The need to change the current Civil Service Program from the concepts of the 20th Century into the needs of the Department of Defense in the 21st Century must be accomplish and accomplished quickly.  
In order for a new system to work it must have guidance from the top.  Also for the new system to work it must affect the top down.  Leadership (SES) at the DoD level must demonstrate pay banding, set wages with no cost of living increases, and performance base award system works by setting the example.
Then it must affect GS management into the Senior Expert bands.  The GS position that would fall into the full performance band would be the next group to change.  And, finally the GS and WG positions that would fall into the Entry/Developmental band would be the last to be changed.
The only other logical way would be to start from the bottom and work up.  It is just unheard of an organization starting in the middle and working down to develop a new personal management system.

The concept of NSPS is that the current civil service work force does not recognize the need to modernize the system and that they are not capable of assisting in the modernization of the system.  My bet is if you take people from each base left after this next round of closures they could come up with a better system.
The authority for NSPS is 5 U.S.C. 9902(a) through (h) and (k) through (m), which provide authority to establish a new human resources management system, appeals system, and labor relations system for the Department of Defense.

NSPS is 5 U.S.C. 9901.  It gives the impression that you designed the system and then made the laws to change the civil service system and to make the system work.  
I believe you need to review this since legal contracts are already signed with civil servant employees and nothing in the contract, that I could find, says you can change the contract without both parties agreeing.
NSPS allows the Department of Defense to establish a more flexible civilian personnel management system that is consistent with its overall human capital management strategy.

Nowhere in the 53 page Federal Register document could I find what the “human capital management strategy” is or what the purpose of the strategy is.  You may want to define this so current employees will better understand the need for a new NSPS DoD Personal Management System.
Other categories of employees, including those covered by other systems outside of title 5, will be phased in as appropriate. SES members and certain other similar types of DoD employees will be eligible for coverage under the new DoD pay system. However, the proposed regulations provide that any new pay system covering SES members must be consistent with the performance-based features of the new Government wide SES pay-for-performance system authorized by section 1125 of the National Defense Authorization Act (Pub. L. 108–136, November 24, 2003).

Again for an entirely new personal management system it would be advisable to start from the top and work down.  To say that the SES “will be phased in as appropriate” and “will be eligible for coverage” will not be accepted very well when the federal employee is in a position that says you will be converted to the system whether you like it or not.  
Either grandfather current employees under the old system and hire new employees under NSPS or start at the top first.
Typically, poor behavior or misconduct has been addressed only through the disciplinary process. Little attention has been paid to the impact of behavior, good or bad, on performance outcomes of the employee and the organization.  These include but are not limited to remedial training, an improvement period, a reassignment, an oral warning, a letter of counseling, a written reprimand, or adverse action defined in subpart G of these proposed regulations, including a reduction in rate of basic pay or pay band.

This is interesting that the designers of the new program feel that the old system of oral reprimand, letter of counseling, written reprimand has not worked in the past but will work in the future.  
The civil service system has always had ways for management to bring nonproductive personal back into productivity.  Perhaps we need to keep the old system and improve management’s knowledge on working with people, programs available to assist managers, and ways to confront difficult employees.
The range of adverse actions will include the involuntary movement of an employee to a lower pay band, giving supervisors and managers another means of dealing with unacceptable performance.

This is an interesting concept to be written by government programmers to design a program that destroys the “checks and balances” this country was founded on.  
Even the military cannot take money away from someone without review, the ability to appeal, and the right to request a trail.  However, under the NSPS there are no checks and balances.  
A manager can lower a person’s pay band just because they don’t like the employee, the employee doesn’t agree with them, or they feel the employee might be a future threat to their own job.  Perhaps this is investing too much power into the hands of managers.
These changes are directed at the cumbersome and restrictive requirements for addressing and resolving unacceptable performance and misconduct. The proposed changes streamline the rules and procedures for taking adverse actions, to better support the mission of the Department while ensuring that employees receive due process and fair treatment guaranteed by the law authorizing the establishment of NSPS.

To say the new personnel management system streamlines rule and procedures for taking adverse action is a wonderful way of saying it takes away due process established by the Constitution of the United States and the Bill of Rights.  
Instead NSPS says “ensuring employees receive due process and fair treatment guaranteed by the law authorizing NSPS.”  Hmmm…a little dictatorship forming here!  
Perhaps we need to better train supervisors how to motivate employees and use current procedures to address unacceptable performance and misconduct.
This subpart permits the Secretary to identify offenses that have a direct and substantial adverse impact on the Department’s national security mission. These offenses would carry a mandatory penalty of removal from Federal service.

I love the above.  This exact same concept was written by another author and can be read in his book.  I refer you to “Mein Kampf by Adolf Hitler” to see the  same idea under the exact same reason of national security.  More checks and balances going by the way side.
The Department needs the authority to review initial MSPB AJ decisions to ensure that MSPB interprets NSPS and these regulations in a way that recognizes the critical mission of the Department
This again says no one in government outside the DoD can make a decision without the Department approval.  Totally unacceptable and a slap in the face of any decision making panel to be told they cannot interpret what is written.
In cases involving a mandatory removal offense, the penalty selected by the Department may not be reduced or otherwise modified by MSPB. Only the Secretary may mitigate the penalty under these regulations
I again refer you to “Mein Kampf by Adolf Hitler” to see how in the name of national security, individual rights for due process are removed.  If you want to give managers and Departments power then let individuals sue them by name.  We in California love to sue even if it is just because the weather is bad.
These regulations waive or modify various statutory provisions that would otherwise be applicable to affected DoD employees.
Even the authors admit they are taking away rights.  If you want an easier system of hiring highly qualified individuals then make a program to do just that, don’t reinvent the wheel.  
If you want to get rid of the unions, then develop a close shop program where no union is involved.  
If you want to revamp the civil service program so that senior people can say,  “jump” and the employee reply, “how high,” then do away with civil service, go back to the draft, and put everyone in uniform.
.

