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Outline

 Provide the process to transition into AcqDemo

 Provide a basic understanding of AcgDemo’s
Contribution-based Compensation and
Appraisal System (CCAS)

e Provide results from CCAS

e Summary
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Broadbanding

Business Management and Technical Management Professional (NH)

IV

65 1 Step 1- 654 Step 10

65 Step 1- 65 11 Step 10

(517 Step 1- 6513 Step 10

G5 14 Step 1- G5 13 Step 10

Technical Management Support (NJ)

IV

65 1 Step 1- 654 Step 10

65 Step 1- 658 Step 10

69 Step 1- 65 11 Step 10

(512 Step 1- G5 13 Step 10

Administrative Support {NK)

65 1 Step 1- 654 Step 10

655 Step 1- 657 Step 10

6S 8 Step 1- 65 10 Step 10
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BDemo
Business Management and Technical Management Professional (NH)
I I Il I
GS 1 Step 1-GS 4 Step 10| GS 3 Step 1-GS 11 Step 10| GS 12 Step 1 - GS 13 Step 10| GS 14 Step 1 - GS 15 Step 10
Base Salary §14,757 - §26,415 §22,737 - $54,185 $49,959 - §77,229 $70,209 - $107 357
with Locality $16,097 - $28,813 $24,802 - $59,105 §54,495 - §84,241 $76,580 - § $117,105
Technical Management Support (NJ)
I I Il 1Y
GS 1 5tep 1-G54 Step 10| G55 Step 1- G5 8 Step 10 | G5 9 Step 1 - GS 11 Step 10 | GS 12 Step 1 - GS 13 Step 10
Base Salary $14,757 - §26,415 $22,737 - $40,551 $34,451 - $54 185 $49,959 - §77 229
with Locality $16,097 - $28,813 $24,802 - $44,233 $37,579 - $59,105 $54,495 - $84.241
Administrative Support (NK)
I I Il
GS15tep 1-GS54 Step 10| GS 5 Step 1-GS 7 Step 10 | GS 8 Step 1 - GS 10 Step 10
Base Salary $14,757 - $26,415 $22,737 - $36,615 $31,191 - $49,34
with Locality $16,097 - $28,813 $24,802 - $39,940 $34,023 - $53,803
" 2002 G Salary Table
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Broadbanding and GS Grade

BDemo
6S | 2 3 | ; b 7 ; 9 | 10 |
2| 5% ERINM| S8 S04 BIZRD| GITB| GBI GTA9| G905 TOBdS

$54,495 - $70,841
Difference of $13,400 between GS-12 and NH-III

$54,495 - $84,241

Business Management and Technical Managen®nt Professional (NH)
I I I

Iy

651 Step1-GS 4 Step 10

655 Step 1- GS 11 Step 10

12 Step 1 - GS 13 Stepyi0

GS 14 Step 1 - G5 13 Step 10

Base Salary

$14,757 - §26,415

§22,737 - $84,165

§49.959 - §11.28

§70,205 - $107,357

with Locality

$16,007 - $26,813

§24,802 - $59,105

54,495 - $84,.201

76,780 - § $117,105




Within-Grade-Increase

[Step Increase]
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Within-Grade-Increases

BDemo
Average Time in Step
1 Year =tep 1to 2 2103 Jto4d
2 Years =tep 4105 Sto B Bto 7
3 Years =tep Fto B gto 9 Sto 10

eneral schedule Average Within Grade Increase a3 Percent of Increase

~{Ep 1 2

]

4

]

i

T

i

10

Percent ncrease 3%

128%

31 2%

103%

234%

2.06%

2.7d%

2.10%

253%




2002 General Schedule

NCORPORATING 43 50% GENERAL NCREASE EEZ
Effective January 2002 Inctease
G5 | 1 2 3 4 5 ; 7 ; g 0 | | Aot
| |§ 14757 § 15248) § 15740) § 16.208] § 16720 § 17009 § 174920 § 1791)§ 18001] § 18.4f6] VARES
2| § 16582) § 1685|5175 § 18001] § 182m] 1:3?35 § 19271 § 198060 § 20341 § 203[6| VARES
303 18103] 5 18706 § 19308 § 19812 § 55§ M8l § Nl § 0§ 0873 B 60
4§ | 030 nem§ NETE S 263§ 0] 23,?’[!?’ § 243843 B[ 5 575 w45 T
B I B S D I B D
B R P A FEE D
713 26M54[ 5 29003 § 00420 § 088§ Ma0|§ 280§ 79| § M7y wETE| S wEls] e
HEEE I I I B B P PR EE G 1T
3 |5 344519 35508 § 7T 5 TR 03§ A0AW|§ 4138) § 42467) 3 43635) % 447h3) 1048
10 [ § 573380 § 04| § 40460) 3 41734) 5 429080 § 44264 § 45509 § 467M| G 4B[s0) 5 483b4] B1269
§o41EB4) § 43073] 8 44462) § 458500 % 47400 § 4B6200 % S0ma|§ S1407)§ S27%6[ % G41E5ed
@ R FETEE . EFaE 5”51,514 § comammptd als| 1 RS
§ 59409) § 61309) § B33EQ) § 65400 % E73[§ A9309]§ T123[§ TR260) § 750§ 772
14 | § 05| § 725450 § 748650 3 77050 5 79565 § 1905 § 5] § o65e0| § BRAS| S o1 285) §2.340
15 |9 82500 § B5333| § 08086 3 9030| % 935%2(§ 96.45| 3 9308| § 101851] 3 104804] $107307| 2753

—
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2002 General Schedule Wit
NCORPORATING & 3.60% GENERAL INCREASE Crade
Effective January 2002 Increase

G3 1 3 4 5 b { i g 10

2 =
12 0 433390 S1p24p 33269 54,954$ ETIRY o0 2B4RY S3343) b IO GI2T) D B4 BT EES

GS 12 Step 2 = $51,624
GS 12 Step 1 = $49,959
Step Increase = $ 1,665

. r—.
i
[

$1,665

— 0
$49,959 3-33%

GS 12 Step 6 = $58,284
GS 12 Step 5 = $56,619
Step Increase = $ 1,665

$1,665

— 0
$56.619 2.94%

10




Acqm

n Within-Grade-Increases
BDemo
Average Time in Step
1 Year =tep 1to 2 2103 Jto4d
2 Years =tep 4105 Sto B Bto 7
3 Years =tep Fto B gto 9 Sto 10

eneral schedule Average Within Grade Increase a3 Percent of Increase

~{Ep 1 2

]

4

]

i

T

i

10

Percent ncrease 3%

128%

31 2%

103%

234%

2.06%

2.7d%

253%

QARRARRARRIT

1

1

2

2

3

Year Year Year Years Years Years Years Years Years

* Not Counting Quality Step Increase - QSI

11



Within-Grade-Increases

[Constant Dollar, No General Schedule Increase/Locality Pay Included]

(eneral Schedule Syerage Within Grade Increase as Percert of Increase
=tep 1 Z 3 4 5 B ! 8 3 10
Percent Increase 3.33% 3.22% 312% 303% 2.94% 2.86% 2.78% 2.70% 253%
Year(s) 1 1 1 Z Z Z 3 3
Cumulative Years 1 Z 3 5 ! : 12 13 m
Calencar Year 1939 2000 2001 2003 2005 2007 2010 2013 2016
Cumulative
WE% | 3.35% B.33% 967% | 1270% | 1564% | 1850% | M28% | 2598% ) BH%
(5| 1 1 1 1 . 1 ] 1 Kl
051 Cumetive Ve | RO
Calencar Year 193 | A0 A0 ) 02 | A4 | W05 | 008 | 09 | A2
330% | 655% | 3BT | 1270% | 19B4% | 1850% | M.2% | 2356% | 2661%

12
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G Title o AcgDema - CCALS

- Locality Fay - Locality Fay

- General schedule Increase - zeneral Fay Increase

- Contribution Rating Increase (CRI)
(lLe., base pay Increase)
-- minimum £.4% 1st year

- CQuality-=tep Increases (L5 -- minimum £.0% subsequent years

- Wyithin-Grade Increazes (Wisl)

- Fromotions
(equivalent to within broadband levels)

- Pramotions

(equivalent to higher broadband levels)] Promotions (higher broadband level)

- Perormance Awards - Cantribution Awards
-- minimum 1.3% 1=t year
-- minimum 1.0% subsequent years

13
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izeneral Schedule Average Within Grade Increaze as Percent of Increase
Step 1 . 3 4 5 B 7 g g 10
Percent INcrease 3.33% 3.22% 3.12% 3.03% 2.94%, 2 BE%, 2.78% 2.70% 263%
Year(s) 1 1 1 P P P 3 3 3
Cumulative Years 1 2 a3 5 7 g 12 15 18
Calendar ear 1999 2000 2001 2003 2005 2007 2010 2013 2016
iCumulstive
WG] % 3.33% 6.55% 9 67% 12.70% 15 64% 18.50% 2 .28% 23.95% ‘ H61% )
1999 2000 2001 2002 2003 2004 2005 2006 2007
Acoliema
2 40%, 2 00%, 2 .00%, 2.00%, 2.00%, 2.00%, 2 .00%, 2 .00%, 2 .00%,
Funding Level ) \ A
iCumulative 18 'Y
Potertial | 440% | G40% | B40% | 1040% | 1240% | 1440% | 1640% | 1840% O oo
2008 2009 2010 2011 2012 2013 2014 2015
2 00%, 2 00%, 2 00%, 2.00%, 2.00%, 2 00%, 2 00%, 2 00%,
20.40%, 22 40%, 24 40%, 26.40%, 28.40%, 30.40% 32.40%, 440% 0 36.40%
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Within-Grade-Increases and CCAS

