Federal Register:

Subpart, Section 7552 - Heading "The Case for Action" Page 3 of hard copy.  "NSPS will generate more opportunities for DoD civilians by easing the administrative burden routinely required by the current system and providing an incentive for managers to turn to them first when certain vital tasks need doing."  -- Please explain how.  I am in a Spiral 1.1 Command and there is an ever increasing trend to merely convert retired military officers to Civil Service jobs (and at the highest GS levels) without providing adequate consideration of seasoned/career Civil Servants any opportunity to even compete for such openings/opportunities.  This is going on today without this new proposed system which is said to make it easier to "hire" people into Civil Service.  I fail to see why we need a whole new system for hiring when the rules have already been relaxed and have begun to severely demoralize career Civil Servants.  The new system will further demoralize Civil Servants who have proven their commitments to public service.

Subpart, Section 7555 - Heading "Guiding Principles and Key Performance Parameters" Page 5 of hard copy. "Schedule:  NSPS will be operational and demonstrate success prior to November 2009." -- How will "success" be measured?  Please explain.

Subpart, Section 7556 - Heading "Outreach" Page 6 of the hard copy.  "(4) address potential criticism of NSPS." -- How will this be addressed given numerous questions posed to the senior leader who came and provided my Command the briefing on NSPS (Town Meeting) on 1 March provided the following responses to audience questions:  "We haven't looked at that yet, I'll have to take that back with me, that's a really good question, we'll have to see how that goes in implementation, we'll make some mistakes in implementation and then make changes, etc."  These responses resulted in more skepticism and mistrust as to whether the new system is a good thing for employees!   To add insult to injury, our Command Change Agent replies to our concerns so far have been:  "For now all we know is out, the enabling regs, the web sites, etc. I will address your concerns along the way as finate information is received and decisions made at our corporate level.  The concerns you bring up are also the same concerns brought up at other Town Hall meetings -- I promise to keep you updated with information and answer your questions as guidance becomes available." -- We view this response as total UNSATISFACTORY and more proof of a system being pushed through before the details and total impacts have been satisfactorily worked out.

Subpart, Section 7561 - Heading "Reduction in Band" Page 11 of hard copy.  "Where pay retention is applicable (e.g., following a reduction in force), the employee's pay will be protected under conditions and parameters to be identified in the implementing issuances." -- Another example of this not-well thought out/refined new system.  No wonder employees are not feeling any trust with this new proposed system!

Subpart, Section 7574 - Heading "Paperwork Reduction Act of 1995 (44 U.S.C. Chapter 35) "This proposed regulatory action will not impose any additional reporting or recordkeeping requirements under the Paperwork Reduction Act." -- How can this be a true statement if it has been acknowledged that this new system will create more work on the part of managers/supervisors?

Subpart, Section 7574 - Heading "List of Subjects in 5 CFR Part 9901" - Since Kay Coles James resigned, this needs to be revised with her replacement's name.

Other General Comments:

Sen. George Voinovich, R-Ohio and chairman of the Senate Homeland Security and Governmental Affairs subcommittee that handles civil service issues, has been quoted as stating, "There is strong disagreement over the final regulations" -- I totally agree with him and I find it highly "insulting" and nonproductive to go to print and ask for comments on the proposed new system which represents the most significant civil service changes in the nearly three decades I have worked for the Civil Service System -- especially since it will affect civil servants like never before.  "Do right by them in the new system" -- for civil servants that means do NOT include the annual January pay raise amount in the award pot.  The historical intent of the Presidential and Congressional January pay raise was not intended to be an "award" but more of a cost of living type of raise.  If you want us to work with you and embrace the new proposed system, this is one critical area where the only acceptable compromise is to leave the Presidential and Congressional January pay raise alone (out of the mix)!

It has been reported that Bush administrators want to strike the proper balance between employee rights and management's overriding mission of protecting the homeland -- that starts with the men and women in Civil Service.  I agree with giving management the right to have more appropriate penalties for misconduct or poor performance on the job (Although not taking care of your performers is management's poor performance -- what recourse will we have (our day in court so-to-speak?) -- Seems we have created a whole new system just to take care of getting rid of poor performers.  That tells me that managers have been derelict in their duties not that there is something wrong with the system necessarily.

