NSPS Town Hall Meeting with Ms. Pat Adams on 15 July 2004 

Questions and Answers:

Start:  1:15pm

1. How is the NSPS going to address the pay inequities in regards to COLA and locality pay for Hawaii employees?  Concerns about the exclusion of COLA from GS retirement pay. We heard the wage scale will be frozen and that we won’t get any annual increases even though locality areas will get a portion for locality. 

A:  This is a new issue to me.  I will take it back for consideration.  The pay scale will not be frozen.  Pay increases will be based on performance criteria.  But there will be a change in the way you receive your pay increases.

2.  In Secretary England’s Town Hall meeting, Mary Lacy stated she received 20 questions concerning pay inequities and COLA.  Is there anything being done to accommodate locality pay/COLA in Hawaii?  The people in Hawaii are being discriminated in regards to locality pay.  And, at the end of Secretary England’s presentation, he talked about changing the laws to fix this inequity.  Who has statutory authority to change the COLA process?

A:  This probably has more to do with statutory authority.  NSPS statutorily can’t touch the COLA.  I will try to get an answer but this is probably a legal issue.

3.  As the system is developed and knowing there are inequities why not address them all at once?  Isn’t it wise to address the COLA issue now that NSPS is still being designed?

A:  Ideally, we need to look at compensation and discuss equity and compensation to pay fairly, equitably, and not inflate the pay.  We need to look at what is fair to the American public.  Not sure how COLA can be fixed.

4.  Who makes the determination (i.e., local, national level) for compensation or locality pay?

A:  Cannot address locality pay but will answer on compensation.  It will be done nationally, but how will it be done - not known.  General Schedule employees will move into pay banding.  We have demonstration projects to measure and we understand how the system will work and we have templates but it doesn’t fit all.  The Demo Projects cover 20,000 in Navy and 30,000 in DOD and we are looking at the templates.  What works in one place may not work in another.  Depends on the unique mission needs of the command, they need flexibility.  We need to figure out a way to move people into the system.

5.  When civil servants lose their jobs in an A76 Study, they also lose their appeal rights.  We should have the same appeal rights that a contractor has when they lose an A76 study.  

A.  That’s an excellent point.  I will take it back with me.  The appeal process has not been designed yet.  I will look into this.

6.  What is the time frame for moving forward?

A:  After discussions with labor unions, management and employees, getting comments, Town Hall meetings and focus groups across DOD, we’ll then go into the Design Stage to work on different pieces of the system.  By June 2005, we should have a good model and June/July 2005 time frame to test the model.

We are not very good at writing performance standards.  We need to write clear/measurable performance standards and provide feedback to employees.  We need to begin practicing now so we can do it right.  The beauty of this is if we do it right, every employee will be able to say how they contributed to the mission of the command.   That is very powerful.  But that is not easy.  

7.  How will veteran preference be affected in terms of RIF and hiring?

A:  Initial proposal to change the Veteran Preference was swept away from the table.  But it is not even on the table now.  Information right now is that Veteran Preference will not be touched, but no promises.

8.  After the pay banding freeze, will the annual pay increase approved by the President only go toward locality pay?  Currently, we don’t receive the full 4.1% increase because a percentage goes to GS and a percent goes to locality pay.  In other words, people in Hawaii do not receive locality pay, so when pay banding goes into effect; they will not receive any part of the annual increase. 

A:  Not true.  When we move into the pay banding, the intention of the design is that the difference in pay from current GS and pay banding will be compensated by the WGI buyout.  For example, if you are two years into your three-year WGI waiting period, it will be calculated to 2/3 of the WGI scale, depending on where you are.  The pay pool is made up of WGI, awards, and annual increases and will be given out to employees.

Q:  My question is actually about the annual increase.  For example, if the annual increase is 4.1%, Hawaii does not see all of that.  A portion goes to locality pay and Hawaii does not get locality pay.  

A:  The pay pool is created to be used for WIG and will be given out to employees to pay for performance.  WGIs, awards and the annual increases go into the pay pool and 

given out based on performance.  The increases cannot be less than what you would be getting under the current system. Legislation says we can’t reduce the pool from what it is now.

