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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 orohibited
change by AcqDemo

personnel practices

Whistleblower
protection

Anti-discrimination
laws

Fundamental due
process

Merit system
principles




AcqDemo
New Terms

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

CAS2Net

Broadband Levels

(NH, NJ, NK) w0 )

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
| GS 5 -11 GS5-8 GS5-7
i GS12-13 GS9-11 GS8-10

V| es1a-15 | cs12-13 [

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

" ]

0301 0343 0855 | 1102 0318
0340 0346 0861 1106
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		Broadband		Business and Technical Mgmt Professional		Technical Mgmt Support		Administrative Support

		I		GS 1 - 4		GS 1 - 4		GS 1 - 4

		II		GS 5 - 11		GS 5 - 8		GS 5 - 7

		III		GS 12 - 13		GS 9 - 11		GS 8 - 10

		IV		GS 14 - 15		GS 12 - 13
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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
| GS 5 -11 GS5-8 GS5-7
i GS12-13 GS9-11 GS8-10

vV | es1a-15 | es12-13 [

= 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
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What is the Buy-In?

Buy-ins

* The buy-inis an ADJUSTMENT to the
employee’s base salary for step increase and

non-competitive career ladc
* The buy-in will be computed

er promotion.
based on the

current value of the step or

oromotion

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

e Locality Adjustment—Added After Base Salary Is

Computed
@2021 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 % 4 S 2 W 4 SV 4 SV 4 SV 4 S 4 SV g %

6istep| 1 | 2 | 3 | 4« | 5 | 6 | 7 | 8 | 9 | 10 |

Percent of 52 Wks B 52 Wks B9 52 Wks B 104 Wks B 104 Wks B 104 Wks B 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 $73,513

GS-12 within step increase is $2,228

90/104th (or .8654) of $2,228 is $1,928

§73,513+ 51,928 = 575,441

Then compute Locality Pay $74,694 * 15.95% = $12,033

$12,033 + $75,441 = $87,474 0020 1ocaityrtes

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://acqdemo.hci.mil/AcqDemoBIC 2020.html
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To calculate your WIGI Buy-in, you will need:

1. 2020 Conversion Tool for WIGI Buy-in

2. SF-50 with your last regularly with-in grade increase

3. Most recent SF-50...3 Jan 2021

4. Date of Conversion to AcqDemo...24 Jan 2021 10


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

Acam

*]

)

] Conversion SF-50

e e NOTIFICATION OF PERSONNEL ACTION
1. Mame (Last. First, Middls) 2 Socizl Saourity Number 3. Dtz of Birth 4 Efective Dats
Contributor, Joe 3OO{-XX-1111 - 1-24-2021
5. Pay Plen S Ooc Cods 10, Grade Lans] 11 SsepRate 11 Total Saleny 13. Py Bands 16 Pay Plan 17. Qoo Coda 15, Grads Lanm] 15, SsenRatm 0. Tote] Saleny Il Pay B
GS 1102 12 04 $ 85,398 PA NH 1102 03 $ 87,474
114 Basic Pay 115, Localiny Adj 130, Adj. Basic Pxy 110, Crber P 104 BasicPay 0B Localiy Adj 00, Adj. Basic Pxy 0D, Crbser Pay
$ 73,513 $11,885 $ 85,398 $ 75,441 $ 12,033 $ 87,474
But if Joe was a Step 10, no buy-in.
e NOTIFICATION OFPERSONNEL ACTION
1. Mame (Last. First. Middl=) 1 Siocizl Security Number 3. Date of Birth 4 Efective Dats
Contributor, Joe 3OO0-3X-1111 -4 6-23-2019
5 Pay Plen 9 Do Cods 10, Grade Lans] 11. StenFate 11 Total Satmry 13. Pay Baai 16, Pay Flen 17. Qoo Coda 15 Grades Lans] 19 SsmnRate 10 Total Salery Il Pay Basin
Gs 1102 12 10 $ 100,739 PA NH 1102 03 $ 100,739
124 Easdc Pay 135 Localay Adj 137, Adj. Bandc Pay 13D, Cmr Py 04 Basic Py ME. Localey Adj 00, Adj. Bamic Pay D, Oeber Pay
$ 86,881 $ 13,858 $ 99,741 $ 100,739 $ 86,881 $ 13,858 $ 100,739
BASE SALARY TABLE - 2021 GS  EFFECTIVE JANUARY 2021
Grade Step1 |Step2 |Step3 |Step4 (Step5 |Step6 |Step7 ([Step8 |Step9 |Step 10
12 66,829 | 69,057 | 71,285 | 73,513 | 75,741 | 77,969 | 80,197 | 82,425 | 84,653 | 86,881

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 AcgDemo
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



\GS to AcqDemo

SALARY TABLE 2021-GS

INCORPORATING 110 19 GENERAL SCHEDULE INCREASE Business Management and Technical Management Professional
EFFECTIVE JANUARY 2021 NH-01 NH-02 NH-03 NH-04
Armual Rates by Grade and Step 19738 - 35338 (30414 - 72487 |66829 - 103309(93907 - 143598
WITHIN
GRADE GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15
Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 |AMOUNTS
1 S 19.738 | § 20400 | § 21.056 | § 21.709 | S 22365 | S 22.749 | S 23398 | S 24.052 | § 24.078 | § 24690 | VARIES Technical Management Support
2 22,194 2722 23.457 24078 24349 25,065 25.781 26497 | 27213 27.929 | VARIES
3 24216 25,023 25830 26.637 27444 28.251 29.058 29365 30,672 31479 807 NJ-01 NJ-02 NJ-03 NJ-04
1 27.184 28.090 28.996 29.902 30.808 31714 32.620 | 33526 | 34432 35338 906
5 30414 31428 32442 33436 34470 35,484 36,498 37512 38,526 39,540 1,014 19738 - 35338 130414 - 54242 | 46083 - 72487 | 66829 - 103309
s 33.903 35.033 36.163 37.293 38.423 39.553 30,683 41813 42,943 42,073 1.130
7 37.674 38.930 40.186 11442 12.698 13954 15210 46 466 47.722 48.978 1.256 GS-01 to GS-04 GS-05 to GS-08 GS-09 to GS-11 GS-12 to GS-13
8 41723 FERIP 42,505 35896 | 47287 | 45.678 50.069 51.460 52851 54242 1.391 _. x
9 46,083 47.619 49,155 50,691 52,227 53,763 55,299 56.835 58,371 59,907 1,536 Administrative Suppor . .
10 50,748 52.440 54.132 55.824 57516 59.208 60.900 62,592 64.284 65.976 1,692 Locallty Pay is not
i1 55756 | 57615 | 59474 | 61333 | 63192 | 65051 66910 | 68769 | 70628 | 72487 1.859 NK-01 NK-02 NK-03 . .
12 66.829 | 69.057 | 71285 73513 75.741 77.969 | 80.197 | 82425 54,653 86,881 2,228 included in the Pay
13 79468 | 82117 | 84766 | 87415 | 90064 | ©2713 | 95362 | 98011 | 100.660 | 103,300 | 2,649 19738 - 35338 (30414 - 4897841723 - 65976
14 93.907 97037 | 100167 | 103297 | 106427 | 109557 | 112.687 | 115817 | 118947 | 122077 3.130 Range Chart
15 110460 | _114.142 | 117.824 | 171.506 | 125188 | 128870 | 132552 | 136334 | 139916 | 143595 | _ 3.682 GS-01 to GS-04 GS-05 to GS-07 GS-08 to GS-10

&F D F D &F D F D F DDF DD F DT T D
step| 1 | 2 | 3 | 4 | s | & | 7 | 8 | 9 | 1w |

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

® & ® & @

CA

Contribution
Award

(Contribution-Based)

Annual General Pay Locality Pay

Base Pay Increase (GPI) _ CRI _
Contribution Rating

(Contribution-Based) Increase

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

(Automatic)

Incentive Awar(f4



[ﬁ Understanding AcqDemo Pay System Career Paths, Broadband
m Levels And How It Is Tied To The GS Salary Table

