NSPS Concerns, Comments, Questions:
Note: Some of these comments are addressed in the information provided.  Some are not.

1. Partiality, Favoritism and Fairness affecting the bottom line.  I know you are trying to create a system that is fair, but is there really any way to program-out partiality?  With pay for performance, partiality affects the bottom line (pay) like nothing else can.
    a. Unfairness will cause low morale.

2. NSPS is less comparable to military system: Current increases are compared to military increases. How would that still be possible?

3. How are funds available for pay increase determined?  It was statutory.  Would the total funds still be a set increase? Could it be continually reduced by President/Congress below previous statutory levels? Since civilian pay is O&M funds, can the increase be siphoned off by the Commander to pay other O&M expenses?  

a.  Can the management hold down the increases of their employees to create higher increases for themselves?

4. If you have a large number of high performers, how do you reward them equitably?  System will work against the existence of a large number of high-level performers because you cannot reward all of them.  It would thus force a kind of “bell curve” of performance to match the “bell curve” of rewards.  (This works on the same principle of price setting.  When you set a price floor, below which the market cannot go, it quickly becomes a ceiling price above which the market will not go.)  You are setting a “ceiling” in the number of performers you can reward, so you are setting a ceiling in the number of performers you will have.
   a.  If you have a large number of high performers and you reward all of them, will there be any money left to reward average performers.  If the “cost-of-living” increases are included in the “reward monies” the average performers will get no increases and with inflation, reduce the buying power of their previous income.

5. The government has a set amount of money they pay civil servants.  No matter how well they do.  In private industry, if everyone does well, (all things being equal) profit goes up.  Part of the increased profit can be used to reward employees.  This is not possible in the public sector.  There is no profit motive.  What works in private industry does not necessarily also work in the public sector.
6. Pay for performance has been tried and discarded in the academic community.  What were their problems with it?

7. The advantage of working in civil service (historically) has been job stability.  If the civil servant’s stability is based on how successfully they can impress, or please their boss, i.e. “brown nose”, or how pretty, popular or out-going they are, will civil service still be an attractive job choice?
8. NSPS requires more time and attention of the manager than the current system..  If managers don’t have the time required to “document” negative behavior in order to get rid of an individual in the current system, where will they find the time to manage under NSPS?

9. This creates large inequities in pay (like in private industry), leads to rules against telling co-workers your income (like private industry), thus perpetuates inequities.

10. When a vacancy is announced are internal candidates still considered before external candidates can be considered?

a. Encourages a Military Good-Old-Boy network in which DoD (military managers) can hire and promote military retirees above civilians and create no opportunities for promotion for non-military-retiree civilians.  There is a reason for past and current rules that discourage this practice.
11. Can an individuals pay go down?

12. How does this affect forced placement of a RIFed individual?  With pay banding, more individuals may be “qualified” for a job.  If the job has very specific requirements, must the manager take anyone who is RIFed in the pay band?
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