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No Changes by Being AcqDemo

Allowances
& travel/
subsistence
expenses

Benefits, retirement,
health, life, and
other benefits

Work Schedules

Stay the same, no [SEES
ersonnel ractices
change by AcqgDemo i

Veterans’ preference

Merit system Fundamental due Whistleblower Anti-discrimination

principles

process protection laws




AcqDemo
New Terms

Contribution-Based
Acquisition Compensation &
Demonstration Appraisal System
(CCAS)

CAS2Net

Broadband Levels

(NH, NJ, NK) AT pom e

NH-IV NJ-IV

Career Paths



Determining Career Path / Broadband Level

Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband| Professional Support Support
I GS1-4 GS1-4 GS1-4
| GS5-11 GS5-8 GS5-7
1l GS12-13 GS9-11 GS8-10

vV | esia-15 | csi2-13 [

Career Path: Reference Appendix C, November 9, 2017, Federal Register

T ]

0301 0343 0855 | 1102 0318
0340 0346 0861 1106




Determining Career Path / Broadband Level

GS-1102-12, Contracting

NH NJ NK
Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband| Professional Support Support
I GS1-4 GS1-4 GS1-4
|l GS5-11 GS5-8 GS5-7
1l GS12-13 GS9-11 GS8-10

v [ osu-15 | csie-iz [

= OPM Job Series Apply: Therefore, 1102 = 1102

= Career Path: Reference Appendix C, November 9, 2017, Federal Register,
1102 = NH

= Broadband: Reference Table Above, GS 12 = NH Il




Buy-ins

What is the Buy-In?

 The buy-in is an ADJUSTMENT to the
employee’s base salary for step increase and
non-competitive career ladder promotion.

* The buy-in will be computed based on the
current value of the step or promotion
increase and a prorated share based upon the
number of weeks an employee has completed
towards the next higher step or grade.



Buy-ins

No Buy-In if:

e Step Increases are being withheld for Less Successful
Performance

* On Performance-Improvement Plan

* On Retained Pay/Retained Grade - Salary Exceeding Maximum
of Broadband Level

* Step 10

Special Situations:
* Special Salary Rates Not Applicable
— Convert to GS non-special salary rate then buy-in



Step Buy-In Procedures

* Buy-in Full Employee Protection Approach

* Locality Adjustment—Added After Base Salary Is

Computed
@2020 Locality Rates

Rest of U.S. - RUS 15.95%

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

[(time in step / time between steps) x step increase]

+ current salary = new AcgDemo base salary
4 Y 4 S - W 4 SV 4 SV 4 SV 4 SV b SV g %

csistep| 1 | 2 | 3 | 4 | 5 | & | 7| 8 | 9 | 10 |

Percent of 52 Wks M) 52 Wks M) 52 Wks B 104 Wks B 104 Wks B 104 WksB 156 Wks B 156 Wks B 156 Wks 8




Step Buy-In Example

* (GS-12/Step 4, Series 1102 (Contracting)
* Nominal time between Steps 4 and 5 = 104 weeks.

* Assume employee has been a Step 4 for 90 of the 104 weeks for a
within grade increase. The process to compute the employee’s new
salary is:

GS-12/Step 4 base rate of $72,785

GS-12 within step increase is $2,206

90/104th (or .8654) of $2,206 is $1,909

§72,785 + $1,909 = S74,694

Then compute Locality Pay $74,694 * 15.95% = $11,914

$11,914 + S74,694 = 586,608 0,050 ocaity Rates

Rest of U.S. - RUS 15.95%

(This example uses the 2020 General Schedule Salary Table w/o Locality.)



Conversion Tool for WIGI Buy-in
http://acgdemo.hci.mil/AcqDemoBIC 2020.html

AcqDemo - Conversion Caleutator Page | of 3
AcgDeme - Conversion Caleulator Page 203
AcyDemn - Conversion Calouluor Fuge Sol's
Pa Twis Complete sieps 43 o estimate your witin-grode increase buyn
Siep 5 Mave s s bup-du caleiduiadl
whenamyou [
wEnwing % il numbes of ssisdar i
AeaDama? incrense, Le WG o prometion, :nalnemlzclaew-wmmmamew“
i AboutAcgDemo €3 Tools < Training ' Multimedia @8 Library
Eiep B: EN AR TE L Vb &t i fo B b
Schedul i Wi was yer ] "]

General to AcqDemao C c iyt -yl T 8 BT . iranstoring o & ara ganaraly absicke for 3 Wl Buydn escapt

e - e the fullewng sduliom:
promaion)

This caleututor s miandad 1 hals you understand the Acgoemo buy-n prockss, and provides your demo ¢
poh, broschand, and an estmated wihin-grade Increass (WGH) buy-n & is not istended to datermine y
official converaion knformation. Yeur Glci! commesion Fomation, iscding you aciusl VAGK uy-n ar
wil be commurecated %o you ot the tme of your conversion, heough receipt of an SF/50, Notitcation of

el Action Employwss wil conmvet itio Acodemo with no kiss n pay_ Emplopess bakow slep 10 of 1)
Grase who are perioaming o the fuly ssccesshal level and are not on reained pay wil recewe 3 pay inzma

To use the calodanor. Bt complels 5995 1 Irrough 4 & Part 1 mammyumnwm ar
broacband. Nex, complete sieps 5 thiough 8 in Par 2
Bl W yeu oo usgura abost your A of st NCrakse, grase 909 & iy, plansa chach your paviont
recards or contact your HR offce

Park Bne: Please compleie siess -4 o delermine yeur Academo canver gaih asd breacband. You may w
rafer 15 your fast SF-50 (Nosce of Personsef Adon) # you ans unsurm about the Indsmation requestas

Tiep 1
Sefect your 1102-CONTRACT SPECIALIST PROCUREMENT ANALYST
cocupatonal

seres

Biap 2 .
Select yow K
curTent GS grade

fed shp

Stap 3:

vc:r“ caleulata | C dculate Careev Path and Broactend |

Biap
Review your demo career path and troacband

Cawar Path. N - Business Mgmt & Technical Mgmt Professcnal
Oroscband’ 3 |
Beadband Base 333 500 10 598,317 (bisw pey onty)
Pay Alasge
(ozaity pay not
nchdes)

To calculate your WIGI Buy-in, you will need:

"1 you ane Sehelilid lsrmcaie & WY o promolin prior [8 S, sl 138
cald inghuac. Quality Shiry incomemas (Q5ia) are wccivoed o ihis salbotation

Siep Tt
Wl i you RestofU S A
prrmtaiiL . . AR

Sien 8:
Cick tha ealeus "
. Gacutaie WGl Buyn

Biwp &

Fiview yous Eupein ieformaticn

Gurmt Bau 5.69560

Buy-in Amaunt; § 1535

New Bass Fay. 8(71795

Loeaiy Ameunt §]
Hirw Adjued |
T pae 8[52 830

Burp-n
Explaraton

Aciebtiemal Information:
Wl is & W) Bup-in?

- iz #n emgleyen's s ezt for i time imwards B oy
WL

1. 2020 Conversion Tool for WIGI Buy-in
2. SF-50 with your last regularly with-in grade increase
3. Most recent SF-50...5 Jan 2020
4

Date of Conversion to AcqDemo...26 Jan 2020

- Ersnrioveen who e 8t e 108 80 of Bver geece
- o2y

‘ewcends e masim pay of their
Emmtmn el

- Employess on career ider sl fora wil Nt be Rgikie for & WG Bug-n il ther Dase 23y & adu sied fer
wmmnm-mnueﬂmw befom the net acheduled WGH

mnmamlm»mm of their ressined gra:
- frmpioymes wre tng. and uness ki
suscesshuty compieisd

+ Fully sucosssiul or higher perfommance mquind

HCl
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http://acqdemo.hci.mil/AcqDemoBIC_2018.html

Acam

| [ﬁ
" HDemo

Conversion SF-50

Tmmdani Cerm 353
Earv. T
3 S i T e e

NOTIFICATION OF PERSONNEL ACTION

1. Nams (Last, First, Middls)

1 Socizl Saourity Number 3. Dateof Birth 4 Efiectiva Data
Contributor, Joe o011 s gl s 1-26-2020
i Pay Plan 9 Ooc Coda 10, Grada Lavsd 11 e i 11 Tokal Salery 13. Pary Bann 16 Py Plan 17. Ogo. Coda 15 Grada Lava] 19 Zien Rads 10 Tota] Salery I Pay Banix
GS 1102 12 04 $ 84,394 PA NH 1102 03 $ 86,608
124 Basic Pay 115. Localny Adj. 1230, Adj. Basic Pay 11T Crher Payy A Basic Pay 0B, Localty Adj. 200, Adj. Baic Pay 20D, Ceber Pay
$72,785 $ 11,609 $ 84,394 $ 74,694 $11,914 $ 86,608
But if Joe was a Step 10, no buy-in.
T e NOTIFICATION OF PERSONNEL ACTION
1. Mame (Last. First, Mliddls) 1 Socizl Security Number 3. Dazt=of Birth 4 Efective Dats
Contributor, Joe IOOC-1111 4 4 6-23-2019
i Py Flen 9 Ooc Cods 10 Grads Tarvs] 11 SeepnFmte 11 Total Saleny 13. Pay Banin 16 Pay Flan 17. Ooo. Coda 15 Grads Lavs] 19 Ssen Rate 10 Total Salery Il Pay Basin
as 1102 12 10 $99,741 PA NH 1102 03 $99,741
124 Basic Pay 115. Localiny Adj. 120, Adj. Bamic Pay 11T Crter Py 204 Basic Pay | 0B, Locality Adj. 200, Adj. Bamic Pay D, Ceber Pay
$ 86,021 $13,720 $99,741 $ 86,021 $ 13,720 $99,741

Grade

Step 1

Step 2

Step 3 Step 4

Step 5 Step 6

Step 7

Step 8

Step 9

Step 10

12

66,167

68,373

70,579

72,785

74,991 | 77,197

79,403

81,609

83,815

86,021

11



Ac.q= [ﬁ Step Buy-In Example

BDemo Pay Retention

Grade and/or Pay Retention.

An employee on retained pay whose salary exceeds the maximum pay of the
broadband level (as determined by the employee’s grade) is not eligible for a
buy-in adjustment. Such an employee’s rate of pay remains the same under
AcgDemo as it was previously.

(1) Employees on retained grade at the time of conversion into AcqDemo will
receive a "buy-in" for their within grade increase provided they would have
received a WGI prior to expiration of their retained grade. Their salary will
then be set at that rate in the broadband for their position of record.

(2) Employees on grade retention at the time of conversion into AcqDemo
who would not receive a WGI prior to expiration of their grade retention will
not receive a buy-in for their WGI. Their salary will be set at the rate in the
broadband for their position of record. Employees whose pay exceeds the
top rate of the broadband will have their pay retained.

12



Questions?

Conversion
Buy-In

13



Em GS to AcgDemo

SALARY TABLE 202065 020 AcaDemo Basic Pav Range Table e
INCORPORATING THE 2.6% GENERAL SCHEDULE INCREASE :
EFFECTIVE JANUARY 2020 NH - Business Management and Technical Management Professional
I I mn v
Arowal Raes by Grade and St
i o ty Tresk e e $19543 - 534988 | 530,113 - S71,764 | $66,167 - 5102,288 | $92,977 - $142,180
e GS1-G54 G55-6511 6512-6513 GS14-GS15
Grade Step 1 Step 2 Step 3 Seep 4 Suep 5 Step 6 Step T Sep & Step 9 Step 10 |AMOUNTS

1 % 19,343 | § 20,108 | § 20848 | § 21499 | § 22,143 | § 22529 | § 23,168 | § 25,613 | § 25,840 | § 24,448 | VARIES
3 3974 | o%,097 | 35,05 | asgan | 24108 | 23807 | 25,506 | 36753 , 37653 | VARIES NI - Technical Management Support
3 BIT6 | 24075 | 25504 | 26373 | 20172 | 27971 | 28770 | 29,569 31,167 7% I 1 T v
1 B8ls L L8120 | B606 1 0005 | LA L SLIOZ | BRISY 21986 1 897 $19,543 - $34988 | $30,113 - $53,703 | $45627 - $7L,764 | $66,167 - $102,288
5 0003 | 07 | szaan | aazs | saae | 3sad | 36037 | a4l 8049 | 100
5 33,567 | 34686 | 35805 | 36924 | 38043 | 39062 | 40281 | 41400 43,638 1,119 G51-GS4 GS5-GS8 GS9-GS511 GS12-GS13
7 37301 38,544 39,787 41,050 42273 43316 44,759 46,002 48,488 1,243
g JL3I0 | 42687 | 44084 | 45431 | 36818 | 48195 | 49572 | 50949 53003 | 1377 .
5 35627 | 47048 | 48669 | 50090 | SL7UL | 53032 | 54753 | 604 59316 | 1501 - Locality Pay
10 50246 | 51921 | 53,996 | 55271 | 56946 | 58621 | 60.296 | 61971 65321 | 1675 I 1 T is not included in the Pay
11 55,204 57 044 55 854 60,724 62 564 6 404 &6 244 68 084 1,764 1,540 319,543 . $34,988 530'113 . 548,488 541,310 ~ 565,321 Range Chart
12 86,167 | 68373 | 10579 | 72785 | 74991 | 7197 | 79403 | 81,609 6,021 | 2,206
13 7868l | §1304 | 83007 | 86550 | 89175 | 91796 | o419 | 9l00 100288 | 2603 G51-Gs4 GS5-GS7 G58-G510
14 92977 96,076 99175 102,274 105,373 108,472 111,571 114,670 120 868 3,009
15 109,366 113,012 116,658 120,304 133,950 127,596 131,242 134 888 142,180 3646

