VETERANS RECRUITMENT APPOINTMENT (VRA) TRAINING GUIDELINES

References:  38 U.S.C.4214; Public Law 107-288; 5 CFR Part 307; OPM Vet Guide
1. A new law, Public Law 107-288, the Jobs for Veterans Act, enacted 7 November 2002, revised the eligibility requirements for a Veterans Readjustment Appointment (which the Act redesignated as a Veterans Recruitment Appointment [“VRA”]).  In accordance with the law, agencies must establish a training or education program for any VRA appointee who has less than 15 years of education.  This program should meet the needs of both the agency and the employee.  Programs should be designed to prepare appointees for greater responsibility, prepare them for particular trades, occupations or positions, or achieve other educational, professional or vocational objectives.   The veteran and his/her supervisor should develop a plan jointly.  Consideration must be given to the veteran’s aspirations and potential, activity resources or training capabilities, and skill development or educational resources in the locality.  The total program should provide him/her with useful skills and knowledge that will enhance his/her ability as an employee and his/her growth and development as a person.

2. In accordance with Public Law 107-288, a written development plan should be prepared setting forth the veteran’s objectives, developmental activities to be undertaken, activity support to be provided, and conditions to be met to fulfill the requirements of satisfactory participation. In most cases, it should prepare the employee for the job he/she was selected.  If the veteran does not have a high school diploma or equivalent, he/she should be given maximum encouragement to make this an objective, or one of the objectives of his/her development plan.  However, he/she should always be guided toward objectives which are consistent with his/her highest level career aspirations, his/her ability to attain them, and the extent to which they will help him/her build a successful career in the employing organization. In light of the educational and skill levels of some veterans this provision shall not apply if the veteran has fifteen years or more of education; and the provision may be waived in the situation where the veteran is: 1) at the full performance level of his/her position (at the top of the positions career ladder) and 2) needs no additional training beyond routine familiarization to perform the duties of the position.

3. Developmental activities may include any, or any combination, of the following as appropriate to achieve the veteran’s objectives:

a. Planned on-the-job training 


f.   Basic and/or remedial education


b. Rotation of job assignments


g.   Vocational education

c. Classroom training



h.   Scientific or technical education



d. Reading assignment(s)


i.   High school or high school equivalency (GED)

e. Correspondence course(s)


j.   College education

4. The veteran’s objectives need not be attainable within two years, however; plans for those with more ambitious goals should specify the portion which is considered to meet the training or educational requirements under VRA.  In other words, plans need not be arbitrarily limited because of the fact that conversion to competitive status normally occurs after two years.   

5. When the development plan provides for job-related outside educational activities, agencies are encouraged to allow up to ten hours duty time per week for this purpose, especially when the veteran contributes an equal amount of his/her own time.  In approving such arrangements, any educational activity creditable toward acquisition of a high school diploma or equivalency certificate is considered to be job-related.

6.  The development plan should provide for periodic process reviews, including discussions with the veteran and his/her supervisor concerning work performance and on-the-job training activities.  When the plan includes an educational component or attendance at training courses the veteran should arrange for appropriate evidence of satisfactory participation.  

7. Training objectives are determined through a needs assessment process that compares job requirements with veteran’s capabilities.  A needs assessment is simply looking at the key knowledge, skills and abilities for the position and comparing them to the abilities of the employee.  Reviewing the employee’s application and observing his/her work during the first few weeks of employment can determine the abilities.  From this assessment objectives in the four basic areas of the development plan can be determined.  Basic Skills/Tasks – knowledge, skills, and abilities that would be held by anyone in this job profession, Job Specific Skills/Tasks – Knowledge, skills, and abilities that are specific to the current position the employee holds, General Skills/Tasks – Knowledge, skills and abilities that would add value to the employee’s overall effectiveness in the federal workforce, and Computer Skills/Tasks – Knowledge, skills and abilities related to the use of automated systems and the programs used on those systems.
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