SALARY TABLE 2021-GS
INCORPORATING THE 1% GENERAL SCHEDULE INCREASE
EFFECTIVE JANUARY 2021

Annual Rates by Grade and Step

WITHIN
GRADE
Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 3 Step 9 Step 10 [AMOUNTS
1 $ 19738 | $ 20400 | $ 21.056 | $ 21709 | $ 22365 | § 22749 | § 23398 | S 24052 | $ 24.078 | $ 24690 | VARIES
NH-01 2 22.194 22.722 23457 24078 24349 25.065 25,781 26497 27.213 27929 | VARIES
) 3 24216 25.023 25.830 26.637 27.444 28.251 29.058 29.865 30,672 31.479 807
4 77 184 212 090 8 4045 719 9f7 30 808 311 714 17 5] 131 578 34 437 15 3118 005
5 30414 31.428 32.442 33456 34.470 35.484 36.498 37512 38,526 39,540 1,014
6 33.903 35.033 36.163 37293 38.423 39,553 40,683 41813 42.943 44073 1,130
7 37.674 38.930 40.186 41442 42698 43.954 45210 46 466 47.722 48,978 1,256
NH-02 8 41,723 43114 44505 45 896 47287 48,678 50,069 51.460 52851 54242 1,391
9 46,083 47.619 49.155 50.691 52227 53.763 55,299 56.835 58,371 59.907 1,536
10 50,748 52.440 54.132 55.824 57516 59.208 60.900 62.592 64.284 65.976 1,692
11 58 TEA 57 B15 S0 474 I EE 73 1972 A5 151 A6 910 AR 7RO T /fI2 T ART 1 850
NH-03 12 66.829 69.057 71.285 73513 75.741 77.969 80.197 82,425 84,653 86.881 2,278
3 79 468 2117 84 766 87415 90 064 2713 95 362 98011 100660 | 103.309 2 649
14 93.907 97.037 | 100167 | 103297 | 106427 | 109557 | 112,687 | 115817 | 118947 | 122,077 3.130
NH-04 15 110460 | 114.142 | 117.824 | 121506 | 125.188 | 128870 | 132552 | 136234 | 139916 | 143,598 3,682

Business Management and Technical Management Professional
NH-01 NH-02 NH-03 NH-04

19738 - 35338 (30414 - 72487 | 66829 - 103309| 93907 - 143598
GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15

15



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project
CAREER PATHS AND BROADBAND LEVELS

Acam

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.

NH-01

Business Management and Technical Management Professional

NH-02

NH-03

NH-04

19738

35338

30414

72487

66829

103309

93907

143598

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.
Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04
19738 - 35338 | 30414 - 54242 | 46083 - 72487 | 66829 - 103309
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

e Includes clerical, secretarial and assistant work in nonscientific/engineering occupations.

Administrative Support

NK-01

NK-02

NK-03

19738

35338

30414

48978

41723

65976

GS-01 to GS-04

GS-05 to GS-07

GS-08 to GS-10

16



Acam

Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project
BROADBANDING

BDemo

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

19738

35338

30414

72487

66829

103309

93907

143598

NJ-01

NJ-02

NJ-03

NJ-04

Technical Management Support

19738

35338

30414

54242

46083

72487

66829

103309

Administrative Support

NK-01

NK-02

NK-03

19738

35338

30414

48978

41723

65976

2021 AcqDemo Broadband Base Pay Tables
(Locality Applied Based On Locality Region)

AcgDemo pay tables change

whenever the GS pay tables change




Ac
nm b

EDemo

The AcqDemo performance evaluation system
is the

Contribution-based Compensation and Appraisal
System (CCAS)

® ® & - &

R ! .
Annual General Pay $ .
Locality Pay ! CA
Base Pay Increase (GPI) CRI : L
Contribution Rating (Automatic) i Contribution
(Contribution-Based) Increase Total Adjusted i Award

ose sy s

' |ncentive Awards

18



Acam EX What is CCAS?

(m)

BDemo Federal Register Notice, November 9, 2017, Section 11.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



Acqm [% Department of Defense
WM @m Civilian Acquisition Workforce Personnel Demonstration Project
EDemo 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



Acam [% Department of Defense
B = Civilian Acquisition Workforce Personnel Demonstration Project

HDemo 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 lll (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 individualswe s with focus on project/ program
and/or support requirements. issuesflAssuifieS ownership of processes and products,
Demonstrates skilled critical thinking in a%iate.
identifying, analyzing, and solving @el ps, integrates, and implements solutions to » Complexity /
complex issues, as appropriate. Takes erse, 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 | e Defines, directs, or leads highly challenging * Scope / Impact
quality. Completed work meets projects/programs.
project/program 23




In AcqDemo at least 90 days or more immediately preceding September 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



Acqm
18 M

EDemo "

Pav Pool Manager . Pay Adjustments
A\‘/nnual Plann;gng / < CCAS Llfe CVC|e Effective
15t Full Pay Period
in January
Employee
» Completes Annual T
Self-Assessment DFAS
\ 4 Rating Official |
Contribution Planning — Initial =p Assesses and Rates
counseling and discussion with Employees DCPDS
employee: I
1. Career Path, Broadband Pay Pool Panel
Level, Expected I 1 > Determines Final Servicing
Contribution Criteria, : Closeout | OCS, PAQLs and Pay HRO
Factors (weights, if any) i Upon Change of i Adjustments
Discriminators, Descriptors ! Supervisor ! I
and Performance Appraisal e-ee- l———————————————————*' Pay P09| Manager CAS2Net
Quality Levels (PAQLs). Mid-Point Review N Apprqves Final OCS, PAQLs |t pay Transaction
(Employee Self-Assessment (Ratings of Record) and Files
2. Expected Overall and Supervisor Assessment) Pay Adjustments
Contribution Score (EOCS), I
Expected Contribution Rating Official
Range and Expected Informal, Frequent Communicates Final OCS,
Categorical Level that > Communication Between Rating ——)  PAQLs (Ratings of Record)
Correspond to Employee’s Official and Employee and Pay Adjustments to
Base Pay. Throughout the Rating Period Employees
OCT NOV DEC JAN FEB MAR APR MAY JUN JUL AUG SEP OCT NOV DEC JAN

* Beginning of Rating Period End of Rating Period * ---- Pay Pool Panel ---- 25ut



Acam
aa ol CASNet
BMDemo

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

e poD a9
] CAS?Net | €> AcgDemo <> DCPDS
https://caSZnet.armV.mI|/ Database Office DefenseD:tn:lslsrsrt:;rsonnel

!

User Modules

1 T~

Pay Pool Personnel Data  Offline Interface & Pay Pool Notices Contribution Plan and Assessments
Objectives

Personnel
Data Changes ’1'___ J Mid-Points

& Rating ;r i Closeouts

Hierarchy l ..;___H c— 1 l -.,..T_—.... | l l -.,...—_—.... =—| | Additional Feedback
& Reports EEEEETER -, EHEEEW -, EAEEEEW - 5 Annuals

Pay Pool Administrators Pay Pool Administrators 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/

j— CAS2Net Access

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
| | |
EDIPI* Required Prefix First * Required Midde Last * Required 6 Suffix
Co‘ Contribution-based Compensation
e o ,{i&e and Appraisal System
2 (CCAS)
4%
Emal *Reguied &?‘
Q\e Introduction and Overview
Can Access CAS2Net 20 I3 Demo Employee ((\ I3 System Owner I3 Regional Manager
ps® o 0
Can Be Supervisor Can Be Functional Reviewer Can’_Edl'n User History The following siides may be siightly different when you access CASZNet due to continuing refinement of CAS2Net.
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CAS2Net
Contribution Plans (Objectives)

()

General Information -]

Fiscal Year:
2021 v
SUﬁwisor Level 1: Supervisor Level 2: Sub-Panel Manager: PaI Pool Manaler:
Broadband Level: Occupational Series: Career Path: Expected OCS and Range:
I 0017 - EXPLOSIVES SAFETY NH - Business Management and Technical Management Professional 0-0-0

Confribution Planning Copy Objectives from Previous Plan [l ﬂ

Effective Date:

10-01-2020

Individual Objectives:

Characters: 0/6000° 4

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

Submit to Supervisor 1



CAS2Net

Supervisor - Review and Document Contribution Plan

hd

(samny ]

“Your Session will expire in 14:43 minutes. CISCO ROUTE -

Welcome to CAS2Net 2.0

User Notifications

10-25-2020 - Contribution Plan Submitted by Employee

Supervizor 1 Dashboard

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

1

H 90%

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 EI Next

(=]
29



CAS2Net

Supervisor - Review and Document Contribution Plan

ession will expire in 14:39 minutes. CISCO ROUT

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

Characters: 4T&/8000 4

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

Method(s) of Cc ication Date Communicated
[ Face To Face
E]Tele-;onfelence « s
[T video Conference ot itated By L Supervi
. CJ Email
Supervisors can 2
modify contribution
plans thru July 3. o
Modify Contribution Plan
Are you sure you want to unlock the contribution plan? If so, this will 1) Scroll to the bottom:
Clear the method of communication and date. ’
T — 2) Select date and method of
Every modification .
requires a review with communication and Approve, or
s EITPIDTER Sl 3) Return to employee for
documentation of the
review in CAS2Net. changes

30



CAS2Net
Employee Mid-Point Self-Assessment

M;]= CAS2Net 2.0 Your Session will expire in 8:38 minutes. DRAFT STATUS
Hlemo

Midpoint Assessment for DRAFT STATUS (o)

General Information

Midpoint Assessment Contribution Planning =
Contril Plan Effective Date:
‘ 10-01-2019 ‘
Contribution Plan(s) For Fiscal Year:

Contribution Plan - Effective 10-01-2019 - Approved - Communicated on 01-15-2020

Individual Objectives:

Design, create, and implement problem solving skills and provide solutiens 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 execuficn of the test mission through ication of p ional skills and k ledg

Job Achievement andfor Innovation

Employee Assessment

Has R i 20 | =1
B I U i= iz sl==== 1l

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 employees to AcgDemo.