9.  Q:  After 9/11, and the Department of Homeland Security was created, what happened?

A:  The Homeland Security has 180,000 employees, 6 unions, and have been working on their system for the last year and a half.  They have published regulations and are ready to issue the new system in 2005.  They plan to bring on-line 5,000 employees in the first year.  In comparison, DOD has 700,000 employees and 42 unions and 30,000 employees in demonstration projects.  The Homeland Security has some legal flexibilities we did not get.  

The Navy is a very complex organization with more than 185,000 employees.  We need to take time to improve the way we accomplish our mission.  We need to set clear performance goals.  We need to talk to employees about the goals and the mission.  How do we make sure it is fair; how to measure; and the need to practice?  What is missing right now is clarity and alignment.  We need to create flexibility and it be done quantitatively.  We are not clear on how the system will provide a more flexible workforce and not clear on process.

10.  You talked about the system creating a more flexible work force, but it seems like the collective bargaining process is being sidestepped.  So how will this create more flexibility?

A:  The idea of pay banding is to be flexible to assign civilian employees to meet mission needs.  Issues heard at the Pentagon are:  I have military personnel and contractors and I can reassign them easily.  I have GS and I can’t do that.  Pay banding allows for movement.  How do we balance, reshape/reassign to meet the mission needs – that is what flexibility is about.  The Labor Relations process had not been designed yet.  Secretary England reached out and gained input from the union.  We are not side stepping the union.  

11.  You mentioned in your introduction that staffing and performance would not change.  What are you talking about when you mentioned staffing because the DOD employees are being depleted and being augmented by the military?    

How does one move up in pay banding if one does not have the requisite skills and training?

How do we get the training that we need if management does not approve the funds for training or is stopping employees from getting training? 

A:  Staffing will change and there are not as many civil service jobs. Navy was reduced by 47% over the last 12 years by BRAC, RIFs and outsourcing.  That was a huge organizational change.  A-76 is still here and BRAC might come back again.  

Training – There is concerned about training and hopeful that NSPS will define and simplify how people will move into pay banding.  We need to train people.  Employees need to put pressure on the system to give the training necessary to move up the pay band.  Need to define the skills, and then define the training.  I’ve been disappointed in Navy and see that from supervisors on down it is not clear that training is available.  Demos have shown that employees will ask for training.

Commanding Officers will own NSPS and need to be trained to understand the system.  We need to make it simpler, rational and understandable.

12.  Will the appeal rights for FLRA, MSPB and negotiated grievance procedure still be there?

A:  The appeals process still needs to be designed based on your input.  We would like to hear from you.  Initial proposals were taken off the table.  People can go to our WEB site, WWW.CPMS.OSD.MIL/NSPS since comments are still being collected.  The original decision to do away with MSPB was negated.  DHS has its own internal review process, but we’re not sure about doing that.  

13.  Why was “national security” included in NSPS?  

A:  After the Cold War, we were like a football team all decked out in our uniforms.  But a Hockey Team came to fight us, complete with skates.  We need to modernize a faster, flexible and agile system.  We were not capable of responding quickly.  Big organizations cannot respond fast enough to move quickly to respond to national security crises.  It’s not about you or me.  The mission is first – defense of America – ensuring freedom for us.  But many don’t want to hear this.  I ask you to be collaborative.  We need to modernize a system that respects and cares for people.

14.  We’re developing a smaller lethal Navy.  Any insight into RIFs in 2005?  How is VSIP/VERA being addressed?  As a military person, if my job is being affected in a downsize, I just get transferred somewhere else.   For civilians, they get separated from federal government.  It is very difficult for them.

A:  Navy is pretty good in helping people remain in the organization.  It is difficult, yet there are no guarantees.  CNO is adamant that agencies will transform to be the best that they can be.  It could cost DON to reshape again this year, but I haven’t heard anything big happening this year.  It is difficult due to the Cost Of War (COW); downsizing is likely to happen again.  I haven’t figured out how to get the money.  If I did, I would.  But I can’t guarantee that people won’t lose their jobs.

