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Presenter
Presentation Notes
AcqDemo is a demonstration project and is governed by the Federal Register. Demonstration projects are temporary in nature and typically have a 5 year life. We receive our authority to operate from OPM who extends that authority. AcqDemo was created in 1999, so we are currently in our 21st year of extensions. There are currently discussions at the OSD/OPM level to transition AcqDemo to permanency, so more to follow. 



Anti-discrimination
laws

Prohibited 
personnel practices

Allowances
& travel/

subsistence 
expenses

Work Schedules

Merit system 
principles

Whistleblower 
protection

Fundamental due 
process

Benefits, retirement, 
health, life, and 
other benefits

Leave

Veterans’ preference

No Changes by Being AcqDemo

Stay the same, no 
change by AcqDemo
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Presenter
Presentation Notes
What is not changing?  Many of the fundamental benefits of DoD employment:  Leave, Work Schedules, …..





CAS2Net

Contribution-Based 
Compensation & 
Appraisal System 

(CCAS)

Acquisition 
Demonstration

AcqDemo
New Terms
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Career Paths
(NH, NJ, NK)

Broadband Levels
NH-I NJ-I        NK-I 
NH-II NJ-II       NK-II 
NH-III       NJ-III      NK-III 
NH-IV       NJ-IV

Presenter
Presentation Notes
What is changing? You will no longer by in DPMAP or a GS employee, instead you will be under the Acquisition Demonstration project. That is a contribution based compensation and appraisal system or affectionately known as CCAS. We use a web based tool to house all of our employee documents that are collected throughout the rating period for up to 5 years. You will no longer have a GS career field, but would fall in one of three career paths either NH, NJ, or NK depending on your occupational series. The occupational series remains unchanged, but compensation for your occupation transitions from stagnant grades and steps to fluid broadbands that encompass a range of salaries. Your PD will also change to a PRD or positions requirements description and your rating assessment is no longer done in MyBiz, but in our web based tool known as CAS2Net.





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

Determining Career Path / Broadband Level
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NH NK

0301 0343 0855 1102 0318

0340 0346 0861 1106

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

Presenter
Presentation Notes
You can see the broadband levels. Level 1 is gs 1-4, level 2 is 5-11 or 5-8 or 5-7 depending on the career path…..our federal register shows which career should align under which career path. All the 301, 343, contracting officers are NH, anybody with technician in the name is in NJ. Any admin support is NK and that is clerical. Throughou this slide we will follow a notional employee his name is joe. He is currently a gs 12

To determine your career path and broadband level, we must first look at appendix C of the federal register. That section crosswalks all occupational series to one of the three career paths. After we look up your career path in regards to your occupational series, we then take your base salary and compare that to the various salary ranges for each broadband. The broadband range that encompasses your salary becomes your broadband level.
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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

GS-1102-12, Contracting
NH  NJ  NK

 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 III 

Determining Career Path / Broadband Level
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Presenter
Presentation Notes
So when joe converts to acqdemo he converst to NH 3

For example, a GS-1102-12 employee would fall under the NH (business professional) career path IAW the federal register. Because this employee was a GS12, they would fall under broadband three because that broadband encompasses GS12/1 all the way to GS13/10 salaries.
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		III		GS 12 - 13		GS 9 - 11		GS 8 - 10

		IV		GS 14 - 15		GS 12 - 13
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Buy-ins

What is the Buy-In?
• The buy-in is an ADJUSTMENT to the 

employee’s base salary for step increase and 
non-competitive career ladder promotion.

• The buy-in will be computed based on the 
current value of the step or promotion 
increase and a prorated share based upon the 
number of weeks an employee has completed 
towards the next higher step or grade.
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Presenter
Presentation Notes
Your organization wil pay uuour a prorated amount for the amount of time you spent waiting for the next step. We call that the buy in and that is applied to your account when you convert.

GS Employees typically wait 2 or 3 years to receive a salary AKA step increase, whereas AcqDemo employees typically receive a salary increase every year. To get the GS employee caught up with their AcqDemo peers, AcqDemo offers a Buy-In. The buy-in is a one time adjustment to the employee’s base salary to compensate them for the time they spent waiting for the next higher step. 



Buy-ins

No Buy-In if:
• 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  
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Presenter
Presentation Notes
No buy in for step 10 because there is no step 11. if you are on retained grade you exceed the top of the BBL. Those on PIP and cant even come into acqdemo until you complete the pip

The Buy-In is only for those employees who were waiting to receive their automatic salary increase. Therefore, no buy-in is given if: 1. the step increases are being withheld due to less than successful performance; employee is on retained pay; or if they are already at the step 10. 



Step Buy-In Procedures

• Buy-in  Full Employee Protection Approach

• Locality Adjustment—Added After Base Salary Is 
Computed

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

[(time in step / time between steps) x step increase] 
+ current salary = new AcqDemo base salary

52 Wks 52 Wks 52 Wks 104 Wks 104 Wks 104 Wks 156 Wks 156 Wks 156 WksPercent of 8

2021 Locality Rates
Rest of U.S. - RUS 15.95%

Presenter
Presentation Notes
We take the value of your base salary and value of your



Step Buy-In Example

• GS-12/Step 4, Series 1102 (Contracting)

• 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 + $1,928 = $75,441
Then compute Locality Pay $75,441 * 15.95% = $12,033
$12,033 + $75,441 = $87,474

• Nominal time between Steps 4 and 5 = 104 weeks.

(This example uses the 2021 General Schedule Salary Table w/o Locality.) 9

2021 Locality Rates
Rest of U.S. - RUS 15.95%

Presenter
Presentation Notes
Right joe is a 12/4. it takes 104 weeks to go from 4 to 5. we know his baase pay. We know the value of the step increase. We take 90 of 104 weeks and multiply that by the value of the step. He gets 1909 dollars added to base pay then locality on top of that. That will happen to all of you entering acqdemo. It will show you an SF50 that will show what your new oay is.



Conversion Tool for WIGI Buy-in
https://acqdemo.hci.mil/acqdemoconversioncalculator.html
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To calculate your WIGI Buy-in, you will need:
1. 2021 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

Presenter
Presentation Notes
We don’t have to do it by hand. We have a tool available on the acqdemo website. You need the sf50 with your last regular within grade increase. QSI doesn’t count. You need your most recent SF50, possibly something you get in your DPMAP apprials in 31 march or GPI you got in Jnuary. Then you need to know your conversion which is 21 june 2020. after you plugh all that it, it will tell you your career path, buy in, and new adjusted base pay will be. 



Conversion SF-50
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1-24-2021

$ 85,398

$ 85,3981102 1102

$ 75,441 $ 87,474$ 12,033

$ 87,474

$ 11,885$ 73,513

6-23-2021

$ 99,741

$ 100,7391102 1102

$ 100,739$ 13,858

$ 100,739

$ 13,858$ 86,881

But if Joe was a Step 10, no buy-in.

10

$ 86,881

03NH

03NH

$ 100,739

Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
12  66,829  69,057  71,285  73,513  75,741  77,969  80,197  82,425  84,653  86,881 

BASE SALARY TABLE - 2021 GS     EFFECTIVE JANUARY 2021

Presenter
Presentation Notes
You get a conversion SF50 on slide 11. will show you what your career path is, and band level. Show pay changes.




Step Buy-In Example
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 
AcqDemo as it was previously. 

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

(2) Employees on grade retention at the time of conversion into AcqDemo 
who would not receive a WGI prior to expiration of their grade retention will 
not receive a buy-in for their WGI.  Their salary will be set at the rate in the 
broadband for their position of record.  Employees whose pay exceeds the 
top rate of the broadband will have their pay retained. 
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Presenter
Presentation Notes
If you are on retained pay, your salary is already above and you are not eligible for a buy in. you will get the buy in provided you would have received it prior to expiration of retained pay.



Questions?