TII4000 4
Auto Save Timeout: 300 *Character count may differ from Microsoft Word

Submit to Supervisor 1



Acam % 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 2.0

CAS2Net
Supervisor Mid-Point Review

CISCO ROUTE
Mission Support

Employee Assessment
Midpoint Azzessments

HAT: Provided a draft fransition guide for CECOM.

=
RESULT: The draft guide saved development and research time by the fransition team, which had a final guide out 45 days prior to conversion
IMPACT: Across the command. Successful conversion of 2 437 employees to AcgDemo.
Supervisor 1 Assessment
HQe Blall © # % | B
B I U =i =s=== H il
workforce.

Concur with employee's self assessment; the planning was detailed and informafive with execution meeting all milestones that significantly contributad to a successful conversion and a well informad

Auto Save Timeout: 159

Characters: 208/4000 4
*Character count may differ from Microsoft Word
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CAS2Net
Supervisor Documentation of Mid-Point Review

CISCO ROUTE

CASZ2Net 2.0 Your Session will expire in 13:18 minutes.

Individual Objectives:

=2
Supervisor 1 Approval

Midpoint Assessments
Method(s) of Communication Date Communicated
[ Face To Face 05-21-2021 &
[ Tele-Conference
[JVideo Conference Communicated By ™ Supervisor
[ Email ROUTE, CISCO
[ other

34



CAS2Net
Employee Annual Self-Assessment

Al:l]l CAS2ZNet 2.0 Wour Session will expire in 3:03 minutes. DRAFT 31

Blemo
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:

‘ 10-01-2019 ‘

Contribution Plan(s) For Fiscal Year:

Contribution Plan - Effective 10-01-2019 - Approved - Communicated on 01-15-2020

Midpoint Assessment For Fiscal Year:

Midpoint Assessment - Submitted

35
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ol @@ i
EDemo Employee Annual Self-Assessment

CAS2MNet 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 prefessional skills and knowledge.

Job Achievement andfor Innovation

“actor Descrption 3

Employee Assessfhent

Annual Assessment -
Haes e LA [; # e | Fh 4

B I U i=:

Charscters: 074000 4

Auto Save Timeout: 300 *Character count may differ from r\."lrd

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

if copying from MS Word)

AUtO Save Save Submit to Supervisor 1
Link to Factor Descriptions

Format Toolbar

Spell Check 36
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CAS2Net

Supervisor Annual Assessment with Recommended Scores

Acqm

| |
D

CAS2Net 2.0 Your Session will expire in 14:35 minutes. SANDRA BROCK ol

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

Job Achievement andfor Innovation

Factor Description

Employee Assessment

Categorical Score: MNumeric Score: Performance Score:

Annual Ass

Calert (TN -
Select Option lect Optior

1MH

2H
2L
2M

2MH v

H100% -
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= 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 3M78 PAQL 5
Communication and/or Teamwork 3H 79 PAQL 3

Mission Support 3M77 PAQL 3 38
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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., 2ML

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

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

CCAS Scoring
Categorical Scores

PAQL 5
PAQL 3
PAQL 3

Business Management and Technical Management Professional

NH-01 NH-02 NH-03 NH-04
19738 - 35338 30414 - 72487 66829 - 103309| 93907 - 143598
Pay at | Payat | Payat Pav at the P:Zea; ::e Pay at the Pla\zea; :ze Pav at the Payat | Payat | Payat | Payat | Payat | Payat
the Low [the Med |the High v 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 Range of End of [Range of| End of | End of |Range of| End of
of the Pay| Range of Range of |of the Pay
the Pay | the Pay | the Pay the Pay 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

*]

)

Score each FACTOR

CCAS Scoring
Numerical Scores

Job Achievement and/or Innovation 3M78 PAQL 5
Communication and/or Teamwork 3H 79 PAQL 3
Mission Support 3M 77 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

19738 - 35338 | 30414 - 72487 | 66829 - 103309 93907 - 143598
Categorical Scores

1L 1M 1H 2L Meztl:l\i/luLm- 2M Mztl:l/ill,ll-'m- 2H 3L 3M 3H aL AM 4H Verv High

Low | Medium | High | Low Medium . High Low |[Medium| High | Low |Medium| High y e

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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Business Management and Technical Management Professional

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

NH-01 NH-02 NH-03 NH-04
19738 - 35338 | 30414 - 72487 | 66829 - 103309| 93907 - 143598
Categorical Scores
1L 1M 1H 2L Mzg_/'L | 2™ Mzg/_'H | 2H 3L 3Mm 3H 4L aM AH | hon
Low | Medium | High | Low T_ole\J/m Medium ing:\m High | Low [Medium| High | Low |Medium| High [V "'8
Numerical Scores
0-5 [ 6-23 | 24-29 |22-29]| 30-40 [ 4150 | 5161 | 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
19738 - 35338 130414 - 54242 | 46083 - 72487 | 66829 - 103309
Categorical Scores
1L 1M 1H |2L|2ML|2M | 2MH | 2H | 3L 3M 3H aL | 4am 4H VH 2020 ACODEMO
Numerical Scores
05 | 623 | 2429 |22-29]|30-35 | 3640 | 41-46 | 4751 | 4351 | 5261 | 6266 | 6166 | 6778 | 79-83 | 95 BROADBAND TABLE
(Base Pay)
Administrative Support .
NK-01 NK-02 NK-03 CCAS hay a- scorung range
19738 - 35338 30414 - 48978 (41723 - 65976 from O to-100 for NH, O to- 83
Categorical Scores fOV NJJ WO to-61 fOY NK
i | 1M 1H | 2L 2M 2H 3L | 3Mm 3H VH withv Very High score of 115,
Numerical Scores 95 and 70.
0-5 | 6-23 | 24-29 [22-29| 30-41 | 42-46 | 38-46 [47-56| 57-61 | 70

41
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Performance Appraisal Quality Level (PAQL)

BDemo
Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation 3M78 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) PP E

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 ibution f bei da “1” bl ingi
evel - Lnacceptable objectives set forth in his/her contribution plan for the appraisal Outstanding COT‘IU-"I AdEniaEes en.1grate a1 {Unaccepta e}’ TEELLETT
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 separation in 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 MNumerical
High Score Levels Scores Score Range Score Range Score Range
High 115 95 70
Very High Score Medium 110 a1 67
Low 105 87 64
High 96-100 79-83 -
v Medium B4-95 67-T8 -
Low T9-83 61-66 -
High 7983 G256 57-61
i1 Medium 67-78 52-61 47-56
Low 61-66 43-51 38-46
High G2-66 47-51 42-46
I Medium High 51-61 41-46 -
Medium 4130 3640 30-41
Medium Low 30-40 30-35 -
Low 22-19 22-29 22-19
High 24-29 24-29 24-29
| Medium 6-23 [ G-23
Low 0-5 0-5 -5

Questions?

43
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44



Acom [F%
] g SMART Objectives
BDemo

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
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G 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? —

—3
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
* Objectives link employee’s work, work unit’s goal, and organizational mission
* Can the goal be accomplished with the resources, personnel, and time available?

* Is the 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 isimportant 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 willbe ~ Will you
be the... -Technical What will part of a/an your... work with...
-Functional you do... or will you
-Subject-Matter .
Task -Brief? work with Internal Funds?

. -Train? customer(s)? W)
Service Expert? Discuss? a/an... Time-
Project -Negotiate? External Personnel?

For what? _Ftc.? . 5
Program Etc.c Team? customer(s)? Equipment?:
Problem Will you... ertter? Branch? Facility?
Issue Lead? What wil Division? What Supplies?
: you write... _ 5
Concern Supervise? Report? Directorate? ~ Product(s) EtC.:
Etc. Mentor? -Analysis? PM? Service(s)
-Policy? PEO? Etc.
_th i -Procedures? 3
'F atyou Will you -Travel Orders? Staff. .
will work complete any Ete?. Office? ...will you
on? training? DoD provide?
AF/Navy/MC
47

Etc.




Acom
] [ﬁ Acquisition Coded Position Mandatory Employee

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 11).”

48
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mDemo 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
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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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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&!
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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

. Mission r
and/or Innovation and/or Teamwork BT Cre

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.