15.  Do you envision the COLA issue being addressed in Pilot Studies?

A:  No.  I haven’t seen COLA coming up in the pilots, but I will take the comments back.

16.  Given the opportunity to provide comments in regards to pay changes and COLA, give us your insights on how it will affect us.

A:  The intention is no one will be hurt.  We’ll buy you out with the WGI.  We will look at the total number of buying out the WGI and it may involve millions of dollars.  But we will still buy you out to make people whole and to be treated fairly so that they don’t lose money.  It was never the intent to take anything away.

17. Is this about saving money?  You mentioned tailoring NSPS to an aircraft acquisition and people won’t lose money, but over 5-10 years the aircraft acquisition is supposed to save money – will that be the same for NSPS?

A:  It is not.  The legislation is clear.  The pay pool money cannot be raided.  It’s about flexibility, accountability, effectiveness, and efficiency.  Never heard that  [NSPS] will cost less, but heard that at some Demos it is costing more.  This is not what we want; it shouldn’t cost more.      

18. Why not tweak the current personnel system instead of creating a new system?  

A:  According to Jeff Wataoka [HRSC PAC Director], the current Civil Service Reform Act has 126 pages, OPM has 2 volumes of regulations, plus DOD and DON have regulations, which shows government is over regulated.  It all needs to be simplified.  It takes lawyers upon lawyers to figure things out.  We are trying to get rational regulations so that people can understand how to operate.  

19. How are you going to make sure that the right people are promoted and won’t be held back?  How do you keep supervisors from rubber-stamping promotions?  You see employees promoted that shouldn’t be promoted.

A:  Depends on how well performance standards are set up.  We need to train supervisors so that they can understand and practice it.  Not only one supervisor evaluating one group but evaluation process can be done across the board or up the chain to ensure fairness of the process.

20. In pay banding, what kind of changes do you see in the classification process?

A. Simplification.  Hoping to get a lot simpler.  System not yet designed.  It will be complicated but we need to start off simpler.  

21. I attended the Pacific Leadership Academy conducted by the Federal Executive Board, which taught competency-based assessment, pay banding, etc. and I recommend you visit the Academy and have others attend.  The cost is only $3800. Everything you said [Ms. Adams] about the NSPS was taught at this academy and I encourage everyone to take advantage of this training opportunity to be competitive. (Comments Only)

A.  Yes – thank you.

22. Higher echelon commands get more award money.  How do we equalize the award amounts to pay for performance?

A:  That is an issue that is being discussed – “Rich Navy, Poor Navy”.  Need to make sure there is an adequate pay pool and there is financial equity.  Smaller commands may face difficulty ensuring adequate pay pool.  They could probably merge with a command that has a bigger pay pool.  We are beginning to do the financial modeling now.

23. Regarding demos, what are we sure on?  Could you outline what they have demonstrated and what do we need to figure out?  Do we institutionalize them across Navy?

A:  Classification and pay for performance models come from the Demos.  There are 30,000 employees in demos and 700,000 are not, so whether they are comparable is a question, since they were not designed to get the voice of the employees.  Teams will not start to design until maybe August or September after we hear from employees, supervisors, union, and focus groups. 

24. Are people allowed to comment before you roll out the plan?  It’s hard to comment when you haven’t seen the plan yet.

A:  Intention is to design and field-test next year, June/July 2005.  Focus groups will be addressing specific things.  Employee surveys will go along with testing the system.  Is it fair?  Does it fit?  How does it feel for you?  We want to ensure there is feed back and not top-down driven.

25. What departments are Demos?  Any here?

A:  Some commands such as Acquisition commands, SPAWARS in San Diego.  I would imagine the SPAWAR Center here is a Demo.  It would be helpful to have them come and brief you.

26. Will pay banding be tailored to the individual COLA areas?

A.  I do not have information on the COLA issue and I will take it back.

End of session:  2:15 p.m.