P W W W W aW a W e Yo Yas
6S/step| 1 | 2 | 3 | 4 | s | & | 7 | 8 | 98 | 1m0 |

52 Wks ™ 52 Wks ™ 52 Wks ® 104 Wks ® 104 Wks ¥ 104 Wks® 156 Wks ¥ 156 Wksi® 156 Wks

IR

CA

Contribution

Award
(Contribution-Based)

Annual General Pay CRI Locality Pay

Base Pay i
Increase (GP1) Contribution Rating (Automatic)

(Contribution-Based) Increase

(Base Salary Increase) Total Adjusted
(Contribution-Based) Basic Pay

Incentive Awar(f 4



L_ﬁ Understanding AcqDemo Pay System Career Paths, Broadband
| Levels And How It Is Tied To The GS Salary Table

SALARY TABLE 2020-GS
INCORPORATING THE 2.6% GENERAL SCHEDULE INCREASE
EFFECTIVE JANUARY 2020

Annual Rates by Grade and Step

WITHIN
GRADE
Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 JAMOUNTS
1 5 19543 3 §EI§§ § Eﬁﬁg 5 51,494 5 22,144 5 5%551 § 55133 » 23814 § 23,840 3 24448 \Y
2 21.974 22,497 23.225 23,840 24108 24 817 25.526 26.233 26,944 27.653 VARIES
NH-01 3 23976 24775 25574 26373 27172 27971 28770 29569 30,368 31.167 799
: 6913 2 2 7013 9 606 () 50 400 9 0. (19 4 0%% 2Q
5 30,113 31,117 32,121 33,125 34129 35,133 36,137 37.141 38.145 39.149 1.004 |
6 33.567 34.686 35.805 36,924 38.043 39.162 40281 41400 42519 43 638 1.119 |
7 37301 38.544 39787 41.030 42273 43 516 44 759 46.002 47245 48 488 1243 |
NH-02 g 41310 42 687 44,064 45,441 46,818 48.195 49572 50,949 52.326 53.703 1377 |
9 45627 47148 48 669 50,190 51,711 53232 54.753 56274 37.795 59316 1521 |
10 50,246 51,921 53.596 55.271 56,946 58.621 60,296 61.971 63.646 65321 1675 |
35 70 37 0) 2 94, 60 72 67 36 64 A0 A 68 (18- 69 97 4 840§
NH-03 12 66.167 68373 70,579 72783 74,991 77.197 79.403 81.609 83.815 86.021 2206 |
13 78.681 81,304 83,927 86,530 89.173 91.796 94 419 97.042 09 665 102,288 2623 |
079 06,076 99, 178 03, 084 . 6/ L1600 0,568 099 ||
NH-04 | 15 109366 113.012 116,658 120,304 123,950 127.596 131,242 134 888 138534 142,180 3.646 |
Business and Technical Management Professional
NH-01 NH-02 NH-03 NH-04
19,543 - 34,988 30,113 - 71,764 66,167 - 102,288 92,977 - 142,180
GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15

15



Acam

bt

)

BDemo

Three Career Paths and Broadbands

1 Business Management and Technical Management Professional Career Path
¢ Includes professional and management positions in science, engineering, and business management. These positions
often have positive degree requirements.

Business Management and Technical Management Professional

NH-01

NH-02

NH-03

Department of Defense

Civilian Acquisition Workforce Personnel Demonstration Project
CAREER PATHS AND BROADBAND LEVELS

NH-04

19543

34988

30113

71764

66167

102288

92977

142180

GS-01 to GS-04

GS-05 to GS-11

GS-12 to GS-13

GS-14 to GS-15

2 Technical Management Support Career Path

¢ Includes nonprofessional positions that support science and engineering activities through application of various
skills in areas such as the following: engineering, physical, chemical, biological and mathematical sciences.

NJ-01

Technical Management Support

NJ-02

NJ-03

NJ-04

19543

34988

30113

53703

45627

71764

66167

102288

GS-01 to GS-04

GS-05 to GS-08

GS-09 to GS-11

GS-12 to GS-13

3 Administrative Support Career Path
¢ Includes clerical, secretarial and assistant work in nonscientific/engineering occupations.

Administrative Support

NK-01

NK-02

NK-03

19543

34988

30113

48488

41310

65321

GS-01 to GS-04

GS-05 to GS-07

GS-08 to GS-10

16
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BDemo
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Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

BROADBANDING

Under the Acquisition Workforce Personnel Demonstration
Project there are no grades/no steps, just broadband levels.

Business Management and Technical Management Professional

NH-01

NH-02

NH-03

NH-04

19543

34988

30113

71764

66167

102288

92977

- 142180

Technical Management Support

NJ-01

NJ-02

NJ-03

NJ-04

19543

34988

30113

53703

45627

71764

66167

- 102288

Administrative Support

NK-01

NK-02

NK-03

19543

34988

30113

48488

41310

65321

2020 AcgDemo Broadband Base Pay Tables
(Locality Applied Based On Locality Region)

AcqgDemo pay tables change
whenever the GS pay tables change

17



Acqm
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BEDemo

The AcqDemo performance evaluation system
is the
Contribution-based Compensation and Appraisal
System (CCAS)

288608 &

F} I
Annual General Pay $ |
Locality Pay ! CA
Base Pay Increase (GPI) CRI : o
Contribution Rating (Automatic) i Contribution
(Contribution-Based) Increase Total Adjusted ! Award

(Base Salary Increase)

- i i (Contribution-Based)
(Contribution-Based) Basic Pay i

' Incentive Awards

18



Acam EX What is CCAS?

=)
BDemo Federal Register Notice, November 9, 2017, Section I1.D.1

CCAS is a contribution-based appraisal system that goes beyond a performance-based
rating system. That is, it emphasizes and measures the value and effectiveness of the
employee’s contribution to the mission and goals of the organization, rather than merely
how well the employee performed a job as defined by a set of standards for the work to be
accomplished.

Past experience with the existing civilian performance appraisal system indicates that
standards in performance plans are often tailored to the individual’s level of previous
performance. Hence, an employee may have been rewarded by basic pay step increases
meeting standards of performance beneath those actually needed to achieve the expected
organizational mission outcomes. Under CCAS, an employee’s performance is a component
of contribution that influences the employee’s ultimate overall expectations and
contribution assessment.

CCAS promotes basic pay adjustment decisions made on the basis of an individual’s
overall annual contribution to the mission of the organization when compared to the
classification and appraisal factors and an employee’s contribution plan, expected results,
and the scope, level of difficulty, and value of the employee’s position as well as
recognizing quality of performance.

19



Contribution Factors

20



\

Acqm [£ Department of Defense
WM @m Civilian Acquisition Workforce Personnel Demonstration Project
EDemo CLASSIFICATION and CONTRIBUTION FACTORS

The three factor when taken as a whole result in either a classification determination of the
broadband level for the position or an overall contribution score (OCS) and performance
appraisal level for an employee’s contribution assessment depending on the action being
addressed.

The classification / contribution factors for the three career paths are the same:

Job Achievement Communication \

. Mission Support
and/or Innovation | = and/or Teamwork |

21



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project
CLASSIFICATION and CONTRIBUTION FACTORS

Job Achievement Communication

. Mission Support
and/or Innovation and/or Teamwork

\

* Job Achievement and/or Innovation. Describes the qualifications, critical thinking,
calculated risks, problem solving, leadership, supervision, and personal accountability aspects
appropriate for the positions classified to the broadband levels of the career path.

¢ Communication and/or Teamwork. Describes the communication, both verbal and written;
interactions with customers, coworkers, and groups; and assignments crossing functional
boundaries appropriate for the positions classified to the broadband levels of the career
path.

* Mission Support. Describes the understanding and execution of organizational goals and
priorities; working with customers to develop a mutual understanding of their requirements;
monitoring and influencing cost parameters or work, tasks, and projects; and establishing
priorities that reflect mission and organizational goals appropriate for the positions classified
to the broadband levels of the career path.

This structure in turn would be used to set the stage for determination of position classification,
contribution assessment, and ultimately compensation decisions.

22



Acom Y Department of Defense
Nl & Civilian Acquisition Workforce Personnel Demonstration Project

MDemo CLASSIFICATION and CONTRIBUTION FACTORS

Positions and employee contributions are assessed by factors, expected contribution criteria, discriminators, and
descriptors which are fundamental to the success of an acquisition organization and capture the critical content of
jobs in the three career paths. These factors, discriminators, and descriptors shall not be modified or supplemented.

Career Path: NH Business Management and Technical Management Professional
Expected Contribution Criteria Classification Level and Appraisal Descriptors Discriminators
Produces desired results, in the needed NH Level IlI (Score Range 61 —83)
timeframe, with the appropriate level of | ® Considered a functional/technical expert by others * Leadership
supervision through the use of in the organization; is regularly sought out by Role
appropriate knowledge, skills, abilities, others for advice and assistance.
and understanding of the technical e Pursues or creates certifica% ification, and/or | * Mentoring / Employee
requirements of the job. Achieves, developmental progra d rtunities for self and Development
demonstrates, and maintains the others.
appropriate qualifications necessary to ¢ Guides, motivat versees the activities of * Accountability
assume and execute key acquisition individual tedns with focus on project/ program
and/or support requirements. issuesflAssufieS ownership of processes and products,
Demonstrates skilled critical thinking in a[;)*riate.
identifying, analyzing, and solving @el ps, integrates, and implements solutions to * Complexity /
complex issues, as appropriate. Takes verse, highly complex problems across multiple areas Difficulty
and displays personal accountability in and disciplines.
leading, overseeing, guiding, and/or ¢ Develops plans and techniques to fit new situations to * Creativity
managing programs and projects within improve overall program and policies. Establishes
assigned areas of responsibility. precedents in application of problem- solving

techniques to enhance existing processes.
Work is timely, efficient and of acceptable | ¢ Defines, directs, or leads highly challenging * Scope / Impact
guality. Completed work meets projects/programs.
project/program 23




In AcgDemo at least 90 days or more immediately preceding Se?cember 30
to be eligible for a rating (NLT July 3)

Less than 90 days on September 30 not eligible for CCAS distribution
but will receive full General Pay Increase, as approved by the President and/or Congress

24
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EDemo

Pay Pool Manager /

Annual Planning

v

Contribution Planning — Initial
counseling and discussion with
employee:

1.

Career Path, Broadband
Level, Expected
Contribution Criteria,
Factors (weights, if any)
Discriminators, Descriptors
and Performance Appraisal
Quality Levels (PAQLs).

Expected Overall
Contribution Score (EOCS),
Expected Contribution
Range and Expected
Categorical Level that
Correspond to Employee’s
Base Pay.

CCAS Life Cycle

Closeout

i Upon Change of

Supervisor

Mid-Point Review
(Employee Self-Assessment

and Supervisor Assessment)

_———

Informal, Frequent

Communication Between Rating

Official and Employee
Throughout the Rating Period

ocCT

NOV DEC JAN FEB

f Beginning of Rating Period

APR MAY JUN JUL

AUG

Employee
» Completes Annual
Self-Assessment

s

$S

Pay Adjustments

Effective

inJa

15t Full Pay Period

nuary

Rating Official
=P Assesses and Rates
Employees

OCS, PAQLs and Pay

Pay Pool Panel
Determines Final

Adjustments

N

Pay Pool Manager
Approves Final OCS, PAQLs
(Ratings of Record) and
Pay Adjustments

1

DFAS

DCPDS

Servicing
HRO

=P

CAS2Net
r Pay Transaction
Files

SEP OCT

End of Rating Period f

Rating Official
Communicates Final OCS,
PAQLs (Ratings of Record)

and Pay Adjustments to
Employees

NOV DEC

---- Pay Pool Panel ----

JAN

23"




Acqm
N @m CAS?Net

HDemo

CAS?Net is the automated tool used to manage the AcqDemo
performance management process called the Contribution-
based Compensation and Appraisal System (CCAS)

N DoD
. CAS’Net | €=> ¢ AcgDemo ~ €| DCPDS
https://cas2net.army.mil/ Database Office Defense illan personnel

|

/User IVdeUles\

Pay Pool Personnel Data  Offline Interface & Pay Pool Notices Contribution Plan and Assessments
Personnel Objectives
Data Changes = " . Mid-Points
& Rating J s Closeouts
Hierarchy | l — | | Additional Feedback
& Reports ég““ﬁgffgﬁ > ; » Annuals
Pay Pool Administrators Pay Pool Admlnlstrators Employees Factor appraisals
Data Maintainers CCAS Spreadsheets Supervisors and recommended
Pay Pool Panels, Scores/Ratings Sub-panel Managers factor scores

Payouts


https://acqdemoii.army.mil/

Acqm P%
Bl [J CAS2Net Access

lDemo

Once a CAS2Net record is created, you will be notified that you
can access CAS2Net. A CAS2Net Orientation (step-by-step
guide) will be available for your use.