52
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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
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* 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, “/ 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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EE ©mo Supervisor Assessment
HDemo
Job Achievement Communication Mission S :
and/or Innovation and/or Teamwork Ission suppor

The supervisor

provides a written narrative on each contribution factor

begins narrative with “I concur with employee self-assessment”, “I
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)

58
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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 ~ reat superb tops unequaled 10



Acam % CAS2Net

N W . : 1 DA .
BDemo Supervisor Mid-Point Review

M CASINet 2.0 Wour Session will expire in 13:56 minutes.

CISCO ROUTE

e, Y
oV

(2
Employee Assessment (J\oS

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

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

&

IMPACT: Across the command. Successful conversion of 2 437 employees to AcgDemo.

Supervisor 1 Assessment

_ o
H -‘?.:t i VO\-/
== XU

oQ

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

eShH
workforce. 0(

Hg & ©laln

g

B I U !

.2eting all milestones that significantly contributad to a successful conversion and a well informad

(e ! Characters: 208/4000 4
Auto Save Timeout: 159 5 o *Character count may differ from Microsoft Word

o

. . . (RETES For Official Use Only (FOUD]
Closeout is completed upon a change in supervisor
during the rating period. Closeout is not the annual.
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Acqgm
am bl

EDemo

Basic CCAS

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

Job Achievement
and/or Innovation

Communication
and/or Teamwork

Mission Support

* 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 0
— 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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$142,180 _

$100,000 |

$80,000

$60,000

Basic Pay

$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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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 £

$0

Expected Contribution Range

0 Overall Contribution Score

Not To Scale

100

64



Ac:= @ Expected Contribution Range

BDemo

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 £|

$0 |

Not To Sclle l
I 100

0 Overall Contribution Score

65
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cg= [ﬁ 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
> — ] ] || ] ] || ] ] || | ] | || ] | .
© < Upper Rail
o
%) $60,000 -
7 SPL
3]
m )
$40,000 Lower Rail
$20 OOO 5 *0.92 *1.08
’ B Lower Rail [Upper Rail
60,928 | 71,524
$0 62,149 | 72,958
| 63,395 | 74,420
0 Overall Contribution Score 64,665 | 75,912
65961 | 77,433
67,284 | 78,985
What Rail Should We Use? UpperRail| SPL |Lower Rail 68,632 | 80,568
Approved OCS| 68 $ 82,183 | $76,095 | $ 70,008 70,008 | 82,183
Expected OCS / Joe's Base Pay| 68 S 75441 | $75441 | S 75,441 ;;'gzlé :’iig
Potential Salary Increase S 6742|S 654 |5 -5433 : :

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

— Normal Pay Range and CCAS Payout

While every OCS has three dollar values...

sz1e0 . the Army uses the value at the Upper Rail

Upper Rail

*0.92
Lower Rail

60,928

$100,000 |
$80,000
> — | | || || | || | | | || | | | | || | |
> <
a.
%) $60,000 |
"
0
$40,000 _
$20,000 ©
$0

62,149

63,395

64,665

65,961

67,284

68,632

70,008

71,411

0 Overall Contribution Score
What Rail Should We Use? Lower Rail
Approved OCS| 68 $ 70,008
Expected OCS / Joe's Base Pay| 68 S 75,441
Potential Salary Increase S -5,433

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

72,842
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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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These are the AcqDemo Career Paths,

Broadband Levels, Salary Ranges and Score Ranges

Business Management and Technical Management Professional

NH-01 NH-02 NH-03 NH-04
19738 35338 (30414 72487 | 66829 103309| 93907 143598
O .......................................................................................................................................... 100 for NH
Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04
19738 35338 | 30414 54242 | 46083 72487 | 66829 103309 @:
O ............................................................................................................... 83 for NJ
Administrative Support
NK-01 NK-02 NK-03
19738 35338 | 30414 48978 | 41723 65976
O ................................................................................ 61 for NK

What is your start point?
What is your employee’s start point?
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AC;I= | Expected Overall Contribution Score (OCS)

(usannr)
EDemo Expected Contribution Range

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

S e NOTIFICATION OF PERSONNEL ACTION

1. Name (Last, First, Middle) 2. Social Secusity Nustber 3. Date of Birth 4. Efective Dats

Contributor, Joe JOO-X-1111 e R e 1-24-2021

5 PayPlas S Oz Cods 100 Crades Lanal 11 SwspRate 12 Totad Salary 13. Pay Basn 15. Py Plas 17. Oec Cods 15 Grads Lauva] 12 SssnRase 0. Toea! Salary 11 PxyBai
GS 1102 12 04 $ 85,308 PA NH 1102 03 $ 87.474

114 Basiz Pay 115, Localioy Adj 11C. Adj. Basic Pay 11D, Crteer Pay 205, Localiey Adj 0. Adj. Basic Fay D, Comr Fay
$73.513 $ 11,885 $ 85398 $ 12,033 $87.474

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

L Home

® Supervisor

Fiscal Year:

2019 v
W Pay Pool Manager:
Expected OCS Munro, Cora Blaine, Rick
64 — 68 - 71 Career Path: Expected OCS and Range:
NH - Business Management and 64 -68-71
(64-65-66-67-68-69-70-71) Technical Management
o o Professional
Expected Contribution Range s
(Between The Rails)
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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 0CS 11/ 3 =3.67 Average Raw Score = 3 Fully Successful

Recommended Rating of Record

Recommended OCS and Recommended Rating of Record 1
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clq= @ Let’s follow Joe’s CCAS journey!

EDemo

Joe Contributor, NH-03, Base Salary $75,441

Contribution Planning for Joe Contributor
Contribution Planning
Year: 2021 =
Mid-Point Review Self
Assessment First Level Supervisor: Barry Burns
Closeout Assessment Broadband Occupational Series: Career Path: Expected OCS
: - Busi tand Technical :

Annual Appraisal Self Level: - NH- Business Managemen ar_w echnica Range:
V- " 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.



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

$142,180 -
$100,000 -
>
L. $80,000
Qs -
®» &  $60,000 -
(©
oM |
$40,000 - | 1
| |
$20,000 - | |
GS-1Step 1 * 1.08 * 1.020043 I I
GS-1Step 1*0.92* 1A0%§063 I I '
' Overall Contribution Score i Expected OCS | Not to Scale !

- - 100
64 ss6667 68 6370 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

Not to Scale I

' Overall Contribution Score
100

n
Expect:d 0ocCs

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;I= [ﬁ What happens when Joe is scored less than

BDemo his Expected Contribution Range (ECR)?
6@0&%
\9‘2’*;\3‘\\

((ﬂa\ N
$142,180 - RaNS2
$100,000 “A-Rating” Above the Upper Rail: R

> Compensation ABOVE contribution oo
L. $80,000
.9“”; | N _ N N N N B B B B B B B B B B B § | ---------El
n 8 $60,000 -
S e TPEt@0AATY S
o |
$40,000 - = | |
. | |
$20,000 - E | |
NS s 1 Step 1 : l
$0 | | |
' Overall Contribution Score | | | Not to Scale |
0 . 1 Expected OCS - 100
61 64 65 66 67 68 69 70 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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AC;I= %] What happens when Joe is scored greater than
m his Expected Contribution Range (ECR)?

BDemo

$142,180 -
$100,000 -
&
oy 90000 674694
-98 8 8 _ B B B _ B B B &8 &8 &8 B B B B8 B B §B §B §B _§ | ------EI
®35 $60,000 |
(4y] n |
o = “B-Rating” Below the Lower Rail:

$40,000 - = Compensation BELOW Contribution

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

$0

[
Not to Scale 100

73

Overall Contribution Score
Expected OCS

64 65 66 67 68 69 70 71

(%2

[y

w

—+

[¢)

©

[y
. B B N BN _§ |
L 8 N N N N BN |

OCS of 72 or higher

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



AG:I= Ed The Overall Contribution Score Will Dictate the

(m)

MDemo Eligibility for Compensation
$142,180 _
-8%
$5555
$100,000 |
7 +8%
$80,000 Above the Upper Rail
% = (Overcompensated — A Region)
o
ca: $60,000 | Betwee _
8 @@mpensated — C Region)
$40,000 _
$20,000 <
$0
I t To Scale l
0 Overall Contribution Score oo 100
Compensation | General Pay Increase | Contribution Rating | Contribution | Locality
Category Increase Award Pay
Can be given in full,
A (Above the Upper Rail) g . N (0] N (@) YeS
reduced or denied
C  (Betweenthe Raily) Yes Yes — up to 6% Yes Yes
B (Belowthe LowerRail Yes Yes — up to 20% Yes Yes 77




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

NH-02

NH-03 i i

NH-04

Categorical Scores

1L 1M
Low | Medium

1H
High

2L 2ML 2M

Low M- Medium
Low

2MH
Medium-
High

2H
High

Numerical Scores

is an NH-03

3L 3M

3H
Low §Mediumf§l High
—

4L AM
Low

4H

Medium| High

0-5 6-23

24-29

22-29( 30-40 41-50 51-61 | 62-66

61-66Q 67-78 |§79-83

79-83

84-95 |96-100

Yo

ission Support NH

NH Level I

29)

e Performs assigned tasks within
area of responsibility; identifies
situations to supervisor or other
appropriate personnel when
existing guidelines do not apply.

re Range 0 —

e Participates as a team member in

meeting customer needs.

e Productively plans individual time

and assigned resources to
accomplish tasks.

e Effectively accomplishes assigned

tasks.