BDemo
5| 1 1 1 1 . 1 ] 1 ]
(Sl Cumulative Years 1 . ] ] i 7 i 1 14
Calenciar Year 1999 | 000 | A | A2 | A | A0 | A6 | 209 l
333% | BaS% | SRR | 1270% | 19R4% | 1850% | A.28% | ZI%NY LE%
1939 2000 2001 2002 2003 2004 2005 2008 | 2007 ‘(
AcgDemo
Migimum 2.40% 2.00% 2 00% 200% 200% 200% 200% 2.00% A1 2
Funding Level /
CLmulative \ T A /
Potertial 4.40% B.40% 8.40% 10.40% 12.40% 1440% | 14 Years 13.40%
2008 2009 200 2011 205 206
200% 2.00% 200% 200% 200% 200%
20.40% 22.40% 24 40% 26.40% ( 28.40% ) 30.40% 34.40% 36.40%




Army

Navy ,

Air Force $1.265 (2.86%) $1251 (2. 70%) $1.332 (2.77%)
Marines $1,463 (2.87%) $1,439 (2.59%) $1,689 (2.96%)
OSD NA $1,364 (1.88%) $1,140 (1.56%)
AcgDemo  $1,399 (2.74%) $1,396 (2.57%) $1,545 (2.72%)

16
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~{ep 1

Within-Grade-Increases and CCAS

2 a5 Percent of Increase

T i

10

Percent Increase

206% | L7k

Better Under GS

NK-II (GS 7 Step 2) 6.93% in 3 Years
NH-IIl (GS 12 Step 2) 6.24% in 3 Years
NH-11l (GS 13 Step 1) 4.72% in 2 Years

Better Under AcqDemo

NH-III (GS 13 Step 3) 7.09% in 2 Years
NH-IIl (GS 13 Step 2) 6.83% in 2 Years

NH-IIl (GS 13 Step 2) 4.54% in 1 Year

17



Percent Increase

FY 1999 FY 2000
Army $1,507 (2.70%) $1, 64
Navy $1,504 (2.39%) $1.217 Y802 ,
Air Force $1,265 (2.86%) $1,251 (2. 70%) $1,332 (2. 77%)
Marines $1,463 (2.87%) $1,439 (2.59%) $1,689 (2.96%)
OsSD NA $1,364 (1.88%) $1,140 (1.56%)
AcqgDemo  $1,399 (2.74%) $1,396 (2.57%) $1,545 (2.72%)

18



Percent Increase

FY 1999 FY 2000
Army $1,507 (2.70%) $1, 64
Navy $1,504 (2.39%) $1.217 Y802 , g
Air Force $1,265 (2.86%) $1,251 (2. 70%) $1,332 (2. 77%)
Marines $1,463 (2.87%) $1,439 (2.59%) $1,689 (2.96%)
OsSD NA $1,364 (1.88%) $1,140 (1.56%)
AcqgDemo  $1,399 (2.74%) $1,396 (2.57%) $1,545 (2.72%)

19



Army
Navy

Air Force
Marines

OSD

AcgDemo

(2.81%)

$1,251 (2.70%)
$1,439 (2.59%)
$1,364 (1.88%)
$1,396 (2.57%)

(3.09%)

$1,332 (2.77%)
$1,689 (2.96%)
$1,140 (1.56%)
$1,545 (2.72%)

$1,463 (2.87%)

$1,399 (2.74%)

20



vTv

2vems] foveas

Army )

k-l S5V Step ¥ S11% 3 Years

M-l F= 7 Step B S.04% 2 Years

M-Il 5 Y Step B 7 B2% 3 Years  MWH-IY G514 Step 7 3.11% 3 Years
T G5 13 Step 8 1 7o 3 vears MH-I% =S 14 Step 10 8.59% 3 Years
T 5313 Step 6 > S vears MH-I% G514 Step 4 11 .05% 3 Years
MH-III 513 5tep & 4 43% 3 Yearz |Maxed BBL

FH-1II 512 5tep B 4 78% 3 Years

rH-III G512 Step 5 10.05% 3 Years

rH-1II 512 5tep B 10.18% 2 Years

21






Step Buy-In

2002 General Schedule

INCORPORATING & 3 60% GENERAL INCREASE Eﬂz

Effective January 2002 Increase

GS 1 2 3 4 5 b [§ 8 9 10 Amourt
T | % 14757 F 12249) % 157400 % 16225 § 167200 % 17009) §F 174592) F 17931 § 18001 § 18.456] VARES
2 | F 16552 F 16985 % 173535 % 18001 F 18201 F 18736 §F 19271 F 19806) F 20341 § 20876| VARES
3| F 18103) F 18706) F 19309 % 19MZ|F 03 F AME|F A7) F 23M)F 2507 F 23530 603
4 | F 032§ 20998 F MEE|F 2235 F G030 F ZE707)F 24584) F 25081 F 23738 645 BETT
o | F ZTAT| Y 23485\ F M5 % S| Y AA7E3|F X657 F 27Z8a) § Z8043) § 28801 F 23358 BOAE
B | F 25344|F 26189\ F 04| % AT F 28724\ F 29569 F 044)F M8 F 32104) F 32348 Fads
7| 287164| F 29103 F 00420 % 30981 F 1320 F F2899) F 353758) F M7A7| § 30ETE| O 36E15)  FE3
8 | % M9 F 22| Y A3 Y MM F 53| F AN F AN P W\AM|F SN F 40351 F1,040
9 | F M4 F 3599\ F T4V R A7 95| F 39043 F 400191 F #539) F 42487 F 43635 F 44753 1148
10 |F 3WH39|§F 39204| % 40469 % 41734 F 42993 F 44264) % 45529) % 46,794 F 48039 §F 43.3M4| H1 265
11 |y M684| F 43073 F 44462 F 40331 F 472400 F 48829) F S0018) §F 214070 F 52796 § 54,185 §1,.389
12 % 49858 F B4 % 53289 % 54354 % S6@19|F S6284) % S9949) % BIE14) % B3| F 64344] F1B6S
T3 % 29409| F B1389| % B3369| % Bo349| % G7329| % EB9309) % T289) % 732690 % 7h249) % 7728 §1 380
14 |§ 702000 % 72545 % 74885 % 772250 % VARG B 610303 F 84243)F 865030 F 88925 F 91,265 §2 340
15 |F 8232800 § 95333) F GOOS6) § 90833 § 593392) F 963430 F 99095| B 101,331 § 104604) B 107357 §2 753
23
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Buy-In Procedures

Buy-in Full Employee Protection Approach
 Step 10 - No Buy-In Because No Step 11

Locality Adjustment—Added After Base Salary Is
Computed

Formula for Buy-In:
1. Determine Employee’s Base Salary
2. Determine Value of Within-Grade Increase

[(time In step / time between steps) * step increase] +
current salary = new AcgDemo base salary

24




Buy-In Example #1

= Entering demonstration—GS-12/step 5, Series 1071
(Audiovisual Production Specialist)

= Placed in broadband level Ill, Business Management and Technical
Management Professional Career Path

GS-1071-12 becomes NH-1071-lll

= Nominal time between step 5 and 6 = 104 weeks.

= Assume employee has been a Step 5 for 90 of the 104 weeks for a
within grade increase. The process to compute the employee’s new salary
IS:

GS-12/Step 5 base rate of $56,619

GS-12 within grade increase is $1,665

90/104th (or .8654) of $1,665 is $1,441

$56,619 + $1,441 = $58,060 plus Locality Pay

(This example uses the 2002 General Schedule Salary Table.)

25
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Buy-In Example #2

= Entering demonstration—GS-12/step 10, Series 1071
(Audiovisual Production Specialist)

= Placed in broadband level Ill, Business Management and Technical
Management Professional Career Path

GS-1071-12 becomes NH-1071-lll

= Step 10 therefore no within grade increase.

= No change to the employee’s salary.
GS-12/Step 10 base rate of $64,944

$64,944 + Locality Pay

(This example uses the 2002 General Schedule Salary Table.)

26
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Special Salary Rate Buy-In Procedures

o Step Buy-in Full Employee Protection Approach
« Step 10 - No Buy-In Because No Step 11

* Locality Adjustment—Added After Base Salary Is
Computed

 Formula for Buy-In

((time In step/time between steps) * step increase)) +
current salary = new AcqDemo base salary

27
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= Entering demonstration—GS-11/step 5, Series 2210
(Information Technology Management)

= Placed in broadband level Il, Business Management and Technical
Management Professional Career Path

GS-2210-11 becomes NH-2210-II

= Nominal time between step 5 and 6 = 104 weeks.

