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Comments:

Subpart A – General Provisions 

Section 9901.101  Purpose

Subparagraph (b) identifies the guiding principles under NSPS.  It mentions mission accomplishment and commitment to public service.  These principles exist in the current DoD personnel system and to implicate otherwise is a direct insult to the hardworking dedicated men and women of Department of Defense; who have always put public service ahead of monetary rewards.  The DoD civilian workforce has and always will respond with courage and commitment to any national crisis.  Implementation of NSPS will not improve on these existing principles, but will ultimately destroy them through greed and management ineptitude.  It is shameful that our current administration does not fully appreciate the efforts of current and past DoD civilians who have never let DoD or their country down during times of crisis.  Now under the disguise of national security our current administration wants to “improve” the civilian DoD workforce by waiving money in their face; but at the extreme expense of the rights of DoD employees.   
Subpart C – Pay and Pay Administration 

Section 9901.341   General (under Performance-Based Pay)

“Pay for Performance” is a great slogan.   It sells -- especially in our capitalistic society.   After all, who wants to pay somebody for doing nothing.  The problem is, who do we really want working for the federal government; somebody dedicated to public service, or someone dedicated to making money?  I see DoD embarking on a potentially dangerous path as it continues to increase the pay of military personnel in order to keep them in uniform.  What ever happened to “Duty, Honor, Country?”   Have they been replaced by “Pay, Bonuses, Perks?”   When is the last time anyone compared the average total income of our military officers to that of the average American citizen?  And now we want to have a greater ability to do the same for our civilian workforce; or at least parts of it.   For me, give me job satisfaction, respect, and yes, occasionally a promotion, step increase, or a modest bonus.  That’s why I began working as a DoD civilian after 20 years in the military.  And that’s also why I opted not to work in a commercial business, where “performance” is judged on one thing and one thing only – profit.   You know, the kind of “pay for performance” that folks like the Enron executives got for increasing profit!  Some people believe that “pay for performance” is directed more at punishing or managing the non-performers than it is at rewarding the top performers.  There is a lot of truth in that; just ask the unions.   The NSPS system will significantly decrease the rights of DoD civilians, thus making it easier to deal with those non-performers.   The problem is, who determines somebody is a non-performer, and will the average DoD civilian be able to defend himself against such charges.   Managers and supervisors will of course make these major career altering decisions; at least according to OPM and our senior DoD officials.  I guess they’re talking about the same managers that currently fail to take action today against those same non-performers; even though the current system provides the authority and means to do so.  It is just a bit tougher today because DoD employees actually have rights; and managers actually have to counsel employees on their weaknesses prior to taking any punitive action against those employees.
Subpart D – Performance Management 

Section 9901.401   Purpose

The words here sound so good – a fair, credible, and transparent performance appraisal system – adequately trained supervisors and managers …
If the current DoD personnel system truly does not meet the needs of the nation, then the problem is not with the system, but with the DoD managers and supervisors that run the system.  If DoD were a commercial entity experiencing personnel problems I believe the president or CEO would first look at replacing the current management; and not at revamping the personnel system.  But this is DoD and so obviously the problem is in the personnel system and not with the current management.   However, just in case, DoD will send its management personnel to a good long week or two of training (maybe Orlando; New Orleans perhaps) to ensure each and every manager/supervisor is at the top of their game.   Problem is, there has been no lack of funds for management training in the past.   So why should anyone believe that another week or two of management training is going to make any difference now.  If managers currently do not effectively and periodically counsel their personnel or provide meaningful and fair performance work standards, NSPS will not magically do it for them.   NSPS will simply exacerbate the current problem by providing managers with greater flexibility to award their “chosen ones” at the expense of the remaining hardworking dedicated employees.   What’s more, if under NSPS managers can continue to deal out bonuses and awards in secret, without ever having to explain to any employee why one or another employee received this or that amount, the system is doomed to failure; especially since we’re no longer talking about the miniscule end-of-year bonuses that most average employees occasionally see today.   Under NSPS, we’re now talking about the money that managers currently can’t touch; like yearly raises and step increases.  If NSPS is implemented, and I sincerely hope it is not, managers must be forced to make public their decisions on who received bonuses, step increases, or whatever other perks NSPS allows.  If you want to be a manager in DoD then you need to have the courage and commitment to stand by the decisions you make regarding your employees.
General Comments
As a current DoD employee I was very disappointed about the lack of “real” information on how the NSPS program would actually be run within DoD.  I lost track of how many times the words “DoD will” appeared in the material.  Like so many other DoD programs, NSPS will apparently be implemented well before its time; and again the DoD civilian workforce will suffer the consequences.

If pay for performance is the answer to our perceived problems with the civilian DoD workforce, can I assume that it won’t be long before it is implemented within the active duty military.   After all, they too currently have annual pay raises, time-in-service pay raises; and in many cases promotions are based almost exclusively on time in service or time in grade.  Does the phrase “if it’s good for the goose, it must be good for the gander” mean anything to anybody at DoD headquarters?   And while DoD is making that change, they may as well replace the current military retirement system with FERS.
