of funding source, name change, etc.  This will allow DOP to focus on 

critical items such as new hires, promotions, and salary changes.  The process which is now in 

place will be replaced by one that is more streamlined, seamless, accurate, and timely.  For  
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example, what now in some instances may take approximately 10-15 business days from beginning 

to end, depending on the action will, in the next fiscal year, take approximately 3-5 days. 

 

Beginning in FY ‘22, the team will begin the first phase of our network infrastructure overhaul. 

This phase will include the replacement of all core networking equipment that reside at the heart 

of our infrastructure but have far out lived its normal life cycle and are out of warranty. Items such 

as firewalls, core switches, and additional wireless equipment will be replaced or added as 

needed.  This will ensure the uptime for all network available resources and mitigate downtime 

during time of power loss.  

  

The second phase of the project will include the design and built out of a virtual infrastructure, 

ensuring uptime of all critical applications in both districts.  

 

 

Health Insurance & Wellness   

  
The Group Health Insurance (GHI) Unit at the Division of Personnel is responsible for 

administering the health, dental, vision, and life insurance plans for active employees, retirees, and 

their dependents as negotiated by the Government Employees Service Commission (GESC) Health 

Insurance Board. 

  

The COVID-19 pandemic also redefined the ways in which we now service our clients – 

employees and retirees. We have significantly improved our communication protocols and 

converted many of our processes to online formats to ensure ease of use and access for our clients.  

All members can now view all announcements, updates and changes on the Division's website 

(www.dopusvi.org). Our active employees remain able to view, update and make their changes 

online using our eligibility system (Bentek).  

  

We partnered with Bentek and the Government Employees Retirement System (GERS) on our 

premium file integration, which allows retiree deductions to be electronically sent directly to 

GERS.  This process eliminates the staff's need to make manual changes to retiree benefits. 

Further, it ensures that members are paying the correct premiums in accordance to the benefits 

they have elected. As of May 28, 2021, the GVI's group health insurance plan has a total of 

approximately 13,937 plan participants, including active employees and retirees from the three 

branches of government. Of that total amount, 6,980 are active employees and 6,957 are retirees 

enrolled under the plan. When considering the dependent population, the plan covers more than 

25,000 members. 

  

The FY21 cost for medical and dental is estimated to be approximately $174,834,672.00. As of 

April, we have paid a combined total of $83,744,550.51 in healthcare premiums, in which 

$61,133,521.88 represents the government’s portion and $22,611,028.64 represents the employee 

share. 
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In September of 2020, we hosted our first virtual Open Enrollment where we had more than 300 

participants. The employees and retirees were provided with opportunities to interact directly with 

our carriers and health insurance officers and ask pertinent questions relative to their benefits and 

all our plan offerings. Additionally, for the first time in the Territory, the United Healthcare Group 

Medicare PPO Advantage Plan for our Retirees over the age of 65 was successfully implemented. 

More specifically, this plan offers a clinical program, education resources, hearing aid benefits, 

house calls or in-home visits, member rewards, and wellness benefits with zero out-of-pocket costs 

to our eligible members.   

 

I would be remiss if I did not take this opportunity to advise that open enrollment is scheduled for 

August 16 through September 17 of this year. We encourage employees to take a look now at your 

current benefits and if changes are required, open enrollment is the time to do so. 

  

Wellness  
 

Many of us are concerned with the increasing cost of health care, and therefore, our Wellness 

Program plays an integral role in helping the community get on the path to better health and, 

subsequently, reduced health care costs.  
 

During the last year, we have seen an increase in the number of stress-related factors among 

employees which includes, but is not limited to, physical, mental and emotional health.  As such, 

Employee Assistance Program (EAP) seminars were hosted by Cigna for active employees, Cigna 

retirees and their dependents. Seminars included topics such as:  Mental Health at Work, 

Understanding Anxiety and Mindfulness Meditation. 

