Guiding Principles and Key Performance Parameters, pg 7555, states the workforce can be easily sized, shaped, and deployed to meet changing mission requirements.  What in meant by the word “deployed” must be spelled out here to avoid confusion.  Many folks are thinking this really means “deployed” like the military are deployed to locations.  Don’t think that is the intent.

Classification – Subpart B, pg 7558 provides the DOD with the authority to replace the current GS system.  There is nothing wrong with the current GS classification system.  Regrouping into occupational categories and levels of work will just create a different system.  The difficult problem being faced by the government to be competitive in hiring some specialties like doctors, nurses, information/computer experts, and scientists could be overcome by a system of awarding bonuses or giving incentives to some specialties instead of throwing out the entire personnel system.  Those bonuses would help with hiring of hard to reach personnel.  
Classification –Subpart B, pg 7558 states DOD will establish broad salary ranges on pay bands.  It’s difficult to assess a system with “pay bands” which have yet to be defined.  This new system will be very detrimental to a person who is a GS-12, Step 10 if the GS-12 is the top of the pay band.  In the past that person would work to the best of his ability to ensure receiving a good appraisal and perhaps earn a cash award based on that performance.  He would also receive a small percentage raise each January in the annual pay raise.  Under the new system, all the annual pay raise money and the cash award money will be in the pay pool but this GS-12/10 has no chance to receive any of it due to his being at the very top of the pay band.  His only opportunity for monetary benefit will be to try to get promoted into the next level of pay band.  Document states “The system described here, together with the new pay system described below, will provide DOD with greater flexibility to adapt the Department’s job and pay structure to meet present and future mission requirements.”  I haven’t seen any evidence that the Department can’t do that now.  Do we plan to change the entire military pay system?  They current get monetary increases for going over a specific number of years.  The “performance” reward they get is a promotion.  The longevity pay they get is pretty much automatic in a similar way the current civilian personnel system is.  

Classification – Subpart B, pg 7559 states the NSPS will provide flexibility to accommodate changes in the function of the organization, changes in the mix of employees performing those functions – I don’t see where the organization doesn’t currently have this flexibility.  I believe the current system allows my boss to move me around wherever he needs me – I have been moved several times from one section into another where I was needed more.  There were no lengthy union issues to deal with or procedures to go through.  It was simply a management reassignment.  My career series and grade stayed the same but I was doing completely work.  

Classification – Subpart C, pg 7559.  The first paragraph states “This new system links pay to employees’ performance ratings and is designed to promote a high-performance culture within DoD.”  I believe this new system links pay to favoritism and also can destroy the current teamwork that exists within sections to one of extensive competition between co-workers in the same pay band each seeking to do a better job than the other, or exert more influence upon the supervisor.
National Security Compensation Compatibility, pg 7559.  This section indicates “for fiscal years 2004 through 2008, the aggregate amount allocated for compensation of DOD civilian employees under NSPS will not be less than if they had not been converted to the NSPS.  This takes into account potential step increase and rates of promotion”.  How is this going to work?  A person will get his “step increase” when he would have been scheduled in, say July, and then also get an annual percentage pay increase in the January timeframe from 2004 through 2008 “as if he had not been converted to the NSPS”?  This would be an impossible bookkeeping nightmare that is going to be done by whom?  The supervisor?  Is DOD planning to fund the NSPS using enough dollars to hire newer, higher paid employees and meet all current employees future step increases and potential Congressional 3% annual increases through 2008?  For example, in Jul 05, a GS-5, Step 1 would be due a step increase, in Jan 06 she would be due a 2.6% congressional raise, in Jul 06 she would be due another step, in Jan 07 another 2.6%, in Jul 07 another step would be due, in Jan 08 another 2.6%.  When you add these all up this would be the amount she would have earned if she “not been converted to the NSPS”.  Who would keep track of this?  
Setting and Adjusting Rate Ranges, pg 7559, states DOD will coordinate setting and adjusting rate ranges and local market supplements with OPM.  Will a location be grouped as currently grouped, i.e., Scott AFB, is grouped with the St. Louis market, or will it be grouped with “southern Illinois”.  Also, believe local Unions would have a better handle on local market values than OPM.  It seems this entire new system is an attempt to get rid of union involvement. 
Performance-Based Pay, pg 7560.  The whole discussion of shares in reference to the performance pay pool is very confusing.  The number of shares could differ from one organization to another based on the amount of money in each organization’s specific pay pool.  

Performance-Based Pay Pools, pg 7560.  Someone had better figure out what money is going to be used/available and it doesn’t appear from this document that’s been done, i.e., “Funds previously used for end-of-rating cycle performance awards or incentive awards may also be used to fund the pay pool.”  Other places it lists the annual raise from Congress, award money, and within grade increases.

Reduction in Band, pg 7561.   It would seem that our current system could be amended to move an employee to a lower step and/or grade based on unacceptable performance and/or conduct using the same methodology as you move to a specific grade/step when promoted, i.e., like a demotion.  This would preclude such wide ranging changes as a completely new personnel system and would address another of the DODs issues – the firing or punishment of a non performing employee.  

New Appointments/Reinstatements, pg 7561 states “The hiring official will determine starting pay based on available labor market considerations; specific qualification requirements; scarcity of qualified applicants; program needs; education or experience of the candidate; and other criteria as appropriate.”  It will be impossible for the hiring official in some instances to even know “labor market considerations” and/or be knowledgeable enough to make a decision like this.  Additionally, there is still going to be a finite amount of money available.   
Performance Management – Subpart D, pg 7561 states “The current performance management system is burdensome because of its actual and/or perceived inflexibility and strict adherence to written elements and standards established at the beginning of a rating cycle” and that supervisors feel restricted in making corrections or modifications to a performance plan.  Under this new system, as I understand it, a person will have a fairly short PD with a lengthy list of goals and objectives aligned with  organization mission objectives.  The supervisor may still feel restricted from making changes and it seems as if some organizations mission objectives change on a fairly often basis.    
Setting and Communication Performance Expectations, pg 7562.  This section (and the one previous to it) indicates supervisors and managers will be held accountable for clearly and effectively communicating expectations and providing timely feedback regarding behavior and performance.  From my 39 years of civil service I have seen many, many supervisors come through our office and it is rare when you get any substantial feedback.  The annual discussions are cursory at best and don’t cover expectations.  Even under the old system where we had “standards” and our appraisal had to be specific about how we met or exceeded those standards, it was merely an exercise in whose supervisor could write the best.  I believe this new system is going to require substantial amounts of hours of documentation.  The training curve on military whose primary jobs are working out in the field, flying, performing maintenance, etc. will be substantial.  Then they are only here for a couple of years and they are gone back out into the field.  Then we have a new boss that needs to be trained in all this.  The time they spend in the headquarters or actually supervising civilian personnel is small.  They can’t be expected to know all the rules and regulations dealing with the NSPS as most don’t have a clue as to what went into the old system.  
Labor-Management Relations – Subpart I.  I disagree with the changes this section proposes and believe the current system of collective bargaining and grievances should remain as is.  I completely disagree with the appointment of a newly established National Security Labor Relations Board (NSLRB) and believe the current system of local representation is preferable. 
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