Conversion
Buy-In
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GS to AcqDemo
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Base Pay

+ =

Total Adjusted 
Basic Pay

Annual General Pay  
Increase (GPI)

(Contribution-Based)

+

CRI
Contribution Rating 

Increase
(Base Salary Increase)
(Contribution-Based) 

Locality Pay 

(Automatic)

+

CA
Contribution

Award
(Contribution-Based)

-----------------------

Incentive Awards 

52 Wks 52 Wks 52 Wks 104 Wks 104 Wks 104 Wks 156 Wks 156 Wks 156 Wks

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

19738  - 35338 30414  - 54242 46083  - 72487 66829  - 103309

19738  - 35338 30414  - 48978 41723  - 65976

Locality Pay is not 
included in the Pay 

Range Chart

Technical Management Support

Business Management and Technical Management Professional 

Administrative  Support
NK-01 NK-02 NK-03

GS-01 to GS-04 GS-05 to GS-07 GS-08 to GS-10

NJ-01 NJ-02 NJ-03 NJ-04

GS-01 to GS-04 GS-05 to GS-08 GS-09 to GS-11 GS-12 to GS-13

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

GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15

Presenter
Presentation Notes
The graphic on the top left corner is the GS pay table. We follow it so anytime it changes we change as well. Acqdemo you can see in the top right. Components of our compensation is listed at the bottom. 3 of which are dependent on a successful appraisal: GPI, CRI, CA. last year army had over 12K employees in acqdemo. 27 had an unsuccessful appraisal. So it is not hard to get a successful appriaslal.

The AcqDemo pay scale is tied to the GS pay scale, so anytime the general schedule receives a general pay increase, the salary range in each broadband also increases by the GPI. In addition to base pay and the GPI, AcqDemo also receives the CRI every year, which is an adjustment to base pay, locality (as with the general schedule) and a one time payout known as a contribution award.
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NH-01

NH-02

NH-03

NH-04

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

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15

Presenter
Presentation Notes
You come out of the GS schedule into a broadnanding situation. We will talk predominantly about NH because they are the most in the org. say all the ranges. Tha allows us to advance through the salary bands without getting promoted or get a new job. Today a gs5 who is is in the NH2 BBL for the rest of their careers, they can grow all the way to GS11 throughout their career without changing jobs. 

This is another visual representation to show how the GS grades and steps crosswalk to the AcqDemo broadband levels. For the NH – Business and Technical Management career path, there are four broadband levels. BBL 1 goes from GS1/1 – GS4/10, BBL 2 goes from GS5/1 to GS11/10, BBL 3 goes from GS12/1 to GS13/10 and BBL4 goes from GS14/1 to GS15/10. 
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Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

CAREER PATHS AND BROADBAND LEVELS
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.

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.

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

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

GS-01 to GS-04 GS-05 to GS-11 GS-12 to GS-13 GS-14 to GS-15

19738  - 35338 30414  - 54242 46083  - 72487 66829  - 103309

Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04

GS-01 to GS-04 GS-05 to GS-08 GS-09 to GS-11 GS-12 to GS-13

19738  - 35338 30414  - 48978 41723  - 65976

Administrative  Support
NK-01 NK-02 NK-03

GS-01 to GS-04 GS-05 to GS-07 GS-08 to GS-10

Presenter
Presentation Notes
Shows ranges for all broadband levels and crosswalk with GS. NH is business managmenet. These are professionals. Technical management is tech support. Then NK is the clerical support.

Each career path has a different broadband range. The NH – business management and Technical Management Professional have four broadband levels that go from GS1/1 – GS15/10. The NJ – Technical Management Support also have four broadband levels, and their range is from the GS1/1 to the GS13/10. The NK – Administrative Support has three broadband levels and they go from GS1/1 to GS10/10. 
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Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

BROADBANDING

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

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

AcqDemo pay tables change 
whenever the GS pay tables change

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

19738  - 35338 30414  - 54242 46083  - 72487 66829  - 103309

Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04

19738  - 35338 30414  - 48978 41723  - 65976

Administrative  Support
NK-01 NK-02 NK-03

Presenter
Presentation Notes
We strip off the GS and then we are only left with the braodbands that crosswalk to a salary range. 

To reiterate, under AcqDemo you will not see any grades or steps. Instead you will see either NH, NJ or NK followed by a number 1 – 4 because under AcqDemo there are no grades and steps. Only broadbands.



The AcqDemo performance evaluation system 
is the

Contribution-based Compensation and Appraisal 
System (CCAS)

Base Pay

+ =

Total Adjusted 
Basic Pay

Annual General Pay  
Increase (GPI)

(Contribution-Based)

+

CRI
Contribution Rating 

Increase
(Base Salary Increase)
(Contribution-Based) 

Locality Pay 

(Automatic)

+

CA
Contribution

Award
(Contribution-Based)

-----------------------

Incentive Awards 
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What is CCAS?
Federal Register Notice, November 9, 2017, Section II.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

Presenter
Presentation Notes
CCAS is our appraisal system. It is contriubiton based appraisal system. Promotes basic pay adjustments on 4 things. Whether or not we meet factors in bbl. The meeting of CP, scop level of difficulty and value of position, and performance. All but perfomance is a componenet that influences all over base oay

READ ALL BLUE. LAST PARAGRAPH – CCAS adjustments are based off four things: 1. appraisal factors 2. contribution plan/expected results/scope/level of difficulty, 3. value of position, 4. quality of performance. Three of the four determine pay while the PAQL or quality of performance is only used for RIF purposes. To that end, supervisors will rate an employee’s contribution by selecting three scores for each contribution factor. The first two determine pay while the third determines the quality of performance. More on scoring later. Lets go over the contribution factors….



Contribution Factors

20



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

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:

21

Job Achievement 
and/or Innovation

Communication 
and/or Teamwork

Mission Support

Presenter
Presentation Notes
The entire orgnaizaiton follows three factors

There are three different contribution factors that make up the overall contribution score. Each factor is weighted evenly, so the supervisor will give an individual contribution score for each factor and those three scores are then averaged to get to your overall contribution score.



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

CLASSIFICATION and CONTRIBUTION FACTORS

• 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

Job Achievement 
and/or Innovation

Communication 
and/or Teamwork

Mission Support

Presenter
Presentation Notes
JA addressed certifications nad leadership. We may not all be a supervisor but we all have leadership qualities. We can discuss leadership on the basis o four SME expertise. C addresses how we interact with others. Are we good team players? M talks to if we understand how to manage resources. 

Job achievement and/or innovation covers things like qualifications, certifications, problem solving and personal accountability. Communication and/or teamwork factor looks at how well we relate to others both inside and outside the organization, in groups, through email and one on one. Mission support covers how well we manage resources, support customers, and support the overall goals of the mission.



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

CLASSIFICATION and CONTRIBUTION FACTORS

23

Career Path:  NH Business Management and Technical Management Professional
Expected Contribution Criteria Classification Level and Appraisal Descriptors Discriminators

Produces desired results, in the needed 
timeframe, with the appropriate level of 
supervision through the use of 
appropriate knowledge, skills, abilities, 
and understanding of the technical 
requirements of the job. Achieves, 
demonstrates, and maintains the 
appropriate qualifications necessary to 
assume and execute key acquisition 
and/or support requirements.
Demonstrates skilled critical thinking in 
identifying, analyzing, and solving 
complex issues, as appropriate. Takes 
and displays personal accountability in 
leading, overseeing, guiding, and/or 
managing programs and projects within 
assigned areas of responsibility.

Work is timely, efficient and of acceptable 
quality. Completed work meets 
project/program

NH Level III (Score Range 61 – 83)
• Considered a functional/technical expert by others 

in the organization; is regularly sought out by 
others for advice and assistance. 

• Leadership 
Role

• Pursues or creates certification, qualification, and/or
developmental programs and opportunities for self and
others.

• Mentoring / Employee 
Development

• Guides, motivates, and oversees the activities of 
individuals and teams with focus on project/ program 
issues. Assumes ownership of processes and products, 
as appropriate.

• Accountability

• Develops, integrates, and implements solutions to 
diverse, highly complex problems across multiple areas 
and disciplines.

