NSPS Proposal Comments


Comment # 1)  On page 7560, Column 2, in “Performance Pay Pools” – This section describes that the pay pool money comes from “within-grade increases, quality step increases, promotions between grades that have been banded in the NSPS pay system, and applicable across-the-board pay increases”.

I cannot find a similar description in Part 9901.  What are “across-the-board pay increases”?  Does this include what is historically our cost-of-living (COLA) and locality pay increases?  I would disagree with including COLAs with the performance pay.  If this is included, then the worker with a “3” rating level on page 7560 could end up with as little as 1 share.  This probably would translate into a pay raise OR bonus that is less than the cost of living.  If the goal of NSPS is to punish satisfactory workers by giving them raises that are less than the cost of living, then eventually that worker will be forced to decide to leave the government.  A satisfactory worker should never be punished in this way, and if they are, the worker will either be demoralized or quit.  Either way, this will not improve the worker’s performance, because ultimately these kind of pay plans always require a acceptable ratio of rated employees, such as 10% are “5”, 30% are “4”, and 60% are “3” or below.  This means you will be punishing over half of your work force!

I believe that there should always be a clearly delineated COLA for federal workers, which should be separate from performance pay, for all satisfactory and above workers.  Congress (and the President), not by the Secretary of Defense, should determine the amount of this percentage raise.  Over the past 5 years alone, President Bush has recommended a COLA that is about 1% less than the COLA required and approved by Congress.  It only stands to reason that the Secretary of Defense, who works for the President, will therefore always recommend smaller raises than Congress.  I believe either party in the White House will always shortchange the federal workers, and only Congress can help to balance it out to see that we get a fair COLA.  This is the only way to ensure that you maintain a stable workforce.

Comment #2)  Part 9901.313 (a) and (b)  -  This section indicates that the overall amount allocated for compensation remains the same for years 2004 through 2008.

What happens in year 2009?  Who will decides the allocation for future years?  Subpart (b) says that DoD will provide a formula for future years!  Once again, I feel Congress should be very involved in the overall funding of our salaries.  I can vote them out of office, but the Secretary of Defense is someone who can do what they want on the short-term (4-8 years) without a lot of negative impact from the employees.  Congress is paid to listen to constituents!

Comment #3)  Part 9901.352 (a)  -  This section indicates that the “DoD may set pay anywhere within the assigned pay band when an employee is reassigned, either voluntarily or involuntarily, to a position in a comparable pay band.”

I believe if you are reassigned voluntarily or involuntarily (not due to misconduct or poor performance), you should at a minimum receive the same pay or better.

Comment #4)  Part 9901.361 (a) through (c) -  This section indicates that the Secretary may waive the provisions of 5 USC Chapter 55, subchapter V, and appears to allow DoD to set overtime, comp time, and other premium pay.  It also allows DoD to determine conditions of eligibility to receive these payments.

Once again, I believe Congress should be determining these requirements.  If this is intended to allow the Secretary to be able to pay people premium pay who would otherwise not be eligible for it, then this section should be clarified to say that.

Comment #5)  Part 9901.409 (g)  -  This section discusses the recourse that an employee has if they dispute their rating.

Although I understand that the DoD wants to minimize the appeals process, you need to specify more clearly that there will be a mediation process that needs to be independent of the DoD that will allow the employees to believe that their rating concerns are heard by someone other than their managers.  In other words, you don’t have the fox guarding the chicken coop!

Comment #6)  Part 9901.906  -  This section discusses the right of employees to form or join labor organizations.

This seems to be a rather useless section since this entire proposal eliminates the ability of labor unions to question anything that the Secretary does!  You need to add back in some minimal protections into this proposal so that unions can assist in determining new rules like this!  They have been left out of this entire proposal, and that is why they are suing!  There has been little to no collaboration between the DoD and the labor organizations in preparing these proposals.

Summarizing some common complaints I have or that I have heard, most people don’t have a problem with the idea of pay for performance, but the methodology and reckless speed that it is being attempted while using us as guinea pigs is very scary.  Most of this plan indicates that DoD will issue guidance at a later date, but there are issues that have remained unresolved after years in the existing program (such as a fair rating system).  During a town hall meeting I attended on March 1, 2005, in Portsmouth, VA, the speaker could not answer most of the questions with a definitive answer.  Her basic answer was essentially that “we will have to figure it out” or will have to “make it work”.  This is unacceptable!

You need to develop a clear plan before you go to war, and this “war” needs a much clearly plan than the one presented so far.  You need to have plans on how to train all the supervisors quickly on how to establish fair goals, how to modify the objectives as they change, and how to fairly rate their personnel without favoritism and nepotism.  To date, the rating systems we have used in the past did not work because it takes a huge investment in time by the supervisor to continuously update the objectives in writing, which almost all supervisors do not see as being their job!  You can’t just tell us now that “we’ll just have to make it work!”  This is akin to pushing someone into the water and telling them that they’ll just have to learn how to swim on their own!
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