   

Every year members are required to complete their Cigna Health Risk Assessment (HRA) by 

September 30 of the current fiscal year. Under normal circumstances, any employees, or retirees 

under the age of 65 who are current policy holders under the Cigna health insurance program and 
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failed to complete their HRA would have a Wellness Inactivity Member Premium (WIMP) 

deduction of $20.83 bi-weekly starting within the first pay cycle of the next fiscal year. However, 

on March 08, 2021, the GESC Board waived the completion requirements, and no member will be 

assessed a penalty for 2021.   

   

The GESC Board and the Division of Personnel launched the MotivateMe Incentive Program for 

the period of October 1, 2020 through September 30, 2021. All primary active members of the 

GVI’s Cigna plan are eligible for a gift card as a reward for their healthy activities. The program 

offers health and wellness activities, initiatives, webcasts, seminars and personal health reporting 

designed to actively engage Cigna plan members in their health insurance benefits. The higher the 

level of participation (points), the higher the value of the gift card.  To access the MotivateMe 

platform, members can login to MyCigna.com.   

   

The Wellness Program will continue to support plan members’ desire to make healthy lifestyle 

choices by continuing to offer high engagement activities as well as introducing new and exciting 

activities and challenges to keep wellness participation at a high level.  For this to be successful, 

DOP will in FY 2022 and 2023 request from the GESC Health Insurance Board funding to support 

our wellness initiatives.  Initiatives will include, but are not limited to the following: Vegetarian 

Cooking Classes, Fete & Sweat Fitness Program, Farm-To-Table: Food Revolution for Change 

and the Annual Health & Wellness Expo. 

  

Strategy and Organizational Development 

The Strategy and Organizational Development Unit (SOD) continues to support the overall 

mission to be a strategic Human Resources partner with the Government of the Virgin Islands 

(GVI) departments and agencies, to establish a workforce of excellence – specifically through 

talent development, training, technology, and service. 

In supporting our recruitment efforts, DOP partnered with the Office of Management and Budget 

to develop and launch, the GVI Fellows program. The program is designed to attract, develop, and 

retain financial talent by creating a competitive fellowship program to serve as a pipeline for 

financial positions within the GVI. GVI Fellows is a two-year rotational program for recent 

College graduates, which begins on October 12, 2021. 

In collaboration with the University of the Virgin Islands we continue to facilitate the ongoing 

Virgin Islands Certified Public Manager program, a 14-month training program that is open to 

employees within local and federal government agencies, non-profit organizations, and private 

sector businesses in the U.S. Virgin Islands. Since its inception in 2013-2014, the program has 

produced 159 graduates. There are many notable graduates of this program, some of whom serve 

in this body, and the number of applicants for each cycle supports its continuance. The 2019-2020 

program received 60 applicants, 46 were accepted and 41 graduated. The program for 2021-2022 

has 59 applicants and 59 were accepted. 

Training and Development of our employees continue to be a priority at the Division. Our use of 

training and technology is illustrated through the launch of our N.E.W employee orientation 

program, the launch of Brilliance is the C.U.R.E training, our partnership with NEOGOV to utilize 
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their performance management program, and using data collection software to gather information 

on employee satisfaction. 

We continue to see increasing numbers in our employee orientation program called N.E.W.  In FY 

’22 & ’23, we anticipate an expansion of the program to enhance the new hire’s employment 

experience.  Enhancements will include a one stop shop for processing all new hire information, 

which will improve efficiency and remove the complexity of onboarding.  

C.U.R.E  - an acronym for Communicate, Understand, Respond & Remedy, and Empower – 

provides participants with customer service training. After the development of the program, we 

conducted pilot training sessions with our DOP team and GVI HR partners, with the explicit intent 

of gathering feedback to improve the training.   The official offering of the training began in March 

of 2021. Since its roll out, 81 Brilliant GVI employees from all three (3) Branches have learned 

how to apply the C.U.R.E. 

