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Latest NSPS Town Hall Briefing
[image: image7.wmf]The NSPS Town Hall briefing has been updated.  The briefing charts reflect the adjustments to the performance management system and also include the revised pay banding charts using 2006 pay rates.  
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To view the Town Hall briefing, go to http://www.cpms.osd.mil/nsps/TownHall030906.[image: image9.wmf]
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Recent legislation amended the veterans’ preference eligibility criteria in Title 5, United States Code (USC).  Effective January 6th, individuals are entitled to veterans’ preference within the Federal civil service if they:  

· Served on active duty at any time in the armed forces for a period of more than 180 consecutive days; and
· Any part of this service occurred during the period beginning on September 11, 2001, and ending on the date prescribed by Presidential proclamation or law as the last date of Operation Iraqi Freedom.  
The new law also clarified that individuals “discharged or released from active duty in” the armed forces under honorable conditions are eligible for veterans’ preference.  
This phrase replaced the previous language, “separated from,” in 5 USC.  OPM is in the process of modifying its issuances to incorporate these changes.  
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CIVIL SERVICE REFORM:  U.S. District Judge Emmet Sullivan enjoined implementation of major provisions of the Defense Department's National Security Personnel System (NSPS) in a recent ruling.  He ruled that the regulations unlawfully infringe upon collective bargaining rights and failed to create an independent system for employees who appeal adverse actions.  
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Although many of the provisions were struck down, some of the DOD's efforts were spared by the judge's pen.  Sullivan concluded that in holding meaningful discussions and considering union views, the agency met its statutory duty to collaborate.  Other agencies that may be given the authority to establish their own personnel systems can learn some lessons from the DOD's collaborative efforts with its unions.  
Collaborative effort passes muster:  
The court found that the DoD held several meetings with the labor organizations which met the statutory requirement to collaborate with the unions in designing the labor relations system.  The court explained that the DoD was required to engage in meaningful discussions and to give full and fair consideration to union views, which it did.

The court held that the collaborative process met congressional requirements and didn't act in bad faith.  The court opined, however, that more substantive meetings with the unions could have helped the department avoid the shortcomings that eventually led to the demise of the regulation.

[image: image18.jpg]


Departures from Chapter 71:  
The court also concluded that the DoD had broad authorization to depart from the provisions of Ch 71.  The unions contended that the act overrode only two provisions of Ch 71, allowing the DoD only to bargain above the level of recognition and to design a new method for third-party review of labor relations decisions.  

The union relied on the act's legislative history, particularly statements made by some senators asserting that Chapter 71 was to remain in effect.  The court turned to what it termed the statute's plain wording and concluded that the DoD could establish a system modifying Ch 71 to the extent necessary to address the unique role that DoD civilians play in supporting the department's national security mission.  The court explained that when a statute is unambiguous, there's no need to examine legislative history.  
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Training is critical for a smooth transition to the National Security Personnel System (NSPS).  The Department of Defense is developing a comprehensive training program for managers, supervisors, and employees.  All employees will be trained on how the system works and how it will affect them.  

The NSPS training plan aims to educate employees about NSPS, teach the skills and behaviors necessary to implement and sustain the new system, foster confidence in it, and facilitate DoD’s transition to a culture of performance.  The training plan features web-based and classroom instruction as well as other informational materials and workshops.  The NSPS Program Executive Office (PEO) will develop and provide courses to the Components.  In turn, each Component will train its workforce through its existing training infrastructure.  

The plan centers on two training domains, as follows:  

• The functional domain, which covers the human resources, labor relations, and appeals sections of the NSPS regulations; and

• The change management domain, which addresses the skills, attitudes, and behaviors necessary for success under NSPS.  

Functional courses will cover pay banding, staffing flexibilities, performance management, employee engagement, labor relations, appeals procedures, and related matters.  These courses will be tailored to specific audiences (e.g., supervisors and managers, human resources practitioners, attorneys, and nonsupervisory employees).  

Managers and supervisors - both military and civilian - are key to achieving a performance- based culture.  As such, their functional training will concentrate on performance management under NSPS and will enhance such essential skills as setting clear goals and expectations, communicating with employees, and linking individual expectations to organizational goals and objectives.  