• Complexity / 
Difficulty

• Develops plans and techniques to fit new situations to 
improve overall program and policies. Establishes 
precedents in application of problem- solving 
techniques to enhance existing processes.

• Creativity

• Defines, directs, or leads highly challenging 
projects/programs.

• Scope / Impact

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.

Presenter
Presentation Notes
We do an employee guide for CCAS which we send to all converting year organizations. It has job aids for all different factors. This is an example of that job aid. Left is talking to the factor for everyone, the middle talks to different broadband levels. Addresses factor descriptors based on BBL. The discriminators narrow the scope. If you are an NH3, should be considered a functional or technical expert in the organization. Talks to our accountability. We should be able to guide and maintain and lead people. Should should be able to implement solution. That is what the job aid does. The form shows us what we should aim for

This is a chart to show the different classification and contribution factors for employees. It is used as a guide to help determine where in the broadband the employee is contributing. This example was written for a person in the NH career path. The left column describes the contribution factor in detail, in this case it is the job achievement factor and all NH employees are compared to this expectation for this factor. The middle column, classification level, will be different for every broadband level. A NH2 is not expected to contribute at the same level as an NH4 and the classification section acknowledges those differences. And the final column, discriminators, is a one word summation of the first two columns.



Eligibility for CCAS and 
Compensation

NLT
3 

JULY

AS OF 
30 

SEPT

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

Presenter
Presentation Notes
The federal resgister says we need to be on board 90 days preceding 30 septemeber. You are coming in on 21 june because that is the pay period july 3rd is in. anybody who arrives after this date is still part of pay pool but they don’t get a pay out. They get the GPI if the president offers it.

AcqDemo has only one hard date and that is employees must be in AcqDemo by 3 July in order to be eligible for a CCAS rating. If an employee is in AcqDemo less than 90 days immediately preceding 30 September, they will not receive a payout, but will receive the full GPI and can receive an on the spot award to help bridge the compensation gap. On the spot award is determined by local business rules. 



OCT        NOV       DEC       JAN       FEB       MAR       APR        MAY       JUN       JUL       AUG       SEP    OCT   NOV                                 DEC                           JAN

Contribution Planning – Initial 
counseling and discussion with 
employee:
1. Career Path, Broadband 

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

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

Informal, Frequent 
Communication Between Rating 

Official and Employee 
Throughout the Rating Period

Mid-Point Review
(Employee Self-Assessment 
and Supervisor Assessment)

Closeout 
Upon Change of 

Supervisor

Employee 
Completes Annual 
Self-Assessment

Rating Official 
Assesses and Rates 

Employees

Pay Pool Panel 
Determines Final 

OCS, PAQLs and Pay 
Adjustments

Pay Pool Manager 
Approves Final OCS, PAQLs 

(Ratings of Record)  and 
Pay Adjustments

Rating Official 
Communicates Final OCS, 
PAQLs (Ratings of Record)  
and Pay Adjustments to 

Employees

Servicing 
HRO

CAS2Net
Pay Transaction 

Files

DCPDS

DFAS

Pay Pool Manager / 
Annual Planning CCAS Life Cycle

$$$
Pay Adjustments 

Effective 
1st Full Pay Period 

in January

Beginning of Rating Period End of Rating Period ---- Pay Pool Panel ---- Payout25

Presenter
Presentation Notes
We are on the fiscal year for our life cycle. Starts in October ends in september. Contriubiton plan should be completed first 30 days of the year or first 30 days they come int the organziaiton. We have three mandatory sitdowns between sup and employee. One at beginning for CP, one in middle for MP one in end for annual. There is a note here that sasys a closeutou is required for change in raters. It is not like that in GS where a rating is required. The couseot is just a check in. there is a hard date for employees to come into acqdemo, but that is not turue for superviosrs. Meaning the supervisor on record of 30 sept will be the one who completes the annual. They will have access to mCP midpoint closeout and then they will be able to write to the employee’s annual assessment. After the annual, we have three additional months to close the accounts. We have to be totally done by second Friday in December. That give the contractor time to send pay files to DFAS. Pay efectived first pay period in January. We will actually see the bouns and new pay out in first vheck in febvruaru. So our cycle is actually 15 monmths and our appraisal window is 12.

AcqDemo has a 15 month life cycle. The CCAS rating year is 12 months long and begins 1 OCT and Ends 30 September. There are three recommended meetings between supervisors and employees throughout the year. At the beginning of the rating period, supervisors and employees will work together to create objectives for the year. Around April, the supervisor and employee will have a midpoint assessment that is just a check in to ensure the employee is on track to meet their goals. No scores are given to the midpoint assessments. At the end of the year, the supervisor will rate the employee’s annual assessment and send those scores to the pay pool panel before discussing the assessment with the employee. At any time during the year, a closeout can be completed. Closeout assessments in AcqDemo are different than the General Schedule. They are used whenever there is a change in rater. In AcqDemo, a closeout assessment is not rated but rather the supervisor can use it to document the employee’s contribution up to the point the rater changed to inform the new rater of the employee’s progress.



CAS2Net

CAS2Net  is the automated tool used to manage the AcqDemo 
performance management process called the Contribution-
based Compensation and Appraisal System (CCAS)

Pay Pool Personnel Data
Personnel 

Data Changes
& Rating 

Hierarchy
& Reports

Pay Pool Administrators
Data Maintainers

DCPDS
Defense Civilian Personnel 

Data System

CAS2Net
Database

User Modules

Employees
Supervisors 

Sub-panel Managers

Contribution Plan and Assessments
Objectives
Mid-Points
Closeouts
Additional Feedback
Annuals 
Factor appraisals
and recommended
factor scores

DoD 
AcqDemo 

Office

Offline Interface & Pay Pool Notices

Pay Pool Administrators
CCAS Spreadsheets

Pay Pool Panels, Scores/Ratings
Payouts

https://cas2net.army.mil/ 

26

Presenter
Presentation Notes
CAS2net was the third acronym I shared with yoou and that is the website we use to hold all ccas documents. There are three different modules and they will have access to what they need. Theres one for the admins to mangage data. One for managers. One for supervisors to enter info.

We document all assessments and appraisals in our web based performance management tool known as CAS2Net. There are three modules in CAS2Net: 1. The first is for pay pool administrators and those that manage personnel data. They are the folks that can edit employee data and keep records up to date. 2. the second is for super users. When the pay pool process is finalized, super users will upload the scores to the system which then interfaces with AutoNOA for employees to receive their payout in January. 3. the third module is for employees, supervisors and sub-panel managers. This section is where employees enter their contributions and assessments and where supervisors submit their initial scores.

https://acqdemoii.army.mil/


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.
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http://acqdemo.hci.mil/docs/1%20Job%20Aid%20-
%20CAS2Net%202.0%20Introduction%20and%20Overview.pdf

Presenter
Presentation Notes
We have a CCAS intro on the acqdemo site. This is an example of a CAS2Net record. Once a record is created for you, you will be notified that you can access CAS2Net. The HCI site also has some employee training to walk you through the system. 



CAS2Net
Contribution Plans (Objectives)
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Presenter
Presentation Notes
Recommend you past DPMAP objectives into the contribution plans when you have access to CAS2Net. You will do all of your CCAS products even though you are on a condensed schedule. 

This is what the contribution planning screen looks like. At the top, you will have your employee information like supervisor, broadband level, occupational series and expected contribution range. You have one large box that holds 6,000 characters and can use the Microsoft based tools to bullet, italicize or underline as needed.



CAS2Net
Supervisor - Review and Document Contribution Plan
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Click Pie Chart to see list 
of employees

10-25-2020 – Contribution Plan Submitted by Employee

Presenter
Presentation Notes
This hows the supervisor view and dashboard so they can see where they stand for completing contirubiton plans midpoint and annual. Supervisors have 3 mandatory sitdowns with employees per year

This is the supervisor’s view in CAS2Net. From the index link under home, they can see a pie chart with the various statuses for each meeting: contribution plan phase, midpoint phase, and the annual assessment. 
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CAS2Net
Supervisor - Review and Document Contribution Plan

1) Scroll to the bottom;
2) Select date and method of 
communication and Approve, or
3) Return to employee for 
changes

Supervisors can 
modify contribution 
plans thru July 3rd.  