= Assume employee has been a Step 5 for 52 of the 104 weeks for a
within grade increase. The process to compute the employee’s new salary
IS:

GS-11/Step 5 special salary rate of $55,743

GS-11 within grade increase is $1,639

52/104th (or .50) of $1,639 is $820

$55,743 + $820 = $56,563 next determine AcgDemo base rate

(This example uses the 2002 Special Salary Rate and General Schedule Salary Tables.)
28
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BDemo

= Employee’s Pro-rated Special Salary Rate is
GS-11/Step 5 special salary rate of $55,743
GS-11 within grade increase is $1,639
52/104th (or .50) of $1,639 is $820
$55,743 + $820 = $56,563 next determine AcqDemo base salary

= Huntsville Locality Rate 9.08%
= Special Rate Divided by Locality Rate % for Demonstration Base
Rate:

$56,563 / 1.0908 = $51,855 AcqDemo Base Salary
= Multiply New Base Salary by Locality Rate %, then add the sum to the
New Base Salary for New Total Salary

$51,855 * 0.0908 = $4,708

$51,855 + $4,708 = $56,563 Total Salary After Buy-in

(This example uses the 2002 Special Salary Rate and General Schedule Salary Tables.)
29




Buy-In Calculator

To find your new salary populate the yellow shaded areas

Current Grade/Step| GS13/8

Step 1 Current Base Salary 2002 Within Grade Increase Amount
GS1 Varies
Month Date Year GS 2 Varies
Step 2 Effective Dateis [ October | 1 | 2000 | GS 3 $ 603
GS4 $ 677
Step 3 Last Within-Grade-Increase was on | October | 19 [ 1997 | GS5 $ 758
GS 6 $ 845
Step 4 Next due Within-Grade-Increase willbe on | October [ 21 | 2000 | GS7 $ 939
GS 8 $ 1,040
Step 5 See calendar worksheet to count weeks for time-in-step. GS 9 $ 1,148
GS 10 8 1,265
Time-Betw een-Steps for Step 1 to 2 to 3to 4 is 52 w eeks. GSHIN $ 1,389
Time-Betw een-Steps for Step 4to 5to 6 to 7 is 104 w eeks. GS 12 $ 1,665
Time-Betw een-Steps for Step 7 to 8 to 9 to 10 is 156 w eeks. GS 13 $ 1,980
GS 14 $ 2,340
GS 15 $ 29158,
( Time-In-Step / Time-Betw een-Step ) x Step Increase + Current Salary = New Base Salary
Step6 | 154 156 | | $ 1980 | [$  73269| |$ 75,224 |
Pro-rated Step Increase = $ 1,955
See Locality Rates worksheet to determine the locality rate for your region Locality Pay
Step 7 Enter Locality Rate | 11.48%| $ 8,636
| Total Salary $ 83,859-1
30
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Promotions / Temporary Promotions

AcgDemo Employee
« Promotion is normally a competitive action.

e Promotion is defined as

- the movement of an employee to a higher broadband level
within the same career path (e.g. NK | to NK II) or

— a different career path and level in which the new
broadband level has a higher maximum salary rate than the

broadband level from which the employee is being moved
(NK [l to NH II).

* A higher broadband level is one with a higher maximum rate of
pay than the employee’s current broadband level.

32




Promotion

ACal . vacancy Promotion

BDe e Qualify =
* Refer ep
« Interview GSA3 |1 |2 (3|4 |5 |6 |7 |89
o Select GS-13
GS2[1 2|3 |4 s |6 [7[8[9 1] iy
GS-12

415 (6 (7T (8|9 |10
$107,357

$49,959 $77,229

33
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Pay Setting

Pay Setting for AcqDemo Employee

o Salary after promotion shall be at least six percent, but not
more than 20 percent greater than the employee's current
salary; however,

NH-1\V 68151 |2 |3 |45 |6 |7 |89 ]

O

GS14 |1 |2 |3 |4 |5 |6 |7 |8 ]|9]|w]
$70,205 $107,357

NH-111 G813 [ 1 |2 [ 3[4 [5|6 |7 /8 ]|9]1]
GS12 | 1 |2 |3 a5 |6 |7 |8]|9|1]

$49,959 $77,229

34
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Pay Setting

Pay Setting for AcqDemo Employee

 If the minimum rate of the new broadband level is more than 20
percent greater than the employee's current salary, then the
minimum rate of the new broadband level is the new salary.

 The employee's salary shall not exceed the salary range of the
new broadband level.

35



Pay Setting

For example -
— NH-IIl selectee’s salary is $58,000
- Pay Setting between 6% - 20 %
— Decision is to give 20%; $58,000 x 1.20% = $69,600
— But minimum NH-IV salary is $70,205
— Therefore $58,000 to NH-IV Minimum of $70,205 = 21.04%

NH-111 $49,959 $58.000 $77,229

NH-I $70,205 $107.357

Minimum

36
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Acqm “Promotion” to Next Higher GS Equivalent

N |
BDemo

Step 4 Rule - Compare AcqDemo

5512 1 : 4 5 b { b |10 Salary to Step 4 of the Highest
Grade in the Broadband

68 | 1 2 3 4 5 b i i EI 10
13 | 953408| $61,309| $63389| 965,349 | 967,128| 369,309 §71.289| §73.268| $75.248| §77 209

NH-111

st |23 als|elr]s]snf
12 | s0ea) sorgou] 3sa200] s gcmpnal sencna] ssncan] oot e ge el senoae] 1]

$49,959 =) =) ﬂ% @ ) $77,229
Annual CCAS Salary Adj%kznggnt
March 28, 1999 - GS-1102-12 Step 7 Base Salary = $54,284 -

Buy-in to AcqDemo -NH-1102-111 Base Salary = $55,038
1999 Base + 3.8% GPI + 3.37% CRI = $58,984 = 2000 AcgDemo Base Salary
2000 Base + 2.7% GPI + 2.94% CRI = $62,311 = 2001 AcgDemo Base Salary

2001 Base + 3.6% GPI + 2.25% CRI = $65,956 = 2002 AcqgDemo Base Sala
38
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BDemo
G Title o AcgDema - CCALS
- Locality Fay - Locality Fay
- General schedule Increase - zeneral Fay Increase

- Contribution Rating Increase (CRI)
(lLe., base pay Increase)
-- minimum £.4% 1st year

- CQuality-=tep Increases (L5 -- minimum £.0% subsequent years

- Wyithin-Grade Increazes (Wisl)

- Fromotions
(equivalent to within broadband levels)

- Pramotions

(equivalent to higher broadband levels)] Promotions (higher broadband level)

- Perormance Awards - Cantribution Awards
-- minimum 1.3% 1=t year
-- minimum 1.0% subsequent years

39
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The CC,?\% Cycle Is October 1 - September 30.

CCAS Results/ \ \}
Grievance Perlod

Begins

Mid-Point
Feedback

Initial Meeting
Contribution Objective
Plan

isor’ Employee
Supervisor’s
Assessment New Cycle Begins Cycle Ends Self-Assessment
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How Are You Evaluated Under CCAS?

« All AcgqDemo employees are rated based on the same six
factors (no modification):

® Problem Solving 56
® Teamwork/Cooperation 56
® Customer Relations 53
® [eadership/Supervision 60
® Communications 62
® Resource Management 58

345/6 =57.5 = 58

« A scoreis given for each FACTOR, then divided by 6 to yield
the OCS (Overall Contribution Score)

41




Career Path: Business Management / Technical
Management Professional (NH)
Factor. Leadership / Supervision

Acqm
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BDemo

LEVEL DESCRIPTORS DIZCRIMIMATORS

Level |

O Takes intistive in accomplizhing aszigned tasks. O Leaderzhip Raole

O Pravides inputs ta athers in ovwwn technicalfunctional area. O Breadth of Influence

O Seeks and takes advantage of developmental opportunities. O MentoringEmployee Development
Level ll

O Actively contributes as a team memberleader; provides insight and recommends O Leaderzhip Rale

changes ar solutions to problems.

O Proactively guides, coordinates, and conzults with others to accomplizh projects. O Breadth of Influence

O Idertifies and pursues individualteam development opportunities. O MentoringEmployee Development
Lewel

O Pravides guidance to individualzteams; resalves conflicts. Considered a O Leaderzhip Raole

functionaltechnical expert by others in the organization; iz regularly sought ot by others
for advice and assistance.

O Defines, organizes, and assigns activities to accomplizh projectsifprograms goals. O Breacdth of Influence
Guides, mativates, and overzees the activities of individuals and teams with focus on
projectzifrodgrams issues.

O Fosters individualteam development by mentoring. Pursues or creates training 0 MentoringEmployee Developmert
development programs for self and others.
Level IV

O Establizhes andfor leads teams to carry out complex projects or programs. Resolves |0 Leadership Role
conflictz. Creastes climate where empovwerment and creativity thrive. Recognized azs a
technical/functional authaority on specific izsues.

O Leads, defines, manages, and integrates efforts of zeveral groups or teams. Ensures |0 Breadth of Influence
arganizational mission and program success,
O Fosters the development of ather team members by providing guidance or sharing O MentoringEmployee Development
expettize. Directs azsignments to encourage emplovee development and cross-
functional groweth to meet organizational needs. Purzues perzonal professional
development.

42
- .. m  w w ——



Career Path: Business Management / Technical
Management Professional (NH)
Factor. Leadership / Supervision

LEYEL DESCRIPTORS DISCRIMMATORS
Level|
0 Takes intistive in accomplishing assigned tasks, 0 Leadership Role
Level |
0 Actively contributes as & team memherﬂeader'l nravides insight and recommends 0 Leadership Role

changes or solutions to problems.
Lewvel (I

0 Provides guidaru:e to individualzteams: resolves conflicts. Considered 0 Leadership Role

functionaltechnical expert by others inthe organization; is reqularly sought out by others
for advice and assistance.