NH Level IT (Score Range 22 — 66)

e Identifies and resolves conventional problems which may require
deviations from accepted policies or instructions.

e Initiates meetings and interactions with customers to understand
customer needs/expectations.

e Optimizes resources to accomplish projects/programs within
established schedules.

e Effectively accomplishes projects’/programs’ goals within
established resource guidelines.

Joe Contribwtor i/ya/NH—Bi\(

score of 68

.

Can be scored less than

NH Level ITI

(Score Range 61 — 83)

e Anticipates problems, develops
sound solutions and action plans
to ensure program/mission
accomplishment.

e Establishes customer alliances,
anticipates and fulfills customer
needs, and translates customer
needs to programs/projects.

e Identifies and optimizes resources .

to accomplish multiple
projects’/programs’
e Effectively accor
projects’/progr,

s.
hes multiple
goals within

Employee’s
contribution is
within his level

Can bé‘scored more tha

NH Level IV
(Score Rarige,79 — 100)

e Defines, integrdtes, and

implements strategi5 'di;e.ction
for vital programs with lofige .

. .
term impact on large numbers ofe, |

people. Initiates actions to
resolve major organizational
issues. Promulgates innovative
solutions and methodologies.
Assess and promulgate, fiscal,
and other factors affecting
customer and program/project
needs. Works with customer at
management levels to resolve
problems affecting
programs/projects (e.g.,
problems that involve
determining priorities and
resolving conflicts among
customers’ requirements).
Formulates organizational
strategies, tactics, and
budget/action plan to acquire
and allocate resources.
Optimizes, controls, and
manages all resources across
projects/programs. Develops
and integrates innovative
approaches to attain goals and
minimize expenditures.

Once yow

e e
detes .!L -
level, yow
decide Hrot
Joes
contribuwtion
shouwld be

.
‘e

Mission St'Jpport

3M 77

EEEEEEEEEEEEEEEE

Job Achievement
and/or Innovation

Communication
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=78

Recommended Overall Contribution Score

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

**Next Performance Appraisal Quality Level 20



Acam [ Evaluate Quality of Performance By Assigning A

. () . .
IDo Performance Appraisal Quality Level folt:' Ealch
actor

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

contribution results substantially and consistently surpasses the

Level 5 - Outstanding 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, withno contribution factor being rated a <174
his/her contribution plan goals and objectives. (Unacceptable), resulting in a rating of record that is a “3”.

Level 1 - Unacceptable Any contribution factor rated as “1”.

An employee’s performance fails to meet the expectations for
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
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Bl D Pay Pool Panel Process
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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 overal‘_xpectatlons 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

Contrbution
Planning

Mid-Font Revew
SelfAszezament

Clossoutself
Assessment

Annual Aopraisl
SelfAsessment

Reports

eDocuments.

Contrbution
Planning

Addiional
Fosdback

Mid-Pont Revew

Assessment
Annual Aopraisal
Reports

Documents.

Annual Appraisal for Joe Contributor

Year: 2018

e [ = o) M Aemaoe] e
B | s [ | e [ =
e B
R e

—— P Miskn e
S i P
[E—

S [

 Supensor Narrative s Complte = LockEmployee Sef Asesment

o st

CCAS SALARY APPRAISAL DOCUMENT FOR

BN S .

Categorical Score Numerical Score

Pay Pool
Manager

Pay Pool Administrator
(CAS2Net Superuser)

Director Director

Director Director

Expected Contribution Criteria

Performance Appraisal
Quality Level (PAQL)

Performance Appraisal Quality Level Criteria

|
Job Achievement and/or Innovation |

An employee’s quality of performance exhibited in achieving
his/her contribution results substantially and consistently surpasses

Produc |
Expected Contribution Criteria Level 5 - Outstandin . - :

timef s % | the factor-specific expected contribution criteria and the
supervi Communication and/or Teamwork | employee’s contribution plan goals and objectives.
knowes
the tech| E”E‘": Expected Contribution Criteria An employee’s performance consistently achieves, and sometimes
demors] Vission Support Level 3~ Fully Successful | exceeds, the factor-specific expected contribution criteria and
qualific
key acal :/:t:t;rlv Possesses an operational understanding of hisfher contribution plan goals and objectives
oemanst [0 organtsionalzols and o esandully An employee’s performance fails to meet the expectations for
ident complies with administrative polices, regulations

V] gthers o COMPIies with administrative policies, regulati quality of work and the required results for the goals and
as appre and procedures when performing job operations. Level 1 - Unacceptable

account Works with customersto develop a mutual

objectives set forth in his/her contribution plan for the appraisal

Tosner and
Technic Techaical | Adwinisrative
Management | Management | Support
)
o
Broadvand and Very | Categorial Nomerical | Nemerical
Scores || Score Range | Score Range | Score Range
5 i)
Very High Score I o1 o
52 o
Tos - -

v Partl: CCAS Salary Appraisal Form
=

o Name: Joe D Contributer Series: 0301 Appraisal Peri:
B E CAS2NetID: 1 Broadband Level: Ill From: 4-Mar-18
Z z Retained Pay:  No To 30-Sep-18

" oot Career Path: NH Nane

Approved By: Charles Allnutt, Pay Pool Manager Effective Date of Appraisal: January 1, 2019

' > Discuss evallation with empioyee and obtain signature confrming JISCUSSION. SIgNature of empioyee does not consttite agreement

- with CCAS appraisal

Date
Supervisor Print/ Sign Date
Employee Print/ Sign Date
2016 Appraisal Detail Eactor Cateqory Score Numeric Score PAQL
Overall Contribution Score 70 Job Achment & Innov 3n 72 5
Expected Contribution Score 68  Comm &/ Teamwork M 68 3
Expected Contribution Range B4-T1  Mission Support kL 88 El
Detta OCS 2
Rating of Record 3 Average Raw Score of PAQLs 367

Compensation Detail

$70,805 CurrentRate of Base Pay

+ 3 709 General Pay Increase 1.0%
+ § 1,978 CRI(SalaryIncrease) 279%
= 73492 New Rate of Basic Pay
+  §19.916 Locality Pay @ 2710%
= $93,408 New Total Salary

$ 1502 Contribution Award
2018 Expected Contribution Level

Expected Overall Contribution Score 69

Expected C Range 65-72

Privacy Act Statement 5522015 US.G)
LAUTHORTY: Se

D, Fezeral Rapsmer Neves ssmes lanuary 8, 1592,
s farm summares the snnusl sviuation ofanemplyers CEntRELTEn
sszeszment

3.ROUTINE USE: This form is 2 cemputer-genarates form thatis produced for sach

mioyee and eontaing the cueral ContRELEEN seEne and pace forthe sgnature SRS

221, the supenizor, 3nd the ampioyss. The aigns of this form wil ba maintsined in
szcordance with sgency procedures.

2.DSCLOSURE The information contained within this farm iz personsl in nature and s
resvicied 1o thass with spproprste permiasions. Informaton colected on this form
my be woed for ststssical snd impast ansiyss

Employee Compensation Region Chart
Approved Compensation Region c2

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

140000
120000
100000
80000
60000
40000

20000

0

0 20 40 6 80 100
Overall Contribution Score

andfor WOIKIE| understanding ofthir requiremens. Probes for oycle
assignef %3 detsil, s appropriste, and pays sttention to
crucial details of needs or requests. Monitors and
Workis| E%WH influences cost parameters of work, tasks and Ratingof Record Rating Criteria
auality| projects,
objectiv]_%**Y costand ;i B
o Level 5 The average score of the three PAQLs is 4.3 or greater, with no
T organization goal . contribution factor beingrated a “1” (Unacceptable), resultingin
decisiveness aree| Work is timely, efficient, and of acceptable Qutstanding . o wen
. 1] quality. Completed work meets project/program aratingof recordthatisa “5".
L objectives
I develops, motivat{ interactions enhance customer relations and The average score of the three PAQLsis less than 4.3, with no
embers inaccor| activelypramote rapportuith customers. Lovel 3 contribution factor being rated a “1” (Unacceptable), resuitingin
| System Principles| Resources are utilized effectivelyto accomplish Fully Successful ! IR d
personnel actions| mission. Flexibility, adaptability, and dec isiveness aratingof recordthatisa “3”.
organizationalgoa are exercised appropriately. T
ive, saf evel - =@
distributesworkand mpowers team members, | Uremeamehie Any contribution factor rated as “1”.