Every modification 
requires a review with 

the employee and 
documentation of the 

review in CAS2Net.  

Presenter
Presentation Notes
With every meeting they must document date and method of communication for each meeting. Can modify through 3 july but not after because we need to be on approved CP for at least 90 days



CAS2Net
Employee Mid-Point Self-Assessment
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10-01-2020

Presenter
Presentation Notes
Three tabs. Link to CP. 4000 characters white space to write your assessment for midpoint
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CAS2Net
Employee Mid-Point Self-Assessment

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.

Presenter
Presentation Notes
Employees cannot submit a midpoint unless an approved CP exists. Talk to your supervisor



CAS2Net
Supervisor Mid-Point Review
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Presenter
Presentation Notes
Superviosr will see the approved CP and see what the employee wrote for their assessment. Therare 3 tabs for 3 factors and the supervisor has supervisor approval tab. That is where they document the method of communication. For the most part, everything to left goes in order. First is CP, midpoint is in mid year, annual assessments is third and that is what we do in septemb.er



CAS2Net
Supervisor Documentation of Mid-Point Review
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05-21-2021

Presenter
Presentation Notes
Supervisors have another requirement to document the method and date of communcition.



CAS2Net
Employee Annual Self-Assessment
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10-01-2020

2021

Presenter
Presentation Notes
Emplkoyee self assessmen. You will have access to everything you did throughout the year. You can open the midpoint and coopy and paste to pickup where you left off
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CAS2Net
Employee Annual Self-Assessment

1. 4,000 characters of white space per factor (3,600 
if copying from MS Word)

2. Auto Save
3. Link to Factor Descriptions
4. Format Toolbar
5. Spell Check

1

4

5

3

2

Presenter
Presentation Notes
You can highlight italicizxe bullet as you would with word. Will save after 5 minutes. Cas2net times your out after15 minutes. Spell check will underline misspelled words in red. You can click it to have ti spelled correctly



CAS2Net
Supervisor Annual Assessment with Recommended Scores
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3M 67 3

Presenter
Presentation Notes
Only time we do scoring is in the annual. There is no scoring for midpoint assessment and no scoring for closeout. Superviosrs give 3 scores. The first says whethter we are working in our BBL. The next is our numeric score for compensation and the last is performance

During the annual assessment, the supervisor will select three scores. The categorical score determines the range of the numeric score. The supervisor will then select a numeric score from that range. And the PAQl or performance score.



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.
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Score each FACTOR
With Recommended Categorical and Numerical and PAQL
Job Achievement and/or Innovation

Communication and/or Teamwork
Mission Support

3M 78
3H  79
3M 77

PAQL   5
PAQL   3
PAQL   3

Presenter
Presentation Notes
Two types of scores. First we get is categorical. Has two characters. The first number is a 1,2,3,4 and says which bbl you are working. Then you see a letter. L.m.h. that hsows if you are working in mid range high range or low end of the BBL. The first two are compensation and the last is performance. 5=outstanding, 3=successful, 1=unaccepatable



CCAS Scoring
Categorical Scores
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Business Management and Technical Management Professional 
NH-01 NH-02 NH-03 NH-04

19738 - 35338 30414 - 72487 66829   - 103309 93907 - 143598

Pay at 
the Low
End of 
the Pay 
Range 

Pay at 
the Med
Range of 
the Pay 
Range

Pay at 
the High
End of 
the Pay 
Range

Pay at the 
Low End 

of the Pay 
Range 

Pay at the 
Med to 

Low
Range of 
the Pay 
Range

Pay at the 
Med

Range of 
the Pay 
Range

Pay at the 
Med to 

High
Range of 
the Pay 
Range

Pay at the 
High End
of the Pay 

Range

Pay at 
the Low
End of 
the Pay 
Range 

Pay at 
the Med
Range of 
the Pay 
Range

Pay at 
the High
End of 
the Pay 
Range

Pay at 
the Low
End of 
the Pay 
Range 

Pay at 
the Med
Range of 
the Pay 
Range

Pay at 
the High
End of 
the Pay 
Range

Score each FACTOR
With Recommended Categorical and Numerical and PAQL
Job Achievement and/or Innovation

Communication and/or Teamwork
Mission Support

3M 78
3H  79
3M 77

PAQL   5
PAQL   3
PAQL   3

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

Presenter
Presentation Notes
If you see an L and you are an NH3, your supervisor thinks you are contributiong at a low end of GS12 scale. Mid would be high 12 low 13. High would be high 13. just says where you are contributing and at what salary



CCAS Scoring
Numerical Scores
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Score each FACTOR
With Recommended Categorical and Numerical and PAQL
Job Achievement and/or Innovation

Communication and/or Teamwork
Mission Support

3M 78
3H  79
3M 77

PAQL   5
PAQL   3
PAQL   3

Numerical Scores
0-5 6-23 24-29 22-29 30-40 41-50 51-61 62-66 61-66 67-78 79-83 79-83 84-95 96-100 115

Categorical Scores

1L
Low

1M
Medium

1H
High

2L
Low

2ML
Medium-

Low

2M
Medium

2MH
Medium-

High

2H
High

3L
Low

3M
Medium

3H
High

4L
Low

4M
Medium

4H
High Very High

Recommended Numerical Score is what the employee should be compensated.

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

Presenter
Presentation Notes
The only numberical score a 3M can give is 67-78. 3 high is…
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Career Paths, Broadband Levels and Salary Ranges
Numerical Scores  and Categorical Scores

2021 ACQDEMO 
BROADBAND TABLE

(Base Pay)

Numerical Scores
0-5 6-23 24-29 22-29 30-40 41-50 51-61 62-66 61-66 67-78 79-83 79-83 84-95 96-100 115

Numerical Scores
0-5 6-23 24-29 22-29 30-35 36-40 41-46 47-51 43-51 52-61 62-66 61-66 67-78 79-83 95

Numerical Scores
0-5 6-23 24-29 22-29 30-41 42-46 38-46 47-56 57-61 70

Categorical Scores

1L
Low

1M
Medium

1H
High

2L
Low

2ML
Medium-

Low

2M
Medium

2MH
Medium-

High

2H
High

3L
Low

3M
Medium

3H
High

4L
Low

4M
Medium

4H
High Very High

Categorical Scores
1L 1M 1H 2L 2ML 2M 2MH 2H 3L 3M 3H 4L 4M 4H VH

Categorical Scores
1L 1M 1H 2L 2M 2H 3L 3M 3H VH

CCAS has a scoring range 
from 0 to 100 for NH, 0 to 83 
for NJ, and 0 to 61 for NK 
with Very High score of 115, 
95 and 70.

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

19738  - 35338 30414  - 54242 46083  - 72487 66829  - 103309

Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04

19738  - 35338 30414  - 48978 41723  - 65976

Administrative  Support
NK-01 NK-02 NK-03

Presenter
Presentation Notes
This shows all three career paths. Shows the salary range. The categorical score that correlates to salary ragne and the scores that correlate to the slalary range. You can see it is the same for 3H or 4L, that allows the superivosr to say the employee is appropriately compensated, but is starting to work at the next hgihter BBL.

This chart identifies the career paths and broadbands with their salaries. We have over-layed the GS equivalency.  It is important to note here that the AcqDemo design does not vary from the GS grade equivalent pay structure which are grouped together.  The minimums and maximums of each band level match the GS limits of the grades included and there is no additional 5% expansion of any band level.




CCAS Scoring
Performance Appraisal Quality Level (PAQL)
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Score each FACTOR
With Recommended Categorical and Numerical and PAQL
Job Achievement and/or Innovation

Communication and/or Teamwork
Mission Support

3M 78
3H  79
3M 77

PAQL   5
PAQL   3
PAQL   3

Presenter
Presentation Notes
This talks to performance scores. 5 is outstanding and sayd the performance of the employee substantially and consistently surpasses objectivces. 3 is someotimes exceeds but often meets objectives. 1 is fails to meet objectives. You add all these together and average to get your rating of record. 4.3 and above it RoR of 5, 3 is less than that,. A 1 anywhere is unacceptable.