Add User

Acqm
[ | |
Genera UsrIrfomtion BEEEDemo
EDIPI* Required Prefix First* Reqied Middle Last * Required 6 Suffix
Q,O‘ Contribution-based Compensation
—_—-" o @2@ and Appraisal System
Q& (CCAS)
. oV
Email* Required &v
e Introduction and Overview
CanAcSZNetZ.[l ﬁE ployee 0((\ s Syte m Owner IsR_engaI Manager
ﬁ Supervisor Can Be Functional Reviewer ’Can_Edlit User History The following siides may be siightily diFferent when you access CAS2Net due to continuing refinement of CAS2Net.

—
[ e ecgtome i

http://acqgdemo.hci.mil/docs/1%20Job%20Aid%20-
%20CAS2Net%202.0%20Introduction%20and%200verview.pdf 27



CAS2Net

)

.=Demo Contribution Plans (Objectives)

CASINet 2.0 Your Session will expire in 14:23 minutes. JOE CONTRIBUTOR
Fiscal Year:
2019 v
Supervisor Level 1: Supervisor Level 2: Sub-Panel Manager: Pay Pool Manager:

STATUS | DRAFT

Broadband Level: Occupational Series: Career Path: Expected OCS and Range:

1] 1102 - CONTRACTING MH - Business Management and Technical Management 64-68-71
Professional
Contribution Planning =
Effective Date:
10-01-2018 &

Individual Objectives:
H @.H T'_" A - fﬁ -‘?ac 5"[‘;

.
BI U EE|cE(E=== B

Characters: 08000 4

Auto Save Timeout: 300 *Character count may differ from Microsoft Word

Submit to Supervisor 1



CAS2Net

Supervisor - Review and Document Contribution Plan

CASZ2Net 2.0 our Session will expire in 14:43 minutes. CISCO ROUTE -

Welcome to CAS2Net 2.0

User Notifications

01-31-2019 - Contribution Plan Submitted by Employee

Supervizor 1 Dashboard

2019 Contribution Plan Status for Supervised 2019 Midpoint Assessment Status for Supervised 2017 Annual A t Status for Supervised
Employees Employees Employees
I Submitted I Mot Started I ot Started

®o0% v

Contribution Plans - Submitted

Click Pie Chart to see list

of employees
ploy
\ Name ~ Phone Number Phone Ext Phone Dsn Email
STATUS | DRAFT DRAFT.STATUS. CIVE@MAIL MIL
Showing 1 to 1 of 1 entries Previous E/ Mext

(&)
29
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HDemo

ession will expire in 14:39 minutes.

CAS2Net

Supervisor - Review and Document Contribution Plan

CISCO ROUT

Ensure timely, safe and effective execution of the test mission through application of professional skills and knowledge.

Characters: 478/8000 4

Auto Save Timeout: 300

*Character count may differ from Microsoft Word

=2
Supervisor 1 Approval

Method(s) of Communication

[[J Face To Face

[ Tete-Conference
[ video Conference
[ Email

[ other

Supervisors can
modify contribution
plans thru July 3,

Modify Contribution Plan

Are you sure you want to unlock the contribution plan? If so, this will
clear the method of communication and date.

. |
Every modification

requires a review with
the employee and

documentation of the
review in CAS2Net.

Return to Employee Modify

Date Communicated

fSo—

d By[] sup

= I T

1) Scroll to the bottom;

2) Select date and method of
communication and Approve, or
3) Return to employee for
changes

30



CAS2Net
Employee Mid-Point Self-Assessment

M;I CAS2Net 2.0 “Wour Session will expire in 8:38 minutes. DRAFT STATUS
HDemo

Midpoint Assessment for DRAFT STATUS (o)

2 Employee

General Information

Midpoint Assessment Confribution Planning —]

Contribution Plan Effective Date:

‘ 10-01-2018 ‘

Contribution Plan(s) For Fiscal Year:

Contribution Plan - Effective 10-01-2018 - Submitied

Individual Objectives:

Design, create, and implement problem solving skills and provide solutions to address test program unigue requirements.
[Solve problems that occur during test requiring minimal supervisor guidance or intervention.
Review draft requirement and evaluation documents to ensure data collection and analysis are appropriate and accurate to meet testing objectives.

Ensure timely, safe and effective execufion of the test mission through application of professional skills and knowledge.

Job Achievement and/or Innovation

== El==== ¥

WHAT: Provided a draft transition guide for CECOM

RESULT: The draft guide saved development and research time by the transition team, which had a final guide out 45 days prior to conversion.

IMPACT: Across the command. Successful conversion of 2,437 employess to AcqDemo.

774000 4

Auto Save Timeout: 300 *Character count may differ from Microsoft Word

Submit to Supervisor 1



Acqm K] CAS2Net

.=Do Employee Mid-Point Self-Assessment

Cannot Submit Midpoint Assessment

Midpoint assessment cannot be submitted because of incomplete
contribution plan.

Employees cannot submit a mid-
point self-assessment unless an
approved contribution plan
exists.
If you receive this pop-up
message ask your supervisor to
approve your contribution plan.

32



CAS2Net
Supervisor Mid-Point Review
CAS2Net 2.0 Wour Session will expire in 13:56 minutes.

CISCO ROUTE
Mission Support

Employee Assessment

Midpoint Azzessments

HAT: Provided a draft fransition guide for CECOM.

RESULT: The draft guide saved development and research fime by the transition team, which had a final guide out 45 days prior to conversion.
IMPACT: Across the command. Successful conversion of 2,437 employees fo AcgDemao.

Supervizor 1 Assessment

H I@ﬂ T'_“ ‘.& ‘H h>) % i-‘r‘,

B I U =i ==== H

Concur with employee's self assessment; the planning was detailed and informative with execution mesting all milestones that significantly contributed to a successful conversion and a well informed
workforce.

Auto Save Timeout: 159

‘Characters:

34000 P
*Character count may differ from Microsoft Word

CAS2Net 2.0 - Powered by ALTESS

The information contained herein is covered by the Privacy Act of 1974

For Official Use Only (FOUO]
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CAS2Net
= Supervisor Documentation of Mid-Point Review

CISCO ROUTE

CAS?Net 2.0 Your Session will expire in 13:18 minutes.

Individual Objectives:

=
Supervisor 1 Approval

Midpoint Assessments
Method(s) of Communication Date Communicated
[ Face To Face 01-31-2019 i
[ Tele-Gonference
] Video Conference Communicated By M Superviser
[ Email ROUTE, CISCO
[ other

For Official Use Only (FOUO!

The information contained herein is covered by the Privacy Act of 1974

CAS2Net 2.0 - Powered by ALTESS

34



CAS2Net
Employee Annual Self-Assessment

Aﬂq. CAS2Net 2.0 Wour Session will expire in 3:03 minutes. DRAFT 51

General Information
Fiscal Yean
2019 v
Supervisor Level 1: Supervisor Level 2: Sub-Panel Manager: Pay Pool Manager:
ROUTE, CISCO
Annual Assessment Broadband Level: Dccupational Series: Career Path: Expected OCS and Range:
0-0-0

Current Contribution Plan Details

Contribution Plan Effective Date:

10-01-2018

‘Contribution Plan{g) For Fiscal Year:

Confribution Plan - Effective 10-01-2015 - Approved 01-10-2019

Midpoint Assessment For Fiscal Year:

Midpoint Assessment - Submitted

35
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Nl @@ )
EDemo Employee Annual Self-Assessment

CAS2Net 2.0 Your Session will expire in 12:10 minutes. DRAFT STATUS

Review draft requirement and evaluation documents to ensure data collection and analysis are appropriate and accurate to meet testing objectives.

Ensure timely, safe and effective execution of the test mission through application of professional skills and knowledge.

Job Achievement andfor Innovation

Sactor Description

Employee Assessfent

Annual Assessment
= P
Hlas o lall

‘Charscters: 14000 4

Auto Save Timeout: 300 *Character count may differ from Miggasafiiio

2

1. 4,000 characters of white space per factor (3,600

if copying from MS Word)

Auto Save Submit o Supervisar 1
Link to Factor Descriptions

Format Toolbar
Spell Check 36
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CAS2Net

) Supervisor Annual Assessment with Recommended Scores

M;: CAS2Net 2.0  Your Session will expire in 14:35 minutes. SANDRA BROCK +™

MDemo
’» Maintains contact with other groups and organizations (such as DAU, PEOs, other AAW employeas and POCs,) performing related work and coordinates new ideas and developments. V]

Job Achievement andfor Innovation

@ Supervisor Factor Description

Employee Assessment

Categorical Score: MNumeric Score: Performance Score:

Annual Assessments

1MH

2H
2L
2M

2MH v

®100% ~

37
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I CCAS Scoring

CCAS Scoring

Rating officials assess the contribution level of work against the employee’s current
compensation level indicated by the employee’s EOCS (Expected Overall Contribution
Score).

Each factor will receive two types of scores:

1. Contribution - the contribution scores will be for compensation determination
(categorical and numerical) and

2. Performance - the performance appraisal quality level (PAQL) scores for the
official rating of record to conform to the requirements of 10 U.S.C. §1597(f) for
separation in a reduction in force.

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation 3M 78 PAQL 5
Communication and/or Teamwork 3H 79  PAQL 3

Mission Support 3M77 PAQL 3 33



Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation 3M 78
Communication and/or Teamwork 3H 79
Mission Support 3M 77

Recommended Categorical Score is where the employee should be compensated within the
assigned broadband level:
* Low end of the broadband pay range, e.g., 1L, 2L, 3L, 4L

*  Medium-to-Low end of the broadband pay range, e.g., 1ML, 2ML, 3ML, 4ML
*  Medium of the broadband pay range, e.g., 1M, 2M, 3M, 4M

CCAS Scoring
Categorical Scores

PAQL 5
PAQL 3
PAQL 3

* Medium-to-High end of the broadband pay range, e.g., 1MH, 2MH, 3MH, 4MH
* High end of the broadband pay range, e.g., 1H, 2H, 3H, 4H

Business Management and Technical Management Professional

NH-01 NH-02 NH-03 NH-04

19543 - 34988 30113 - 71764 66167 - 102288| 92977 - 142180

Payat | Payat | Payat Pav at the Pzea; ::e Pay at the Plaol/ea; :ze Pav at the Payat | Payat | Payat | Payat | Payat | Payat
the Low [the Med |the High ¥ Med . .y the Low |[the Med |the High| the Low [the Med |the High

Low End Low High |High End

End of [Range of| End of of the Pavl Range of Range of Ranee of |of the Pa End of [Range of| End of | End of |Range of| End of

the Pay | the Pay | the Pay ¥ g the Pay g ¥ the Pay | the Pay | the Pay | the Pay | the Pay | the Pay
Range | the Pay the Pay | Range
Range | Range | Range Range Range Range Range | Range | Range | Range | Range | Range
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With Recommended Categorical and Numerical and PAQL

BDemo

Score each FACTOR

Job Achievement and/or Innovation 3M 78
Communication and/or Teamwork 3H 79
Mission Support 3M 77

CCAS Scoring
Numerical Scores

PAQL 5
PAQL 3
PAQL 3

Recommended Numerical Score is what the employee should be compensated.

Business Management and Technical Management Professional

NH-01 NH-02 NH-03 NH-04

19543 34988 30113 71764 66167 102288 | 92977 142180
Categorical Scores

1L 1M 1H 2L Mjgi/'uLm_ 2M Még/i':m_ 2H 3L 3M 3H 4L am AH | Hioh

Low | Medium | High | Low Medium . High Low |Medium| High | Low |Medium| High yHig

Low High

Numerical Scores

05 | 6-23 | 24-29 [22-29] 30-40 | 4150 | 51-61 | 62-66 | 61-66 | 67-78 | 79-83 |79-83| 84-95 [ 96-100 | 115

40
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Career Paths, Broadband Levels and Salary Ranges
Numerical Scores and Categorical Scores

Business Management and Technical Management Professional
NH-01 NH-02 NH-03 NH-04
19543 - 34988 30113 - 71764 66167 -  102288|92977 - 142180
Categorical Scores
1L 1M 1H 2L Mjé\i/'uLm_ 2M Mig/i':'m_ 2H 3L 3M 3H aL AM 4H Very High
Low | Medium | High | Low Low Medium High High Low |Medium| High | Low |Medium| High
Numerical Scores

0-5 | 6-23 | 24-29 [22-29] 30-40 | 4150 | 51-61 | 62-66 | 61-66 | 67-78 | 79-83 [79-83| 84-95 | 96-100 | 115

Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04
19543 - 34988 | 30113 - 53703 45627 - 71764 66167 - 102288
Categorical Scores
1L 1M 1H [ 2L [2ML| 2M | 2MH | 2H 3L 3M 3H 4L | 4Mm 4H VH 2020 ACODEMO
05 | 623 | 2429 [22-29] 30-35 ] 36-40 | 41-46 IN:;]:{iTlszgr-isl | 5261 | 6266 | 6166 | 6778 | 7983 | 95 BROADBAND TABLE
(Base Pay)
Administrative Support .
NK-01 NK-02 NK-03 CCAS hoy o scorng range

19543 - 34988 | 30113 - 48488 | 41310 - 65321 from O to-100 for NH, O to- 83
Categorical Scores fO‘V NJJ omnd O to- 61 fO‘V NK

i | am | 2o am | 2n | 3 [ 3am | 3H vi | witiv Very Highv score of 115,
Numerical Scores a5 and 70.

