NSPS COMMENTS

OUTREACH TO EMPLOYEE REPS-PG. 7555

The input from the consultation meetings with the unions, who are our employee reps, was not incorporated into the working groups.  The unions were not and still have not been allowed to provide vital input.  So whatever information the working groups can provide will be one-sided.  

OUTREACH TO EMPLOYEES-PG. 7555

Norfolk Naval Shipyard, my current command, just held its town hall meeting on March 1, 2005.  Deputy Assistant Secretary of the Navy (Civilian Human Resources), Ms. Patricia Adams, was the speaker.  Nothing solid was said about the NSPS so the comments that were stated went without being answered. If there are no solid answers now after the announcement of the implementation of NSPS, it is hard to see how comments from previous town hall meetings were incorporated into the original working groups. 

OPTION DEVELOPMENT PROCESS- PG. 7555
Since the Department of Homeland Security has not yet completed its own Human Resource System under NSPS, it would be difficult, if not possible, for the working groups to benefit from any research materials that were developed from the DHS NSPS.  There should be an evaluation period first after the implementation of NSPS at DHS before initiating NSPS at DOD.  Also, it seems that even the working groups could not agree on what would constitute performance and compensation/classification options.  If pay banding in NSPS is to be implemented based on performance, it seems to be putting the cart before the horse if NSPS is implemented and there is not a proper vehicle in place for grading the performance of federal employees. If DOD is REALLY interested in doing “it right”, then proper time and evaluation should be given in order to make sure that federal employees will receive a FAIR AND EQUITABLE personnel system.  What’s the RUSH?

CONTINUING COLLABORATION-P 7557

Under continuing collaboration, there seems to be no avenue for the involvement of the employee representative in the further planning, development, and adjustment of the NSPS.  According to Code 9901.106, Para (4), our employee representative are supposed to be “provided access to information to make their participation in the continuing collaboration process productive.”  To this date, this information has not been provided to our unions.  Details of the NSPS have been kept so in the dark that the unions have had to file a lawsuit in court.  The implementation of NSPS without the input of the employee’s representatives is not only unethical, but is contrary to the intent of the law.

In addition, the specifics of the reconsideration process for employees who seek reconsideration of their performance ratings are not “spelled out’ in these proposed regs.  Performance evaluations are an integral portion of NSPS so it is vital that the details of how one has been evaluated is “spelled out” before he/she can be penalized for not non-performance.  A personnel system that is implemented without proper appeals and recourse is paramount to a communist state, not a democracy.

PAY AND PAY ADMINISTRATION-P. 7559

SETTING AND ADJUSTING RATE RANGES

Under the proposed NSPS, the DOD will coordinate setting and adjusting rate ranges and local market supplements with the aid of OPM.  These ranges will replace our current tried and enduring locality raises.  These new untried rate changes may result in lower pay raises for federal employees and less wages over our careers, which will affect our retirement earnings.

PERFORMANCE BASED PAY

It seems that a timetable for the implementation of NSPS at DOD cannot be developed when a specified pay banding system for DOD has not been developed yet.

RATING METHODOLOGY

As of this date (March 2, 2005), DOD has not developed a pay rating system.  A pay rating system of this magnitude should require more research and evaluation of other activities that have actually implemented their own NSPS before implementation at DOD.  My command, Norfolk Naval Shipyard, Portsmouth, VA tried a similar incentive awards program in 2003 that was supposed to be based on shares in proportion to performance evaluation, similar to the pay-rating example shown in the Federal register.  This incentive program failed miserably and only proved to further alienate employees and decrease employee morale as only the supervisors’ “favorites” were given the highest shares. No explanation was required or given as to how performance was measured.   As in the proposed NSPS regulations, there was no recourse as to grieving the process because the assignment of awards is management’s right and non-negotiable.  To increase this unyielding power to managers by giving them the right to determine our salaries and wages is unconceivable to any one who needs to work to make a honest living in the federal government. 

WORKFORCE SHAPING-SUBPART G

RIF

To use performance as a factor for ranking on what will be similar to the “retention” register under the current federal regulations may lead to abuse by supervisors who would like to “get rid” of someone they don’t like and keep someone that they like who has much less tenure.  Under NSPS, performance will be determined by the subjective opinions of supervisors.  Regardless of how much training a supervisor is supposed to receive, human nature will prevail without any restraints as proposed under NSPS.  This could lead to a grave miscarriage of injustice to many undeserving federal employees.

ADVERSE ACTIONS-SUBPART G-7565


MANDATORY REMOVAL OFFENSES (MRO)


Under NSPS, MROs are to be ID’d by the Secretary of Defense.  He also has the authority to mitigate the penalties for MROs.  Since the DOD has not yet ID’d what offenses would constitute MROs (as of March 2, 2005), it seems that the Secretary of the Defense had been issued a blank check and undue process of law for the federal employee.  How can one be given the authority to determine penalties of yet undefined offenses while implementing them at the same time?  This proposal eliminates any chance of due process of law for the federal worker.  

LABOR-MANAGEMENT RELATIONS-SUBPART I

This part of the proposed NSPS does not sit well with me at all.  After all of my previous comments on the incompleteness and the unfairness of the proposed NSPS, this section bears an omen of gloom and doom for the federal workers.  With no checks and balances in place such has been provided by our various labor unions, there is a great propensity for managers to abuse the federal worker.  NSPS as proposed is a new and unproven personnel system   The unions are VITAL to retain the federal workers’ hard earned bargaining rights to keep the civil service from reverting to one of corruption, abuse, and nepotism.  That was the reason for Civil Service Reform in the first place.  Now DOD wants to undo all that has been accomplished in the name of Homeland Security?  To use the excuse that DOD needs more flexibility is just a cover-up for “union busting” and a veiled sabotage to strip the federal workers of their rights.  A National Security Labor Relations Board that is created by the “Department” (Or agency) which makes up its own rules doesn’t signify that the federal employee will be given a fair chance in any labor relation disputes.  To top this, the Secretary of the Defense will appoint the members, which will further stack the deck against the federal worker.  To allow the creation of such a board without the input of unions along with the discontinuance of already established negotiated agreements will spell a death sentence for the career of many federal employees.  Instead of retaining and rewarding the deserving employees, the implementation of this obviously biased board in place of current labor relations processes will only drive out the experienced and skilled work force.    