For performance scores, similar to GS, the supervisor will weither pick a level 5 for outstanding, 3 for fully successful, and 1 for unacceptable. The 5 means the employee consistently exceeds expectations. 3 means employee meets and sometimes exceeds expectations. And 1 means they do not meet expectations. These three scores are averaged and the result becomes rating of record. 4.3 and above is a RoR of 5, belor that is a 3 unless there is a 1.



CCAS Scoring Summary

Contribution Scores – For Compensation

- Categorical Scores

- Numerical Scores

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



Assessment Writing

44



SMART Objectives

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

Presenter
Presentation Notes
First 30 days we do contribution planning. Just ocpy paste. Itf your objectives are not in the smart format, you should convert them to smart format. They should be specific. You need to include a metric. Could be a number, time, dollars, percentages but decide how to measure success. It should be achievalble by you and able to compelte with your resources. They need to tie to mission and goals and need to compelte by 30 setpember. 
	
at beginning of year, we state what we will contribute then at end of year we evaluate those goals. Recommend you use smart objectives. Make them specific, measurable, achievable, relevant and make sure you can complete it this year. 



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

Specific
• Specific regarding the result (not the activities to achieve that result)
• What needs to be accomplished?
• The objective must be sufficiently descriptive and specific in its relation to your organization's or department’s goals. It should be something that is affected by organizational expenditures, policies, 

or other actions. In other words, it’s a good way to measure the impact of what you are doing.
• The objective should be stated as simply, concisely, and explicitly as possible. This answers questions such as: how much, for whom, for what, and how often?

Measurable
• Quality, quantity, time, cost effectiveness/resources
• When, what or where is the objective target?
• This criterion is the gauge for quantifying the accomplishment of the objective. It stresses the need for criteria to measure progress toward the goal. If you don’t know how to measure your 

progress, you can’t write a measurable goal. Writing measurable standards allows for a clearer, more objective evaluation.

Achievable
• 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 is important to name 

the specific outcome that is expected for the current appraisal cycle. 
• The timeframe associated with each objective needs to be understood and communicated clearly so that expectations for results and impacts are understood and acceptable. 
• The objective should specify a timeframe associated with production of the product or service. Such timeframes help clarify performance expectations and ensure the work gets done in a timely 

manner. Timeframes can be within a certain period of time or by a certain date and may span multiple appraisal cycles. 
46

Presenter
Presentation Notes
	this is just a resource for you that goes into more detail about the SMART framework. This helps you and your upervisor solidify and agree upon what success looksl ike.



Developing Contribution Objectives
Keep in Mind the Applicable Factor or Factors
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Job Achievement 
and/or Innovation

Communication 
and/or Teamwork Mission Support

What will 
be the…

Task
Service
Project
Program
Problem
Issue
Concern
Etc.

…that you 
will work 
on?

Will you be 
part of a/an 
or will you 
work with 
a/an…

Team?
Branch?
Division?
Directorate?
PM?
PEO?
Staff?
Office?
DoD
AF/Navy/MC
Etc.

Who will be 
your…

Internal 
customer(s)?

External 
customer(s)?

What
Product(s)
Service(s)
Etc.

…will you 
provide?

Are you a…  
-Technical
-Functional
-Subject-Matter

Expert?

For what?

Will you… 
Lead?
Supervise?
Mentor?

Will you 
complete any 
training?

Oral
What will 
you do… 
-Brief?
-Train?
-Discuss?
-Negotiate?
-Etc.?            
Written
What will 
you write…
-Report?
-Analysis?
-Policy?
-Procedures?
-Travel Orders?
-Etc?.

Will you 
work with…

Funds?
Time?
Personnel?
Equipment?
Facility?
Supplies?
Etc.?

Presenter
Presentation Notes
While you are talking yourself through the objectives of job achievement and innovation (talk to the questions). Job achievement and or innovation talks to whether you are a leader. How do you lead? Are you the go to in your office? What kind of leader are you? are you a mentor at all? Convey your leadership contribution to the organization. This also includes employee development. If you have CLPs to complete a certification, we address that here.

For communication and teamwork, think through the various ways you communicate. Emails, briefs etc. what teams are you on? How are you a team player? What are the results?

For mission support it talks to our customers and chaign of command. Do you support everyone in organziaotn? What do you provide to them? This section is also used as a catch all for all resourced available to us. That could be dollar resources or time managmenet. Maybe we ar using equipment or are the facilities POC.



Acquisition Coded Position Mandatory Employee
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 (I, II, or III).” 

48

Presenter
Presentation Notes
Wehave objectives for employees. Must update the IDP and meet CLP requirements to maintain certfications. We do have mandatory objectives for employees that are acq coded. This goes into the jo achievement factor. You have the ability to assing objectives directly to you in cas2net.
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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)

Presenter
Presentation Notes
In addition to the employee mandatory objectives, the supervisors have a few additional objectives that go into the job achievement factor. Your pay pool admins have the ability to enter in all your mandatory objectives for you so thaht you can have all 4000 characters of white space to write the objectives



Employee Self-Assessment

Employees’ self-assessment:
• describes how their contributions enabled mission accomplishment 
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Job Achievement 
and/or Innovation

Communication 
and/or Teamwork Mission Support

What did you 
complete

Task
Service
Project
Program
Problem
Issue
Concern
Etc.

…that you 
will work on?

Name your 
role as part of 
a or who did  
you work with 
…

Team?
Branch?
Division?
Directorate?
PM?
PEO?
Staff?
Office?
DoD
AF/Navy/MC
Etc.

Who were 
your…

Internal 
customer(s)?

External 
customer(s)?

What
Product(s)
Service(s)
Etc.

…did you 
provide?

Did you state 
your
-Technical
-Functional
-Subject-
Matter-Expert
expertise?

For what?

Did you… 
Lead?
Supervise?
Mentor?

Will you 
complete any 
training?

Oral
What did you 
do… 
-Brief?
-Train?
-Discuss?
-Negotiate?
-Etc.?            
Written
What did you 
write…
-Report?
-Analysis?
-Policy?
-Procedures?
-Travel 
Orders?
-Etc?

Did you work 
with/ 
develop/plan
…

Funds?
Time?
Personnel?
Equipment?
Facility?
Supplies?
Etc.?

Did you 
execute as 
planned?

Presenter
Presentation Notes
Talk through the questions at end of year. Tallk about your leadership communciaiton and support to customers. Instead of thinking what am I going to do? Start thinking what have I  accomplished
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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. 

What is a Contribution?

Performance is the activity, Contribution is the result and impact from that activity!

Presenter
Presentation Notes
Over a 3 day period, I trained 120 CAAA employees on the new system of acqdemo. So when I start thinking about the impact, I ask what would have happened if I cdid not do it? There would be 120 eml0yees with their new appraisal system and would be uunfamiliary with all the tools needed to competet appriasla. Flip it and put a posiive spin. Because I trained, now they undersand and can affectively use the tools to complete appraisals.



Employee Self-Assessment

Employees’ self-assessment:
• describes how their contributions enabled mission accomplishment 
• details achievements or recognition 
• Includes completed training and developmental courses 

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 performance element contribution objective in the 
employee self-assessment. 

Self-assessments should be factual, objective statements about how they 
accomplished each element objective.

52

Job Achievement 
and/or Innovation

Communication 
and/or Teamwork Mission Support



The Self-Assessment
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Strongly encourage using the

WHAT, RESULT, IMPACT 
format 

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. 

• 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

Presenter
Presentation Notes
Make sure you address all three factors. You should also address individual factors. On slide 54 it talks about your audience. Your employee’s audience is your supervisor but it is also the other members on the pay pool panel. You may be new to org and not everyone is afamiliar with what you do. Must lay out goals and talk to goals. You are justifying a score, suerovsrisos must address why they gave that sscore.
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• 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. 