The core functional training courses available will include the following:  

• Managers and supervisors - 16 hours; 

• Employees - 8 hours; and 

• HR Practitioners - 25 to 40 hours, depending on the individual’s area of expertise (the higher figure includes training on labor relations and appeals elements of NSPS).  

Employees will receive functional training through three vehicles, as follows:  

· Printed Materials.  Brochures and pamphlets will target specific audiences to raise awareness of the new system and outline key concepts.  

· Web-Based Training.  A 60-minute course, “NSPS 101”, will provide self-paced, introductory training on demand.  “NSPS 101” is a prerequisite for the classroom sessions.  

· 
Classroom Sessions.  The classroom is the main functional training vehicle.  A train-the-trainer approach will be used.  

The second training domain, change management, involves behavior-based training to ease communication between supervisor and employee as they discuss and jointly develop performance objectives tied to the overall organization’s mission.  This training includes interpersonal communications, team building, and conflict management.  Some Component behavior-based training has already begun.  Additional courses will be developed and offered to all affected employees before NSPS implementation.  




The difference between ‘involvement’ and ‘commitment’ is like an eggs-and-ham breakfast - the chicken was 'involved' - the pig was 'committed'.






Unknown

A boss creates fear; a leader confidence.  A boss fixes blame; a leader corrects mistakes.  A boss knows all; a leader asks questions.  A boss makes work drudgery; a leader makes it interesting.  A boss is interested in him or herself; a leader is interested in the group.





         Russell H. Ewing

Deputy Defense Secretary England has distilled his philosophy of leadership into the following 15 principles:  

1.  Provide an environment for every person to excel.

2.  Treat every person with dignity and respect - nobody is more important than anyone else.

3.  Be forthright, honest, and direct with every person and in every circumstance.

4.  Improve effectiveness to gain efficiency.

5.  Cherish your time and the time of others - it is not renewable.

6.  Identify the critical problems that need solution for the organization to succeed.

7.  Describe complex issues and problems simply, so every person can understand.

8.  Never stop learning - depth and breadth of knowledge are equally important.

9.  Encourage constructive criticism.


10.  Surround yourself with great people and delegate to them full authority and responsibility.

11.  Make ethical standards more important than legal requirements.

12.  Strive for team-based wins, not individual ones.

13.  Emphasize capability, not organization.

14.  Incorporate measures and metrics everywhere.

15.  Concentrate on core functions and outsource all others.
Employees at almost all DOD installations being closed under the 2005 BRAC process are entitled to have forfeited annual leave automatically restored if the criteria of 5 USC 6304(d)(3) are met.  Exceptions may include locations where a contingency must be met before closure can occur.  
The entitlement to restored leave also affects employees of installations being re- aligned under the 2005 BRAC process, provided that the criteria of 10 USC 2687 are met.  Go to http://www.cpms.osd.mil/fas/pay/pdf/brac_faqs.pdf to access a set of frequently asked questions (FAQs) posted on the FAS Web site.  The FAQs provide DOD guidance for determining whether an employee meets these criteria, as well as other pertinent issues associated with annual leave restoration at BRAC closing or realigning installations or activities.  

Any annual leave in excess of the employee’s maximum leave ceiling that is accrued by an employee at a 2005 BRAC installation and forfeited at the end of the leave year must be automatically restored and credited to the employee in a separate leave account.  Employees are exempt from the normal requirement to have scheduled their leave in advance before it can be restored.  

Although not required to do so, employees may want to retain a hard copy of the final leave and earnings statement for the leave year.  This will help them verify that any forfeited annual leave has been properly restored.  

Employees are not required to use restored leave before other annual leave.  If not used, restored leave will be included in the lump sum payment for annual leave when the employee: 

♦ Moves to a non-DOD agency;
♦ Moves to a DOD installation that is not subject to realignment or closure;
♦ Retires; or
♦ Is separated.  

Alternatively, employees might prefer to use their restored leave and other annual leave to stay on the rolls beyond their scheduled separation date if doing so would let them qualify for retirement or Federal Employees Health Benefits coverage.  







