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“Implementing issuances - documents issued at Departmental level by the Secretary to carry out policy/procedures”.  The federal register should have been more specific about these implementing issues.  It’s not clear on many of the changes that are proposed for NSPS, and the term “implementing issuances” is very broad and not defined or specific where used.  Once these "implementing issuances" are determined, they should be announced publicly for comment.  

9901.712.   The specifics regarding the mandatory removal offenses (MRO’s) need to be determined and released for public comment.  This like many portions of the federal register should have been more defined before asking for comments.  It needs to be stated whether or not the “Standards of Ethical Conduct for Employees of the Executive Branch” will be a part of these MRO’s?  

Subpart C – Pay and Compensation

Local Market Supplements.  “A pay system that takes into account market value considerations.”  It needs to be more specific about whether or not NSPS will consider higher salaries for people with higher levels of education (graduate, PhD) in addition to people with unique or special skills.   

9901.313.  “FY 04-08, an aggregate amount allocated for compensation under NSPS will not be less than it they had not been converted to NSPS?”  This statement appears to say that there may be some undetermined issues in the future.  The federal registers should have stated what happens beyond FY 08.  

9901.322  “Within its sole and exclusive discretion, DoD (subject to regulation) may set and adjust the rate ranges established”.  Any changes that affect pay should have some oversight above and at the Secretary’s level. The federal register needs to address the controls that are going to be implemented and who’s responsible for oversight and ensuring fairness NSPS overall especially in the fairness of distribution of salary increases, awards, bonuses, etc.   

(Pg. 7561)  “Employees in career-ladder positions below the full performance level (FPL) will be placed in the appropriate career group, pay schedule and entry or developmental band?”  Are they going to be paid at the higher rate for the next GS grade of the position (GS11/12)?  This is not clear in the federal register and should have been specifically addressed.  Better yet, it should have stated: “people in such positions who have already competed for that higher 
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grade, especially those who meet the current time in grade requirements, and has acceptable performance will be promoted and paid at the current GS rate prior to implementation of NSPS”.  Or, “because they competed under the old GS system, they will be paid the higher salary for the higher grade under that system”.  Anything other than that is an injustice to those individuals.  

The movement between different career groups and pay bands to others.  NSPS appears to remove some barriers of the old system that would not allow employees to compete for positions above their pay grade without waiting a year (time in grade (TIG)).  If this is the case, it needs to be explained in the regulations that TIG barriers no longer exist and that employees can apply for positions in the pay bands without the one-year waiting period.  (For example: A qualified GS9 can apply and compete for a GS13 position without the TIG barriers).  

Under the current system, if qualified, a person can apply for a position and move from their present career field (0301) to another (0201).  It needs to be specific about how employees can compete for positions in different career groups under NSPS.  

It needs to be specific about the requirements employees will have to meet in order to advance on their own, above salary levels in pay bands and career groups under NSPS.  NOTE:  Supervisory or manager permission should not be a requirement for a person to apply, compete or seek other jobs in different career groups or within the pay bands.  I’m speaking of “personal career development”.  The regulations should clearly state this.  

Subpart D – Performance Management (Overall)

1.  How often will goals and objectives change?  Yearly, monthly? If this is the case, employees should know up front when to expect possible changes in their duties and responsibilities.  Managers themselves need to understand and clearly communicate goals and objectives before employees can effectively communicate their contributions and accomplishments according to the mission.

These goals and objectives must also be measurable.

2.  The word “attitude” is; “a state of mind or feeling”.  This word is not only subjective, but the perception of the individual using it, can be misconstrued, 
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and should not be used to evaluate one’s performance.  Conduct is a different matter.     

3.  The federal register needs to be more specific about performance elements.  How/what is going to determine them and the benchmarks that outline the different types of performance?  For example: 

· Excellent = “Exceeding recruitment objectives for two consecutive quarters” or “Won employee of the year award”. 
OR;

· Success = “Continually seeking ways of self improvement”.

4.  The federal register addresses “poor employee performance” and the recourses for supervisors/managers to deal with such performance.  But, it did not specifically address employee safeguards against ineffective supervision or management or accountability for such ineffectiveness.  If this is not the case, then the federal register needs to state how good performers will be able to work around the “past behaviors” of such ineffectiveness.  All levels of management need to be held accountable for ineffective supervision and management.  If this isn’t properly addressed and changed within NSPS, then the validity of this new system (pay for performance) may continue to be questionable and; we may as well continue to work under the current system.  

5.  The FR addresses communication between employees, supervisors and managers.  This is good.  However, communication is not always the answer by itself and unfortunately, does not always get the positive results that are sought. The federal register needs to address specifically what steps need to be taken when there is a breakdown in the communication under NSPS.

Subpart E – Staffing & Employment

The federal register needs to address/be specific about the items listed below.

1) Other parts of the process that are going to be streamlined such as:  the lengthy process and the rating and ranking of applicants. 

2) Direct hiring authority – the benefit to career employees or whether or not this authority will only be used for new hires to the federal government?
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3)
9901.513.  Qualification Standards.  “DOD may establish qualification standards for positions covered by NSPS.”  These standards need to be specifically addressed.

Subpart F – Workforce Shaping

There should be consideration of “mandatory retirement” time limits for all employees that reach a certain number of years, (i.e., 25, 30 or more) along with other criteria to be considered?  Anyone meeting the criterion set, would have to retire from federal service and maybe have the option to work as contractors if needed, in a position and office other than the one retired from.  This would help reshape the workforce (employees, supervisors, and managers) while permitting the federal government to meet some of the goals and objectives set for new and upcoming initiatives that are proposed or implemented. 

Miscellaneous

The Federal Register needs to address implementation of ALL of the following:

1.  Career Development Programs (CDP) – the changes NSPS will have on career development programs.  It needs to state where in the pay band a person will have to be in order to apply for such programs. (SES, CDP, DLAMP, Executive and Aspiring Leadership programs, etc.).

2.  How a person can move into the supervisory arena via NSPS and whether or not this new system will change how supervisors are selected. 

3.  Career advancement (if any) when a person has reached their FPL.

4.  The promotion flexibilities under NSPS and the factors for distinguishing promotions. 

5.  It needs to be explained whether or not people will be promoted in their same positions/jobs and the criterion for promotion?

6.  Program Evaluation – Needs to be objective and measurable.
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