Level [V

0 Establishes andior leads teams to carry out complex projects or programs. Resolves |0 Leadershin Role
mMempnwermem and creativity thrive. Recognized as a
technicalfunctional autharty on specific issues.
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Business Management and Technical Management Professional (NH)

Three Career Paths with Broadband Levels

IV

65 1 Step 1- 654 Step 10

65 Step 1- 65 11 Step 10

(517 Step 1- 6513 Step 10

G5 14 Step 1- G5 13 Step 10

Technical Management Support (NJ)

IV

65 1 Step 1- 654 Step 10

65 Step 1- 658 Step 10

69 Step 1- 65 11 Step 10

(512 Step 1- G5 13 Step 10

Administrative Support {NK)

65 1 Step 1- 654 Step 10

655 Step 1- 657 Step 10

6S 8 Step 1- 65 10 Step 10
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Point Ranges Associated With Each
Career Path and Broadband Level

Business and
Technical
Professional

Technical Administrative
Support Support

Point Range Point Range Point Range
I‘{’f;i’l 115 95 70
IV High 96-100 79-83
Med 84-95 67-78
Low 79-83 61-66
High 79-83 62-66 57-61
ITI M ed 67-78 52-61 47-56
Low 61-66 43-51 38-46
High 62-66 47-51 42-46
M -H 51-61 41-46
I'l Med 41-50 36-40 30-41
M -L 30-40 30-35
Low 22-29 22-29 22-29
High 24-29 24-29 24-29
I Med 6-23 6-23 6-23
Low 0-5 0-5 0-5
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Five Basic CCAS Concepts

 Eligibility for Compensation
 Normal Pay Range — Rall Position
 Expected Level of Contribution
 Delta OCS and Delta Salary

e Compensation from the Pay Pool
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Five Basic CCAS Concepts

 Eligibility for Compensation
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Eligibility for Compensation

* An Individual’s eligibility for a CCAS
compensation Is dependent on three
conditions:

- Presumptive Status

- Retained Pay (or Pay Retention)

- CCAS Rating (Rail Position)

48



Presumptive Statuses

 Presumptive Status 0 - Employee must have at least 90 days
In AcgDemo to be eligible for a rating;

* Presumptive Status 1 - If in the AcqDemo less than 90 days on
September 30, end of the rating period, then not eligible for
CCAS distribution (but will receive full “G”);

« If you were away from your normal duties for an extended period
of time, (i.e., temporary promotion outside the parent
organization or outside the demo, long-term full-time training,
call to active duty, extended sick leave, leave without pay,etc.),
then the rating official has two options:

Presumptive Status 2 - Presumes that you would have
contributed consistently with your expected level and will be
given a expected rating;

Presumptive Status 3 - Re-certifies your last contribution
appraisal.
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Eligibility for Compensation

 Retained Pay — employee’s base pay exceeds that of the
maximum pay for a broadband and career path

« Employees on retained pay are:
- Not eligible for any salary increases

- Will receive 50% of general pay increase based upon
the maximum salary for his/her broadband.

— Eligible to receive only the CA based on Overall
Contribution Score (OCS).
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Five Basic CCAS Concepts

BDemo

 Normal Pay Range — Rall Position
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Normal Pay Range — Rail Position

= Between the Rails

$120,000 - .
A = Above the Rail Compensation matches

100,000 | i contribution

s Compensation exceeds

$80,000 contribution

$60,000 -

B = Below the Rail
® cContribution exceeds

Basic Pay

$40,000 -

$20,000 - compensation
$0 i I
0 Overall Contribution Score = ‘
. . Contribution Rating Increase . .
Rail Positions General Pay Increase Contribution Award | Locality

(Salary Increase)

Inappropriatehy
Can be reduced
Compensated - & Ho Ho Yes

or denied
(Above the Upper Rail)

Appropriately
Compensated - C Yes Yes, up to 6% Yes Yes
(Between the Rails)
Inappropriatehy
Compensated - B Yes Yes, up to 20% Yes Yes

(Below the Lower Rail)
52
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Standard Pay Line (SPL)

 Relationship between contribution (OCS) and salary.

e Tracks from the lowest pay, GS-1 Step 1, to the highest pay,
GS-15 Step 10.

* Increased annually in accordance with the GS pay increase.

$120,000 -+
$100,000 -
$80,000 |

2000 1 GS-1, Step-1 Pay

$40,000 -

Basic Pay

GS-15, Step-10 Pay

$20,000

$0 I |
0 100

Overall Contribution Score 53




Normal Pay Range
and Standard Pay Line Chart

Mormal Pay Fange and Standard Pay Line for 2002
(Ba=zed on 3.6% Increase)
*1.92 * .05

GS 1 Step 1 = $14,757 5 e T e | i
$15,053 X 1.0200427 = $15,354 2 15554 14126 165873
etc. 3 15662 14409 16915
a9 31997 29455 S4557
40 32639 30025 35250
41 33293 S0s249 35956
Upper Rail 42 23060 31243 36677
i spL ! 43 34641 31669 A7412
s ' - 44 30335 32508 33162
/ Lower Rail 45 36043 33160 35927
] 45 SEVEG S3524 S97aY
47 S7als S4502 40503
43 J0204 39194 41315
49 39021 355949 42143
For complete SPL Chart 50 395073 36619 42957

Go to http://dacm.rdaisa.army.mil

a5 103120 Q94926 111435
99 105245 Q6520 11 3665
100 107355 957649 115946
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* Expected Level of Contribution
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Expected Level of Contribution

$120,000 _

$100,000 |

Standard Pay Line

$80,000

>
©
al
© $60,000 |
7))
©
@ $40,000 _

@

$35,035
$0 | | ) I
0 44 100

Overall Contribution Score

Base Pay of 35,035 = Expected OCS score of 44

Y.
Contribution Level 56




Expected Level of Contribution
Base Salary is $35,035

Mormal Pay Range and Standard Pay Line for 2002
(Based on 3.6% Increaze) OCS 43
*0.92 *1 03
Find the e - Lowver Rail | Upper Rail $35,035
closest 0 14F57 13576 15955 -$34,644
dollar 1 15053 13549 16257 $ 391
2 15k54 14126 16553
amount 3 15p62 14403 16915 OCS 44
in the SPL
column to 50 51pa7 20455 54557 $35,335
the 40 3239 30028 35250 -$35,035
, 41 3P 30628 35956 $ 300
employee’s 42 33860 3243 IGETT
base salary 43 pendBllo., 31869 | 37412 The NPR and SPL Table
44—t- 35335 52505 56162 .
45 T 33160 35027 Is updated a”F‘“a”y
A5 =5 TEE Y 0707 upon the effective date
a7 37503 34502 40503 of the
Expected Level of Contribution is 44 35134 | 41315 | General Schedule Pay Tables.
o iy 35590 42143 For the current Table,
50 39503 36619 42957 go to or click on
http://dacm.rdaisa.army.mil
95 103180 04926 111435
a9 105245 OGE2E 11 366G
100 107358 O57ED 115945 57




Acqm \Vhatis the approximate OCS range to remain within the
Bl region where compensation matches contribution?
EDemo

$120,000 _

$100,000 |
$80,000

$60,000 _

Basic Pay

B e ateaeereran e e nennne R $35,035

$20,000 |

$0 |

I ‘ |
0 44 v 100
40 48
Overall Contribution Score

Your Contribution will match your compensation —
If you receive an OCS score between 40 and 48

58




An OCS less than 40...

$120,000 _

$100,000 |

$80,000

§ | Above the Rails =
o se0000 | Compensation EXCEEDS Contribution
S
m $40,000 -

.......... @ @ s g s a . §36 ()35
Overggmpensated ' ///

$0 | | |
. 10 20 30 ¥ A4 -
- 40

Overall Contribution Score
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An OCS greater than 48...

$120,000 _
$100,000 |
$80,000
> .
©
o
(&) $60,000 _
‘0
o 540,000 Undercompensated
40, 4
D S PP LT ST ®--o--@- $35035
$20,000 | ‘ ‘ ‘
$0 | | | l
. v 60 70 80 -
48 >

Overall Contribution Score

Below the Rails =
Contribution EXCEEDS Compensation
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OCS Calculator

At the following website, you will find an
OCS calculator that will calculate your

expected level of contribution score for this
year.

http://dacm.rdaisa.army.mil
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Five Basic CCAS Concepts

BDemo

 Delta OCS and Delta Salary
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Delta OCS and Delta Salary

e Delta OCS =

The difference between my expected score, which
IS based on my salary, and the OCS score that Is
finalized by the pay pool panel.

e Delta Salary =

The difference between my current base salary
and what my salary should be based on my
overall contribution score (OCS).
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Expected Level of Contribution

$120,000 _

$100,000 |

Standard Pay Line

$80,000

3
ol
&) $60,000
‘0
©
m $40,000 _

©

$35,035
$0 | | . |
0 44 100

Overall Contribution Score

Base Pay of $35,035 = Expected OCS score of 44

Contribution Level 64




Ac
:= Pay Pool Panel Approves an OCS score of 56

BDemo
$120,000 _
$100,000 |
530,000 Standard Pay Line
% ’ i
(al
LS $60,000 |
2
o $40,000 |
o )
$35.035 7
$0 | | . I |

0 44 56 100

Overall Contribution Score
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$120,000 _

$100,000 |

Basic Pay

$40,000 |

}K,ozo

$0 |

$35,035

$80,000

$60,000 |

BB OCS Score 56 — Expected Score 44 = Delta OCS +12

Standard Pay Line

O— | |
0 44 56 100
H_J

Overall Contribution Score +12
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Target Salary

~0.92 Fy— Upper Rail
oCs =PL Lower Rail | Upper Rail

30 $31,997| %$29.,438| %34.557 / ————————————————————————

40 $32.639| %30.028] %35.250 Standard Pay Llne

41 $33.293| %30.629| %35.956 +1 .

