NSPS COMMENTS – JIM SAVARESE 2/17/2005

It’s amazing to me that you think you are going to improve the Government system by giving more power to its managers. They have most of the power now and can’t seem to function. By going through this change, you are signing a Death warrant (or Career Death at least) to many of us. 

By going for performance, how do you expect the folks who have been working a while to compete with those pumped up just out of college. I’m 43 and I wonder if I’ll ever see another pay raise. As it is, under the GS system, I have to wait 3 years to get a pay raise. The good thing about it, is its automatic and guaranteed. I don’t have to depend on my “Genius” manager to decide whether or not I have performed admirably enough to get a whopping 3%. 

The old system albeit 50 years old has balance. The new system has the scales tipped in the direction of Management. Even in our system of Government, we have a balance of power, whereas, if the police are the governing force, someone’s policing the police. How do we keep the Managers under control? By the way, how old is the Mona Lisa? Should it be replaced because it’s so old.

While you were addressing the fact that some performing well get paid less than others doing nothing, you forget that the reverse is also true. Some performing well get nothing, while others doing nothing (other than pressing the flesh) get more. This is true of both systems. This is the United States Government, Department of Defense, and if you don’t think its political, then you’ve never worked here. It’s based on politics and not performance. 

I’ve been under pay-banding at Point Mugu NAS. I have been be-rated, filed my appeals, and come to realize, it all comes down to politics. It never has and never will be about performance. You are vastly weakening the position of the Government employee, to allow favorites (NOT THE BEST PERFORMERS) to be paid the best. The old system allowed at least a minimum of protection. Most of the best performers I’ve seen (and I’m not thinking of myself) had a mutual agreement with management. They hated each other. Managers care about their own selves, and the best performers care about the War fighters. That, to me, is a fact. (Not all, there are many great managers in the government too. I personally have not met any though. Ha ha!)

If you got any input from employees on this manner, it must have been the favorites, or those who are thinking of the golden carrot, i.e. money. By raising the level of where the GS-13’s top out, it makes all the GS-13’s think that they can achieve those salaries. But there is no guarantee. In addition, there is no guarantee that an employee performing at an extremely high level will be compensated accordingly or at all. 

All in all, I understand the sentiment, a better, more-efficient organization. This is something the government needs, desperately. But it still needs a balance of power, I believe, if you REALLY want to achieve your goals of fairly compensating employees. I think ultimately the government wants to do this. But it is not represented in your plan (or at least it wasn’t in pay-banding at Point Mugu.) You must give the employees a minimum level of protection, if fact, the same protection they are receiving now.

If it is not already in place, I propose that you allow us to move up the GS scales on our orderly progressions that were guaranteed in the past, and if managers want to give us additional increments, whoop de doo! But giving us no guaranteed step increases, and slanting the power to the management, opens the door for even more corruption than already exists. This new weapon you’ve developed can be used for the greater good of the government and the country, but it can also be used for bad, and you are leaving some of us unarmed, without the ability to defend ourselves and our families. I understand what you are trying to do, but you can’t possibly believe a government employee who has worked hard has never gotten gypped. Under the new system he can get gypped worse, so let’s stop talking about fairness in pay, huh? You may state however, that the new system will be just as unfair as the old one, but will also provide employees with no guaranteed protection of salary.

How is the payoff so far? How many hours have been used to change from the GS to NSPS system? How long has it taken? How many comments read? How many emails sent? Will this even be read? If it is read, will it have a chance at making a difference?  It seems to me, more of the same from the organization that uses the lowest bidder and pays their contractors even when they don’t produce. I think you need to change a little bit more than just the civil servants performance system. You need a complete government overhaul. Why just replace the Mona Lisa, when the Louvre is falling apart? And why replace the Mona Lisa at all, with something more ugly?

Finally, on RIF and the idea that performance should outweigh seniority, this seems immoral. But the real crux of this argument is what I have discussed before. You mean to say PREFERENCE outweighs seniority, using performance as a manipulated factor to cover the immorality. So I can only presume the younger will out-perform the old, more or less. So RIF means bye bye, right? So the old guy goes without retirement possibly, to make room for a new guy. Now when the new guy gets old, . . . Hey you guys have figured out a way to never pay any retirement to anyone. More power to you.

I have spoken to the unions and they say they’ve been ignored. This NSPS just keeps coming up fishy. I think this would be easier to take if the real motives of this plan were revealed. I think the managers have convinced you that they need more power, but I think they need more education. They need to be kept in check, as the old system provided. They need less power. They kiss up to the organizations needs, but not the warfighters. In fact the ultimate NSPS plan should start by getting rid of the managers. Then you’re just left with a WORKforce.

I’ve said my piece, and I don’t know if NSPS will be a good thing for me or a bad thing for me. It will totally depend on who my manager is and NOT my performance. I’ve never seen a manager able to clearly quantify performance. In fact they often don’t do the quarterly sit downs like they should. Hardly one performance objective I’ve read, that was for myself, was understandable. Don’t tell me this is the fault of the old system. It’s the fault of the management. I just interviewed for an XO position. I didn’t know what it was. I thought it had something to do with tic-tac-toe. I found that it’s basically a guy, who first does the managers job for him, and then carries his luggage around. You have got to admit, these guys are cunning. However, I think we need to not give them any more power, and make sure we balance what power they have.