This new system will take a lot of managers' time -- when I first started working for the Gov't nearly 30 years ago, people did not willingly help others succeed nor was there the "teamwork" approach.  Fortunately, the climate and therefore standard operating procedure (SOP) and what is now acceptable turned completely around and now there is a climate (at least where I work) where teamwork is the way of life.  If we will now all be competing in the same pool for any awards, this will erode the concept of teamwork!  

What became of the former Merit Pay system (GM) that many upper level Civil Service managers worked under in the 1980s?  Why was it stopped if that was such a good "performance based system"  -- If that performance based system for senior level managers did not prove successful, how can this new proposed system work for ALL GS employees?  We feel like we are going down a path already tried and proven to be unsuccessful.  Why reinvent the wheel?  Please publish the reasons the merit pay system failed.  Many private sector companies have tried merit based programs and achieved success but the employees share in the profits of the company and in some years prosper quite nicely if the company experiences a profit --  How can anyone try and compare the DoD in the same manner?  

Mary Lacey, the NSPS PEO stated in her letter of 14 Dec 04 that one of the most important steps in smooth transition into NSPS is our understanding of the new system.  Well, how can we adequately understand the new system if the Senior person sent to deliver the first briefing to my Command on 1 March 05 answered the audiences' questions in this manner:  "We haven't looked at that yet, I'll have to take that back with me, that's a really good question, we'll have to see how that goes in implementation, we'll make some mistakes in implementation and then make changes, etc."  ???  

It was also reported in Ms. Lacey's letter of 14 Dec 04 that this new system "will provide the Department with a modern, flexible and agile human resource system that can be more responsive to the national security environment, while enhancing employee involvement, protections and benefits." -- I disagree that it will enhance my benefits if the Presidential/Congressional January pay raise is part of the awards/performance pot of funding!  

To also print in NSPS "Myths and Facts" that "Fact - NSPS will not affect rules governing retirement benefits ..." -- this is simply misstating the facts -- If there is any potential that the  annual Presidential/Congressional January pay raise is eliminated for anyone, this DOES affect our retirement benefits given our retirement annuity is based on our high three years average salary.  Therefore, in any year where there is no raise for any employee, it can and DOES affect that individual's retirement pay/benefit!

Many of us want to become excited about being a participant in the most comprehensive new Federal personnel system in more than 50 years however so far we have been told "buy this new car" yet we are not being given the total package of "options" to explore with which the car is equipped!!!

What other training opportunities are being planned -- implementation is looming on the horizon for those of us in Spiral 1.1 yet we can't get answers to many basic questions!!!

In the literature provided, NSPS Myths and Facts - 6th Myth on Page 2, "I will lose my job security and there will be layoffs. FACT No jobs will be eliminated because of NSPS.  In fact, under NSPS there may be more opportunities for civilians as military positions are converted to civilian."  I wish we could believe this but the fact is that at my Command, now that there is no restriction on military officers becoming Civil Servants (as in the past), we are starting to see an upward trend in military officers who are retiring one day (say a Friday) and literally showing up the next work day (Monday) in a suit and now a GS employee.  This has happened on no less than three occasions and the former military officers have gone from Navy CAPTs or CDRs to GS15, GS14s literally overnight!  So to tell us that this new system will help with "hiring" -- thanks but no thanks and it is a slap in the face to the long and dedicated civil service employees in the system.  This practice of hiring the military officers as civilians with little or no competition is further exacerbating and limiting our progression.  We see this new system as more of the same ... we can't help but feel that this is merely another means of trying to rid the system of those of us in the old retirement system (CSRS) by eliminating any chance of future advancement.  

In the literature provided, NSPS Myths and Facts - last page, 3rd to the last Myth/Fact, Myth "Under NSPS, there is no process for employees to challenge their performance rating. Fact: DoD is developing a process that will allow ..." -- Since the process can't even be articulated since it is still in development, how are we to believe this new system will be fair/equitable?

For those in the Civil Service system any length of time, we also liken this new proposed performance system to the hoopla and media attention we saw paid to the FERS system when it was being introduced.  There was a public relations campaign that tried to sell us that it was the best thing since sliced bread -- many of us are extremely glad we didn't fall for that marketing nonsense -- we can't help but be skeptical and not willing to embrace this proposed performance pay system when we can't get sufficient answers to our questions other than to be given the following responses when briefed.  Answers provided to audience questions in the 1 March 2005 Town Hall meeting included, "We haven't looked at that yet, I'll have to take that back with me, that's a really good question, we'll have to see how that goes in implementation, we'll make some mistakes in implementation and then make changes, etc."  