42 $33,960| $%31.243| %36.677

43 $34.641 $31.869| %37.412 Lower Rail

44 $35.335| $32.508| %38.162

45 $36.,043| %33.160| %38.927

16 $36.766| $33,824| $39.707 .0

A7 $37.503| $34.502| %40.,503

48 $38.254| $%35.194| %41.315

49 $39.021 $35.809| %42.143

50 $39.803| %36.619| %42 987 .- 1

51 $40,601 $37.353| %43.849 -

52 $41,414| %38.101 44,728

53 $42.245| $38.865| %45.624

54 43,091 $39 544 $4E 539 OCS 56 = Upper Rail $48,423

gg < S 9 Expected OCS 56= $44,836

57 : Delta Salary = $3,587
Target Salary: OCS 56 = SPL $44,836
Beta +1 (Upper Rail) - Target salary is $48,423 Expected OCS 56 = SPL $44,836

Beta 0 (SPL) - Target salary is $44,836. Delta Salary = $00

Beta -1 (Lower Rail) - Target salary is $41,249.
67




OCS Score of 56 Target Salary is $48,423

$120,000 _

$100,000 |

Target Salary - Upper Rail

$80,000

$60,000 |
$48,423 $40,000 -
e
Mo ]
$35,085 7, | : l
0 44 56 100

Overall Contribution Score
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OCS Salary - Base Salary = Delta Salary

$120,000 _

$100,000 |

Target Salary - Upper Rail

$80,000

$60,000

$48,423
- $35,035

$40,000 -

$20,000 |

$13,388 = | e l
0 44 56 100

Overall Contribution Score

69




Ao (
.=Dem0 I 4\/‘/ z ‘
/ ,

V)

e
—

1Y
Not quite $13,388

but continue on
for the answer
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Five Basic CCAS Concepts

e Compensation from the Pay Pool
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Acqm
N How much of that $13,388 do | actually get?
BDemo

Answer:

Depends on how much money
IS In the pay pool for Pay Raises
(CRI) and Awards (CA).

Well, how much Is that? Let’s
find out...
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How Much of the Delta Salary Do | Get?

1. Determine Who is in the Pay Pool as of the End of the Rating
Period on September 30.

2002 /\
Broadband hsscimum <002 pected
Mame Career Path L evel Salary T Baze O
Broadband | Zalary

Lewe
MWunro, Cora rH | 1077 | 107357 a0
Lund, llsa rH M FA229| BTTES 7
Blaine, Rick rH | 103357 | 87000 A0
Poe, Mathaniel rH M FAd229| 74553 2
Marting, Benjsmin Pk M 49324 | 35035 4
Sayer, Rose Pk M 49324 | 39700 0
Parker, Peter rH M 77eza| 4932 B
Wigwne, Bruce rH M 77d=al 49917 /e
Allnut, Charles ). Il s41gs| sozs| [ ez
oung, Joe oK | 77za|l vassz| / &z
Total Base Salary \l 635377/

2. Add All the Base Salaries for the Pay Poo otal Base Salary.

Total Base Salary = $635,377
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3. Calculate pay pool dollars allocated for salary increases (CRI)
and awards (CA) using percentages of Total Base Salary.

Total Base Salary = $ 635,377

How Much of the Delta Salary Do | Get?

Salary Increases (CRI) — Minimum must be 2.4% for 15t year, and 2% for subsequent years

Awards (CA) - 1.3% for 1st year (90% is the min. for CA), and 1.0% for Subsequent Years
* These are floors — actual percentages can be set higher.

Available Pay Pool Dollars

Total Base Salary * CRI Funding Level = CRI Pool
$635,377 * 2.40% = $15,249

Total Base Salary * CA Funding Level = CA Pool
$635,377 90% of 1.3%




4. Enter the Approved OCS Scores and Delta OCS

2002
Brosdband | oMU {2002 e e || 0CS | Deta
Mame: Career Path =alary for | Base
Level LY =oore | QCs
Broadband | Salary
Level
Munro, Cora MH I 107357 [ 107357 100 100 a
Lund, llza MH ll Tr22a BVVES i a3 B
Blaine, Rick MH I 107357 87000 ad o4 -5
Poe, Mathaniel MH ll Tr22al V4553 a2 o4 2
Mlartin, Benjamin Pk ll 49324 32035 44 o6 12
=ayer, Rose Pk ll 49324 39700 a0 46 -4
Parker, Peter MH ll Fr22al 49362 61 64 3
Wayne, Bruce MH ll Tr2291 49917 B1 B4 3
Allnutt, Charles N ll S4185( 20135 G2 BS 3
Young, Joe N I Tr22al V4553 a2 o6 4
Total Baze =alary Ba537Y

Delta OCS = OCS Score - Expected OCS

How Much of the Delta Salary Do | Get?
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How Much of the Delta Salary Do | Get?

5. Determine the OCS Salary and Delta Salary,

and Total Positive Delta Salary.

2002
Mame Baze EIFJGIIE:E;EIﬂ S(?:Erﬂe DS Salary [Defta salary

=alary
Munro, Cors 107357 100 100 112945 go0d
Lund, llza 6775 b at] e 14981
Blaine, Rick a7 Q00 o3 o4 o404 -2596
Poe, Mathaniel 74553 82 o4 a4404 9531
hartin, Benjamin Sa035 44 ob 45423 13388
=ayer, Foze 33700 ol 46 33707 7
Parker, Peter 493562 61 64 aB75d 7392
Wayne, Bruce 43317 &1 G4 ob7od Ba37
Alinutt, Charles a0135 62 B5 S/ a9 F7ab
Young, Joe 74553 82 ab a7 a2 13268
Total Baze Salary Ba3o37Y Total Positive Delta Salary 2065

Current Salary - OCS Salary = Delta Salary
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How Much of the Delta Salary Do | Get?

7. Calculate Percent of Delta Salary to be given.

2002
Mame Ba=e Expﬂ-?::céed S?:E?E DS Salary |Delta =alary
Salary
rLUnFro, Cora 107357 100 100 115945 oSS0
Lund, ll==a E7 765 L o3 S2746 149571
Blaine, Rick Syaoo 1= =5 Sd4404 -2596
FPoes, Mathanisl T45535 o2 =5 Sd4404 9551
rartin, Benjamin 25035 44 SE 40423 13380
Saver, Rose 39700 S0 45 39707 i
FParker, Peter 493562 51 =5 SE754 Faa
Wavne, Bruce 49917 51 54 S5 B537
Allnutt, Charles S0 35 EZ ES =a=1ey |
S oung, Joe T4555 o2 (=] =] ==y |
Total Baze Zalary E3537 7 Total Posttive Delta Salary

Available Dollars for CRI and CA

$

7,434
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How Much of the Delta Salary Do | Get?

8. Calculate Approved CRI and CA Compensation.

Employee Benjamin Martin

Positive Delta Salary * Percent of Delta Salary for CRI Salary Increase (CRI)

$13,388 * 18.58%

$2,488

Positive Delta Salary * Percent of Delta Salary for CA = Award (CA)
$13,388 * 9.1% = $1,213
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How Much of the Delta Salary Do | Get?

2002
Mame Baze Expected | DL DS Salary |Detta Salary Rl LY
oCs =Core

=alary
Munro, Cora 107357 100 100 112945 Ehtata 1596 L=
Lund, llza B7TES T 53 52746 14951 2754 1357
Blaine, Rick 7000 ats o4 54404 -2086 0 0
Poe, Mathaniel 74553 02 o4 54404 9531 1830 592
hartin, Benjatmin Fa035 44 a6 45423 13388 2485 1213
—aver, Rose 39700 =1 46 39707 v 1 1
Parker, Peter 49362 61 B4 67504 7392 1374 E70
Wayne, Bruce 49917 61 B4 SE7o4 =t i 12710 E19
Allnutt, Charles 2135 62 63 a3l Fiab 1441 F03
Young, Joe 74553 02 o6 57821 13268 2465 1202
Total Base Salary Bas37Y Total Postive Delta Salary 2068 12249 7434

Plus General Pay Increase, if eligible, and Locality Pay
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AcqgDemo CCAS Results 1999 to 2001
(Three Rating Cycles)




AcqDemo Population Profile

. OSD AT&L
Air Force 504
38% (284 Emps/4 Pay Pools)

(2022 Emps/17 Pay Pools)

Army

31%
(1675 Emps/25 Pay Pools)

Navy
Marines 11%
15% (575 Emps/3 Pay Pools)

(778 Emps/3 Pay Pools)

Total Employees
FY 1999: 4701
FY 2000: 5083
FY 2001: 5334
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Category Distributions (%)