Writing Assessments

Presenter
Presentation Notes
Your audience is your supervisor but also the pay pool memebers. Large organziaitons may not all be familiar with everyone. Your audience is the other pay pool panel member that ar going to look at your contributions. This justifies your scores



The Self-Assessment

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

• Employees must be specific when writing contribution statements.  Do not leave it 
to others to presume contribution.  For example, stating, “I published three 
technical journal articles during this assessment period,” implies a contribution but 
does not state one.  A more complete statement of contribution might be, “This 
year, I 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>.”

• It is important 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.
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Presenter
Presentation Notes
Nota laundry list. You can start with a laundry list then assign them to the different factors. Then you can start the impact statements. You can take a single event you gave in all three factors. 
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Are There Significant Accomplishments?
What Are Significant Accomplishments?

The following are characteristics of significant accomplishments:

• DoD-/Army-/Command/PEO/Program-wide Impact
• High Level of Difficulty
• Representing NGB/Army in Inter Agency Forums
• One of a Kind
• First Time
• High Visibility
• Wide Scope of Coordination
• Short Deadlines
• Competing Priorities
• Require Innovative Problem Solving 



Supervisor Assessment

57



Supervisor Assessment

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, “I non-concur with 
employee self-assessment”

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

• considers obstacles encountered and overcome by the employee
• recommends a categorical and numerical scores for compensation 

calculation, and a performance appraisal quality level for each 
contribution factor (only for the annual assessment)
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Job Achievement 
and/or Innovation

Communication 
and/or Teamwork Mission Support



Performance Appraisal Quality Level 
and the Supervisor Assessment

PAQL – 5 Outstanding
An employee’s quality of performance exhibited in achieving his/her 
contribution results substantially and consistently surpasses the factor-
specific expected contribution criteria and the employee’s contribution plan 
goals and objectives.  These words would support a PAQL 5….
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bad
distinguished
dominant
eminent
exceptional
famous
great
important
impressive
magnificent
phenomenal
Preeminent
brilliant
champion
distinguished

special
superior
superlative
well-known
beyond compare
champion
choicest
culminating
finest
first
first-class
first-rate
excellent
expert
great

foremost
greatest
highest
incomparable
inimitable
leading
matchless
Nonpareil
A-1
A-number-1
ace
boss
master
outstanding
superb

capital
celebrated
chief
cool
crack
eventful
far-out
greatest
hundred-proof
main
major
Meritorious
virtuoso
terrific
tops

number 1
optimum
out-of-sight
outstanding
paramount
peerless
perfect
preeminent
premium
prime
primo
principal
tough
transcendent
unequaled

red-letter
sans pareil
second to none
super
superlative
supreme
momentous
mostest
number one
out-of-sight
out-of-this-world
unparalleled
unrivaled
unsurpassed
10

predominant
primo
principal
standout
star
steller
super
superstar
tops
world-class
brilliant
champion



CAS2Net
Supervisor Mid-Point Review
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Presenter
Presentation Notes
Can we delete this slide?



CCAS Scoring 
to

CCAS Pay Out



Basic CCAS

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

• 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 AcqDemo 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.  

Job Achievement 
and/or Innovation

Communication 
and/or Teamwork Mission Support
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How are the numerical scores developed?
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Presenter
Presentation Notes
We start by plotting all GS salaries because we base off GS pay scale. Red line is all gs grades. Add + or – 4 to get our range. That becomes our expected contribution range. +- 4 oints +- 8% in dollars. The entire thing together is called normal pay range. 

The SPL is a map of all GS salaries and we add plus or minus three or four to get the expected contribution range. That equates to about an 8% change in base salary.

There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.



Expected Contribution Range
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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.
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Presenter
Presentation Notes
For each salary there are a range of scores. It will intersect the upper rail, solid red line, and lower rail. Where it intersects the solid red line that is our expected score and the top and bottom are the salary range. Where it intersects with red line followed down to OCS line that is your expected score. The cross of UR and LR become your range. 

Each base pay salary crosswalks to three different scores – upper rail, SPL, and Lower Rail. 

There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.



Expected Contribution Range
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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.

Presenter
Presentation Notes
Every salary has a range and has an expected score. Every person in org  that has a salary of 50K will have the same expected score and same range. There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.
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Normal Pay Range and CCAS Payout
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For every OCS there are three dollar values… 
at the Lower Rail, SPL, and Upper Rail

0 Overall Contribution Score 100
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Lower Rail

SPL

Upper Rail

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

OCS SPL
*0.92 

Lower Rail
*1.08

Upper Rail
61 66,226 60,928      71,524      
62 67,553 62,149      72,958      
63 68,907 63,395      74,420      
64 70,288 64,665      75,912      
65 71,697 65,961      77,433      
66 73,134 67,284      78,985      
67 74,600 68,632      80,568      
68 76,095 70,008      82,183      
69 77,621 71,411      83,830      
70 79,176 72,842      85,510      

Upper Rail SPL Lower Rail
82,183$    76,095$ 70,008$    
75,441$    75,441$ 75,441$    

6,742$      654$       $   -5,433

Presenter
Presentation Notes
There is a dollar value on upper rail, one on SPL, and one on lower rail.  Wehav eto choose which to pick for our background calcluations. We take the starting pay and subtract from the value of the OCS. That gives us potential salary increase. If we use the lower raile, the dollar value of the 68 is 69,316, if spl, if upper rail………There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.
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While every OCS has three dollar values… 
the Army uses the value at the Upper Rail
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Upper Rail

Normal Pay Range and CCAS Payout

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

OCS SPL
*0.92 

Lower Rail
*1.08

Upper Rail
61 66,226 60,928      71,524      
62 67,553 62,149      72,958      
63 68,907 63,395      74,420      
64 70,288 64,665      75,912      
65 71,697 65,961      77,433      
66 73,134 67,284      78,985      
67 74,600 68,632      80,568      
68 76,095 70,008      82,183      
69 77,621 71,411      83,830      
70 79,176 72,842      85,510      

Upper Rail SPL Lower Rail
82,183$    76,095$ 70,008$    
75,441$    75,441$ 75,441$    

6,742$      654$       $   -5,433

Presenter
Presentation Notes
Army is the only one to use the upper rail. In 1999, the legal council interpreted the AcqDemo regulation to mean everyone gets some payout for successful contribution, which means we use the upper rail for calculations. We pick one rail to plug into our calculation for compensation. Army chose the upper rail. Army gives a lot of ;people a little bit of money, the other services give a few people a lot of money

There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.



NH Score Range = 0 – 100 
NJ Score Range = 0 – 83
NK Score Range = 0 – 61

What is your start point                                     
(Expected Contribution Score)?

68



What is your start point?
What is your employee’s start point?

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

69

100 for NH0

83 for NJ0

61 for NK0

19738  - 35338 30414  - 72487 66829  - 103309 93907  - 143598

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

19738  - 35338 30414  - 54242 46083  - 72487 66829  - 103309

Technical Management Support
NJ-01 NJ-02 NJ-03 NJ-04

19738  - 35338 30414  - 48978 41723  - 65976

Administrative  Support
NK-01 NK-02 NK-03

Presenter
Presentation Notes
We know the scoreing for NH is 0 – 10, NJ is 0 – 83 and NK is 0 - 61Every OCS crosswalks to a specific base salary. Your base salary determines where you fall in the range and what your EOCS will be.



Expected Overall Contribution Score (OCS)
Expected Contribution Range
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The Expected OCS and Range are based on the employee’s basic pay.

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

Expected OCS
64 – 68 - 71

(64-65-66-67-68-69-70-71)
Expected Contribution Range

(Between The Rails)

1102

$ 74,694

1102

$ 86,608$ 11,914

$ 86,608

$ 11,609$ 72,785

03NH

2020

Presenter
Presentation Notes
Go back to your SF 50 and look at your base pay. That will show you your expected score and your range. So long as you score within range, you will get salary increase.
Your employee menu on CAS2NET will show that your expected contribution range is between 64 – 71 with your expected score being a 68.