0-5 | 6-23 | 24-29 [22-29]| 30-41 | 42-46 | 38-46 [47-56| 57-61 | 70

41




Ac.q= Eg CCAS Scoring
Performance Appraisal Quality Level (PAQL)

HMDemo
Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation 3M 78 PAQL 5
Communication and/or Teamwork 3H 79  PAQL 3
Mission Support 3M 77 PAQL 3

Performance Appraisal

Performance Appraisal Quality Level Criteria
Quality Level (PAQL) - v

An employee’s quality of performance exhibited in achieving
his/her contribution results substantially and consistently surpasses
the factor-specific expected contribution criteria and the
employee’s contribution plan goals and objectives.

Level 5 - Outstanding

An employee’s performance consistently achieves, and sometimes

Level 3 — Fully Successful exceeds, the factor-specific expected contribution criteria and ) ) ) :
his/her contribution plan goals and objectives. Rating of Record RatingCriteria

An employee’s performance fails to meet the expectations for . .
ployees p P The average score of the three PAQLs is 4.3 or greater, with no

Level 1_U tabl quality of work and the required results for the goals and Level 5 i i i i n L
evel 1 - Unacceptable
P objectives set forth in his/her contribution plan for the appraisal Outstanding COT‘I'U-"IbutIOT'IfaCtOT bemgmmd a’l {UnacceDtable}’ resultmgm
cycle. aratingof record thatisa “5".

The average score of the three PAQLs is less than 4.3, with no
contribution factor beingrated a “1” (Unacceptable), resultingin
a ratingof record thatisa “3".

Level 3
Fully Successful

Level 1

Any contribution factor rated as “1”.
Unacceptable

42
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Contribution Scores — For Compensation

- Categorical Scores

Categorical Score

Numerical Scores

Numerical Score

CCAS Scoring Summary

Performance Appraisal Quality Level
(PAQL) scores - for Rating of Record IAW
10 U.S.C. §1597(f) for separationin a
reduction in force

Performance Appraisal
Quality Level (PAQL)

Performance Appraisal Quality Level Criteria

Level 5 - Outstanding

An employee’s quality of performance exhibited in achieving
his/her contribution results substantially and consistently surpasses
the factor-specific expected contribution criteria and the
employee’s contribution plan goals and objectives.

Level 3 — Fully Successful

An employee’s performance consistently achieves, and sometimes
exceeds, the factor-specific expected contribution criteria and
his/her contribution plan goals and objectives.

Level 1 - Unacceptable

An employee’s performance fails to meet the expectations for
quality of work and the required results for the goals and
objectives set forth in his/her contribution plan for the appraisal
cycle.

Business and
Technical Technical Administrative
Management Management Support
Professional Support (NK)
(NH) (NI}
Broadband and Very Categorical Numerical Numerical Numerical
High Score Levels Scores Score Range Score Range Score Range
High 115 93 70
Very High Score Medium 110 21 67
Low 105 37 2]
High 96-100 79-83 --
v Medium B4-95 67-78 ==
Low T9-83 61-66 -
High 79-83 6266 5761
m Medium 67-T8 52-61 47-56
Low 61-66 43-51 ig-16
High G266 47.51 4246
1 Medium High 51-681 41-46 -
Medium 4150 36=40 3041
Medium Low 30=40 3035 ==
Low 22-29 22-29 22-29
High 24-29 2429 2429
I Medium 6-23 6-23 6-23
Low -5 (-5 0-5

Questions?

43
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SMART is a framework for developing (and evaluating) contribution objectives:

Specific

* Specific regarding the result (not the activities to achieve that result)

Measurable

* Quality, quantity, time, cost effectiveness/resources

Achievable
* Objectives link employee’s work, work unit’s goal, and organizational mission
Relevant
* “Relevant” means that the objective is important to the employee and the organization. The employee’s work fits into
the organization’s goals and priorities. The organization’s mission, function statement, and other strategic and project

planning documents provide the basis and context for the work and its relationship to the greater Army/DoD mission.

Establishing the “line of sight” is important because it underscores the importance of duties and how they support the
organization.

Timely

* When will the objective start, or when will it be completed? 45



SMART Objectives

SMART is a framework for developing (and evaluating) contribution objectives:

Specific
» Specific regarding the result (not the activities to achieve that result)
* What needs to be accomplished?
* The objective must be sufficiently descriptive and specific in its relation to your organization's or department’s goals. It should be something that is affected by organizational expenditures, policies,
or other actions. In other words, it’s a good way to measure the impact of what you are doing.

* The objective should be stated as simply, concisely, and explicitly as possible. This answers questions such as: how much, for whom, for what, and how often? —
—/—

Measurable
* Quality, quantity, time, cost effectiveness/resources
* When, what or where is the objective target?

* This criterion is the gauge for quantifying the accomplishment of the objective. It stresses the need for criteria to measure progress toward the goal. If you don’t know how to measure your
progress, you can’t write a measurable goal. Writing measurable standards allows for a clearer, more objective evaluation.

Achievable
* Obijectives link employee’s work, work unit’s goal, and organizational mission
* Can the goal be accomplished with the resources, personnel, and time available?
* Isthe goal sufficiently challenging but not so complex that it is unrealistic? Achieving the performance standard is something an employee or a team can reasonably be expected to do to support a
work-unit goal. The performance standard is achievable with the resources and personnel available and within the time available.
* The performance standard should be achievable within the employee’s control and not overly dependent on outside factors. The employee should be rated only on work for which he or she is
responsible.

Relevant

* Why is the objective important?

* “Relevant” means that the objective is important to the employee and the organization. The employee’s work fits into the organization’s goals and priorities. The organization’s mission, function
statement, and other strategic and project planning documents provide the basis and context for the work and its relationship to the greater Army/DoD mission. Establishing the “line of sight” is
important because it underscores the importance of duties and how they support the organization.

* The objective should have a direct and obvious link to organizational goals. It should be job-specific and focus on work important to the organization’s success. When writing objectives, they should
be created based on the organization goals.

Timely

* When will the objective start, or when will it be completed?

* If possible, objectives should outline a specific time frame. For some physical conditions, this may be a number of months; for some operational objectives, results can be tracked daily.

* Objectives may be written to reflect assignments or goals that are longer than the appraisal cycle because some objectives may be a multiple-phase project being evaluated. It is important to name
the specific outcome that is expected for the current appraisal cycle.

* The timeframe associated with each objective needs to be understood and communicated clearly so that expectations for results and impacts are understood and acceptable.

* The objective should specify a timeframe associated with production of the product or service. Such timeframes help clarify performance expectations and ensure the work gets done in a timely
manner. Timeframes can be within a certain period of time or by a certain date and may span multiple appraisal cycles.
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Developing Contribution Objectives
Keep in Mind the Applicable Factor or Factors

Job Achievement Communication

Mission Support

and/or Innovation and/or Teamwork
What will Are you a... Oral Will you be Who will be ~ Will you
be the... -Technical What will part of a/an your... work with...
-Functional you do... or will vou
-Subject-Matter _Brief? y Internal
Task - work with Funds?
. -Train? customer(s)? .
Service Expert? Discuss? a/an... Time?
Project -Negotiate? External Personnel?
For what? _Etc.? .
Program L Team? customer(s)? Equipment?
Problem Will you... ertter? Branch? Facility?
Issue Lead? What will Division? What Supplies?
C ’ you write... , 5
oncern Supervise? Report? Directorate?  Product(s) Etc.:
Etc. Mentor? -Analysis? PM? Service(s)
-Policy? PEO? Etc.
_that vou ) -Procedures? 3
) y will you -Travel Orders? Sta]_cf' .
AF/Navy/MC

Etc.
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Slemo Objective

This requirement is only for non-supervisory acquisition coded position employees.

The following as a mandatory objective under the contribution factor Job
Achievement and/or Innovation

“Reviews, discusses and updates, as needed, the Individual Development Plan (IDP)
with the supervisor during initial performance review and mid-point review; and
completes 80 continuous learning points (CLPs) within the 2-year cycle (goal is 40 CLPs
yearly). If applicable, ensures that IDP includes the timeline for attainment of
acquisition certification within the allotted grace period of assignment to the
encumbered acquisition-coded position and at the appropriate level (1, II, or 111).”

48
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EDemo Supervisor Mandatory Objectives

* Develop/review/discuss/update IDPs at initial/mid-point/end of cycle for all assigned acquisition
workforce members (shall ensure 95% of subordinate IDPs are discussed and updated every 6
months with a goal of 100 percent), actively engaged to ensure employees complete 80 CLPs within
2-year cycle (goal is 40 CLPs yearly), and, as applicable, ensuring employees attain required
acquisition certification within the allotted grace period of assignment to encumbered positions.
(for supervisors of acquisition workforce employees)

* Execute the full range of human resources and fiscal responsibilities within established timelines and
in accordance with applicable regulations. Strictly enforce merit principles in all personnel actions
and selections, and bring attention to any apparent violations. Develop a vision for the work unit;
align performance expectations with organizational goals. Objectively assess employee
performance/contributions, and provide clear and effective feedback to employees that will enable
them to improve their performance and pursue professional development. Maintain a safe work
environment and promptly address allegations of noncompliance. Ensure EEO/EC/SHARP principles
are adhered to throughout the organization, take immediate corrective action if sexual harassment
or other discriminatory/unfair treatment is observed, reported or suspected. Ensure continuing
application of, and compliance with, applicable laws, regulations and policies governing prohibited
personnel practices; promptly address allegations of prohibited discrimination, harassment, and
retaliation." (all supervisors of AcqDemo employees)

 Complete required SRPE NLT 29 December or as required by the specific suspense as established by
the Business Rules. (SRPE objective for supervisors) 49



Acqm
| [ﬁ

EDemo

Employees’ self-assessment:

Employee Self-Assessment

* describes how their contributions enabled mission accomplishment

Job Achievement

Communication

Mission Support

and/or Innovation and/or Teamwork

What did you Did you state Oral Name your Who were Did you work

complete your What did you role as part of your... with/
-Technical do... a or who did develop/plan

Task -Functional -Brief? you work with Internal

Service -Subject- -Train? customer(s)?

Project Matter-Expert -Discuss? Funds?

Program expertise? -Negotiate? Team? External Time?

Problem -Etc.? Branch? customer(s)? Personnel?

Issue For what? Written Division? Equipment?

Concern Did you... What did you Directorate? What Facility?

Etc. Lead? write... PM? Product(s) Supplies?
Supervise? -Report? PEO? Service(s) Etc.?

...that you Mentor? -Analysis? Staff? Etc.

will work on? -Policy? Office? Did you
Will you -Procedures? DoD ...did you execute as
complete any -Travel AF/Navy/MC provide? planned?
training? Orders? Etc. 50
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Ac.q= @ What is a Contribution?
BDemo

A contribution is a specific, tangible, and/or discernable action which
significantly or meaningfully contributed to the success of the
organization.

Contribution statements should describe:

(1) the specific task, project or initiative performed, led or
executed,

(2) the results achieved, and
(3) the impact to the organization.

The contribution statements included in an employee’s annual
assessment should not simply list the skills an employee possesses,
but rather, should identify discrete actions performed by the
employee, and illustrate how those actions directly contributed to the
advancement or success of the organization.

Performance is the activity, Contribution is the result and impact from that activit%ll!
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Employees’ self-assessment:

* describes how their contributions enabled mission accomplishment
» details achievements or recognition

* Includes completed training and developmental courses

Job Achievement Communication
and/or Innovation and/or Teamwork

Mission Support

Self-assessment serve as a reminder to supervisors of significant
accomplishments of their employees and can provide an opportunity for
further discussion between the employee and supervisor and about
employee performance.

Address each =) contribution objective in the
employee self-assessment.

Self-assessments should be factual, objective statements about how they
accomplished each =) objective.
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Strongly encourage using the

WHAT, RESULT, IMPACT
format

WHAT: Begin with a named task, project, program, assignment, policy, etc.