Was there any consideration given to not utilizing this system for predominately military run organizations? We have been told the China Lake experiment worked extremely well ... did anyone consider that it is a primarily civilian organization?  My past experience in my Command (which is predominately a military organization) is that I had 9 different military bosses in 7 years and only one of them ever had a clue how the Civil Service performance system was supposed to work.  While we keep hearing that this new system will allow more opportunity for civilians to take positions formerly done by military personnel, we can't buy this as valid given the severe cutbacks to civil servant positions and extreme attention paid to reducing the Civil Servant roles!  Since there is very little consistency when military are the supervisors conducting the evaluations (since they rotate out every two years and many times less than two years at a time given my personal experience with them over a 9 year period), one can only see it is often detrimental to the career Civil Servant whose evaluation is done by a military person.   Again, my point about not trying this in a predominately military run organization. 

Today's Civil Servant managers/supervisors are unlike the Civil Servant managers of 30 years ago.  Due to the numerous cutbacks we have experienced, today's managers are also working level employees in most every case. We are very LEAN organizations!  Therefore, what provisions are being made for the managers to have sufficient time to devote to this new system which anyone can see will undoubtedly take more time from each manager/supervisor?

This whole concept has the potential to destroy the teamwork concept.  If one is competing for awards with others in their team, human nature will undoubtedly discourage sharing ideas as a means of hoping to secure more of the award pot for oneself -- not to mention, this could conceivably also result in one person getting the entire pot of award money.  This new system will increase animosity towards the one (or few individuals) who receive either the entire pot or a large portion of the one award pot of money.

If the goal is to ensure all of us are adequately trained and feel comfortable with this new proposed system, for the record, please note -- I do not feel adequately trained nor comfortable with the proposed system nor have I come across anyone who does the possible exception of those who have been advised my upper managers that they will "embrace" this new proposed system.

I concur with the general content of the law suit filed in federal court against Defense Secretary and acting director of OPM for circumventing "the will of Congress in the design process" of the proposed new defense personnel system -- The majority, if not all, Civil Servant employees in today's system who are providing or thinking about providing comments on the proposed system also feel we are not being allowed to go beyond the superficial and that Congress intended for us to have a bigger say in the new system.  Only time will tell if our comments are being seriously considered.   It is also worth noting that many of us have had to prepare our comments on our own time ... the DoD organization where I work is a very demanding and fast paced organization which is very understaffed.  Therefore, we find it very difficult to fit in time to be able to work on anything other than the immediate crisis issues we are working during the 10-12 hour days which have become somewhat of a norm!!! 

Please review FEDWeek Weekly Issue dated Wednesday, March 9, 2005 -- See items #1, 2, and 3. These items are (1) Wider Civil Service Reform Idea Idles, (2) GAO Sees Much Still to be Done, and (3) Go-Slow Approach Emphasized --- more proof that the new proposed system should not be tried on DoD as a whole until the details are worked out ... rather, take a go-slow approach!!!  

We are being told personnel will be treated fairly and equitably however since I work in a very high performing Command, we are concerned and have expressed concern as to wanting to know how this new system will ensure that we are treated fairly and equitably.  We do not feel this has been adequately answered/addressed other than the standard lip service reply of trust us, we'll work it out.

My other concerns about NSPS:

· The current whistleblower protections will be virtually meaningless.

· It will end the merit-based personnel system as we know it.

· It will give managers vast unchecked power that could lead to favoritism and motivation by intimidation.

· It will render years of committed service almost worthless in a reduction-in-force scenario.

· It will lower standards of living by driving down federal pay and undermining retirement security.

· It will threaten vital teamwork by pitting employees against each other for determining who does and does not get a raise.

· It will virtually destroy fairness and due-process procedures within the Department.

· It will nullify most of the rights to bargain collectively that employees have had for decades.

Our only hope at this point is that the Senate panel who has vowed to watch this personnel system closely will indeed keep their word and demand more details with acceptable solutions before proceeding.  

And people wonder why no one is knocking the door down to join Civil Service! 

