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Determining Career Path / Broadband Level

Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband| Professional Support Support
I GS1-4 GS1-4 GS1-4
] GS 5 -11 GS5-8 GS5-7
I GS12-13 GS9-11 GS8-10

V| es1a-15 | cs12-13 [

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

" ]

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

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

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

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

		IV		GS 14 - 15		GS 12 - 13





Sheet2

		





Sheet3

		






Determining Career Path / Broadband Level

GS-1102-12, Contracting

NH NJ NK
Business and
Technical Mgmt | Technical Mgmt | Administrative
Broadband| Professional Support Support
I GS1-4 GS1-4 GS1-4
| GS 5 -11 GS5-8 GS5-7
i GS12-13 GS 9 -11 GS8-10

vV | es1a-15 | es12-13 [

= OPM Job Series Apply: Therefore, 1102 = 1102

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

= Broadband: Reference Table Above, GS 12 = NH Il
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		I		GS 1 - 4		GS 1 - 4		GS 1 - 4
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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.



Buy-ins

No Buy-In if:

e Step Increases are being withheld for Less Successful
Performance

* On Performance-Improvement Plan

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

* Step 10

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



Ac '
lq= @ Step Buy-In Procedures

BDemo

* 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
& & v F T VT VTV

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

Percent of 52 Wks B 52 Wks B 52 Wks B 104 Wks B 104 Wks B 104 Wks B 156 Wks B 156 Wks B 156 Wks 8




Step Buy-In Example

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

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

GS-12/Step 4 base rate of $75,130

GS-12 within step increase is $2,277

90/104th (or .8654) of $2,277 is $1,971

§$75,130 + 51,971 =577,101

Then compute Locality Pay $77,101 * 16.20% = $12,490

$12,490 + $77,101 = $89,591 0,055 Locaity Rates

Rest of U.S. - RUS 16.20%

(This example uses the 2022 General Schedule Salary Table w/o Locality.)
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AcqDemn - Conversion Caloulatar Page | of' 3

AcgDeme - Conversion Caleulator

Page 203

Conversion Tool for WIGI Buy-in
https://acqgdemo.hci.mil/acqdemoconversioncalculator.htmi
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1. 2022 Conversion Tool for WIGI Buy-in
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Acam

|

(usamny)

]| Conversion SF-50

e e NOTIFICATION OF PERSONNEL ACTION
1. Mame (Last. First Middls) 1 Socizl Seourity Number 3. Date of Birth 4 Efiective Dats
Contributor, Joe XOOC-XA-1111 AR 1-24-2021
. Py Pl 9 Do Cods 10 Grads Lans] 11 ZsepFade 11 Totad Salery 13. Pary Bann 16 Py Plan 17. Dice Coda 15 Grads Lans] 19 ZsenFads 10, Tota] Salery Il Pay Banin
GS 1102 12 04 $ 85,398 PA NH 1102 03 $ 89,591
11A Bandc Pay 115. Locality Adj. 11T, Adj. Bandc Pay 11D, Crber Pay A Badc Pay I0E. Locality Adi. 0T, Adj. Badc Pay 10D, Crber Pay
$ 73,513 $11,885 $ 85,398 $ 77,101 $ 12,490 $ 89,591
But if Joe was a Step 10, no buy-in.
S NOTIFICATION OF PERSONNELACTION
1. Mame {Last First, Mliddl=) 1 Social Security Number 3. Dwzte of Birth 4. Effective Dats
Contributor, Joe X0 XH-1111 Fre s I e 6-23-2021
i Py Plen 9. Occ Cods 100 Grads Lans] 11 Semn'Rate 11 Total Satmry 13. Pay Banix 16, Pay Flen 17. Qoo Coda 15 Grades Lans] 19 Ssmn Rt 10, Total Salery Il Pay Banin
Gs 1102 12 10 $ 100,739 PA NH 1102 03 $ 103,176
12A Bamic Pay 116, Localiny Adj. 12C. Adj. Banic Pay 11D, Crheer Pany 10A Bamic Pay IE. Localny Adj. ToC. Adj. Banic Pany 0. Ceheer Pany
$ 88,792 $ 14,384 $103,176 $88,792 $ 14,384 $103,176
BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022
Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step9 | Step 10
12 68299 70576 72853 75130 77407 79684 81961 84238 86515 88792

11




Ac.q= [ﬁ Step Buy-In Example
BDemo Pay Retention

Grade and/or Pay Retention.