Recognizing the need to revamp the way employees are currently evaluated, we embarked on 

redesigning and automating our employee evaluation system. We have procured NEOGOV’s 

performance management software, which will automate all employee evaluations, so that Agency 

Heads, in collaboration with HR Officers can identify gaps in skills and areas of improvement. 

This software allows for the HR team to communicate, identify and promote employee strengths 

as well as the implementation of performance improvement plans (PIPs) when needed. We believe 

that the ability to track such data could increase productivity and retention in the agencies. We are 

currently in trainings with the software developer to populate the program with relevant job 

descriptions, performance standards and evaluation criteria. The program launch date is October 

1, 2021. 

To measure and improve employee satisfaction, DOP periodically sends out digital surveys to GVI 

employees. The results of these surveys provide Agency heads with information on employee 

satisfaction, that they can use to create action plans to address workplace concerns. 

Beyond training and development, we also manage the   Donated Leave Program, the Career 

Incentives Program (CIP); conduct investigations into cases of harassment and/or discrimination; 

and our partnering with the Territorial Americans with Disabilities Act (ADA) Administrator. 

• Donated Leave:  FY 2020, we approved 180 donated leave applications for GVI 

employees, at a cost of $923,632.23, which equates to 44,623 hours. As of May 28, of this 

Fiscal Year, 185 Donated Leave applications have been approved, this totals51,732 hours 

of leave time and $1,049,446.19 paid to GVI employees. As of May 28, 2021, there are 28 

GVI employees on the donated leave program. 

 

• The Career Incentives Program: for fiscal year 2021, 16 GVI employees have been the 

recipient of the Career Incentives Program and 3 applicants were denied. These approvals 

for CIP recipients equate to $119,710.63 for officers of the Virgin Islands Police 

Department, VI Department of Corrections, VI Fire Department, and Officers working 

within the Department of Human Services. 
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• The Division of Personnel worked with the Office of the Governor’s Territorial ADA 

Administrator to launch the first annual GVI Employee Self-Identification of Disability 

Status survey in support of Governor Bryan’s recently signed Executive Order 469-2021, 

which addresses the importance of hiring more employees with disabilities into the GVI. 

The self-report survey collects quantitative data on existing disabilities throughout the 

GVI. This year, the survey was open for a 3-month period beginning March 1, 2021, and 

as of May 28, 2021, 467 GVI employees responded. The information gathered will be 

utilized to establish a goal percentage in hiring practices as mandated by the executive 

order. 

For Fiscal year 2022 & 2023, we will expand our Respect at Work training series in two areas. 

The first will be a rebranding of our existing interpersonal communication and conflict resolution 

training, while the second is a Diversity and Cultural Sensitivity training that builds on our soft 

skills training so that employees can expand their interpersonal communication skills when 

working with persons from different cultures. 

Closing 
 

Senators, thank you for the opportunity to testify today and share more about our programs and 

initiatives, the systems that support our work, and our efforts to facilitate a meaningful professional 

experience for all GVI employees. We ask for your favorable consideration of our budget request 

and your support of our efforts to rename and rebrand our Division in a way that strategically 

reflects our mission and role. 

 

Remember, Human Resources is about increasing awareness of the impact every decision has 

on people; empowering leaders with the right coaching so they can make the best decisions; 

providing the best tools and programs to engage employees from hire to retirement; putting 

employees first in all business decisions; and providing development opportunities to all 

employees, so they become the BEST version of themselves. 

   

Our job is to help each prospective candidate and employee enjoy a fulfilling career. 

 

To the Division of Personnel team that helps achieve these goals every day, I express my profound 

gratitude. My team’s unrelenting commitment to excellence, collaboration, and community are 

undeniably inspiring, along with their professionalism, work ethic, and passion for Human 

Resources management. 

  

My team and I are now available for any questions you may have.  Thank you.   
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