Demo

Compensation
Exceeded Contribution

Basic Pay

Contribution
Exceeded Compensation

Contribution
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Category Distributions

BDemo
Army AcgDemo Marines
B [l
|| ||
N M-
M 63 [l
|| ||
|| B
| |
N H
B B
FY99 FY00 FY01 FY99 FY00 FY01 FY99 FY00 FYO1
Air Force
|| ||
|| ||
|| ||
M 6o || 69
|| ||
|| ||
H N
B ||
i
FY99 FY00 FYO1 FY00 FY01 FY99 FY00 FY01
Over Compensated Il Appropriately Compensated

83




General Pay Increase (GPI) — Withheld *

1999 2000 2001
Over Compensated 291 103 99
No GPI 207 82 92
Partial GPI 64 4 4
Full GPI 20 14 3
Total Withheld Carried Over to CRI $541,451 $147,384 $164,642
*Excludes employees on retained pay
Retained Pay Employees (1/2 GPI) 25 13 18
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Average Payouts FY 1999 - 2001

Army
Navy

Air Force
Marines
OSD
AcgDemo

Contribution Rating Increase $
All Participants
FY 2000

$1,640 (2.81%)
$1,217 (1.80%)

FY 1999

$1,507 (2.70%)
$1,504 (2.39%)
$1,265 (2.86%) $1,251 (2.70%)
$1,463 (2.87%) $1,439 (2.59%)
NA $1,364 (1.88%)
$1,399 (2.74%) $1,396 (2.57%)

FY2001

$1,907 (3.09%)
$1,293 (1.81%)
$1,332 (2.77%)
$1,689 (2.96%)
$1,140 (1.56%)
$1,545 (2.72%)

Army
Navy

Air Force
Marines
OSD
AcgDemo

Contribution Award $
All Participants

FY 1999 FY 2000

$1,397 (2.26%)

$1,108 (1.64%)
$705 (1.56%)
$933 (1.73%)
NA

$1,008 (1.81%)

$1,806 (2.78%)
$1,133 (1.60%)

$788 (1.60%)
$1,339 (2.22%)
$1,781 (2.12%)
$1,263 (2.07%)

FY2001

$2,054 (3.06%)

$1,209 (1.60%)
$817 (1.61%)

$1,605 (2.60%)

$2,077 (2.39%)

$1,426 (2.24%)




3-Year Basic Pay Increase (%)
From CCAS Only

m 19 received no pay increase

500
m 129 received between 0.1% to 10% increase (< GPI)
409 m 2,222 received 10.1% to 22%
400 377[ 380
(b} :
— m 833 received 22.1% to 48%
8350 333
O 299 m 29 received 48.1% or greater
O 300
y— P51
O 250
| —
(b
200
O 163
< 100 I 86
I 60 56 49
50 28
19 21 23 20
12 11 9 8 g 1l6
2 e 4 335329021
O 1 1 1 ! ! , T 1 1 1 1 1 1 1 I 1
OfN < © O OFN < © 0 O NI © 0 O N ©« © 0 O N < © OO0 N ©«© © 0 O &N ¥« © o
R B I - S A L e
oo < o gt A A A A A A A A A A A A A A A A AR A e e B
COEO N < ©W 00O OfN < © 00 O N < © 0 O N < O O N < © 0 O N © ©
I v " A NN N N AN MO OO O 0O MO & < 9 S| 0O 0 0 ;0 mnm ©o© ©O© o o
Percent Basic Pay Increase
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High Contribution Equals High Reward

High Contributor Raises [> GPI + Promotion (6.7%)]

1999 2000 2001
(>10.5%) (> 9.4%) (> 10.3%)
Army 60 (1.4%) 70 (4.4%) 107 (6.4%)
Navy 59 (9.3%) 17 (2.9%) 7 (1.2%)
Air Force 193 (9.5%) 134 (6.7%) 169 (8.5%)
Marine Corps 32 (5.6%) 46 (7.6%) 58 (7.5%)
OSD NA 9 (3.2%) 6 (2.1%)
Total 344 (7.3%) 276 (5.4%) 347 (6.5%)
Largest Raise Dollars (CRI + GPI) Largest Award Dollars (CA)
1999 2000 2001 1999 2000 2001
Army $10,699 $17,063 $17,135 Army $9,008 $13,346 $14,606
Navy $11,294 $11,334 $9,893 Navy $5,709 $7,660 $7,605
Air Force $14,630 $10,612 $15,699 Air Force $7,119 $7,000 $8,500
g"g;;)”se $10,878 | $12,529 | $11,737 g"g‘rr:onse $15,622 | $14,851 | $15,769
OSD N/A $9,372 $12,436 OSD N/A $12,374 $10,000
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CCAS Grievance Process

« Employee may grieve:
e OCS
 General Pay Increase
 CRI
« CA

e Bargaining Unit employees follow negotiated
agreement, if any; if not

* Non-Bargaining Unit employees follow
established administrative procedures, with
supplemental instructions.
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Grievance Process
Administrative Procedures

Employee .
_ Revise
Employee Supervisor Makes Pay Pool | Agrees S
Decides —P Recommendation T With Panel Rules SE-52 Action
to Grieve to Pay Pool Panel Within 30 " i
days of - SF-50
_P" °
Within 15 days of Within 10 days of Date Ga:;[/Zr?I:e : Employee
Receipt of CCAS Part | of Grievance Forward : : Disagrees
. ] : Written v
Submit Written Recommendation and »
: ] Decision Appeals to
Grievance Grievance 4 :
Next Higher
Official Above
Pay Pool
FIO_W} Manager
Within 60 days of Date
of Request for Change Revise
Reconsideration Part |
Written Decision
No Change : l— SF-52
v
Inform Revise
Empl Personnel
MPIOYee | SF-50 |  Action
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Determining GS Equivalency

e Going to a Non-AcgDemo Position
- Losing agency converts employee to GS grade & step
- Pay setting is the responsibility of the gaining agency

 Centralized Selection Boards, Training and Education,
Applying for non-AcqDemo vacancy announcements

* If the Demonstration Ends
- Convert the employee to an equivalent GS rate of pay
- Pay Is determined prior to any other action
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Determining GS Equivalency

o Step 4 rule - compare AcgDemo salary to
the highest grade in the broadband level and
step 4 of that highest grade

* The Step 4 rule will be used anytime an
employee Is seeking a position where a GS
Equivalency is needed or to a lab demo position.
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2002 General Schedule

Determining GS Equivalency

IMCORPORATING A 3 60% GENERAL INCREASE Eﬂz

Effective January 2002 ncrease

G5 1 2 3 4 5 b f 8 9 10 Amount
T | 1477 F 152490 F 157400 % 16228) % 167200 F 17009) % 174520 F 17961 §F 18001 § 18436| VARES
2 |F 16592) F 16585 F 17S35) % 18001 F 18201 F 18736) % 19271 F 198060 § Z034| F 20876( VARES
30| % 18103 F 187060 F 19309) % 92| F 0515 F AMEF AT Y LM F 25| F 235300 603
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Determining GS Equivalency
Example of an employee whose salary equals or
exceeds Step 4 of the highest grade:

The individual is a Business Management & Technical
Management Professional Broadband Il employee with a salary
of $69,310. Highest grade in NH Broadband Ill is GS-13.

Conversion:

e« Compare $ 69,310 to Step 4 of highest grade in the broadband:
GS-13, Step 4 = $65,349
$ 69,310 > $65,349

* Therefore, assign as GS-13

» $69,310 is between GS-13, Step 6 pay at $69,309 and Step 7

pay at $71,289

» Assign Step 7 = $71,289 plus Locality Rate

e Convert out as GS-13, Step 7

(Conversion used 2002 GS Salary Table) o5




Determining GS Equivalency
Example of an employee whose salary does not equal
[ ex tep 4 of the highest grade:

The individual is a Business Management & Technical
Management Professional Broadband Il employee with a salary of
$55,000. Highest grade in NH Broadband Ill is GS-13.

Conversion:

« Compare $55,000 to Step 4 of highest grade in the broadband:
GS-13, Step 4 = $65,349
$55,000 < $65,349

* Next compare $55,000 to GS-12, Step 4 pay at $54,954

» $55,000 > $54,954

* Therefore, assign as GS-12

e $55,000 is between GS-12, Step 4 pay at $54,954 and Step 5 pay

at $56,619

» Assign Step 5 = $56,619 plus Locality Rate

e Convert out as GS-12, Step 5
(Conversion used 2002 GS Salary Table) o6




Determining GS Equivalency
Example of an exception to the Step 4 Rule:

The individual is a Business Management & Technical Management
Professional Broadband Il employee with a salary of $65,000. Highest
grade in NH Broadband Il is GS-13.

Conversion:

e Compare $65,000 to Step 4 of highest grade in the broadband:
GS-13, Step 4 = $65,349
$65,000 < $65,349

» Therefore, assign as GS-12; but GS-12, Step 10 pay is $64,944

* Since $65,000 > $64,944, assign as GS-13

» $65,000 is between GS-13, Step 3 pay at $63,369 and Step 4 pay at

$65,349

 Assign Step 4 = $65,349 plus Locality Rate

e Convert out as GS-13, Step 4

Note: An employee will not be converted to a lower grade than the grade held by the
employee immediately preceding a conversion, lateral assignment, or lateral transfer
into the project, unless since that time the employee has undergone a reduction in

broadban@Conversion used 2002 GS Salary Table)
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What forms do | use to do my CCAS?