RESULT: Results achieved must be specific (use dollar figures, program names, time saved,
percentages, etc.)

IMPACT: For each statement, make sure it passes the “SO WHAT” test; ending with impact
to the mission of the organization and/or customer

when developing your self-assessment. Employees must address
all three factors.

Mandatory objectives cannot be the only objectives aligned to
and addressed under the Job Achievement and/or Innovation
factor. 53



Writing Assessments

 The employee and supervisor assessments of contributions

are crucial to the pay pool panel members when they review
ratings.

* The assessments should address each job objective, indicate
the results achieved, and clearly document how the
employee’s contributions fared against the factors, descriptors
and expected contribution criteria.

* Rating recommendations reviewed by the pay pool panel
must contain sufficient information to justify the rating before
a final rating is approved.

54



Acom %
] Q The Self-Assessment
BDemo

* The Self Assessment is not a laundry list of what was done during the rating period
but rather a set of statements that indicate what you did and how it helped your
office or division or directorate or PM or PEO or USAASC, ASA ALT or Army or DoD
meet the mission.

 Employees must be specific when writing contribution statements. Do not leave it
to others to presume contribution. For example, stating, “I published three
technical journal articles during this assessment period,” implies a contribution but
does not state one. A more complete statement of contribution might be, “This
year, | published three technical journal articles on <technical subject> which
resulted in <some desired advancement in the technology> in direct support of our
mission to <specify goal>.

* Itisimportant to remember that what an Employee may think of as a singular
work activity may result in contributions that apply to several contribution
factors. A contribution in an individual factor is not necessarily represented by a
discrete activity; it may be but one facet of the activity.

* More simply put, a contribution for Job achievement/Innovation could have
aspects to it that could/should be recorded under the factors of
Communication/Teamwork and Mission Support. And, contributions to the
Communication/Teamwork factor can correlate to Job Achievement/Innovation.



Are There Significant Accomplishments?
What Are Significant Accomplishments?

The following are characteristics of significant accomplishments:

e DoD-/Army-/Command/PEO/Program-wide Impact
e High Level of Difficulty

e Representing NGB/Army in Inter Agency Forums

e One of a Kind

e First Time

e High Visibility

e Wide Scope of Coordination

e Short Deadlines

e Competing Priorities

e Require Innovative Problem Solving

56



Supervisor Assessment
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H B Supervisor Assessment
lDemo
Job Achievement Communication Mission S
and/or Innovation and/or Teamwork Ission Support

The supervisor

provides a written narrative on each contribution factor

n” III

begins narrative with “I concur with employee self-assessment”,
partially concur with employee self-assessment, “l non-concur with
employee self-assessment”

details the employee’s significant achievements or results and observable
behaviors relative to the contribution plan’s objectives and quality of
performance

considers obstacles encountered and overcome by the employee

recommends a categorical and numerical scores for compensation
calculation, and a performance appraisal quality level for each
contribution factor (only for the annual assessment)
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Performance Appraisal Quality Level
and the Supervisor Assessment

PAQL - 5 Outstanding

An employee’s quality of performance exhibited in achieving his/her
contribution results substantially and consistently surpasses the factor-
specific expected contribution criteria and the employee’s contribution plan
goals and objectives. These words would support a PAQL 5....

bad special

foremost capital number 1 red-letter predominant
distinguished ~ superior greatest celebrated optimum sans pareil primo
dominant superlative highest chief out-of-sight second to none principal
eminent well-known incomparable cool outstanding super standout
exceptional beyond compare inimitable crack paramount superlative star
famous champion leading eventful peerless supreme steller
great choicest matchless far-out perfect momentous super
important culminating Nonpareil greatest preeminent mostest superstar
impressive finest A-1 hundred-proof premium number one tops
magnificent ~ first A-number-1  main prime out-of-sight world-class
phenomenal first-class ace major primo out-of-this-world brilliant
Preeminent first-rate boss Meritorious principal unparalleled champion
brilliant excellent master virtuoso tough unrivaled
champion expert outstanding  terrific transcendent unsurpassed 59
distinguished ~ 8reat superb tops unequaled 10



Acqm K] CAS2Net

.. () . s . o
BDemo Supervisor Mid-Point Review

.= CASZ2Net2.0 Wour Session will expire in 13:56 minutes.
HDemo

CISCO ROUTE

e, Y
o

(2
Employee Assessment (J\OS

Midpoint Assessments HAT: Provided a draft fransition guide for CECOM.

RESULT: The draft guide saved development and research fime by the transition team, which had a final guide out 45 days prior to conversion.

IMPACT: Across the command. Successful conversion of 2,437 employees fo AcgDemao.

Supervizor 1 Assessment (
i ﬂac = Iz

==y QVO'

HlE& © Caln
u =

I

(=)

Concur with employee's self assessment; the planning was detailed and informativ-

workiorce. (.-‘0(e !

e ) ‘Characters: 208/4000 P
ob

Auto Save Timeout: 159 6 *Character count may differ from Microsoft Word

o
Closeout is completed upon a change in supervisor
during the rating period. Closeout is not the annual.
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CCAS Scoring
to
CCAS Pay Out



Ac
lq= @ Basic CCAS

EDemo

* All AcgDemo employees are rated on the three factors (categorical and
numerical scores, and performance appraisal levels).

Job Achievement Communication

i Mission r
and/or Innovation and/or Teamwork ssion Support

e CCAS has a point range from 0 to 100
— Very High Score of 105, 110 or 115 for NH-IV
— Very High Score of 87, 91 or 95 for NJ-IV
— Very High Score of 64, 67 or 70 for NK-III

* Each AcgDemo employee has an Expected Contribution Score within the O
— 100 point range that is computed using the employee’s base pay
(without locality)

— Note: For Pay Retention/Retained Pay Employees, their Expected Overall Contribution
Score (OCS) is the maximum score for their assigned broadband level.
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Basic Pay

$142,180 _

$100,000 |

$80,000

$60,000

$40,000 |

$20,000 |

$0

How are the numerical scores developed?

SPL=Standard Pay Line

Normal Pay Range

+8%
$555S

Upper Rail

GS-1, Step-1 \

GS-15, Step-10

Lower Rail

Not To Scale

Overall Contribution Score 100
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Basic Pay

Expected Contribution Range

For every salary there is a range of OCS’s...
From the Upper Rail to the Standard Pay Line to the Lower Rail.

$142,180 _

$100,000 |

$80,000

$60,000 |

$40,000 |

$0

Not To Scale
100

|

|

|

|

I

$20,000 * :
|

|

T

|

0 Overall Contribution Score
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Expected Contribution Range

For every salary there is a range of OCS’s...
From the Upper Rail to the Standard Pay Line to the Lower Rail.

$142,180 _

$100,000 |

$80,000

$60,000

Basic Pay

$40,000 |

$20,000 2|

$0 |

Not To Sc|

L B N N B N N N N N B _§N _§N _§N _\\__]
N B _ N _ B N B N N B N B § N § |

L N8 N _ B _ N B B B _ N N B N B B B § |
(0]

0 Overall Contribution Score 100
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bt

)

' Normal Pay Range and CCAS Payout

BDemo

For every OCS there are three dollar values...

$142,180 _ . .
at the Lower Rail, SPL, and Upper Rail
$100,000 |
$80,000
> — I ] | ] | ] | | | ] | ] | | | ] .
© < Upper Rail
D_ I I I I IS S S S S S S S S S -
(&) $60,000
=2 SPL
©
m 3
$40,000 _ Lower Rail
E *0.92 *1.08
$20,000 | Lower Rail | Upper Rail
60326 70818
$O 61535 72237
. . 62769 73685
0 Overall Contribution Score 61027 | 75102
65310 76668
What Rail Should We Use? Upper Rail SPL Lower Rail 66619 7820
Approved OCS| 68 $81,371 | $75,344 | $69,316 SICEA
Expected OCS / Joe's Base Pay| 68 $74,694 $74,694 $74,694
Potential Salary Increase $6,677 S650 -$5,378

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.
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Acom by

H = Normal Pay Range and CCAS Payout

BDemo

While every OCS has three dollar values...

siz1e0 - the Army uses the value at the Upper Rail

$100,000 |

$80,000

e e = = = = = = = =

$60,000

Basic Pay

$40,000

Not To Scale |

$20,000

|

Upper Rail

*0.92
Lower Rail

*1.08
Upper Rail

60326

70818

$0

61535

72237

62769

73685

0 Overall Contribution Score

64027

75162

65310

76668

66619

78205

67954

79772

69316

81371

70706

83002

What Rail Should We Use? Lower Rail
Approved OCS| 68 $69,316
Expected OCS / Joe's Base Pay| 68 $74,694
Potential Salary Increase -$5,378

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.

72123

84666
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NH Score Range =0-100
NJ Score Range =0—-83
NK Score Range=0-61

What is your start point
(Expected Contribution Score)?
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)

|
BDemo

Business Management and Technical Management Professional

NH-01

NH-02

These are the AcqDemo Career Paths,
Broadband Levels, Salary Ranges and Score Ranges

NH-03

NH-04

19543 -

34988

30113 -

71764 | 66167

- 102288

92977

- 142180

Technical Management Support

NJ-01 NJ-02 NJ-03 NJ-04
19543 - 34988 | 30113 - 53703 | 45627 - 71764 | 66167 - 102288
O .........................................................................................................

Administrative Support

NK-01 NK-02 NK-03
19543 - 34988 | 30113 - 48488 | 41310 - 65321
O ........................................................................... 61 for NK

What is your employee’s start point?

What is your start point?
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Ac:= * Expected Overall Contribution Score (OCS)

(usa000)
EDemo Expected Contribution Range

The Expected OCS and Range are based on the employee’s basic pay.

A NOTIFICATION OF PERSONNEL ACTION

1. Name (Last, First, Middl=) 1 Socizl Saourity Number 3. Date of Birth 4 Efective Dats

Contributor, Joe 3OK-XX-1111 e 1-26-2020

5. Pay Plan 9. Oioc Coda 10 GradoLeval | 11 Z3apRate 12 TotalBalery | 13 Pay Basn 15, Pay Plan 17. Cios Coda 15 GradoLevel | 19, Z3apRate 0. Teael Balzry | 21 Pay Basn
GS 1102 12 04 $84,394 PA NH 1102 03 $ 86,608

11A. Bandc Pay 115. Locality Adj. 12C. Adj. Bandc Pay 11D, Crber Pay 205, Locabty Adj. 00, Adj. Bandc Pay 0D, Ceber Pay
$72,785 $11,609 $ 84,394 $ 74,694 $11,914 $ 86,608

Employee’s Expected OCS (Overall Contribution Score)®nd Range are shown in CAS2Net.

Contribution Plan for JOE CONTRIBUTOR N\oorovec

L] Home

General Information

® Supervisor

Fiscal Year:

2019 v
W Pay Pool Manager:
Expected OCS Munro, Cora Blaine, Rick
— - Career Path: Expected OCS and Range:
( 64 68 71 ) NH - Business Management and 64-68-71
64'65-66-67-68-69-70-71 Technical Management
o . Professi
Expected Contribution Range fessiond!
(Between The Rails)

70



Your supervisor will complete an assessment on
each factor, and will recommend a categorical score,
a numerical score, and PAQL for each factor.

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation 3M 78  PAQL 5
Communication and/or Teamwork 3H 79  PAQL 3
Mission Support 3M 77  PAQL 3

234 11
234/3 =78 OCS 11/ 3 =3.67 Average Raw Score = 3 Fully Successful

Recommended Rating of Record

Recommended OCS and Recommended Rating of Record 1



A
clq= @ Let’s follow Joe’s CCAS journey!

EDemo

Joe Contributor, NH-03, Base Salary $74,694

Contribution Planning for Joe Contributor
Contribution Planning
Year: 2020 =

Mid-Point Review Self
Assessment First Level Supervisor: Barry Burns
Closeout Assessment Broadband Occupational Series: Career Path: Expected OCS
Annual Appraisal Self Level: NH- Business Management a-nd Technical Range:
Assessment " 1102 — Contracting Management Professional 64 —68-71
Reports

Contribution Planning Input (Characters used: 0 of 6000)
eDocuments

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.



Acam B All Employees Start Off “Between The Rails”
.=Do (Expected Fontribution Range)
Appropriately Compensated

$142,180 -
$100,000 -
>
S s80000
Qs -
0 3 $60,000 -
(qv]
al] |
$40,000 - 1 1
1 1
$20,000 : :
GS-1Step 1 *1.08 * 1.020043 = I I
GS-1Step 1 * 0.92 * 1.03043 -1, Step 1 1 1
0
I - | | Not to Scal I
0 Overall Contribution Score - Expected OCS - otto-cale 100

64 65 66 67 68 69 70 71

ECR
Expected Contribution Range

Example is using 2020 SPL/NPR Table, rate of pay and locality rates. 73



AG;I= | What happens when Joe is scored within
his Expected Contribution Range (ECR)?

