ARDEC Comments on the NSPS Draft Federal Register dated 15 Feb 2005

General Comments:

1. As an organization participating in Spiral 1.1, our managers want to participate in the development of the Implementation Instructions.  We prefer to help work through the potential issues before implementation, not after.
2. As an R&D organization, participants in the Acquisition Demo and a Spiral 1.1 , we believe that a major reason for the success of demos is that the flexibilities used in various demonstrations were pushed down to the operating level for the most part.  Although we understand that the NSPS initiatives impact all of DoD, establishing a uniform, one-size-fits-all system will be less than optimum at the operating level.  Please allow the flexibilities to drop down to the operating level as much as possible.  The demo organizations have thrived without added constrains from higher levels.  The real lesson from the demos is that they achieved success by letting the managers’ manage.
3. Scoring in Performance Management.  We believe that a best practice in the Acquisition Demo was allowing employees to score at the level at which they performed regardless of their current grade.  It’s a matter of compensating people for what they do not what they are.  That flexibility should be allowed, if not mandated, in NSPS.
4. Not much detail is provided on hiring issues regarding interns with developmental potential to a higher target level and pay banding.  We’ve gained some experience through our time in the Acquisition Demo, including hiring interns in to pay banded positions.  There were several issues, including the impact of the stopper list, that kept us from hiring successfully into the pay bands.  We resorted to hiring interns in the GS system to keep from losing our ability to hire new college graduates.  The ARL Demo has a Distinguished Scholar program that successfully managed that problem.  You may want to look into that program as a model or at a minimum explore the potential problems created by hiring new graduates into pay banded positions to avoid unplanned negative impact on our ability to hire new interns.
Supplementary Information:
Page 7560 “Rate range adjustments and local market supplements may differ by career group, pay schedule or band” Be careful not to split similar jobs for example, Electronics Engineers and General Engineers into different “special rates”.  Those types of “special rates” by discipline cause confusion at the operating level.  All General Engineers have at least one specific engineering discipline and sometimes more than one.  Others in more limited series should not be paid more at comparable levels.  That was a significant problem under “special rates” in the GS system.

Chapter XCIX-PART 9901; Subpart C-Pay and Administration

Page 7582--9901.342(b) (2) “DoD may determine a percentage of pay to be included in pay pools.”  As managers in a Spiral 1.1 organization, we believe that DoD should establish a minimum level for compensation, and allow operating organizations to set their own pay pool funding limits.  According to previous OPM analysis, a demo lesson learned is that the pay pools must be properly funded.  OPM said that anything less than 2% in the base increase fund will not be successful.    Award dollars should stay at the same level as pre-NSPS levels at the operating level.
We recognize the concern for equity between the “haves” and “have nots”.  DoD should see that poorer organizations are funded for at least the pay pool minimums to assure their success but also must allow organizations that have different missions, and higher technical skills that lead to direct funding establish their pay pool levels as they need to.  .  

Chapter XCIX-PART 9901.512 Probationary Periods
Page 7587 
We strongly recommend that management be allowed to establish additional probation periods for movement from one job to another job requiring different skills.  For example moving from one line of work to another or moving from one supervisory level to another.