An employee on retained pay whose salary exceeds the maximum pay of the
broadband level (as determined by the employee’s grade) is not eligible for a
buy-in adjustment. Such an employee’s rate of pay remains the same under
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 AcgDemo
who would not receive a WGI prior to expiration of their grade retention will
not receive a buy-in for their WGI. Their salary will be set at the rate in the
broadband for their position of record. Employees whose pay exceeds the
top rate of the broadband will have their pay retained.

12



Questions?

Conversion
Buy-In

13



GS to AcgDemo

SALARY TABLE 2022.GS Business Management and Technical Management Professional
INCORPORATING THE 2.2% GENERAL SCHEDULE INCREASE NH-01 NH-02 NH-03 NH-04
EFFECTIVE JANUARY 2022
20172 - 36116 31083 - 74074 (68299 - 105579 95973 - 146757
Annual Rates by Grade and Step
TN GS-01 - GS-04 GS-05 - GS-11 GS-12 - GS-13 GS14 - GS-15
GRADE
Grade Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 |AMOUNTS
1 $ 20,172 | $ 20,849 | § 21,519 | S 22,187 | § 22,857 | S 23,249 | § 23913 | S 24,581 | § 24,608 | § 25234 | VARIES Technical Management Support
2 22,682 23,222 23973 24,608 24,836 25,618 26,350 27,082 27,814 | 28,546 | VARIES
3 24,749 25,574 26,399 27.224 28,049 28,874 29,699 30,524 31,349 32,174 825 NJ-01 NJ-02 NJ-03 NJ-04
4 27,782 28,708 29,634 | 30,560 31,486 32412 33,338 34,264 35,190 36,116 926
5 31083 | 3119 | 33155 | 34191 | 35227 | 36263 | 37.299 | 38335 | 39.371 | 40407 1,036 20172 - 36116 31083 - 55430 47097 - 74074 68299 - 105579
6 34,649 35,804 36,959 38,114 39,269 40424 | 41,579 42,734 | 43,889 45,044 1,155
7 38,503 39,786 | 41,06 0352 43,635 44918 46,201 47484 | 48,767 50,050 1,283 GS-01 - GS-04 GS-05 - GS-08 GS-09 - GS-11 GS12 - GS-13
B 42,641 44,062 45,483 46904 | 48,325 49,746 51,167 52,588 54,009 55,430 1,421
9 47,097 48,667 50,237 51,807 53377 54,047 56,517 58,087 59,657 61,227 1,570
10 51,864 53,593 55,322 57,051 58,780 60,509 62,238 63,967 65,696 67,425 1,729 Administrative Support . .
11 56,983 58,882 60,781 62,680 64,579 66,478 68,377 70,276 72,175 74,074 1,899 pp Locality Pay is not
12 68,299 70,576 72,853 75,130 77,407 79,684 81,961 84,238 86,515 88,792 2,277 NK-01 NK-02 NK-03 included in the
13 81,216 83,923 86,630 89,337 92,044 94,751 97458 |__100,165 | 102,872 | 105,579 2,707
14 95973 | 99,172 | 102371 | 105,570 | 108,769 | 111,968 | 115,167 | 118,366 | 121,565 | 124,764 | 3,199 20172 - 36116 31083 - 50050 42641 - 67425 Pay Range Chart
15 112,890 | 116,653 | 120416 | 124,179 | 127,942 | 131,705 | 135468 | 139,231 | 142,994 | 146,757 3,763
GS-01 - GS-04 GS-05 - GS-07 GS-08 - GS-10