Shadrach, Meshach, and __________
Parsley, sage, rosemary, and ____________
Flopsy, Mopsy, and _________
__
Lucy, Ricki, Fred, and ______________
Theodore, Simon, and ____________
Rich man, poor man, beggar man, _________
Sugar and spice and ___________
John, Paul, Ringo, and ______________
UNITED STATES ARMY CIVILIAN HUMAN RESOURCES AGENCY (USACHRA), SOUTHWEST REGION�FORT RILEY, KANSAS





            In This Issue


Expanded Vet Pref	2�Update NSPS Court Ruling	2�Did You Know		2�Just for Fun		2�NSPS Training		3�Origin of Easter Egg	3�Quote Corner		3�Leadership Philosophy	4�BRAC Restoration of Leave	4�Thinklers			4





“THOUGHTS”


Mary Rodriguez, Southwest CHR Regional Director�


Performance Management, as we all know, is one of the cornerstones of NSPS.  �Under NSPS, performance, not longevity, will drive pay.  Meaningful distinctions will be made between levels of performance, and valued performance will be rewarded appropriately.  





CHRA is Army's sole participant in Spiral 1.1.  As part of the CHRA team, we have been busily preparing for our conversion on 30 April 2006.  All of you either already have received the required NSPS training, or will very shortly.  Also, your supervisors will soon be discussing with you your new job objectives to be used in our first NSPS rating cycle which begins on 30 April and ends on 31 October 2006, a shortened six month cycle.  The next cycle will begin on 1 November 2006 and end on 30 September 2007; after that every cycle will be one year long, beginning on 1 October and ending on 30 September of each year, with the performance payout occurring the following January.  





Your supervisors will be explaining how your individual job objectives were developed and how they are tied to organizational success and mission accomplishment through their linkage to the DA CHR Strategic Plan goals.  Within CHRA, we have adopted a standard, uniform, corporate approach in the development of the job objectives with consistent performance expectations for like jobs.  This is critical, particularly for this first performance rating cycle, making it possible to make meaningful and fair performance distinctions among employees both within and across our pay pools.  





It is important that all of you take the time to fully understand the objectives and their corresponding contributing factors.  Be a team player and understand your role in the organization and its importance to accomplishing the overall CHRA mission.  





I understand that there may be some fear and angst associated with this change in approach to performance management and its potential for greater personal impact on all of us.  Continuous, open communication is fundamental to all of us understanding and embracing the change.  Let's all join together and support one another as we work our way through this.  Like with every other challenge we have faced, I know I can count on all of you to do your part.





Special Points �of Interest


NSPS Spiral 1.1 will implement approximately 11,000 DoD non-bargaining employees into the system.  


Spiral 1.1 will begin April 30, 2006.  The rating cycle will extend through the end of October 2006 and the NSPS payout will occur in January 2007.  


Briefing charts show Pay Band charts using 2006 pay rates.


NSPS training will be conducted via (1) Printed Materials; (2) Web-based instruction; and (3) Classroom setting.





For more information on expanded Veterans Preference provisions, contact your local CPAC.  





��For a very good listing of regulations, guidance memos, and other reference materials relating to Human Resources, go to � HYPERLINK "http://www.cpocma.army.mil/hronline.htm" ��http://www.cpocma.army.mil/hronline.htm�.





We welcome your feedback and suggestions.  �Send comments to:�Lucy P. Gonzalez, SW Regional Director’s Office�� HYPERLINK "mailto:Lucy.P.Gonzalez@us.army.mil" ��Lucy.P.Gonzalez@us.army.mil�





What is the origin of the Easter Egg?�From earliest times, and in most cultures, the egg signified �rebirth and resurrection.  The Egyptians buried eggs in their tombs.  The Greeks placed eggs atop graves.  Given as gifts by the ancient Greeks, Persians, and Chinese at their spring festivals, the egg also appears in pagan mythology where we read of the Sun-Bird being hatched from the "World Egg".  The ancient Saxons celebrated the return of spring with a festival commemorating their goddess of offspring and of springtime - "Eastre” - through her earthly symbol, the rabbit.
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