Part IV - Employee Support Form
Part lll - Employee Self Assessment
Part Il - Supervisor Assessment
Part | - CCAS Salary Appraisal
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N D o emproves suppernroms o o e | The Employee lists proposed individual contribution

a. EMPLOYEE/RATER IDENTIFICATION

[ FRELYE A smes | sosemorever | peeceoverna | ODjectives based on mission priorities, needs, and

SCORE

SUPERVISOR NAME ORGANIZATION duties Of hiS Or her pOSition.

Part IV - Employee Support Form

RATING FROM TO

——
CCAS Part IV — Employee Support Form, [EMPLOYEE NAME
Page 2

b. VERIFICATION OF FACE-TO-FACE DISCUSSION

(3) Customer Relations:
The following face-to-face discussions of career path, broadband level, factors, factor weights (if any), discriminators,
descriptors, expected Overall Contribution Score based on the employee’s current base salary, and contribution objectives for
the rating period took place.

FACE-TO-FACE DATES EMPLOYEE’S SUPERVISOR’S
COUNSELING INITIALS INITIALS
INITIAL
MID-POINT

c. CONTRIBUTION OBJECTIVES

(4) Leadership/Supervision:
The following items were discussed between the employee and the supervisor at the initial and mid-point counseling sessions.

(1) Problem Solving:

5) Communication:
(2) Teamwork/Cooperation: ©)

| (6) Resource management:

Contribution objectives should include
milestones, fiscal resources, and other
measurable aspects to supplement the generic
Position Requirements Document. o6




The following examples are actual employees’
contribution objectives and self assessments from the
1999 CCAS rating cycle.

The objectives and self assessments are from different
employees and have been given fictitious names, such
as Employee Iron, Employee Fish, etc.
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CCAS Part IV — Employee Support Form, [ EMPLOYEE NAME
Page 2

(3) Customer Relations:

(4) Leadership/Supervision:

(5) Communication:

Communication

(6) Resource management:

Part IV - Employee Support Form

Level of Interaction (Audience):
Employee BEAR

Direct and coordinate Operations Team
actions in supporting the Director in
interactions with Congress, DoD, JSTAF,
ARSTAF, and MACOMSs. Ensure that

the interactions communicate the Army’s
digitization story to the target audiences.
Interact with the modernization community
in parallel with and support of the Director.

Written: Employee IRON

Prepares (monthly) written report on FPTA
MDEP restructuring and briefs to agency
leadership.

Oral: Employee FISH
Prepare and present briefings to higher
headquarters.
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Problem Solving:

Teamwork/Cooperation:

Customer Relations:

Leadership/Supervision:

Communications:

Resource Management:

Employee signature

Date

Factor
W eight:

Starting about September 1 of each
year, the employee fills out a self-
assessment which will be given to the
supervisor not later than October 5.

The employee provides a bulletized
description of his/her contribution
against each of the evaluation factors.

The supervisor discusses this input
directly with the employee between
October 5 and 30 to clarify any
potential discrepancy, disagreement,
and/or misunderstanding.

NOTE: Dates may vary by Pay Pools.
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Teamwor k/Cooperation:

Customer Relations:

Leadership/Supervision:

Employee signature

Date

actor Weights:
« All factors are critical.

At the discretion of the pay pool
manager, different weights may be
applied to the factors to produce a
weighted average.

» Weights must be consistent within
the job category (OCC Series) and
applied uniformly across the pay pool.
* Employees must be advised at the
beginning of the rating period.

« Weighting may not result in any
factor given a weight of less than 0.5.

» For an example of Factor Weighting,
click on http://dacm.rdaisa.army.mil/
and select DoD/Army Operating
Procedures (Chapter 6, Paragraph 6.5).
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How Do | Complete My Self Assessment?
Modify thinking from just

“WHAT” (the activity), “HOW?” (the level of performance) and
sometimes “WHQO” (the customer) '

to include

Detailed WHAT, HOW and WHO in addition to “WHY” (the
benefit helped meet the mission)

Remember to think in terms of cause and effect

“I wrote the AcqDemo Office’s quarterly status memas to the Under
Secretary for Acquisition, Technology and Logistics, focusing on the
need for leadership emphasis; resulted in an Under Secretary directi
components to identify and induct 30,000 new demo participants
FY 02, advancing DoD toward its 95,000 personne




PART Il Employee Self Assessment NAME:

Factor

Instruction: Provide narrative comments regarding your contribution against each
the current year.
Problem Solving:

What
(Activity)

ight:

Level of Interaction (Audience):
Employee BEAR

Who

\Directed the team efforts to tell the Army’s
digitization-stanctopCongress, DoD,

Teamwork/Cooperation:

ARSTAF, and MACQOMsy Result was 8-of-
—S=tergetaudiences gained understanding of

[ Result |

(Contribution) |

Customer Relations:

Leadership/Supervision:

[ What
(Activity)

Communications:

and accepted operational benefits derived
from the Army’s digitization efforts.

Written: Employee IRON
Did not provide self assessment.

Oral: Employee FISH
™ Developed and presented briefings to the
——=p MILDEP ASA (ALT) and DCG AMC

Communication

Who
- Result

Resource Management:

_w wWhich resulted in definition of workshop
agenda. Proposed agenda concept was
accepted with no changes. All workshop

_(Contribution)

Employee signature Date

attendees benefited from appropriateness
of presentations.
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Part Il - Supervisor Assessment

-PART I Supervisor Assessment
Employee’s NAME:

Instruction: Prov de narr at ecomme nts r
factor during the current yeal

Problem Solvmg

Teamwork/Cooperation:

Customer Relations:

Leadership/Supervision:

Communications:

Resource Management:

Factor

Weight:

regarding employee's contribution against each
for each factor.

Factor
Score:

Weighted
Score:

Signature Date

After receiving Part I11 from the
employee, the supervisor completes
a draft Part Il, Supervisor
Assessment, for each employee.

The draft assessment is completed
not later than October 30 and Is the
basis for discussions during the
annual pay pool meetings which are
held prior to November 10.

After discussions and approval, the
completed form becomes the basis
for discussion with each employee.

NOTE: Dates may vary by Pay Pools.
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Scoring (Categorical and Numerical)

The following examples are actual supervisor assessments from the
1999 CCAS rating cycle.

Again, these assessments are from different supervisors but are their
assessments of the employees previously identified.

The first number or category appearing next to the discriminators is
the supervisoRg perceived contribution level for that employee’s

comment and thetsgecond numper is the score approved by the pay
pool for the factor.

For example:
Factor is Problem Solving
Discriminator is Scope/Impact
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Business and
Technical
Professional

Administrative
Support

Technical
Support

LEVELS

Categorical
Point Range Point Range Point Range
I‘{’fgri’l 115 95 70
IV High 96-100 79-83
Med 84-95 67-78
Low - 61-66
High Nun:]elilji 62-66 57-61
ITI Med 52-61 47-56
Low 43-51 38-46
High 62-66 47-51 42-46
M -H 51-61 41-46
vII Med 41-50 36-40 30-41
M -L 30-40 30-35
Low 22-29 22-29 22-29
High 24-29 24-29 24-29
I Med 6-23 6-23 6-23
Low 0-5 0-5 0-5

Table 4. Point Ranges
Y
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PART Il Supervisor Assessment

Employee’s NAME:

Ins|
factor during the current year and a score

Problem Solving:

) (Activity)

Factor Factor
Weight:  Score:

truction: Provide narrative comments regarding employee's contribution against each
it for each factor.

Weighted
Score:

Level of Interaction (Audience):
Employee BEAR 86 - scored 90
» Contributions of an Automation Plan and

internal |ngicﬁcg_pg“.3¥resu|ted ina

Result
Teamwor| (Contrl bUtion)J

Customer Relations:

logical structure process for the

Why

[ What |

> development of short and long range
automation objectives, and the resource
plan to achieve.

Written: Employee IRON 75 -scored 45

(Activity) |

(Contribu

Leadership/Supervision: [ ReSU It

tion) J

Communications:

Communication

Resource Management:

~

> Did not prepare written report on FPTA
MDEP restructuring and did not brief the

-» |eadership as this work was not done.

Oral: Employee FISH 71 - scored 79

[ What
(Activity) )

» Independently developed and presented

briefings related-testhe Annual Army

Why

Acquisition Workshop to the Military
_» Deputy, ASA (ALT) and Deputy

Result
Signature (Contribution)

Commanding General, AMC. The briefings
» were well received and proposed plans

Lo

were approved.
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Name: Rockin S Robin Appraisal Period:
SSAN: 123-45-6799 Series: 343 From:
Organization: PEO Broadband Level: 4 To: 9/30/99

Jasper P. Hawk

Discuss evaluation with employee and obtain signature confirming discussion. Signature of employee does not
constitute agreement with CCAS appraisal.

4/28/00

Pay Pool Manager Date

Supervisor Signature Date

Employee Signature Date

Appraisal Detail

Overall Contribution Score 97
Expected Score 97
Difference (Delta OCS) 0

1999 Base Salary

Employee Contribution Pay Comparison Chart
The graph plots the Employee Appraisal relative to the standard pay
line (SPL) and rails. The top and bottom lines are the Upper and
Lower Rails. The middle line is the SPL. The point is the Employee
Appraisal.