&F DF D F D F D F DF DF F F D

6S/step| 1 | 2 | 3 | 4 | s | & | 7 | 8 | 98 | 1m0 |
( 52 Wks ™ 52 Wks ™ 52 Wks ® 104 Wks ® 104 Wks ® 104 Wks® 156 Wks ® 156 Wks ® 156 Wks

® © @ @ L

o
S
Annual General Pay Locality Pay S

Base Pay Increase (GPI) _ CRI _
Contribution Rating

(Contribution-Based) Increase

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

CA

Contribution
Award

(Contribution-Based)

(Automatic)

Incentive Awards

14
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Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15



		Technical Management Support

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

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13



		Administrative Support

		NK-01				NK-02				NK-03

		20172   -   36116				31083   -   50050				42641   -   67425

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





image1.emf

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





Ac:= [_j Understanding AcqDemo Pay System Career Paths, Broadband

lDemo Levels And How It Is Tied To The GS Salary Table

SALARY TABLE 2022-GS
INCORPORATING THE 2.2% GENERAL SCHEDULE INCREASE
EFFECTIVE JANUARY 2022

Annual Rates by Grade and Step

WITHIN
GRADE

BBL Step 1 Step 2 Step 3 Step 4 Step S Step 6 Step 7 Step 8 Step 9 Step 10 __{AMOUNTS
$ 20,172 | $ 20,849 | $ 21,519 | $ 22,187 | § 22,857 | $ 23,249 | $ 23913 | $ 24,581 | $ 24,608 | $ 25234 | VARIES

NH-01 22,682 23,222 23,973 24,608 24,886 25,618 26,350 27,082 27,814 28,546 VARIES

24,749 25,574 26,399 27,224 28,049 28,874 29,699 30,524 31,349 32,174 825
27.782 28.708 29.634 30,560 31.486 32412 33.338 34.264 35.190 36.116 926 |
31,083 32,119 33,155 34,191 35,227 36,263 37,299 38,335 39,371 40,407 1,036
34,649 35,804 36,959 38,114 39,269 40,424 41,579 42,734 43,889 45,044 1,155
NH-02 38,503 39,786 41,069 42,352 43,635 44,918 46,201 47,484 48,767 50,050 1,283
42,641 44,062 45,483 46,904 48,325 49,746 51,167 52,588 54,009 55,430 1,421
47,097 48,667 50,237 51,807 33,377 54,947 56,517 58,087 59,657 61,227 1,570
51,864 53,593 55,322 57,051 38,780 60,509 62,238 63,967 65,696 67,425 1,729
56,983 58,882 60,781 62,680 64,579 66,478 68,377 70,276 72,175 74,074 1,899

68,299 70,576 72,853 75,130 77,407 79,684 81,961 84,238 86,515 88,792 2,277
NH-03 57575 83,923 86,630 89.337 92,044 94751 97458 | 100.165 | 102.872 | 1035.579 2,707
NH-04 95973 99,172 | 102371 [ 105570 [ 108,769 [ 111968 | 115,167 | 118366 [ 121,565 | 124,764 3,199

112890 | 116,653 | 120416 | 124179 | 127942 | 131705 | 135468 | 139231 | 142994 | 146757 3.763

Business Management and Technical Management Professional
NH-01 NH-02 NH-03 NH-04
20172 - 36116 31083 - 74074 68299 - 105579 95973 - 146757
GS-01 - GS-04 GS-05 - GS-11 GS-12 - GS-13 GS14 - GS-15

15
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Three Career Paths and Broadbands

Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

CAREER PATHS AND BROADBAND LEVELS

1 Business Management and Technical Management Professional Career Path

Includes professional and management positions in science, engineering, and business management. These positions
often have positive degree requirements.

