Because I can not see how my job classification or pay has an effect on National Security. 

Under general provisions-subpart C,  Page 7559. You are not really providing enough details in this subpart so it is difficult for me to comment, but I will try. When it comes to performance appraisals, I don’t receive them on time now. There are no provisions that I can see that will insure that I will get my appraisals on time after NSPS is implemented. So even if I do get a pay increase how will I now that I will get it on time.  Managers have always been able to reward high performers with time off awards, special service awards, monetary awards, QSI’s, ect. We don’t need NSPS because we already have a system in place. 

Under general provisions-subpart D,  Page 7561.  The first thing that is said is “The current performance management 
system is burdensome because of its actual and/or perceived inflexibility and strict adherence to written elements and 
standards established at the beginning of a rating cycle. Supervisors feel restricted in making any mid-course corrections or 
modifications to a performance plan. Resulting in a final assessment that does not meet their needs. These static standards 
make it difficult for managers to adjust performance requirements and expectations in response to the Department's rapidly 

changing work environment, hold individual employees accountable for those general and/or assignment-specific work 
requirements and expectations and make meaningful distinctions in employee performance as they accomplish those 

assignments.”  What my concerns about changing my performance management system is this. Managers have always had the option to modify, amend, and change performance expectations during the course of a performance year. This is called a mid term appraisal. But in the 17 ½ years that I have worked for the Dod I have only had one. Most times the managers say that they are to busy to give out midterm appraisals. I think that the real reason is that they are just to lazy. So what makes you think that managers are going to be better at establishing and communicating performance expectations during the course of the appraisal period under NSPS.

       Next under general provisions-subpart D, Page 7562 is Performance and Behavior Accountability. The NSPS regulations provide for consideration of employee behavior as a performance factor, element, or objective. This is one of the more disturbing Subparts of the proposed rules. Because behavior is a subjective and an objective, it should in no way be used to determine an employees worth, ever!  Because if it was used, there would be a lot less managers in the DoD than there are now.

       Next under general provisions-subpart D, Page 7562 it states, “These proposed regulations lay the foundation for a performance management system that is fair, credible, and transparent, and that holds employees, supervisors, and managers accountable for results.” You will have to excuses me for saying this, but I though that is the same premise that the current system was set up under. If the current system was set up under this same foundation, why do we need to change to NSPS? 

       Next under general provisions-subpart D, Page 7563 is Performance Rating Challenges.
 “As provided in subpart C of the proposed regulations, performance ratings of record will be used to make individual pay adjustments under the new DoD pay system. In recognition of this impact on pay, the regulations permit employees to request timely reconsideration of their ratings of record. Because of the unique nature of such challenges, the implementing issuances will prescribe a separate reconsideration process that will afford every employee an opportunity to seek appropriate redress.” Currently there is a system in place that allows employees to redress their performance rating. At the installation that I work at it can be done thru an administrative grievance or a union grievance. We don’t need NSPS because we already have a system in place to deal with this matter. 

        Under general provisions-subpart E, Page 7563 Again you are not providing enough details so I can make a intelligent comment, but I will try. 

          First, you say that the hiring process is to slow and cumbersome. We don’t need NSPS to figure out a solution to that problem. If you want to hire people in the DoD, then they need back round checks. And good back round checks take time. And now you want to hire non-citizens into the DoD. How will that will in hence National Security?

           Next, if I get a promotion I will have to serve another probationary period. What kind of incentive does that give me to better myself. And probationary periods should be the same for everyone, not set for an individual employee by some arbitrary decision made by some manager as to how long they should be. 

    Under general provisions-subpart F, Page 7564. There are a lot of changes to RIF procedures under the proposed new regulations. RIF’s are bad enough. I have been thru no less than four of them in the last 12 years. But when it came to RIF’s, everyone was in the same boat. Sound like there will be no life boat in a RIF anymore because the boat will be full of holes.

    Next is the placing greater emphasis to performance in RIF retention by placing performance ahead of length of service. This can already be done under the current RIF procedures because extra years of service can be added to an employee’s seniority by receiving higher performance appraisals. NSPS sound like it will be even more subjective than the current system and my employment will be based solely on a single person opinion of me. I feel (as always) that seniority should come before performance ratings.

Under general provisions-subpart G, Page 7565. This subpart has a very disturbing proposed regulation. And that is 

to eliminate the requirement for a formal, set period for an employee to improve performance before management may take an adverse action. It leaves any improvement period solely up to a manager’s discretion. Sound like if an employee fails to perform at an acceptable level one day. A manager could start an action against the employee on the next.

      Next is the part about Mandatory Removal Offenses. I for one would sure like to know before instead of after NSPS is put into effect what theses are going to be.   

  Under general provisions-subpart H, Page 7565. This subpart also has some very disturbing proposed regulations. By changing the way that MSBS cases are handled. Congress mandated that employees in the DoD be treated fairly and be given protections of due processes. But this subsection will reduce the burden of proof and standards for management to use when taking adverse actions against an employee. I have never heard where a decision from an arbitrator or an AJ from MSBP has been a threat to National Security. My additional thoughts are that it will be very difficult or almost impossible for any DoD employee to get any type of justice if MSPB AJ or arbitrators can only mitigate the penalty. 

   Next under the general provisions-subpart H, Page 7568 let me comment on the ADR process. In 1998 the employees at the installation that I work at went under the teaming process. Part to that process was the implementation of ADR. In July of 2001 the team I belong to filed a request for an ADR to settle a dispute it was having with the manager. On Sept 6th 2001, the team and the manager reached an agreement and the ADR was sign by both parties. Between April 2002 and November 2003 the manager that signed the ADR violated that agreement 3 separate times. Now if this manager would have violated a rule, law, regulation or contract, the team would have had some recourse. But since she violated an ADR agreement there was nothing that the team could do about it. Why, because the ADR has no teeth! So don’t try to sell me on ADR’s because unless some thing can be done to make the parties that sign them live up to them there not worth the paper that they are written on.             
    Under general provisions-subpart I, page 7568 Labor-Management Relations. NSPS want to change collective bargaining, conditions of employment, items that are subject to grievance. Change collective bargaining to consulting. Change the impact on existing agreements and employee rights just to name a few. Unions should have the right to bargain. Unions and the employees they represent have always done what needed to be done to accomplish the mission. I can not think of a single time when a union contract has been a hindrance to National Security. You also want to set up a new National Security Labor Relations Board. The secretary will be able to appoint all three members. I can see where that is going to be fair to the working men and women of DoD. NSPS also want to the Secretary of Defense the sole discretion on what level he wishes to bargain at (or should I say consult at) If this is done at the national level what will happen to local issues? This one size fits all will not work. The proposal will also allow managers and  management to choose who will represent an employee. They could bring in a representative that could be totally unfamiliar with the facts of the case. How will this be fair to an employee? 

In closing, these are only a few of the items that I had time to comment on in length. I find problems with all the proposed changes. I can not see where most of these changes will do anything to improve National Security. I don’t believe what is being proposed under theses NSPS guidelines is what congress intended when they approved the legislation that started all this. And I hope that congress goes back and reviews these proposed regulations because all they will do is erode the moral and character of the dedicated employees in the DoD that will have to work under them if they are enacted as is.         