BDemo

$142,180
$100,000 -
$80,000 ]

$60,000 -

Basic Pay
Not to Scale

$40,000 -

$20,000 |
GS-1Step 1 * 1.08 * 1.020043
GS-1Step 1 *0.92 * 1.020043

$0

GS-1, Step 1

Not to Scale |

Overall Contribution Score
100

Expect;d 0ocs
| |

64 65 66 67 68 69 70 71

OCS of 64-71

Example is using 2020 SPL/NPR Table, rate of pay and locality rates. 74



Ac:= ] What happens when Joe is scored less than

U.s. AHMY

mDemo his Expected Contribution Range (ECR)?
o cf’YSQQ I AP N

$142,180 RaNEe
$100,000 - “A-Rating” Above the Upper Rail:
> Compensation ABOVE contribution
S s80000
(&) ,w; e R e e T Y . I Ly b v o L b ] -
‘N 8 60,000 -
73 so00d ]
m |
$40,000 - 1 |
| |
$20,000 -| . : :
G2 5tep 1 + 082+ i‘%‘éﬁ == GS-1, Step 1 | I I
0
' Overall Contribution Score I I I Not to Scale '
0 I Expected OCS 1 100
61 64 656567 68 6970 71

ECR
Expected Contribution Range

OCS of 63 or lower

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.
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ACﬁl= [ﬁ What happens when Joe is scored greater than
m his Expected Contribution Range (ECR)?

BDemo

$142,180 -
$100,000 -
S
0 § $80,000 | S74;694
.9 o] e L L Ly v v b b )y O B By | _ 2 5 & R R R R
nE  $60,000 |
& | :

T “B-Rating” Below the Lower Rail:
$40,000 - : : = Compensation BEL@)WContribution
$20,000 : :

G 1siep1+092+ 1‘%%22 S-1, Step 1 I 1 ,
0 :

! Overall Contribution Score I I '
I Expected OCS I Nottoscale 100

64 65 66 67 68 69 70 71 73

OCS of 72 or higher

Example is using 2020 SPL/NPR Table, rate of pay and locality rates. 76



AG;I= £S5 The Overall Contribution Score Will Dictate the
Eligibility for Compensation

=)

BDemo

$142,180 _

$100,000 |

$80,000

$60,000 |

Basic Pay

$40,000

Not To Scale |

$20,000

$0

Above the Upper Rail
(Overcompensated — A Region)

pensated — C Region)

-8%
$555$

7 +8%

I
0

Overall Contribution Score

Not To Scale

[
100

Compensation | General Pay Increase | Contribution Rating | Contribution | Locality
Category Increase Award Pay
n iven in full
A (Above the Upper Rail) Ca be g e . u ’ NO NO YeS
reduced or denied
C  (Betweenthe Rails Yes Yes — up to 6% Yes Yes
B (Belowthe Lower Rail) Yes Yes — up to 20% Yes Yes 77




Scoring By the Supervisors

78



How to determine the Categorical Score
and Numerical Score for a Contribution Factor

NH-01 NH-02 NH-03 ¢ NH-04 Once yow
. determine the
Categorical Scores Is an NH-03 contribution
2ML 2MH level, yow
| v | e fae | Sl |2 | S | 2H 3L 3M f3H AL | AM | 4H | decide that
Low |[Medium| High | Low Low Medium Hich High § Low §Medium§l High § Low |Medium| High | Joes
g ki
Numerical Scores shhouwld be
0-5 6-23 24-29 (22-29]| 30-40 41-50 51-61 | 62-66 | 61-66f 67-78 W79-83 [79-83| 84-95 |96-100
| 67-78 compensatedd

red more tha

NH Levgl IV
(Score Rarfge 79 — 100)
o Defines, integrates, and

Factor

Can be scored less than

NH Level | NH Level 11 (Score Range 22 - 66)
29) o Identifies and resolves conventional problems which may require
o Performs assigned tasks within deviations from accepted policies or instructions.

NH Level 111
(Score Range 61 — 83)
e Anticipates problems, develops

area of responsibility; identifies Initiates meetings and interactions with customers to understand sound solutions and action plans implements strategi¢digection numereol
situations to supervisor or other customer needs/expectations. to ensure program/mission for vital programs with lofiga

appropriate personnel when Optimizes resources to accomplish projects/programs within accomplishment. term impact on large numbers &F | ronge Of 67-
existing guidelines do not apply. established schedules. o Establishes customer alliances, people. Initiates actions to ' 78.

Participates as a team member in Effectively accomplishes projects’/programs’ goals within anticipates and fulfills customer resolve major organizational

meeting customer needs. established resource guidelines. needs, and translates customer issues. Promulgates innovative e,

Productively plans individual time
and assigned resources to
accomplish tasks.

Effectively accomplishes assigned
tasks.

needs to programs/projects.

o Identifies and optimizes resources .

to accomplish multiple
projects’/programs’ s

hes multiple

solutions and methodologies.
Assess and promulgate, fiscal,
and other factors affecting
customer and program/project
needs. Works with customer at

Mission Sﬁpport

management levels to resolve
problems affecting
programs/projects (e.g.,
problems that involve
determining priorities and
resolving conflicts among
customers’ requirements).

e Formulates organizational
strategies, tactics, and
budget/action plan to acquire
and allocate resources.

e Optimizes, controls, and
manages all resources across
projects/programs. Develops

goals within

3M 77

piEEEEEEEEEEEEEE
asssssssssmnnmma®

Job Achievement
and/or Innovation

Joe Contribuwtor s o NH-3 *
ContribUtion iS and integrates innovative

seore of 68 76{.
within his level approaches to attain goals and

| minimize expenditures.

Communication

J
Employee’s and/or Teamwork

79



Contribution Factor Scoring

Score each FACTOR
(Categorical and Numerical)

Job Achievement and/or Innovation 3M 78
Communication and/or Teamwork 3H 79
Mission Support 3M 77

234
234/3=178

Recommended Overall Contribution Score

*All AcgqDemo employees’ contributions are assessed against
the same three factors (no modification)

**Next Performance Appraisal Quality Level 20



Evaluate Quality of Performance By Assighing A
Performance Appraisal Quality Level for Each
Factor

Performance Appraisal Performance Appraisal Quality
Quality Level (PAQL) Level Criteria
An employee’s quality of performance exhibited in achieving his/her Rating of Record Rating Criteria
Level 5 - Outstanding contribution_ results substantia?lly gnd cc_ms_istently surpassesthe The average score of the three appraisal levels is 4.3 or

factor specific expected contribution criteria and the employee’s Level 5 - Outstanding greater, with no contribution factor being rated a “1”
contribution plan goals and objectives. (Unacceptable), resulting in a rating of record that is a “5”.
An employee’s performance consistently achieves, and sometimes The average score of the three appraisal levels is less than

Level 3— Fully Successful | exceeds, the factor-specific expected contribution criteria and Level 3 — Fully Successful 4.3, with no contribution factor being rated a “1”
his/her contribution plan goals and objectives. (Unacceptable), resulting in a rating of record that is a “3”.
An employee’s performance fails to meet the expectations for L) o UhEREE e e

Level 1 - Unacceptable quality of work and the required results for the goals and objectives
set forth in his/her contribution plan for the appraisal cycle.

Score each FACTOR
With Performance Appraisal Quality Level (PAQL)

Job Achievement and/or Innovation 3M 78  PAQL 5
Communication and/or Teamwork 3H 79  PAQL 3
Mission Support 3M 77  PAQL 3

234 11
234/3 =78 0CS 11/ 3 =3.67 Average Raw Score = 3 Fully Successful

Recommended Rating of Record

Recommended OCS and Recommended Rating of Record81



Acom %
Bl D Pay Pool Panel Process
lDemo

CCAS is a contribution-based appraisal system that goes beyond a performance-based
rating system. That is, it emphasizes and measures the value and effectiveness of the
employee’s contribution to the mission and goals of the organization, rather than merely
how well the employee performed a job as defined by a set of standards for the work to be
accomplished.

Past experience with the existing civilian performance appraisal system indicates that
standards in performance plans are often tailored to the individual’s level of previous
performance. Hence, an employee may have been rewarded by basic pay step increases
meeting standards of performance beneath those actually needed to achieve the expected
organizational mission outcomes. Under CCAS, an employee’s performance is a component
of contribution that influences the employee’s ultimate overaIprectatlons and
contribution assessment. e

CCAS promotes basic pay adjustment decisions made on the basis of an individual’s
overall annual contribution to the mission of the organization when compared to the
classification and appraisal factors and an employee’s contribution plan, expected results,
and the scope, level of difficulty, and value of the employee’s position as well as
recognizing quality of performance.

82






Pay Pool Panel Process

Categorical Score Numerical Score

:v Technical Administrative.
T < Management
Protestonal | Support K
AR T e ot it om
[ S e —— Trowdband wed Very | Categorial || Namercal | Namerical | Namerial
P Scores || Score Range | Score Range | Score Range
P ————— b s i)
[ —— Very igh Seore [ e 753
CARIZRPATE Do Mt T Mg 9 Low )
Annual Appraisal for Joe Contributor P v——— - - . i
L R o v Partl: CCAS Salary Appraisal Form
Ve 0 e e
[ " T Hame: Joe D Cantributor Series: 0307 Appraisal Peri
saPdcsssmar e oot | o | Geos  amwe e Lo X CAS2NetID: 1 Broadband Level: Il From: 4-Mar-18
couonsen | e | e | - X Retained Pay: Mo To 30-Sep-18
ety M R u ey = ot Career Path: NH None
v L == g [ E -
— e WSS S S S — g : > Approved By: Charles Allnutt, Pay Pool Manager Effective Date of Appraisal: January 1,2019
aDsements e 1 2 = Discuss evaluation with employee and obtain signature confirming discussion. Signature of employee does not constiute agreement
m Srwere e, - = with CCAS appraisal
P
Pay Pool o
adhack [y re——
S| (— Manager
F— wiar Comiuaind Supervisor Print/ Sign Date
ssvmimert
U - S i
Employee Print/ Sign Date
ocaments
- o 2016 Appraisal Detail Eactor Category Score Numeric Score PAQL
N e e e Pav Pool Administrator Overall Contribution Score 70 Job Achment &/ innov. kL 72 B
Expected Contribution Score 88 Comm &/ Teamwork 3n ] 3
(CAS2Net Superuser) Expected Contribution Range 8471 Mission Support 3 68 3
Detta OCS 2
Rating of Record 3 Average Raw Score of PAQLs 367
COAS SALARY APPRAISAL DOCUMENT FOR [ T 1 1
R T st T o Compensation Detail Employee Compensation Region Chart
- - Approved Compensation Region c2
[ A A A §70,805 Current Rate of Base Pay e .
e . graph plots the employee’s current base salary versus
S Director Director Director Director L T e e, B B Sty e amers
S (SPL); relating contribution to compensation. The top and
+ & 1078 CRI(SalaryIncrease) 279% bottom Iines are the Upper and Lower Rais, respectively.
= $73,492 New Rate of Basic Pay The middle line is the SPL. Region A is above the Upper
+ 519,016 Locality Pay @ 2710% Rail. Region B is below the LowerRail. Region C is on o
T eo3a08 within the rails. Compensation regions determine the
Pafamance Sacien Porformance Appraisal Quality Level Criteria = $93408 New Total Salary availabiity of salary increases and awards. The point on
Expected Contribution Criteria | Quality Level (PAQL) | § 1,502 Contribution Award the graph below is the employee's appraisalresul
Job Achievement and/or innovation ] An employee’s quality of performance exhibited in achieving
his/her results substantiall y surpasses
Produc s Gk 15 Outstand|
timeh Bpcctad Coutifbution (1l ] Level 5 OUtStanding. | 10 factor-specific expected conbibution critesia and the 2018 Expected Contribution Level Te0o00
supervi Communication and/or Teamwork | employee’s contribution plan goals and abjectives. 120000
knowl {
the techy EfectV Expected Contribution Criteris An employee's performance consistently achieves, and sometimes Expected Overall Contribution Score 59 100000
demonst 0 ‘Wission Support Level 3~ Fully Successtul | exceeds, the factor-specific expected contribution criteria and Expected C Range 65-72 0000
aualific
gt K15 ememermp———— his/her contribution plan goals and objectives | [ — e
Vo] activen] 70 o z o - LAUTHORTY. Secton 1D, Federal Regster Notioedsted January 8. 1999, £0000
Demor inputs. ‘organizationalgoals and priorities and fully An employee’s performance fails to meet the expectations for 2.PURPOSE: This form summaries the annual evahuation of an emy ‘s contribution
dentify] ‘complies with administrative policies, regulations o oot e
others s quality of work and the required results for the goals and threugh COAS sszesamens 20000
250ppr and procedures when performing job operations. Level 1 - Unacceptable 3.ROUTINE USE: This Form i @ computer-generated Form that i produced for cach
accounty | Works with customers o develop 8 mutual objectives set forth in his/her contribution plan for the appraisal oyt and contins e oot cont o seare s 5t o 0e 2 gt ot
and/or understanding of their requirements. Probes for cycle. BEM, the supeisas, and the empiayes. The Srgnal of this form il be mantned n 20000
assigny detail, secsrsanse winsgency precsss.
crucialdetailsof needs or requests. Monitors and L DISCLOSURE: The information contsined within thi fomn s parsons i nsture and s 0 T T T T T
Workis| Influences cost parameters of work, tasks and Ratingof Record RatingCriteria restited 1o those vith approprste permissions. Informaton colected on this form 0 20 4 60 80 100
e quality. projects, ensuring an optimum balance between may b e for statztcal and mpat snyes, Overall Contribution Score
ot i gt gy Bl ey b Pkl object costand value. Establishespriortis that reflect 3 :
2] effectively promol| mission andorganizational needs, avels The average score of the three PAQLs is 4.3 or greater, with no
T Ly % contribution factor beingrated a “1” (Unacceptable), resultingin Remarks
Work is timely, efficient, and of acceptable Outstanding G e
J quality. Completed work meets project/program aratingof recordthatisa “5”.
— ] For abjectives Per d tional
develops, motivaty interactions enhance customer relations and Level 3 The average score of the three PAQLs is less than 4.3, with no
members inaccor| actively promote ragport with customers, ibuti : wyw ingi
- - J| St Prisciplea] Rescuions ars URALTIEilectNoRTto mcccmptily Fily Successhil com‘nbuuon factor belrvg rated a “1” (Unacceptable), resultingin
personnel actions| mission. Flexibilty, adaptabity, and decisiveness aratingof record thatisa “3".
organizationalgod are exercised appropriately T
positive, safe evel s Vv
distributes workand empowers team members. J Unacceptable Any contribution factor rated as “1".