Remarks

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




Contribution and Quality of Performance Assessment
Consideration for Factor Scoring

Acom
o

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 ofthe 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
consistent with value of
the position

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

The employee’s
performance achieved
stated results/impacts/
benefits for project/
program/ftask/objectives
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 quality of performance exhibited in

achieving his/her contribution results substantially and

consistently surpasses the factor-specific expected

|
employee] 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




*]

m)

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.

*0.92 *1.08
0CS SPL Lower Rail Upper Rail
51 54306 49961 58650
52 55394 50962 59826
53 56504 51984 61025
54 57637 53026 62248
55 58792 54089 63495
56 59970 55173 64768
57 61172 56279 66066
58 62398 57407 67390
59 63649 58557 68741
60 64925 59731 70119
61 66226 60928 71524
62 67553 62149 72958
63 68907 63395 74420
64 70288 64665 75912
65 71697 65961 77433
66 73134 67284 78985
e 74600 68632 80568
@ 76095 70008 82183
09 77621 71411 83830
70 79176 72842 85510
71 80763 74302 87224
72 82382 75791 88972
73 84033 77310 90756
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Ac.q= 5] Contribution & Compensation

EDemo Pay Pool Funding
* 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 CRI is 2.4%.

e Subseguent 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. /\

/ Base Salary
Contributor, Joe| $75,441
Blaine, Rick $60,568
Munroe, Cora\ | $73,860
Wayne, Bruce\| $74,999
Sayers, Rose $75,342

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

Total Base Salaries = $360,210

Example is using 2021 SPL/NPR Table, rate of pay and locality rates. 88



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.

Total Base Salary * CRI Funding Level = CRI Pool
S360,210 * 2.26% = S$8,141

Total Adjusted Basic Salary * CA Funding Level = CA Pool
S417,664 * 90% of 1.5% = 55,638

(with Locality) $417,664 * 1.5% = $6,265 * 90% = $5,638

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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Demo

Contribution & Compensation

Payout Calculations

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

4. Enter approved OCS and Target Salaries.

5. Determine the Delta OCS and Delta Salaries.

(Target Salary — Base Salary = Delta Salary)

*0.92 *1.08

ocs| SPL . .
Lower Rail [Upper Rail

Base Expected | Approved | Target Salary 61| 66,226 | 60,928 | 71,524

Salary OCS OCS 62| 67,553 | 62,149 | 72,958

Contributor, Joe $75,441 68 70 $85,510 gz jﬁgg; Zizzg 333?3
Blaine, Rick $60,568 57 61 $71,524 = 71:697 65:961 77:433
Munroe, Cora $73,860 67 68 $82,183 66| 73,134 67,284 78,985
Wayne, Bruce $74,999 68 68 $82,183 67] 74,600 | 68,632 | 80,568
Sayers, Rose $75,342 68 67 $80,568 b B MR, B
69| 77,621 | 71,411 | 83,830

70| 79,176 | 72,842 | 85,510

Approved | Expected Target Base Delta

OCS OCS Salary Salary Salary

Contributor, Joe 70 68 $85,510 $75,441 $10,069
Blaine, Rick 61 57 $71,524 $60,568 $10,956
Munroe, Cora 68 67 $82,183 $73,860 $8,323
Wayne, Bruce 68 68 $82,183 $74,999 $7,184
Sayers, Rose 67 68 $80,568 | $75,342 $5,226
$401,968 $360,210 $41,758

6. Calculate total positive Delta Salary.

Total Positive Delta Salary = 541,758
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Sheet1

				 Base Salary		Expected OCS		Approved OCS		Target Salary 						Expected OCS		Approved OCS		Delta      OCS		 Base Salary		Target Salary		Delta Salary

		Contributor, Joe		$75,441		68		70		$85,510				Martin, Benjamin		39		42		3		$38,487		$44,247		$5,760

		Blaine, Rick		$60,568		57		61		$71,524				Blaine, Rick		59		61		2		$57,123		$64,511		$7,388

		Munroe, Cora		$73,860		67		68		$82,183				Munroe, Cora		69		70		1		$69,544		$77,126		$7,582

		Wayne, Bruce		$74,999		68		68		$82,183				Wayne, Bruce		47		45		-2		$43,302		$46,962		$3,660

		Sayers, Rose		$75,342		68		67		$80,568				Sayers, Rose		69		63		-6		$69,877		$67,123		($2,754)








Sheet1

				Expected OCS		Approved OCS		 Base Salary		Target Salary						Approved OCS		Expected OCS		Target Salary		 Base Salary		Delta Salary 

		Martin, Benjamin		39		42		$38,487		$44,247				Contributor, Joe		70		68		$85,510		$75,441		$10,069

		Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$71,524		$60,568		$10,956

		Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$82,183		$73,860		$8,323

		Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$82,183		$74,999		$7,184

		Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$80,568		$75,342		$5,226

																				$401,968		$360,210		$41,758






Contribution & Compensation
Payout Calculations

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

S2E—

Total Positive Delta Salary of $41,758

$8,141 + $41,758 = 19.4951% of Positive Delta Salary for CRI

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

A Pool Total Positive Delta Salary of $41,758

5,638

S5,638 + $41,758 = 13.5027% of Positive Delta Salary for CA
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Contribution & Compensation
Payout Calculations

8. Calculate approved CRI and CA.

Approved | Expected Target Base Delta
OCS OCS Salary Salary Salary
Contributor, Joe 70 68 $85,510 $75,441 $10,069

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

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

$10,069 X 19.4951% =

$1,963

$10,069 X 13.5027% =

$1,360
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Sheet1

				Expected OCS		Approved OCS		 Base Salary		Target Salary						Approved OCS		Expected OCS		Target Salary		 Base Salary		Delta Salary 

		Martin, Benjamin		39		42		$38,487		$44,247				Contributor, Joe		70		68		$85,510		$75,441		$10,069

		Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$68,069		$57,694		$10,375

		Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$78,213		$71,239		$6,974

		Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$78,213		$72,414		$5,799

		Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$78,213		$71,796		$6,417

																				$388,218		$348,584		$39,634
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EDemo

Compensation from the Pay Pool

Approved | Expected | Target Base Delta |Computed | Computed
0CS OCS Salary Salary Salary CRI CA
Contributor, Joe 70 68 $85510 | $75441 | $10,069 | $1,963 | $1,360
Blaine, Rick 61 o7 $71524 | 960,568 | $10,956 | $2,136 $1,479
Munroe, Cora 68 67 $82,183 | $73860 | $8323 | $1,623 | $1,124
Wayne, Bruce 68 68 $82,183 | $74999 | $7,184 $1,401 $970
Sayers, Rose 67 68 $80,568 | $75,342 | $5226 | $1,019 $706
$41,758 | 19.4951% | 13.5027%
s =5
====—""" All the CRI and CA Pool Dollars are

N

CRI Pool
U 58,141
~

Example is using 2021 SPL/NPR Table, rate of pay and locality rates.

distributed!!!

8 CA Pool
U S$5,638
~




Sheet1

				 Base Salary										Expected OCS		Approved OCS		 Base Salary		Target Salary						Approved OCS		Expected OCS		Target Salary		 Base Salary		Delta Salary 		Computed CRI		Computed CA

		Martin, Benjamin		$38,487								Martin, Benjamin		39		42		$38,487		$44,247				Contributor, Joe		70		68		$85,510		$75,441		$10,069		$1,963		$1,360

		Blaine, Rick		$57,123								Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$71,524		$60,568		$10,956		$2,136		$1,479

		Munroe, Cora		$69,544								Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$82,183		$73,860		$8,323		$1,623		$1,124

		Wayne, Bruce		$43,302								Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$82,183		$74,999		$7,184		$1,401		$970

		Sayers, Rose		$69,877								Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$80,568		$75,342		$5,226		$1,019		$706

																																		$41,758		19.4951%		13.5027%

																																				$8,141		$5,638

																										$360,210		$8,141		ERROR:#REF!

