NSPS  (NEW PERSONNEL SYSTEM)

COMMENTS

The following is a list of comments concerning:

CHAPTER 99- DEPARTMENT OF DEFENSE NATIONAL SECURITY PERSONNEL SYSTYEM

In general there are a lot of statements about a fair, credible and transparent employee performance appraisal system and how it should be run.  But the details have been left out such as tables for rewards, reconsiderations for unfair rewards, mandatory firing offenses, checks and balances for the supervisors, what happens to employees who can’t deploy, military supervisors who change frequently, non-negotiable management rights, and safeguards for the employee

Too much authority is given to managers in changing the employee’s shift, performance evaluation to determine pay, and it is up to the manger who goes in a RIF.  This could involve too much favoritism for one person who the managers like and a problem for a person the manager does not care for.   This should not be left in a manager’s hands.  Especially in a military environment where your manager or supervisor changes quite frequently, and mostly the manager is interested in furthering his/her career and where he/she is going next, rather than an employee’s future.  I have had 3 military supervisors in the last 3.5 years.  By the time a supervisor is trained in this new system and learns how it works, it will be time to move on and thus the employee is penalized.

At this time my military supervisor knows nothing about his civilian employees and has never attempted to learn.  Why should this change?  I would not want this person determining my future.  There concern is their military personnel.

If an employee and a supervisor do not have a good working relationship, or the manager dislikes the employee, how is that employee going to get good ratings??  What prevents a manager from rewarding an employee he or she likes better?  What if your manager is not doing as he should in the new system and the employee reports him or her?  Then what happens?

So Far there is no guidance on what happens if the employee is not happy with the rating.  What do you do then?   Is there a reconsideration process?  And if your supervisor doesn’t like you, is there really any point to an appeal?

It is also mentioned that there are certain offenses for mandatory firing.  What are they?

This needs to also be approved before all of this is passed.

NSPS talks about checks and balances for the system to make sure the manager is doing his/her job.  This system needs to be explained.  What is the check system?

What is this intense training the managers will get?  How can you keep supervisors trained when the rotation is so frequent in the military?  How can that be fair to the employee?  Will the supervisor be pulled away too much for training?  How will they be held accountable if they don’t do a good job?  How will you know they are not showing favoritism?  How can a system ever control a manager’s personal feelings?  This system has planned safeguards, but let’s see what they are.  We need to see all of this first. What happens when your supervisor changes in the middle of a rating period, and yes this happens all the time in the military?  How can you expect an employee to get a reward based pay when the new supervisor doesn’t even know them and probably has not been trained in the new NSPS system?  If your new supervisor is not trained in the new system, can they even rate you?  What do you do then?  Is it turned over to another supervisor who doesn’t even know you?

Will the non-negotiable management rights be always in the employee’s best interest?  What if the work place is not structured in the correct way for the employee to perform his/her work and it needs to change?  Means of performing work is a non-negotiable management right.  We need to approve these non-negotiable management rights, or should they even exist?

NSPS under LABOR RELATIONS 
states “Negotiated grievances procedures with arbitration retained; but certain matters excluded”  What are these certain matters?

Who will be the employee representatives who will provide input on the development of the detailed policies and procedure for NSPS?  Shouldn’t this be done before we decide to go to this system to see if there are problems that have not been considered?

NSPS pay increase will be based primarily on performance and/or contribution.  What is this credible process with appropriate safeguards that ensures that outstanding performers are rewarded accordingly.  This is all vague.  We need to know what these safeguards are!  We need to see the chart or reward scale to see how rewards are determined first before we even decide on this system.  Will higher grades be rewarded unproportionally to lower grades?

The design and implementation of NSPS must meet a number of KEY PERFORMANCE PARAMENTERS (KPP).   #2 AGILE AND RESPONSIVE WORKFORCE AND MANAGEMENT – Workforce can be easily sized, shaped, and DEPLOYED to meet changing mission requirements.    Does this mean an employee will be moved to a new location if the mission requires it?  What if the employee cannot move due to family commitments?  What are the opportunities for another position in the same location?  Will the employee be penalized if they cannot move?  Will the employee lose their job?   We need to know the guidelines on being deployed.  There are incentives for employees to move, but there are no guidelines on what happens to the person not moving?

There is a statement  “System does not impose unnecessary rules and regulations that restrict otherwise legally permissible management action”  What would be the legally permissible management action?  These need to be spelled out.

 NSPS guidelines state, “The role, responsibility, authority, and accountability of every member of the workforce must be clearly articulated and understood.  Performance expectations and corresponding salary and bonuses must also be equitable and clearly understood.”  All this needs to be seen before approval of the system

It is stated “The NSPS system and process must establish pay control criteria/points that ensure people are not compensated outside their level of work responsibility, either too high or too low.  Are these tables established?  They need to be approved.