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.



Contribution and Quality of Performance Assessment
Consideration for Factor Scoring

Acqm
'

BDemo

Less Than Expected
Contribution Range

Within Expected Contribution Range

C — Region

Between the Upper and Lower Rails

Greater Than Expected
Contribution Range
B — Region
Below the LowerRail

Score Less Than
Expected Contribution
Range (A Region)
Overcompensated

Score Within
Expected Contribution
Range (C Region) But
Less Than Expected OCS

Score at
Expected Contribution Score
[C Region)

Score Within
Expected Contribution
Range (C Region) But
More Than Expected OCS

Score Greater Than
Expected Contribution
Range (B Region)
Undercompensated

Contributions lessthan
current salary level and/or
value of the position

Contributions warrant
compensation consistent
with value of the position
buta smaller
compensation because...

Contributions warrant
compensation consistent
with value of the position

Contributions warrant
compensation consistent
with value of the position

Contributions greater than
current salary level and
warrant compensation
consistentwith value of
the position

Objectives stated
results/impacts/benefits
not achieved (failed
contributions after
intervention and
documented by
supervisor in CAS2Net
mid-point/
closeout/additional

The employee’s
performance achieved
stated results/impacts/
benefits for project/
program/task/ohjectives
with more than
expected guidance/
assistance /supervision
and/or

The employee’s performance consistently achieves, and

sometimes exceeds, the factor-specific expected

contribution criteria and his/her contribution plan goals
and objectives. (PAQL — 3 Fully Successful)

feedback and/or other
written documentation
shared with the

The employee’s
performance achieved
stated results/impacts/

The employee’s gquality of performance exhibited in

achieving his/her contribution results substantially and

consistently surpasses the factor-specific expected

[
smployee) benefits for project/ contribution criteria and the employee’s contribution plan
program/task/ohjectives . . .
is occasionally untimely | 80als and objectives. (PAQL — 5 Outstanding)
and/or inaccurate
- PAQL 1 / PAQL 3 PAQL 3 / PAQL 5 >

Unacceptable /

Fully Successful

Fully Successful

/ Outstanding




Once the Overall Contribution Scores Are Set,
How Are Salaries Determined?

o

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.

*| *

ocs| spL 0.92 | *108
Lower Rail|Upper Rail

63020 57979 68062
64284 59141 69426
65572 60326 70818
66886 61535 72237
68227 62769 73685
69594 64027 75162
70989 65310 76668
72412 66619 78205
73863 67954 79772
75344 69316 81371
76854 70706 83002
78394 72123 84666
79966 73568 86363
81568 75043 88094
83203 76547 89860
84871 78081 91661
86572 79646 93498
88307 81243 95372
90077 82871 97283
91882 84532 99233
93724 86226 101222
95603 87954 103251
97519 89717 105320
99473 91515 107431
101467 93350 109584
103501 95221 111781
105575 97129 114021
107691 99076 116307
109850 101062 118638
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Ac.q= * Contribution & Compensation
EDemo Pay Pool Funding

e Pay Pool Funding

Contribution Rating Increase (CRI)

* Was intended to be consistent with funds historically spent in GS on within-
grade increases, quality-step increases and promotions between grades that
are now banded

e First year in CCAS, the minimum funding level for CRIl is 2.4%.

e Subsequent years, minimum of 2% of sum of total salaries on board as of
September 30t

Contribution Awards (CA)

* Was intended to be consistent with funds historically spent in GS on
performance awards

e The minimum funding level for CA is 1% of total salaries on board as of
September 30th

* 90% of the funding percentage which will be awarded as bonus. The
remaining 10% is to allow other awards not related to the CCAS process, e.g.,
on-the-spot awards and group awards.
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Contribution & Compensation

Employees under AcqDemo as of September 30 are included in the pay pool.

1. Determine who is in the Pay Pool as of the end of the rating
period on September 30.

e ry
Contributor, Joe $74,694
Blaine, Rick [ $57,694
Munroe, Cora $71,239
Wayne, Bruce $72,414
Sayers, Rose $71,79

2. Add all the base salaries for the Pay Pool’s total base salary.

Total Base Salaries = $347,837

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.



Ac.q= | Contribution & Compensation

BDemo Pay Pool Funding

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

The minimum funding level for CRI is 2.0% and CA is 1.0%.
DoD AcgDemo Funding Guidance for CRI is 2.0% to 2.26% and CA is 1.5%*.
Our example has 2.26% funding for CRI and 1.5% for CA.

RN

Total Base Salary * CRI Funding Level = CRI Pool
S347,837 * 2.26% = S$7,861

Total Adjusted Basic Salary * CA Funding Level = CA Pool
S403,317 * 90%of 1.5% = S5,445

(with Locality) $403,317 * 1.5% = $6,050 * 90% = $5,445

Why 90% of the CA funding level? The remaining 10% is to allow other awards
not related to the CCAS process, e.g., on-the-spot awards and group awards.
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Contribution & Compensation

Payout Calculations

(Base Salary determines Expected OCS )
(Approved OCS determines Target Salary)

4. Enter approved OCS and Target Salaries.

Base Expected | Approved | Target Salary ocs | s | Lower |Uner
Salary OCS OCS 61 65572 6(?3?;6 72::8
Contributor, Joe $74,694 68 70 $84,666 g; Zggi? g;g: ;gggg
Blaine, Rick $60,568 57 61 $70,818 64 | 69594 | 64027 | 175162
65 70989 [ 65310 | 76668
Munroe, Cora $73,860 67 68 $81,371 66 | 72412 | 66619 | 78205
Wayne, Bruce $74,999 68 68 $81,371 s | 75344 [ eosto [ 81818
Sayers, Rose $75,342 68 67 $79,772 R
5. Determine the Delta OCS and Delta Salaries.
(Target Salary — Base Salary = Delta Salary)
Approved | Expected Target Base Delta
OCS OCSs Salary Salary Salary
Contributor, Joe 70 638 $84,666 $74,694 $9,972
Blaine, Rick 61 57 $70,818 $60,568 $10,250
Munroe, Cora 68 67 $81,371 $73,860 $7,511
Wayne, Bruce 68 68 $81,371 $74,999 $6,372
Sayers, Rose 67 68 $79,772 $75,342 $4,430

6. Calculate total positive Delta Salary.

Total Positive Delta Salary = 538,535
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Ac Contribution & Compensation
.q= [ﬁ Payout Calculations

EDemo

7. Calculate percent of Delta Salary to be given.
Available Dollars for CRI = Total Positive Delta = Percent for CRI Payout

"CRI Pool

47 861 Total Positive Delta Salary of $38,535

$7,861 + $38,535 = 20.39963% of Positive Delta Salary for CRI

Available Dollars for CA + Total Positive Delta = Percent for CA Payout

/J%‘\
o2
TA Pool Total Positive Delta Salary of $38,535
2,445

S5,445 + 538,535 = 14.13001% of Positive Delta Salary for CA




Acqm
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EDemo

Contribution & Compensation
Payout Calculations

8. Calculate approved CRI and CA.

Delta Salary * Percent of Delta Salary for CRI = Contribution Rating Increase

Approved | Expected Target Base Delta
OCSs OCSs Salary Salary Salary
Contributor, Joe 70 68 $84,666 $74,694 $9,972

Delta Salary * Percent of Delta Salary for CA = Contribution Award

$9,972 X20.39963% =

$2,034

$9,972 X 14.13001% =

$1,409
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Acam % Compensation from the Pay Pool
Nl @@
BDemo
Approved | Expected | Target Base Delta |Computed |Computed
OCS OCS Salary Salary Salary CRI CA
Contributor, Joe 70 68 $84,666 | $74,694 | $9972 | $2,034 | $1,409
Blaine, Rick 61 57 $70,818 | $60,568 | $10,250 | $2,091 | $1,448
Munroe, Cora 68 67 $81,371 | $73860 | $7,511 $1,532 $1,061
Wayne, Bruce 68 68 $81,371 | $74999 [ $6,372 | $1,300 $900
Sayers, Rose 67 68 $79,772 | $75,342 | $4,430 $904 $626

SN
y

¢ C/E/’? = =/
CRI Pool
%

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.

distributed!!!

All the CRI and CA Pool Dollars are

$38535 | 20.3996% | 14.1300%
Cl $7861 | $5445 |3

=2
C /;\7

=0
w

3 CA Pool
\5&44/5




Ac.q= [ﬁ Compensation from the Pay Pool

BDemo
Plus
Locality Total
Approved | Expected Base Approved | New Base (RUS Adjusted
OCS OCS Salary 1% GPI CRI Salary 15.95%) | Basic Pay CA
Contributor, Joe 70 68 $74,694 $747 $2,034 $77,475 $12,357 | $89,832 $1,409
Blaine, Rick 61 57 $60,568 $606 $2,091 $63,265 $10,091 | $73,356 $1,448
Munroe, Cora 68 67 $73,860 $739 $1,532 $76,131 $12,143 $88,274 $1,061
Wayne, Bruce 68 68 $74,999 $750 $1,300 $77,049 $12,289 $89,338 $900
Sayers, Rose 67 68 $75,342 $753 $904 $76,999 $12,281 | $89,280 $626

CCAS promotes basic pay adjustment decisions made on the basis of an individual’s overall
annual contribution to the mission of the organization when compared to the contribution
factors and an employee’s contribution plan, expected results, and the scope, level of
difficulty, and value of the employee’s as well as recognizing quality of performance.

Example is using 2020 SPL/NPR Table, rate of pay and locality rates. 94



Partl: CCAS Salary Appraisal Form

Name: Joe D Contributor Series: 0301 Appraisal Period:
CASZNetID: 1 Broadband Level: II From: 1-Apr-18
Organization: Retained Pay: No To: 30-Sep-18
Career Path: NH Presumpfive; None

Approved By: Charles Allnutt, Pay Pool Manager

Effective Date of Appraisal: January 1,2019

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

with CCAS appraisal.

Date
Supervisor Print / Sign Date
Employee Print / Sign Date
2018 Appraisal Detail Factor Cateqory Score Numeric Score PAQL
Overall Contribution Score 70 lob Achment & Innovation 3 72 5
Expected Contribution Score 68  Communication & Teamwork 3 68 3
Expected Contribution Range 64-T1  Mission Support 3N 68 3
Rating of Record 3 Average Raw Score of PAQLs 367
Compensation Detail Employee Compensation Region Chart
Approved Compensation Region cz

571,795 Current Rate of Base Pay

+ 5 7189 General Pay Increase 1.0%
+ %5 1,909 CRI(SalaryIncrease) 2.66%
= $74,423 MNew Rate of Basic Pay

* 511,439 Locality Pay @ 15.37%

= $85862 New Total Salary
5 1,502 Confribution Award

2018 Expected Contribution Level

Expected Overall Contribution Score 69
Expected Contribution Range 65-72

Privacy Act Statement |5523oF 5 US.C)

Section ILD, Federal Asgister Notice dated January B, 1
This form summaries the annusl evslistion of anemployee’s contibution
assessment.

USE: This form is a computer-generated form that is produced for sach

amployes and contoing the cveral contrisution scote and space for the signature of the

PPN, the supervisor, and the empioyes. The original of this form will be maintained in

o= vith ageny procedurss.

4. DISCLOSURE: The information contained within this form is parsonal in nature andis
restiicted o those with appropriate permissions. Information collectsd on this form
may ke used for statistical and impact anslysis.