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

71

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

Job Achievement and/or Innovation
Communication and/or Teamwork

Mission Support

3M 78
3H  79
3M 77

234
234/ 3 = 78 OCS

PAQL   5
PAQL   3
PAQL   3

11

Recommended OCS and Recommended Rating of Record

11/ 3 = 3.67 Average Raw Score = 3 Fully Successful
Recommended Rating of Record

Presenter
Presentation Notes
Supervisors give 3 scores and cas2net averages those three scores. The numeric scores and performance scores are averaged by cas2net.



Let’s follow Joe’s CCAS journey!

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

72Example is using 2021 SPL/NPR Table, rate of pay and locality rates.

Contribution Planning for Joe Contributor

Year:  2021 
First Level Supervisor:  Barry Burns

Broadband
Level:

III

Occupational Series:

1102 – Contracting

Career Path:
NH- Business Management and Technical 

Management Professional

Expected OCS 
Range:

64 – 68 - 71

Contribution Planning Input (Characters used:  0 of 6000)

Employee Menu

Contribution Planning

Mid-Point Review Self 
Assessment

Closeout Assessment

Annual Appraisal Self 
Assessment

Reports

eDocuments

Presenter
Presentation Notes
Je is now an nh 3. his EOCS is 68. his range is 64 – 71,
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All Employees Start Off “Between The Rails” 
(Expected Contribution Range)

Appropriately Compensated
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GS-1 Step 1 * 1.08 * 1.020043
GS-1 Step 1 * 0.92 * 1.020043

64 65  66  67   68 69  70  71

ECR
Expected Contribution Range

Expected OCS

A

C

B

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

Presenter
Presentation Notes
When everyone comes into acqdemo, everyone is considered appropriately compensated. It is up to you to show your contributions exceed your rang.e

The NPR is increased in accordance with the annual General Schedule Pay Increase.
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What happens when Joe is scored within 
his Expected Contribution Range (ECR)?
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OCS of  64 - 71

“C-Rating” Between the Rails:
Compensation CONSISTENT with contribution

Expected OCS

64 65  66  67   68 69  70  71

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

Presenter
Presentation Notes
If joe gets his expected of 68, we follow his salary to upper rail and walk that to salary equiveleant. Delta salary is difference between joes salary and upper rail approved score. 
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What happens when Joe is scored less than 
his Expected Contribution Range (ECR)?
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ECR
Expected Contribution Range

OCS of 63 or lower 

“A-Rating” Above the Upper Rail:
Compensation ABOVE contribution

Expected OCS

61

-Delta Salary

64 65  66  67   68 69  70  71

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

Presenter
Presentation Notes
If joe scored below the range we walk that to the upper rail. That represents negative salary increase. His compensation exceeds his contribution. th
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What happens when Joe is scored greater than 
his Expected Contribution Range (ECR)?

$75,441

“B-Rating” Below the Lower Rail:
Compensation BELOW Contribution
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OCS of 72 or higher

+Delta Salary

Expected OCS

7364 65  66  67   68 69  70  71

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

Presenter
Presentation Notes
If he scores greater than expected range. We follow to salary line and to upper rail. You can see there is more green shaded and more oppoirtunity for compensation
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The Overall Contribution Score Will Dictate the 
Eligibility for Compensation
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Above the Upper Rail
(Overcompensated – A Region)

Below the Lower Rail
(Undercompensated – B Region)

Between the Rails
(Appropriately Compensated – C Region)

Compensation 
Category

General Pay Increase Contribution Rating 
Increase

Contribution 
Award

Locality 
Pay 

A Can be given in full, 
reduced or denied No No Yes

C Yes Yes – up to 6% Yes Yes
B Yes Yes – up to 20% Yes Yes

(Above the Upper Rail)

(Between the Rails)

(Below the Lower Rail)

Presenter
Presentation Notes
We have 3 compensation regions. Above the rail is over compensated, c region is appropriately competnsated, b is under compensated. If we score in c, we get GPI, CRI, CA, locality, if under compensated, we get GPI, up t o20% CRI, CA. if over compensated, may or may not get GPI IAW local BR. We will not get CRI and no award.  There are a few terms you should be familiar with.

These terms are best described graphically, so we’ll start by building a graph.

The X or horizontal axis represents compensation scores.  
The Y or vertical axis represents Basic Pay. 

To understand compensation regions, certain areas of the graph need to be identified.

First, let’s add the Standard Pay Line.  The Standard Pay Line is a mathematical relationship between contribution and salary.  It tracks from the lowest pay (GS-1/1) to the highest pay (GS-15/10). 
	- The line is increased annually IAW the General Schedule pay increase.

Throughout the CCAS discussion , you’ll here me refer to the Upper and Lower Rails.  These rails are the curved lines placed at + and – 8% from the Standard Pay Line and define a region called the Normal Pay Range.

The Normal Pay Range falls between the rails and is the same for all career paths.  The Normal Pay range, like the Standard Pay Line, does not include locality pay.



Scoring By the Supervisors

78
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How to determine the Categorical Score 
and Numerical Score for a Contribution Factor

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

Categorical Scores

1L
Low

1M
Medium

1H
High

2L
Low

2ML
Medium-

Low

2M
Medium

2MH
Medium-

High

2H
High

3L
Low

3M
Medium

3H
High

4L
Low

4M
Medium

4H
High Very High

Numerical Scores

0-5 6-23 24-29 22-29 30-40 41-50 51-61 62-66 61-66 67-78 79-83 79-83 84-95 96-100 115

Factor – Mission Support NH
NH Level I (Score Range 0 –
29)
• Performs assigned tasks within 

area of responsibility; identifies 
situations to supervisor or other 
appropriate personnel when 
existing guidelines do not apply.

• Participates as a team member in 
meeting customer needs.

• Productively plans individual time 
and assigned resources to 
accomplish tasks.

• Effectively accomplishes assigned 
tasks.

NH Level II                                            (Score Range 22 – 66)
• Identifies and resolves conventional problems which may require 

deviations from accepted policies or instructions.
• Initiates meetings and interactions with customers to understand 

customer needs/expectations.
• Optimizes resources to accomplish projects/programs within 

established schedules.
• Effectively accomplishes projects’/programs’ goals within 

established resource guidelines.

NH Level III                                                                                                                 
(Score Range 61 – 83)
• Anticipates problems, develops 

sound solutions and action plans 
to ensure program/mission 
accomplishment.

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

• Identifies and optimizes resources 
to accomplish multiple 
projects’/programs’ goals.

• Effectively accomplishes multiple 
projects’/programs’ goals within 
established guidelines.

NH Level IV                                                                                                                  
(Score Range 79 – 100)
• Defines, integrates, and 

implements strategic direction 
for vital programs with long-
term impact on large numbers of 
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.

is an NH-03


Employee’s 

contribution is 
within his level

Job Achievement 
and/or Innovation

Communication 
and/or Teamwork

Mission Support

3M  77

Can be scored less than Can be scored more than

Joe Contributor is a NH-3    
with an expected contribution 
score of 68    .

Once you 
determine the 
contribution 
level, you 
decide that 
Joe’s 
contribution 
should be 
compensated 
at the 
medium range 
of the 
broadband 
level with a 
numerical 
range of 67-
78.

Presenter
Presentation Notes
First supervisor decides if the employee is owkring at bbl. If you are an nh3, you get a 3. then the supervisor has to decide where the employee is contributing in the bbl. Either low, medium, or high. 



Score each FACTOR
(Categorical and Numerical)

Job Achievement and/or Innovation
Communication and/or Teamwork

Mission Support

3M 78
3H  79
3M 77

234

Recommended Overall Contribution Score

234/ 3 = 78

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

**Next Performance Appraisal Quality Level

Contribution Factor Scoring

80

Presenter
Presentation Notes
Joe does that three times and picks a numeric score and categorical score three times to get one final number. joe’ s supervisor recommends joe should be paid at 78,



Evaluate Quality of Performance By Assigning A 
Performance Appraisal Quality Level for Each 

Factor

Score each FACTOR
With Performance Appraisal Quality Level (PAQL)

Job Achievement and/or Innovation
Communication and/or Teamwork

Mission Support

3M 78
3H  79
3M 77

234

Recommended OCS and Recommended Rating of Record

234/ 3 = 78 OCS

PAQL   5
PAQL   3
PAQL   3

11
11/ 3 = 3.67 Average Raw Score = 3 Fully Successful

Recommended Rating of Record

Rating of Record Rating Criteria 

Level 5 - Outstanding 
The average score of the three appraisal levels is 4.3 or 
greater, with no contribution factor being rated a “1” 
(Unacceptable), resulting in a rating of record that is a “5”. 

