NSPS Public Comments

GENERAL:

I write to express my concerns about the proposed National Security Personnel System (NSPS) rules, printed in the Federal Register on February 14, 2005.

I believe the proposed NSPS will damage the Civil Service, harm the economy,

lower employee moral, reduce teamwork, and impair the mission of the DOD

employees.  The proposed NSPS also has the capacity to lose it's

intellectual capital, to promote age discrimination, is rife for management

abuse, and will have the opposite effect of attracting and retaining a high

quality workforce.  The system has the propensity to alienate your current

high quality workforce.  

The proposed regulations repeatedly state that more detail will be provided

by "implementing issuances" at some point in the future.  These

"implementing issues" are not published in the Federal Register for public

comment (The proposed regulation is incomplete) and needs to be published so

the public can comment on them.  After the regulation is defined as a whole,

an additional public comment period is warranted (not in the confer and meet

stage).  We cannot comment intelligently on this new pay system without

knowing any of its details.  

The 30-day comment period is not sufficient enough time for the workforce to

read over the regulation and provide comments.  First, employees can read

the regulation on government time, but only before or after work or during

lunch break.  This does not take into account where some employees have

"team" computers, and have to "share" this time with other employees.  In

addition, the some of the workforce have been working hard and diligently

including overtime hours to provide the war fighter with support (i.e. Armor

Doors).  These employees have reduced time to view the proposal and make

comments.  Employees need more time (i.e. a 60-day comment period) to

respond to the regulation.  This proposal is a dramatic and significant

change that will affect employees in which they haven't seen in decades and

your employees deserve more time and consideration to respond to this

regulation.

The system must ensure that employees may organize and bargain collectively and NOT limit what the employees can currently bargain for.
The proposal states: “Agile and Responsive: Workforce can be easily sized, shaped, and deployed to meet changing mission requirements;” The military is deployed not civilians.  Any overseas assignments should be voluntary, like it is now.  We cannot plan or budget our lives if deployment at any time is a requirement.   

Subpart B, Classification, Sections 9901.201 to .231

You are not providing any details about "pay banding," It prevents me from making informed comments and leaves me in the dark as to your proposal.

DOD should assure its employees that upon conversion and if they are already

on "pay retention" that they will not suffer a loss in pay.  In addition,

any employee prior to NSPS who were on "pay retention" should still receive

pay retention status, after conversion to NSPS.

You intend to establish "broad, occupational career groups, to replace

positions and position descriptions."  However, you are not providing

details, and I cannot make any comments to something that is undefined.  It

sounds like you are going to end up with a generalized workforce and no one

will be a specialist in anything.  In addition, broad, occupations career

groups that will expand duties and responsibilities with out extra pay.
The individual pay increases for performance should include guaranteed percentages in the regulations so that employees will understand the pay system and what their pay increase will be depending on their performance.
Subpart C Pay, Section 9901.341 Performance Payouts 

I'm very concerned with this section, Performance payouts.  In the past, I

received the highest performance rating possible (from my supervisor) and so did another

employee.  The other employee received a Quality Step Increase (QSI) and I

received nothing.  The bottom line is no matter how hard I worked or what I

accomplished, there was no performance payout for me.  I am also concerned

about equal pay for equal work, in this system, there is none.  The system

as proposed promotes favoritism and opens the door wide open for

discrimination, in which after an appraisal - an employee CANNOT grieve!!!

Hello glass ceiling!  

“Increases to basic pay may not cause the basic pay of an employee to exceed the maximum of his or her pay band… and will be paid in the form of a bonus.  So, if I am at the top of my pay band, and I am rated an excellent employee, I will not get a pay raise?  This effects my pay, retirement, and my employee moral.  I would have no incentive to stay the DOD.
Teamwork will suffer because this will put one employee against the other for a pay raise.  The transfer of knowledge and the retention of expertise, your human asset, will be retained by the individual employee, and not shared.  This is because “knowledge is power” and if you’re the one who is excelling at the job, you’ll get the better pay raise.  The transfer of knowledge will be impeded, thereby impeding the mission. 
“Establishing a connection with your employees is the key to increased retention over time.”  Alienating dedicated, committed, and not valuing seniority will reduce employee retention and hurt the mission.

My ratings add years to my seniority during a RIF.  Performance should never be placed above seniority.  We need to be able to grieve our ratings if they are not fair.  

One person’s opinion of my behavior and attitude should not play apart of rating my performance, when I am doing my job efficiently.
If you take away premium pay, no one will work overtime and the mission will not be met.

Subpart D, Section 9901.401 to 9901.409 Performance Management 
In order to unsure fairness and accuracy, DOD employees should be able to appeal any performance rating to an independent grievance and arbitration process like they can do now.  
In a RIF, you should not eliminate bump and retreat rights.  
If I am unjustly separated during a RIF and/or if PPP is not handled correctly, I should be able to appeal to the MSPB.  

A year probationary period is more than enough time for an initial probationary period.  I disagree with the idea that if I get promoted to a different position that I will have to serve another probationary period.  

I did not come to the government to be deployed anywhere in the world, at a moment’s notice and for as long as you want to send me.  Employees should be able to select their duty stations and volunteer for deployment.
Subpart F, Section 9901.6012 to 9901.611 Workforce Shaping
DOD should not change the current layoff/RIF rules which give balanced credit to performance and the employees valuable years of committed service to DOD.

Subpart G, Section 9901.701 to 9901.810 Adverse Actions
Due process and fairness demand that the independent body reviewing a major suspense as termination be allowed to alter the proposed penalty if they deem it to be unreasonable.  The current standard approved by the courts to guide such bodies should be continue to be used.

The system should be that all employees are entitled to due process and fairness which this proposal will severely limit or destroy.

I should never be disallowed to see or use my Union representative.  

If I am removed because of a RIF, I should have the right to appeal to an independent agency such as the MSPB.  I could be targeted for removal and would not have any recourse.

Subpart I, Section 9901.901 to 9901.929 Labor-Management Relations 
The labor management law that has governed the employees’ right to organize and engage in collective bargaining has worked well.  There is no compelling reason to take away most of the collective bargaining rights or grievance rights.
Unions should have the right to bargain and negotiate any matters concerning appropriate arrangements for affected employees.
I should have advance notice of any changes to my working conditions.  I have a family to care for and my life cannot be disrupted due to any whim that management might have.
