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§ 9901.405 Performance management system requirements.
(b) The NSPS performance management system will—
Reads: 

 (2) Provide for the periodic appraisal of the performance of each employee, generally once a year, based on performance expectations;

Recommended Change:

(2) Provide for the periodic appraisals, generally once a year,  quarterly assessment counseling and standardized Individual Development Planning (IDP) and documentation processes on  the performance of each employee;

Reasoning/Justification:

The proposed  current periodicity needs to be supplemented , without ongoing tracking and feedback this will just become a meaningless  end of year “shuffle”. Quarterly counseling will both help nurture the change process before the first cycle hits, and also provide a more accurate feedback/performance assessment pulse for the employee.  In order to effectively measure performance improvement, minimize litigation/complaints and establish/maintain an equitable system,  standardized  Individual Development Planning (IDP) and documentation processes must be established  across the board.   If it is left up to each individual or agency to come up with there own plan/system NSPS will never be able to effectively achieve  its goal of  measuring how effectively supervisors and managers use the tools provided by NSPS and holding them accountable. 
§ 9901.406 Setting and communicating performance expectations.
Reads:
(b) Supervisors and managers will communicate performance expectations, including those that may affect an employee’s retention in the job. Performance expectations will be communicated to the employee prior to holding the employee accountable for them. However, notwithstanding this requirement, employees are always accountable for demonstrating professionalism and standards of appropriate conduct and behavior, such as civility and respect for others.

Recommended Change:

(b) Supervisors and managers will communicate performance expectations, including those that may affect an employee’s retention in the job. Performance expectations will be communicated to the employee prior to holding the employee accountable for them during the first Quarterly Assessment Counseling Individual Development Planning (QACIDP) session. The performance expectations established during the first QACIDP will be reviewed and utilized as a baseline to gauge the employee progress during each subsequent quarter for the remainder of the fiscal year.  However, notwithstanding this requirement, employees are always accountable for demonstrating professionalism and standards of appropriate conduct and behavior, such as civility and respect for others.

Reasoning/Justification:

Specific periodicities must be provided, the current guidance “prior to holding the employee accountable” leaves much room for debate,  i.e. this would allow me to set an unrealistic goal 2 weeks before the end of the reporting period and I would still be in compliance.  Quarterly counseling will both help nurture the change process before the first cycle hits, and also provide a more accurate feedback/performance assessment pulse for the employee.  In order to effectively measure performance improvement, minimize litigation/complaints and establish/maintain an equitable system,  standardized  Individual Development Planning (IDP) and documentation processes must be established  across the board.   If it is left up to each individual or agency to come up with there own plan/system NSPS will never be able to effectively achieve  its goal of  measuring how effectively supervisors and managers use the tools provided by NSPS and holding them accountable. 
§9901.408 Developing performance and addressing poor performance.

Reads:
(a) DoD implementing issuances will prescribe procedures that supervisors will use to develop employee performance and to address poor performance.

Recommended Change:

(a) DoD implementing issuances will prescribe procedures that supervisors will use to develop employee performance, to address poor performance and shall also include competency driven training development plans.

Reasoning/Justification:

This section currently  focuses on “poor performance”, where is the “developing performance” section?  Paragraph (a) is too vague and should at a minimum include a reference to training.  With the new requirement to link individual performance to organizational goals and increase performance accountability, it is important that we recognize the significant changes involved and to address them. The training development of our workforce may very well become one or the critical success factors of the program and existing programs, methodologies,  processes, policies and the supporting infrastructure related to training are not adequate to support the new initiative requirements.  The bottom line is that today NSPS is primarily focused on the technologies and associated to administer performance management but has not yet considered that additional training, technologies and processes to actually nurture the development of the workforce. 