Compensation Detail

$90,978 Current Rate of Base Pay
+ $ 3,458 Glncrease
+ $ 1531 CRlincrease
= $95,967 New Rate of Basic Pay

3.80%
1.68%

$140,000 -
+  $8,685 Locality Pay
= $104,652 New Total Salary

@ 9.05%

$120,000 4

$100,000 4

o $ 747 Contribution Award

$80,000
$60,000
$40,000

$20,000

$0

0 20 40 60 80 100

Overall Contribution Score

Part | - CCAS Salary Appraisal

Part I, the Summary Evaluation, is
produced for each employee in
December and contains the overall
contribution score and space for the
signature of the supervisor and the
employee. The signature of the
supervisor will be completed before
presentation to the employee.

After discussing the evaluation with
the employee, the employee will be
asked to sign the form indicating that
discussions occurred and a copy of the
evaluation was provided.
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CCAS Forms - Part IV, Part lll, Part 1l

CONTRIBUTION-BASED COMPENSATION AND APPRAISAL SUPPORT FORM (CCAS)
Part IV — Employee Support Form
a. EMPLOYEE/RATER IDENTIFICATION

EMPLOYEE NAME SERIES | BROADBAND LEVEL | EXPECTED OVERALL
CONTRIBUTION
SCORE
— e ——
SUPERVISOR NAME CCAS Part IV — Employee Support Form, [EMPLOYEE NAME
Page 2
RATING FROM (3) Customer Relations:
b. VH
The following face-to-face discu PART Il Employee Self Assessment ~ NAME: Factor
descriptors, expected Overall Con) Instruction: Provide narrative comments regarding your contribution against each contribution factor during Weight:
the rating period took place the current year.
Problem Solving:
FACE-TO-FACE
COUNSELING
Weighted
Score:

e To get the CCAS forms,

click on T

mees http://dacm.rdaisa.army.mil/  -—

Communications: . —
Leadership/Supervision:

(6) Resource management:

Resource Management:

Communications:

l=

Employee signature Resource Management:

Signature Date
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Contribution-based Compensation and Appraisal System Workforce Porsonmel

CCAS (3-in-1) Form

Contribution Planning and Review Form Demonsiration Project
EMPLOYEE NAME (FIRST NAME, MI, LAST NAME) EMPLOYEE SSN | DATE OF HIRE
EMPLOYEE’S POSITION TITLE | COMMAND | LOCATION :
EXPECTED OCS | CAREER PATH | SERIES | BROADBAND | PERIOD COVERED: *
NN LEVEL oo | PROBLEM SOLVING.
' From: | [To- ] Part IV: Employee Support Form

SUPERVISOR’S NAME * NOTE: The CCAS rating period is October 1 through September 3, Contribution goals for the rating period:

Initial counseling for is normally 30 days from the date of hire of the new]

employee, Part 111: Employee Self
Privacy Act Statement (552a of 5 US.C) .
1 AUTHORITY: Section I11.D, Federal Register Notice dated January 8, 1999. N
2. PURPOSE: The primary purpose of counseling is to define organizational mission and values, discuss individual job expectations and contribution Part 1I: Supervisor
goals, reinforce good contributionwork related behavior, correct inadequate contribution/work related behavior, and enfance the Ratee's ability tos{ | =

and reach career goals. The best counseling is forward looking, concentrating on the future and what needs to be done better. Counseling should bel
timely. Counseling only at the end of the rating is too late since misunderstandings that impact contribution and work related behavior cannot be TEAMWORK/COOPERATION

resolved in time for improvement before the end of the annual rating period. Part IV: Employee Support Form 111, EMPLOYEE AND SUPERVISOR PR|N'|" SIGN AND DATE.

3. ROUTINE USE: The CCAS Appraisal Form will be provided to the rated individua either directly or forwarded to the rated individual. A copy wi bt ina period:
be maintained in the ratee's Offical Personnel Filk. This form and Part | are for organizational use only and will be retumed to the rated individual (icmnbutlon goals for the rating period: M isor s discussed the above information with me:
after review by the supervisor and the pay pool panel. In addition, information collected on this form will be used for statistical and impact analysis| ' SUPErVISOr nas aIscusse the above Information with me:
this form as an evaluation instument. In addition as an evaluation intrument, appication for some training and programs may require the completi| | part 111: Employee Self
and submission of this form =

4. DISCLOSURE: Disclosure of the rated individual's SSN s voluntary. However, failure to verify the SSN may result in a delayed or erroneous

processing of the individual's CCAS and applicable payouts, i.e., General Pay Increase, Contribution Rating Increase and Contribution Award (if Part II;_Supervisor
eligible). Disclosure of the information in Section I, below) i voluntary. However, failure to provide the information requested will result in an . . ,
appraisal of the rated individual without the benefits of that individual's comments. Should the rated individual use the Privacy Act as a basis not to Print Employee s Name
provide the information requested in Section 1, this form will contain the rated individual's statement to that effect and be forwarded through to the CUSTOMER RELATIONS.
pool panel Part IV: Employee Support Form

Rules for Counseling: M A .

1. Face-to-face counseling is required for all civilians in the Civilian Acquisition Workforce Personnel Demonstration Project. Contribution goals for the rating period:

2. Use this form along a copy of the factors, discriminators, and descriptors for the rated individual's career path, ie., NH, NJ or NK, and the Ratee's
position requirements document. Part 11I:_Employes Self

3. Conduct initial counseling within at least the first 30 days of each rating period and again at the midpoint of the rating period. Other informal Emgloyee’s Signalure Date
d encouraged.
VERIFICATION OF FACE-TO-FACE DISCUSSION PartIl: Supervisor This employee has been under my Supervision for: ‘ ‘ years ‘ l—months

“The following face-to-face discussions of career path, broadband level, factors, factor weights (if any), discriminators, descriptors, expected Overall

Contribution Score based on the employee's current base salary, and contribution qoals for the rating period took plae.
Face-to Face Counseling Dates Employee's Initials Supervisor's Initials LEADERSHIP/SUPERVISION
Initial Part IV: Employee Support Form —_
Mid-Point Contribution goals for the rating period: . sy
Mid-Point Remarke: . Print Supervisor's Name
Part I11: Employee Self
Other Counseling, as needed | [ I .
Other Counseling, as needed | | [ Part 11: Supervisor . .
I.  CURRENT YEAR'S GOALS: Initial goals are normally established a few weeks after the employee begins working for the supervisor. . Supervisor's Sigpature Dite
Thereafter, each contribution review involves two copies of this form. Results are added to the copy with previously established goals (a copy shoul L oUpEIVOSlgnAr
have been retained by both parties). A fresh, clean form will also be completed to the extent of listing new goals for the upcoming year. Employee COMMUNICATION
and supervisor complete appropriate sections. Part IV: Employee Support Form

NOTE: The \ber of goals set f h fact d ti . Establish s for all fact " ; : il
Folloning a1 suggested aidlnes forcstalisnng ocs and gt Contribution goals for the rating period: When compleed,th employee rfans the oriinel. Copes il be forwarded tothe Ofiial Personel il andshoul be retine by the supenviso

1. Goals should be related to the missions of the organization, principal areas of job responsibility and may be assignment or skill-oriented.

2. They should be specific, stated as end results, and time-tied .

3. Insofar as possible, they should be objectively measurable. I:an Ui: Employee Self

4, They should be realistic and attainable, yet contain some "stretch"”

5. They should be mutually understood by the individual and the supervisor. Part I1:_Supervisor

6. They should be madiified during the year as appropriate .

PERIOD COVERED: From: To:
For the six factors, discrimil and descriptors, go to http://dacm.rdaisa.army.mil then scroll down to AcgDemo section| EESIC\)/UF‘;CEIMAN: EM'E:NT
DoD Civilian Acquisition Workforce Personnel Dt Project Contribution-based Ct ion and Appraisal System art IV Employee Support Form

Contribution goals for the rating period:

Part 111: Employee Self

Part II: Supervisor

To get the CCAS formes,
click on

http://dacm.rdaisa.army.mil/ 112
- .. m  w w ——
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Pay Pool




Pay Pool Structure

ASA (ALT)
Claude Bolton
Assistant Secretary of the Army
(Acquisition, Logistics and Technology

Pay Pool Manager
COL Mary Fuller
DDACM / D, ASC

ASC-ACMP3
Craig Spisak
Deputy Director

ASC-AAES
LTC Hammond
Acting Chief of Staff

ASC-NCR Region
Sandy Long
Regional Director

ASC-NE Region
Kelly Terry
Regional Director

ASC-Southern Region
Maxine Maples
Regional Director

PERSCOM

LTC Peggy Carson

Chief, AMB

Personnel Management
Larry Israel

Resource Management
Tracey Goldstein

Force Structure
LTC Hammond

CCAS 2002 Rating Period
October 1, 2001 - September 30, 2002
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Summary

« Broadbanding

e Buy-In

« Contribution-based Compensation and Appraisal System
e CCAS Assessments

« Grievance

e GS Equivalency

« Acquisition Support Center Pay Pool

Questions?
Comments?

Jerry Lee at 703-805-5498, DSN 655-5498 or jerold.lee@asc.belvoir.army.mil
Jael Latham at 703-805-5496, DSN 655-5496 or jael.latham@asc.belvoir.army.mil
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