Level 3 – Fully Successful 
The average score of the three appraisal levels is less than 
4.3, with no contribution factor being rated a “1” 
(Unacceptable), resulting in a rating of record that is a “3”.  

Level 1 - Unacceptable Any contribution factor rated as “1”. 
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Pay Pool Panel Process

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. 
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68 68 72
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Pay Pool Panel Process



Pay Pool Panel Process
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All Self-Assessments + Supervisor Assessments w Recommended Scores for Deliberation by  Pay Pool Panel to Approved Pay Pool Results

Example is using 2021 SPL/NPR Table, rate of pay and locality rates.
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Contribution and Quality of Performance Assessment
Consideration for Factor Scoring



Once the Overall Contribution Scores Are Set,                 
How Are Salaries Determined?
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70 70 70

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

OCS SPL *0.92 
Lower Rail

*1.08
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
67 74600 68632 80568
68 76095 70008 82183
69 77621 71411 83830
70 79176 72842 85510
71 80763 74302 87224
72 82382 75791 88972
73 84033 77310 90756



• 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

• First year in CCAS, the minimum funding level for CRI is 2.4%.
• Subsequent years, minimum of 2% of sum of total salaries on board as of 

September 30th

– Contribution Awards (CA)
• Was intended to be consistent with funds historically spent in GS on 

performance awards
• 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.

Contribution & Compensation 
Pay Pool Funding

87



88

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.

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.

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

Contribution & Compensation 
Pay Pool Funding

CRI = $8,141
Total Base Salary * CRI Funding Level = CRI Pool

$360,210 *    2.26%     =   $8,141

CA = $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.

Total Adjusted Basic Salary * CA Funding Level = CA Pool
$417,664   *    90% of 1.5%     =   $5,638

(with Locality)           $417,664 * 1.5% =  $6,265  * 90% = $5,638
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4.  Enter approved OCS and Target Salaries.  

6.  Calculate total positive Delta Salary.

5.  Determine the Delta OCS and Delta Salaries.

Contribution & Compensation 
Payout Calculations

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

(Target Salary – Base Salary = Delta Salary)

 Base 
Salary

Expected 
OCS

Approved 
OCS

Target Salary 

Contributor, Joe $75,441 68 70 $85,510 
Blaine, Rick $60,568 57 61 $71,524 
Munroe, Cora $73,860 67 68 $82,183 
Wayne, Bruce $74,999 68 68 $82,183 
Sayers, Rose $75,342 68 67 $80,568 

Approved 
OCS

Expected 
OCS

Target 
Salary

 Base 
Salary

Delta 
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

Total Positive Delta Salary = $41,758

OCS SPL
*0.92 

Lower Rail
*1.08

Upper Rail
61 66,226 60,928      71,524      
62 67,553 62,149      72,958      
63 68,907 63,395      74,420      
64 70,288 64,665      75,912      
65 71,697 65,961      77,433      
66 73,134 67,284      78,985      
67 74,600 68,632      80,568      
68 76,095 70,008      82,183      
69 77,621 71,411      83,830      
70 79,176 72,842      85,510      


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
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7.  Calculate percent of Delta Salary to be given.

Contribution & Compensation 
Payout Calculations

CRI Pool 
$8,141

Total Positive Delta Salary of $41,758

Available Dollars for CRI ÷ Total Positive Delta = Percent for CRI Payout 

$5,638 ÷ $41,758 = 13.5027% of Positive Delta Salary for CA

CA Pool 
$5,638

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 



92

8.  Calculate approved CRI and CA.

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

$10,069    X 19.4951% =    $1,963

Contribution & Compensation
Payout Calculations

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

$10,069    X   13.5027% =    $1,360

Approved 
OCS

Expected 
OCS

Target 
Salary

 Base 
Salary

Delta 
Salary 

Contributor, Joe 70 68 $85,510 $75,441 $10,069 


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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Compensation from the Pay Pool

CRI Pool 
$8,141

CA Pool 
$5,638

All the CRI and CA Pool Dollars are 
distributed!!!

Approved 
OCS

Expected 
OCS

Target 
Salary

 Base 
Salary

Delta 
Salary 

Computed 
 CRI

Computed 
 CA

Contributor, Joe 70 68 $85,510 $75,441 $10,069 $1,963 $1,360 
Blaine, Rick 61 57 $71,524 $60,568 $10,956 $2,136 $1,479 
Munroe, Cora 68 67 $82,183 $73,860 $8,323 $1,623 $1,124 
Wayne, Bruce 68 68 $82,183 $74,999 $7,184 $1,401 $970 
Sayers, Rose 67 68 $80,568 $75,342 $5,226 $1,019 $706 

$41,758 19.4951% 13.5027%
$8,141 $5,638

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


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







94

Compensation from the Pay Pool

Approved 
OCS

Expected 
OCS

 Base 
Salary 1% GPI

Approved 
CRI 

New Base 
Salary

Plus 
Locality 

(RUS 
15.95%)

Total 
Adjusted 
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 $73,408 $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 2021 SPL/NPR Table, rate of pay and locality rates.


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		$73,408		$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







CCAS Results

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

Compensation Detail

$102,283 Current Rate of Base Pay

$1,023 G Increase 1.00%

$          3 CRI Increase 2.60%

$103,309 New Rate of Basic Pay

+$31,489 Locality Pay @15.95%

$134,798 New Total Salary

$342 Contribution Award

(+$2,232 Carryover from CRI)

(=$2,574 Total Award)

You will see the factor 
scores, the OCS, PAQLs and 

Rating of Record and the 
payout plus the supervisor 

narrative assessment

95
Example is using 2021 SPL/NPR Table, rate of pay and locality rates.



Results of the Annual Appraisal

Completed  Annual 
Self Assessment

and
Completed Supervisor 

Annual Assessment

Completed 
Contribution Plan

96Example is using 2021 SPL/NPR Table, rate of pay and locality rates.



Grievance Policy and Procedures

CCAS

97



• Employee may grieve: 
 Overall Contribution Score / Factor Score(s)
 Rating of Record
 Narrative Annual Assessment
 CCAS pay determinations
 General Pay  Increase (GPI)
 Contribution Rating Increase (CRI)
 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.

CCAS Grievance Process
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Grievance Process Administrative Procedures

Employee 
Decides to Grieve
(15 Calendar Days After Receipt of Part I)

Supervisor  Makes 
Recommendation 

to Pay Pool Manager

Revise Personnel Action(s)
as applicable

Pay Pool 
Manager

[Pay Pool Panel May Meet]

Rules
(30 Days)

Appeals to 
Next Higher Official 

Above Pay Pool Manager

Inform Employee

Within 60 days* of Date of 
Request for Final Review,

Written Decision

* Calendar Days

Revise Parts I, II 
as applicable

Update CAS2Net
as applicable

If Employee 
Disagrees

Final 
Ruling

Inform 
Employee

Approved
or Approved with 

adjustments

Denied
Within 15 days* of Receipt of 

Written Decision, Submit Request 
for Final Review

Approved
or Approved with 

adjustments

Denied

Revise Personnel Action(s)
as applicable

Revise Parts I, II 
as applicable

Update CAS2Net
as applicable

Employee

Employee
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Pay Pool Result 
Feedback to Workforce
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2020 Army CCAS Results
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2020 Army CCAS Results
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Overall Average Delta Score 1.4
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2020 Army CCAS Results



Questions?
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Step Increase v CRI 
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