The graph plots the employee’s current base salary versus
the final OCS relative to the rails and standard pay ling
(SPL); relating contribution to compensation. The top and
kottom lines are the Upper and Lower Rails, respectively.
The middle line is the SPL. Region A is above the Upper
Rail Region B is below the LowerRail. Region C is on or
within the railz. Compensation regions determine the
availabilty of salary increases and awards. The point on
the graph below is the employee’s appraisal result.

140000
120000
100000
30000
60000 4 /
40000 =
20000 ==

0 T T T T T
0 20 40 &0 80 100

Overall Contribution Score

Remarks

CCAS Results

You will see the factor
scores, the OCS, PAQLs and
Rating of Record and the
payout plus the supervisor
narrative assessment

If on Pay Retention or at the Maximum of the
Broadband or at a Control Point.

Compensation Detail
$74,694
$747

S 0
$75,441
+$12,033

Current Rate of Base Pay
1.00%
0.00%

G Increase

CRI Increase

New Rate of Basic Pay

Locality Pay @15.95%

$87,474
$3,443

New Total Salary
Contribution Award

(of which $2,034 was CRI Carryover)
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Example is using 2020 SPL/NPR Table, rate of pay and locality rates.



= Results of the Annual Appraisal

CCAS SALARY APPRAISAL DOCUMENT FOI

NAME: Joe Convibuer RATER: Cors Mo ORG: 000X
Broatband Levet Occapationa Seres Career Pa: . ; v
- e s Bt ind b CCAS SALARY APPRAISAL DOCUMENT
Tecanieal Memagement Prosessionsl
NALE: Joe Conibuor RATER: CoraMizro ORG: 000X
Contribution Planaing: ‘Broadband Level: Occupational Series: Career Path:
o 0301 - SpeciaisuAmalyst B - Business Mamagement o
‘Technical Management Professional !
CCAS SALARY APPRAISAL DOCUMENT FOR e el
NAME: Joe Contributor RATER: Cora Munro
Bruabass Livet Oceupanona Sories Carver Pat ocs Mission Support
m 0301 Specialist Analyst capess Mazogement and i === z [
Tocmd et et ™ ; - -
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i
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Partl: CCAS Salary Appraisal Form beraticn and CCAS SALARY APPRAISAL DOCUMENT FOR o Quantity and
Name: Jog D Contbutar Series: 0301 Appraisal Period: NAME: Jos Conmibuter RATER: Corsumrs P— Forions
CAs2NetiD: 1 Broadband Level: Il From 1Apr18 fscul issues Lty reprts, o ot
Organization: Retained Pay:  No To 30-Sep-18 cammwerk Leads and Broadband Level Ossupational Series: Career Path: ors . ——
Career Path: NH Presumptive: _None m 0301 - SpecialistAnalyst NH - Business Mensgement sad i OW, QASP, QCPs md
Technical Memagement Prodessionsl thedues
Approved By: Charles Allnuti, Pay Pool Hanager Effective Date of Appraisal: January 1, 2019 ises azws, pRS, ma
Discuss cvaliation wEh employss and oblam Signature confiming Giscussion. Signature of employes does nol consTiuts agreement [ 4 actvely PART TI: Employee & Supervisor Assessment .
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Example is using 2020 SPL/NPR Table, rate of pay and locality rates.



Partl:
Name: Benjamin Martin
SSAN: -

Organization: PMWidget
Career Path: DJ

CCAS Salary Appfilal Form
Series: Appraisal Period:
Broadband Level: L 1-Oct-01
il 3 30-Sep02
3 Mone

Discuss evaluation with employee
constitute agreement with CCAS ap
Fenirnore Cooper
Pay Pool Manager

ure of does not

Employee Contribution
The graph plats the Employse Apprais
line (SPL) and rails. The top and bott
Lower Rails. The middle line is the
Employee Appraisal

$140,000
$120,000
$100,000

$50,000

Upper Rail OC8
SPLOCS
ower Rail 0G5

Compensation

urrent Rate of

Locality Pay

Mew Rate of Basic Pay

Mew Total Salary

Contribution Award

Base Pay
310%
T10%
@ 11.48%

Grievance Policy and Proce

$60,000 Partl: C‘Salary Appraisal Form Page 2
$40,000
20,000 Benjamin Martin eries: \ 2005 Appraisal Period:
' ackand Level: I From 1-Oct01
30 " Retained Pay. Mo Tor 30-Sep-02
a 20 40 &0 Career Path: NJ Presumptive: ~ MNone
Overall C
Privucy At Statement (5523 of SUS G actor Category Score Final Score
1, AUTHORITY: Saction .0, Fedsral Regicter Notics dated January &, 1399, I
2.PURPOSE: Thi Form zunmries the aanusl svaliation of 3 amploya’s cantibution
3 ROUTINE USE: This Farm i 5 compurer-generatad Form that e pre-duced For 43¢k 4mp Problern Sohing M B0
P he i, nd e loye Th origd o )In;mdwlll b maintsined i e Teammork M 50
thiz Farm iz perconal in naburs and iz rectricted ko thoge with 3pRropriate permicsions, Inf Customer Relations kL) £
Leadership M 56
Communications 3 50
Resource Managerment M 50
ocs 56

dures
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CCAS Grievance Process

 Employee may grieve:
» Overall Contribution Score / Factor Score(s)
» Rating of Record
» Narrative Annual Assessment
» CCAS pay determinations
v General Pay Increase (GPI)
v’ Contribution Rating Increase (CRI)
v Contribution Award (CA)

* Bargaining Unit employees follow negotiated agreement, if
any; if not, use the administrative grievance procedure.

 Non-Bargaining Unit employees use the following
administrative procedures. 98



Acqm
g K

EDemo

Grievance Process Administrative Procedures

Employee
Decides to Grieve

(15 Calendar Days After Receipt of Part 1)

Supervisor Makes
Recommendation
to Pay Pool Manager

Employee

) Update CAS2Net

as applicable

Employee
Revise Parts |, Il / ploy

as applicable

Revise Personnel Action(s)
> )
as applicable

Approved
or Approved with
Pay Pool adjustments E
Manager Inform If Employee
Favred Panfl Moy theet Employee Dlsagrees * Calendar DayS
E?Di)s Denied I
Within 15 days™ of Receipt of
Written Decision, Submit Request
for Final Review
\Z
Update CAS2Net Appeals to
as applicable Next Higher Official
Revise Parts |, I Above Pay Pool Manager
as applicable
Within 60 days* of Date of
Revise Personnel Action(s) Request for Final Review,
as applicable Written Decision
Approved
or Approved with
adjustments
Inform Employee
Denied 99



Pay Pool Result
Feedback to Workforce
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2019 Army CCAS Results

. NH NJ NK Total
Rail Zone
Number | Percent | Number | Percent | Number | Percent | Number | Percent
A 25 0.2% 0 0.0% 2 0.7% r 27 0.2%
C 11,055 | 93.9% 133 76.4% 242 90.6% r 11,430 | 93.6%
B 692 5.9% 41 23.6% 23 8.6% r 756 6.2%
Total 11,772 | 100.0% 174 100.0% 267 100.0% | 12,213 | 100.0%

Rating of Record Distribution

RoR 1 3 5
NH S7 5,823 5,552
NJ 2 91 76
NK 3 151 101

F F F
# Employees 62 6,065 5,729
Percentage 0.5% 51.2% 48.3%
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2019 Army CCAS Results

3000

# Employees
N
(0]
o
o

Delta A OCS Distribution

4,473

2,856
2,336
1,150
19
1 1 2 1 1 2 1 10 13 28 61 155 II 13957 45 15 24 2 8 2 3 2 1
JEE— | |

A A A I\_9 I\_8 I\_7 I\_6 /\_5 I\_4 /\_3 I\_2 /\_1 I\O I\l /\2 I\3 /\4 I\5 /\6 I\7 /\8 I\9 Alo I\ll 1\12 A13 /\14 A15 /\18

36 25 10

Delta Score

Overall Average Delta Score 1.4
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2019 Army CCAS Results

Payout Statistics by Group

(Presumptive due totime excluded)

---------- Averaged Across Only Those Receiving the Payment ----—----—--
Number of h : J!u\weragei CRI (Salary) Increase ' Av:arage Carryover' Average CA Award?
Employees Average Number | Number Number
Analyzed |Average OCS| DeltaOCS | Receiving | $ % Receiving | $ % Receiving $ %
Entire Population: 11856 80.1 1.4 10224 $1,713 1.86% 38189 $2,047 1.90% 11733 $1,654 1.42%
Career Path
NH 11432 81.0 1.3 9944 $1,729 1.86% 3632 $2,000 1.90% 11314 $1677 1.42%
NJ 169 68.0 28 102 $1,434 2.13% 84 $1,361 1.74% 1869 $1,208 1.33%
NK 255 46.9 1.4 178 $965 2.05% 103 $1,063 2.10% 250 $879 1.50%
Band
1 21 19.1 0.8 21 $593 2.15% 2 $632 1.85% 21 $421 1.20%
2 1081 545 1.0 877 $1,277 2.32% 218 $1,294 2.12% 1040 $970 1.39%
3 6659 76.5 1.3 6164 $1,523 1.78% 2010 $1,744 1.81% 6597 $1,482 1.40%
4 4115 927 15 3162 $2,211 1.92% 1589 $2,534 1.98% 4075 $2,112 1.46%
Career Path/Band
NH-1 17 19.1 0.8 17 $616 2.24% 1 $785 2.30% 17 $426 1.22%
NH-2 920 56.4 1.0 795 $1,323 2.34% 150 $1,432 2.11% 903 $999 1.38%
NH-3 6462 771 1.3 6018 $1,529 1.77% 1939 $1,763 1.80% 6401 $1,494 1.40%
NH4 4033 93.1 1.5 3114 $2,226 1.93% 1542 $2,567 1.98% 3993 $2,130 1.46%
NJ-2 8 40.6 0.5 6 $832 1.99% 2 $878 1.91% 8 $541 1.04%
NJ-3 79 64.3 3.3 48 $1,690 2.79% 35 $1,286 1.85% 79 $1,236 1.51%
NJ4 82 741 2.0 48 $1,253 1.62% 47 $1,437 1.67% 82 $1,243 1.21%
NK-1 4 19.0 05 4 $494 1.78% 1 $479 1.40% 4 $397 1.13%
NK-2 133 422 1.0 76 $826 2.02% 66 $994 2.13% 129 $793 1.50%
NK-3 118 53.2 1.8 98 $1,093 2.07% 36 $1,206 2.08% 117 $990 1.51%
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Questions?
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Partl: CCAS Salary Appraisal Form

Career Path: NH None

Tame: Joe b Contrbutar Series: 0301 Appraisal Period:
CAS2HetID: 1 Broadband Leve: i From: 1-Apr-18
Organization: Retained Pay:  No To: 30-Sep-18

Approved By: Charles Allnutt, Pay Pool Manager

Effective Date of Appraisal: January 1,2019

Discuss evaluation with employee and oblain Signature confiming discussion

iscu Signature
with CCAS appraisal

of employee does not consttute agreement

Date
Supervisor Print/ Sign Date
Employee Print/ Sign Date
2018 Appraisal Detail Factor Cateqory Score Numeric Score PAQL
Overall Contribution Scare 70 Job Achment & Innovation an 3 5
Expected 68 C n &/ Teamwork n 68 3
Expected T Y ort 3n 63 3
Rating of Record 3 Average Raw Score of PAQLS 387

571795 CurrentRate of Base Pay

+ § 719 General Paylncrease 10%
- § 1,909 CRI(salaryincrease) 266%
= $74,423 New Rate of Basic Pay

+ $11.439 LocaliyPay @ 1537%

= $85862 New Total Salary
§ 1502 Contribution Award

ployee Compensation Region Chart
Approved Compensation Region c2

s the employee's current base salary versus
€10 the rals and standard pay ne

5 1,909

71,795
719

$74,423

140000
120000

Expected Overall Contribution Score 69
Expected Contribution Range 65-72

100000

80000

60000
40000

20000 4=

0

$85,862
5 1,502

0

20 40 60 80 100
Overall Contribution Score

Remarks

511,439

Step Increase v CRI

Compensation Detail

Current Rate of Base Pay

seneral Pay Increase

CRI (=alary

Increase)

Hew Rate of Basic Pay

Locality Pay

Hew Total Salary
Contribution Awarg

Year(s) to Next Step Increase

Step 1

Step 2 Step 3

Step 4 Step 5 Step 6

Step 7

Step 8

Step 9

Step 10

3.33% 3.23%

3.13% 3.03% 2.94%

2.86%

2.78%

2.70%

2.63%

1 Year 1 Year

1 Year 2 Years 2 Years

2 Years

3 Years

3 Years

3 Years

Percent Increase If On An Annual B

asis

3.33%

3.23%

3.13% 1.52% 1.47%

1.43%

0.93%

0.90%

0.88%

1.52% 1.47%

1.43%

0.93%

0.90%

0.88%

0.93%

0.90%

0.88%
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