				 Base Salary

		Martin, Benjamin		$38,487

		Blaine, Rick		$57,123

		Munroe, Cora		$69,544

		Wayne, Bruce		$43,302

		Sayers, Rose		$69,877



		Total Base Salary =		$278,333		2.40%		$6,680

						1.300%

						90%		$3,256
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bd
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Compensation from the Pay Pool

BDemo
Plus
Locality Total
Approved | Expected Base Approved | New Base (RUS Adjusted

0CS 0CS Salary 1% GPI CRI Salary 15.95%) | Basic Pay CA
Contributor, Joe 70 68 $75,441 $754 $1,963 $78,158 $12,466 $90,625 $1,360
Blaine, Rick 61 57 $60,568 $606 $2,136 $63,310 $10,098 $73,356 $1,479
Munroe, Cora 68 67 $73,860 $739 $1,623 $76,221 $12,157 $88,378 $1,124
Wayne, Bruce 68 68 $74,999 $750 $1,401 $77,150 $12,305 $89,455 $970
Sayers, Rose 67 68 $75,342 $753 $1,019 $77,114 $12,300 $89,414 $706

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



Sheet1

				 Base Salary										Expected OCS		Approved OCS		 Base Salary		Target Salary						Approved OCS		Expected OCS		 Base Salary		1% GPI		Approved CRI 		New Base Salary		Plus Locality (RUS 15.95%)		Total Adjusted Basic Pay		CA

		Martin, Benjamin		$38,487								Martin, Benjamin		39		42		$38,487		$44,247				Contributor, Joe		70		68		$75,441		$754		$1,963		$78,158		$12,466		$90,625		$1,360

		Blaine, Rick		$57,123								Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$60,568		$606		$2,136		$63,310		$10,098		$73,356		$1,479

		Munroe, Cora		$69,544								Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$73,860		$739		$1,623		$76,221		$12,157		$88,378		$1,124

		Wayne, Bruce		$43,302								Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$74,999		$750		$1,401		$77,150		$12,305		$89,455		$970

		Sayers, Rose		$69,877								Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$75,342		$753		$1,019		$77,114		$12,300		$89,414		$706

																																		$0

				 Base Salary																														$0

		Martin, Benjamin		$38,487																														$0

		Blaine, Rick		$57,123																														$0

		Munroe, Cora		$69,544

		Wayne, Bruce		$43,302

		Sayers, Rose		$69,877



		Total Base Salary =		$278,333		2.40%		$6,680

						1.300%

						90%		$3,256






Partl: CCAS Salary Appraisal Form

Name: Joe D Contributor Series: 0301 Appraisal Period:
CAS2NetID: 1 Broadband Level: Il From 1-Apr-18
Organization: Retained Pay:  No To: 30-Sep-18
Career Path: MNH Presumptive: Nong

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 Cateqgory Score Numeric Score PAGL
Overall Contribution Score 70  Job Achment & Innovation M 72 5
Expected Contribution Score 68 Communication & Teamwork 3m B3 3
Expected Contribution Range 84-71  Mission Support M [ 3
Rating of Record 3 Average Raw Score of PACOLs 367

Compensation Detail

$71,795 Current Rate of Base Pay

+ § 719 General Pay Increase 1.0%
+ % 1,909 CRI(SalaryIncrease) 2.66%
= $74,423 New Rate of Basic Pay

+ $11,439 Locality Pay @ 15.37%

$25,262 MNew Total Salary
$ 1502 Contribution Award

2018 Expected Contribution Level

Expected Overall Contribution Scare 69
Expected Confribution Range G5-72

Privacy Act Statement (5522075 US.E)

1. AUTH Saction ULD, Federsl Register Notics dited lanuary B, 1
This form summaries the annual svahuation of an emplopes
theaugh asseszment.

3. ROUTINE USE: This form is 2 computer-generated form that is produced for esch
amployes and contains the oversll contribution score and space for the signature of the
BRI, the superviszs, and the amployes. The original of this form will ke maintzined in

4. DISCLOSURE: The information contsined within this form is personal in nature andis
restrictad to those with appropriste parmissions. Information collacted on this form
may be ussd for statistical and impact analysis.

Employee Compensation Region Chart
Approved Compensation Region c2

The graph plots the employee’s current base salary versus
the final OCS relative to the rails and standard pay line
(SPL}); relating contribution to compensation. The top and
bottom lines are the Upper and Lower Rails, respectively.
The middle line is the SPL. Region Ais abovethe Upper
Rail. Region B is below the LowerRail. Region Cis onor
withinthe rails. Compensation regions determing the
availability of salary increases and awards. The point on
the graph below is the employee’s appraisal result.

140000
120000
100000 -
80000 -
50000 /’
40000 - e
20000 =

0 T T T T T
0 20 40 60 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

$75,441
$754
$ 1,963

Current Rate of Base Pay
G Increase 1.00%

CRI Increase 2.60%

$78,158
+$12,466

New Rate of Basic Pay

Locality Pay @15.95%

$90,624
$1,360

New Total Salary

Contribution Award

95

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



e Results of the Annual Appraisal

CCAS SALARY APPRAISAL DOCUMENT FOI
NAME: Joe Convibuer RATER: Cors Mo ORG: 000X
Brostband Levet Occapation Seies Career Pa: A% - -
- S S CCASSALARY APPRATSAL DOCUMENT
Tecanieal Memagement Prosessionsl
NAME: Toe Consibuar RATER: Cors Mizro oRG: 000X
Contribation Planaing: Braaband Levet Occupation Serie Career Pat:
o301 NE-B ocs
— T Techuical Management Professioul 7
CCAS SALARY APPRAISAL DOCUMENT FOR e e
Naate: Joe Contibtor RATER: CoraMiaro ore: T
BrosdbandLeve Occopatona Series: CoreerBa ocs Mission Support
m 0301-Specialist/Analyst NH - Business Management 70 = = [
Technical Mamagement pbey _ - - : >
CCAS SALARY APPRAISAL DOCUMENT P p end servces
vides for 3 beter
Contribution Planning:
\L;VDUOR\ OBJECTIVES NAME: Joe Contributor RATER: Cora Munro ORG: 3000 sformance to the R4 md
[ OccpatinaSres [— ocs s e
mm\mluomcmn Com pletEd m 0301 - Specialist/Analyst NH - Business Mmagement and 70 e
Factor 1. PROBLEM SOLVING Level I Techmical Menagement Professional fasinisiation.
Work is timely, effcient, and of acceptable quality. Com H H
bl o e ontribution Plan e,
Mﬂmﬁr‘us mh«dsmly:haﬂmmme y Communication and/or Teamwork les, SOWs. QASPs for
‘across multipl s & AT prusward retews, posaws s st visis snd bow to wite
P & precedents . RE: that the KO, COR. Conmactor and
= = [ mmq..m, ienens A L e B FCO s ol » i b Cots o o2 afordaste ot
R ——— on 2nd reslistic ich assst e KO’ and CORs i contractadnnisration. W have aret teamowock and plamentad by KO,
Partl: CCAS Salary Appraisal Form eration and CCAS SALARY APPRAISAL DOCUMENT FOR 7 Quantity 12d
Name: Joe D Contrbuar Series: 0307 Appraisal Penud- NAME: Joe Conzibmar RATER: Cors Muo P— emmons
caszet: 1 Broadband Level: From -Apr-18 bt isses Loty reports, o oner
Organization: Retained Pay:  No To 30 Sep-18 Jpauwork. Leads and. Broaband Level Occapational Series: Career Fati: ocs e frve distely.
Career Path: NH Presumptive: __ None m 0301 - Specialist/Anslyst NE - Business Mumagement mnd. 70 OW, QASP, QCPs md
Techical Menagemen: Professional bneduies
‘Approved By: Charles Allnutt, Pay Pool Manager Effective Date of Appraisal: January 1, 2019 hoes 2 PWS, PRS, and
Discuss evalualion i employes and oblain Sigralure confiming dmcussion. Signatire of empioyes oes nol constiute agreement [P and actvely PART II: Emploves & Supervisor Assessment e sware har am here
with CCAS appraisal precions
= = = Categorical  Numeric
f approacies 1o S ‘Seare bieedi. Alsabve proper
feccs to programs - -
pate [ fo cevelop and Job Achievementand/or Innovation am - A—
fe conflict among EMPLOYEE SELF-ASSESSMENT: - bt tney fure.
Supervisor Print Sig Date BT R of P75, 225 bl SO QASPs CP s Sty P o560 o aions. oddess their individual
IRESULT Thot the 74 37 and it e ey
qualy, nd amelaess. Also mnned ot s ler from
[— = z
Employes Print/ Sign Date bt to mission = = . e e comsimaty
2018 Appraisal Detail Factor Cateqory Score Numeric Score pAQL [iencifyiz oversight thit
ovartCompton Score 70 Lo e oion 0 = E — epees omplete Annua ercaszscns - I
Expected Contribution Score 68 Communication & Teamwork s 68 3 w;mv-vnm Brpac o i ves et g
Expected Contribution Range 8471 lission Support an 68 3 Jand har W are
lcomplese S If A t 12 is being a
bwill e 3m 67
— . = elr Assessmen ==
hesob 51 wer conzact ormpiered.
= y cost, 1na. aware of e the start of each monts.
ompensation Detail Employee Compensation Region Chart contaad. an d o et of s ot
Approved Compensation Region c2 ekt —— o
871785 Curent Rate ofBase Pay e sra postne enloee'scurantbasesaaryversus [iPECEITT Dl Digial Sweacon
+'5 719 GeneralPaylncrease 10% the malOCS relative o he rais and stancard pay e ez ACC .
. (SPL) reing conirbuton o compensatin. The top and ipact C | t d S o as
£5 1800 ORI Galaylncrsass) | et e R ey R omplete upervisor
74,423 New Rate of Basic Pay Themade meis e S8 Fegon Aschoieine Uoper ResvLT odardized what
511430 Locality Pay e 15a7% ai. Region B & below the LowerRall Region C & on or corsrinn: o, S
T withinthe rais. Compensation regions determine the oy, adgpabiiy * ry
$65,862 New Total Salary iy of sar PEdt s jsrveilas A A t e CORs s mont
: availabify of salary ncreases and awards, The point on
| S5 oSy = nnual Assessment .
DPacT 10 dae and below
lcompiete .0 mcures pomng s 1 e o KL aner e =
2018 Expected Contribution Level 40000 | WHA L
120000 [RESULT.I v assisied CORs, Co 0% i formnlsing Contract : Leters of Concern, 68
Shovs Ca norizes, Core monices for s PRCO, DRCO and Yengean. Tt b e denifad
Expected Overall Contribution Score 59 100000 - t
Ecpocted Conribution Range 5572 IDMPACT-This s fat e govecastent i eceiving (he Supply o service s equized by he conzact
Statement “‘1) of 5USC] aoo00 SUPERVISOR ASSESSMENT:
e o e aniary 8,19%8. 50000 e 0 ni iy . PRS ¢
e o o i oo <fon onporets sonion e s
N 40000
contouton o ,,,5;,:::) e caran o the 0000 08 has tained 175 CORs at two RCOs on "How to be COR prepes con.
The information contained within this form is personal in nature andis 0 I .
e e i oo periatana, Aot et e a e 20 4 e & 1m0 il y of Montily Report. Tos has developed proceses tat
< Tor i st s rSves. OF monialy ¥ £ ACO a1y
7y o wnet for et n maes Overall Contritution Score opor 3 other RCOs aad in HQ Toussea.
Remarks ey i, T e o s s ey s T
Communication and/or Teamwork M 69
EMPLOYEE SELF-ASSESSMENT: —— Y|

