National Security Personnel System (nsps)
COMMENTS

Subpart C:  Pay and Pay Administration

The proposed regulations do away with the General Schedule and Wage Grade systems, so Congress will no longer be involved in setting or adjusting basic pay or in providing cost of living increases.  Why are you trying to fix something (General Schedule and Wage Grade systems), that’s not broken? 

The Government may have its problems, but I think that we have the most equitable and fair method of compensating employees than any private company out there.  Supervisors have the right to deny within grade increases if an employee is not performing duties in an acceptable manner, so “No” they are really not automatic as we often hear.  Also supervisors can fire employees who are poor performers, but they often don’t, because they won’t do what’s required.  Many Federal employees are “maxed out” (like myself), so we only get the annual cost of living raise.  Without that annual pay raise, our pay would stay the same unless we were fortunate enough to get promoted. 

Also, why wasn’t there more information included on the Pay Schedules and Pay Bands?  From what I know, supervisors will be given a “pot of money” (on paper, of course); and they will have to use those funds for salaries and awards, etc.  Although, I might get a rating of “1” or “2”, I wouldn’t necessarily get a bonus or pay raise, because the funds could be used to promote other employees in the Branch.  THIS IS SO UNFAIR!  Congress should continue controlling funding for civilian pay and benefits instead of allowing DoD to do so under this proposed regulation.
I live in the Houston, Texas, area that has a high cost of living no matter who you are, what your job is, or what your job title is.  So, I really take offense to the fact that under this proposed system, Engineers could receive a higher cost of living allowance than employees who work in other job series.  They already make more money than most of the employees in my organization, and now they will make even more because their job title will enable them to receive a greater cost of living allowance, although we’re all affected by the same taxes, gas prices, and other “market” factors.  THIS IS SO UNFAIR!  And to make matters worst, the proposed regulation does not explain in detail how these factors will be determined.

Subpart D:  Performance Management

I know what it’s like to have a supervisor call me into his office to sign my performance appraisal and had the audacity to sat there and tell me that I had received an unacceptable rating, although I had been performing another employee’s duties while she was on a detail, as well as some of the supervisor’s tasks (he had a “drinking” problem and was often on leave for periods of time).  Prior to that particular day, he had never counseled me or told me that I was not performing “up to par” (because he couldn’t).  This was personal!  Also prior to that time, I had always received a very good rating.  So to allow supervisors to rate employees without allowing those ratings to be challenged, if necessary, is a miscarriage of justice.   I had to file an EEO complaint in order to right this wrong.  NSPS as written, will allow too many supervisors to use it to the detriment of employees who aren’t their favorites or whom they do not like.  THIS IS SO UNFAIR!

Subpart F:  Reductions in Force

From what I’ve read, if there was a RIF in my Branch, a new employee who had only been working for the Federal Government for one or two years, but had received superior performance ratings, could “bump” me, although, I have 27.5 years of loyal and credible service to the U.S. Government, but had received only exceptional ratings.  THIS IS SO UNFAIR!   I have had male supervisors who thought with “something” other than their brains when a very attractive female employee(s) came to work in my office.  For example:  I had a supervisor (with blessings from his boss) who moved me and another employee who shared an office to a smaller office in order to give our space to a new female employee who wore short skirts & tight blouses or pants and 4-inch heels to work everyday (this is only one example of the preferential treatment that she received).  She was not a supervisor or leader; just another GS-11 employee like myself and my other co-worker.  So again, performance often doesn’t have anything to do with the “price of tea in China.”  At least seniority prevents supervisors from discriminating against employees or using favoritism when it comes to RIFs.  In other words, credible service should continue to be the major deciding factor during RIFs.  THIS IS ONLY FAIR!  

I am not a Veteran, but I consider “Veterans Preference” during a RIF to be sacred.  Our military men and women have already paid a debt to our country, so the least we can do is to protect their jobs in the event of a RIF.  So, leave “Veteran’s Preference alone, please!  THIS IS ONLY FAIR!  

Subpart G:  Adverse Actions

How can Congress allow the Secretary to issue and change a list of “mandatory removal offenses” at will?  This is ludicrous!  Already we are hearing of cases where personnel who are already working under NSPS have been fired because of “poor credit ratings” and other offenses, without any type of recourse.  How many of our public officials (Presidents, Congressional persons, etc.) have ever been fired because of ethics, financial reasons, and because of “mandatory removal offenses”?  

Subpart H:  Appeals

This should not change!  

Labor-Management Relations—Subpart I

“This subpart is nothing but a wholesale assault on the concepts of collective bargaining and grievance/arbitration.”  The proposed regulations abolish collective bargaining in DOD and that is a travesty.  

I know of a case where an employee (GS-6) was doing some of the work of a GS-11 who had retired, and who’s position had never been filled.  So the employee’s supervisor decided to promote him, only to have his boss take some of the relevant duties from the GS-6 employee’s new job description (JD) in order to promote his administrative assistant to a GS-8 (but this person never performed those duties).  So when the GS-6 employee’s supervisor sent the revised JD to the Human Resource Office to promote him, it was “shot down” because the GS-6 and GS-8 (she got her promotion) worked in the same Division and their JDs were basically the same.  Anyway, after two years of believing that management was serious about “righting a wrong”, the GS-6 employee finally realized that that wasn’t happening, so he decided to take his case to the Union.  It took the Union about four months to help management do the “Right Thing” which was to do what was required to promote the employee to a GS-7.  I could go on and on about poor labor-management relations.  In fact, there are a lot of people who work in my organization who take management to court without going through EEO or the Union; and you know, the employee usually wins, because some managers refuse to treat all of the employees who work for them with respect, dignity, and with fairness.  There are some really good supervisors and managers in the Federal workforce, but unfortunately, there are some really bad ones who won’t change or do the “Right Thing” no matter how much training they receive (the NSPS will only give them more power to abuse the system).  You can train people, but you can’t always change people’s attitudes…

Again if this were a perfect world, with perfect people; then we wouldn’t need Unions and the other grievance or complaint processes.  This proposed Regulation would definitely give supervisors and managers too much power, especially, if the Union will not be able to bargain on behalf of employees and operate as it does now.  The Bush Administration is preaching democracy in Arab and Muslim countries, but it is trying to take away the civil rights of Federal employees!  THIS IS SO UNFAIR!  We need the Unions, EEO, and other appeals methods that are in effect under our current personnel system, because they help keep the bad supervisors and managers “in check”.  