Example is using 2020 SPL/NPR Table, rate of pay and locality rates.
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Partl; CCAS Salary Appigfiial Form

Mame: Benjamin Martin Series: Appraisal Period:
SSAN: kA Broadband Level: " 1-0Oct-01
Organization: PM YWidget Retail 30-Sep-02
Career Path: NJ Presu Mone
Discuss evaluation with employee e confirming discussion. ure of employee does not
constitute agreement with CCAS ap)

Fenirnore Coaper .ZEVNDVVDT

Pay Pool Manager Date

Upper Rail OCS

SPLOCS ° °
ower Rail 0CE
R rievance Policy and Procedures
The graph plots the Emplayee Apprais
line: (SPLY and rails. The top and batto urrent Rate of Base Pay
Lower Rails. The micidls line is the 210%
Employee Appraisal 1%
140,000
32 Locality Pay @ 11.48%
20000 40 New Total Salary
100,000 "
12 Contribution Award
$80,000
560,000 Partl: C‘Salary Appraisal Form Page 2
$40,000
$20,000 Benjamin Martin eries: \ 2005 Appraisal Period:
adband Level: || From 1-0ct-01
Retained Pay. Mo Tor 30-Sep-02

30

Career Path: NJ Presumptive:  None

0 20 40 &0
Overall C

Privacy Aet Statement (525 of 5 US 5]
1 AUTHORITY: Suction ILD, Federal Register Notice dated Janwary 8, 1999,
2. PURFOSE: This form cummarios the annual evalvation of an employes’s contribution

actor Category Score Final Score

3. FDUTIVE USE: Thiz farm iz 3 camputer-ganerated Form hat i pra-ducad for asch amp Problem Solving I 60
PP st gl Tl ol ol miidis Teamuors 3 &
thiz inaturs and is nf Customer Relations kL) £
Leadership M 56
Communications 3 50
Resource Managerment M 50
ocs 56
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CCAS Grievance Process

 Employee may grieve:

» Overall Contribution Score / Factor Score(s)
Rating of Record
Narrative Annual Assessment

YV V VY

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
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Grievance Process Administrative Procedures

Employee
Decides to Grieve

(15 Calendar Days After Receipt of Part I)

to Pay Pool Manager

Supervisor Makes
Recommendation

Employee

N Update CAS2Net

as applicable

Employee
Revise Parts |, Il / ploy

as applicable

Revise Personnel Action(s)
> )
as applicable

Approved
or Approved with
Pay Pool adjustments K
Manager Inform If Employee
Fovbes Panlel oyt Employee Disagrees * Calendar Days
E?Dai)s‘ Denied I
Within 15 days™* of Receipt of
Written Decision, Submit Request
for Final Review
Vv
Update CAS2Net Appeals to
as applicable Next Higher Official
Revise Parts . Il 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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NH NJ NK Total
|Rail Zone Number  Percent | Number  Percent | Number Percent| Number  Percent Definition of Rail Zone
A 12 0.1% 0 0.0% 0 0.0% 12 0.1% Inappropriately compensated abave the rails
c1 2,631 21.7% 19 8.7% 40 15.6% 2,690 21.4% Appropriately compensated between the rails > SPL
c2 8,759 72.3% 147 67.1% 194 75.8% 9,100 72.3% Appropriately compensated between the rails <= SPL
B 712 9.9% 53 24.2% 22 8.6% 787 6.3% Inappropriately compensated below the rails
Total 12114 100.0% 219 100.0% 236 100.0% | 12,589 100.0%

Number of . - .
Employees Rating of Record Distribution
Mot Rated 1 3 5 1 3 5 Modal RoR
Entire Population: 380 40 5,695 6,474 0.3% 46.6% 53.0% 5
MH 370 38 5,427 G279 0.3% 46 2% 53.5% 5
MJ 2 0 118 a9 0.0% 54 4% 45 6% 3
Mk a8 2 150 2151 0.8% 60.5% 38.7% 3
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Delta OCS
6000
5000 4802
4000
3000 2684
2276
2000
1384
1000
580
356
1 1 1 1 1 3 12 =27 55 119 I [ 113 76 50 14 22 3 a 2 1 1
) J— — - - — — —
-25 -13 -10 -8 -7 -5 -4 -3 -2 -1 O +1 +2 +3 +4 +5 +5 +7 +8 +9 +10 +11 +12 +13 +14 +18

Overall Average Delta Score 1.4
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Payout Statistics by Group
(Presumptive due to time excluded)
--- Averaged Across Only Those Receiving the Payment ----
Averagg CRI (Salary) In_crease 1 A\(erage (:arryove‘r1 A\{erage CA Awarq 2

Number of

Employees i Average Delta| ~ Number | Number Number | :

Analyzed | Average OCS ocs Receiving | $ i % Receiving $ ; % Receiving | $ : %
Entire Population: 12209 80.0 ‘ 1.4 9282 | %2020 | 2.22% 3605 | $2,059 | 1.85% 12183 | $2613 | 2.19%
Career Path
NH 11744 81.0 1.4 8889 $2,057 2.23% 3514 $2,087 1.85% 11720 $2,651 2.19%
NJ 217 65.7 2.6 171 $1,585 2.44% 15 $1,122 1.50% 217 $2,010 2.26%
NK 248 46.3 1.3 222 $886 1.83% 76 $958 1.89% 246 $1,340 2.25%
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Questions?

104



*]

m)

Step Increase v CRI

Partl: CCAS Salary Appraisal Form

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
Career Path:_NH None

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 of employee does ot consttute agreement
with CCAS appraisal

Date
Supervisor Print Sign Date
Employee Print/ Sign Date
2018 Appraisal Detail Facior Cateqory Score Numeric Score  PAQL {: t D t i I

CrratCommboon Sere 0 smscmen o 3 b : ompensation Letal
Expected 88 C n & Teamwork £ 53 3
Expected X ort £ 68 3
Rating of R d 3 Average Raw Score of PAQLs. 367

571,795
719
1,909
$74,423
511,439
$85,862

5 1,502

Current Rate of Base Pay
General Pay Increase
CRI(3alary Increase)
Hew Rate of Basic Pay
Locality Pay

Hew Total Salary
Contribution Awarg

ployee Compensation Region Chart

Appraved Compensation Region c2

$71,795 CurrentRate of Base Pay

- § 719 General Payincrease

[+ $ 1,000 CRI(salay Increase)

= $74,423 New Rate of Basic Pay T

- $11.439 LocaliyPay @ ai Re $‘

- $85862 NewTotal Salary
§ 1,502 Contribution Award

s the employee's current base salary versus
© 10 1he rals and standard pay Ine

140000
120000 o

Expected Overall Contribution Score 69 100000 4
Expected Contribution Range 65-72

a0000
s0000 i

40000 =

20000 ==

0

0 20 4 60 80 100
Overall Contribution Score

Remarks

Year(s) to Next Step Increase
Step 4 Step 5 Step 6 Step 7

Step 1 Step 2 Step 3

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 Basis

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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