Business Management and Technical Management Professional

NH-01

NH-02

NH-03

NH-04

20172 - 36116

31083 - 74074

68299 - 105579

95973 - 146757

GS-01 - GS-04

GS-05 - GS-11

GS-12 - GS-13

GS14 - GS-15

2 Technical Management Support Career Path

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

Technical Management Support

NJ-01

NJ-02

NJ-03

NJ-04

20172 - 36116

31083 - 55430

47097 - 74074

68299 - 105579

GS-01 - GS-04

GS-05 - GS-08

GS-09 - GS-11

GS12 - GS-13

3 Administrative Support Career Path

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

Administrative Support

NK-01

NK-02

NK-03

20172 - 36116

31083 - 50050

42641 - 67425

GS-01 - GS-04

GS-05 - GS-07

GS-08 - GS-10

16



Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15



		Technical Management Support

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

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13



		Administrative Support

		NH-01				NH-02				NH-03

		20172   -   36116				31083   -   50050				42641   -   67425

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





Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15



		Technical Management Support

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

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13



		Administrative Support

		NH-01				NH-02				NH-03

		20172   -   36116				31083   -   50050				42641   -   67425

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





Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15



		Technical Management Support

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

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13



		Administrative Support

		NK-01				NK-02				NK-03

		20172   -   36116				31083   -   50050				42641   -   67425

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





Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project
BROADBANDING

Acom %

B =

BDemo

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

Business Management and Technical Management Professional

NH-01

NH-02

NH-03

NH-04

20172 - 36116

31083 - 74074

68299 - 105579

95973 - 146757

Technical Management Support

NJ-01

NJ-02

NJ-03

NJ-04

20172 - 36116

31083 - 55430

47097 - 74074

68299 - 105579

Administrative Support

NK-01

NK-02

NK-03

20172 - 36116

31083 - 50050

42641 - 67425

2022 AcqDemo Broadband Base Pay Tables
(Locality Applied Based On Locality Region)

AcqDemo pay tables change

whenever the GS pay tables change

17



Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15



		Technical Management Support
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The AcgDemo performance evaluation system
is the

Contribution-based Compensation and Appraisal
System (CCAS)

506618 &

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

(Base Salary Increase)

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

' |ncentive Awards
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Ac.q= [% What is CCAS?

BDemo Federal Register Notice, November 9, 2017, Section 11.D.1

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

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

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

19



Contribution Factors
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Acom ] Department of Defense
Wl @@ Civilian Acquisition Workforce Personnel Demonstration Project

EDemo CLASSIFICATION and CONTRIBUTION FACTORS

The three factor when taken as a whole result in either a classification determination of the
broadband level for the position or an overall contribution score (OCS) and performance

appraisal level for an employee’s contribution assessment depending on the action being
addressed.

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

Job Achievement Communication Mission Support

and/or Innovation and/or Teamwork

21



Acom ] Department of Defense
Wl @@ Civilian Acquisition Workforce Personnel Demonstration Project

EDemo CLASSIFICATION and CONTRIBUTION FACTORS
Job Achievement Communication Mission Support
and/or Innovation and/or Teamwork

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

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

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

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

22



Department of Defense
Civilian Acquisition Workforce Personnel Demonstration Project

CLASSIFICATION and CONTRIBUTION FACTORS

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

Acqm

|

)

|
BDemo

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 11l

(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 certificaon, ification, and/or
developmental progra d rtunities for self and
others.

* Mentoring / Employee

Development

versees the activities of
s with focus on project/ program

¢ Guides, motivat

* Accountability

individuals te
issueslAss €S ownership of processes and products,
p

a iate.
@el ps, integrates, and implements solutions to
verse, 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

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

* Scope / Impact

23




In AcqDemo at least 90 days or more immediately preceding September 30
to be eligible for a rating (NLT July 3)

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

24
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Pay Pool Manager /

Annual Planning

\ 4

1.

Contribution Planning — Initial
counseling and discussion with
employee:

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

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

CCAS Life Cycle

$5%

Closeout

E Upon Change of

Supervisor

Mid-Point Review
(Employee Self-Assessment

and Supervisor Assessment)

Informal, Frequent

Communication Between Rating

Official and Employee
Throughout the Rating Period

ocT

NOV DEC JAN FEB

* Beginning of Rating Period

MAR

APR MAY JUN JUL

AUG

Effective

Pay Adjustments

15t Full Pay Period

in January
Employee
P Completes Annual
Self-Assessment DFAS
Rating Official
=P Assesses and Rates
Employees DCPDS
Pay Pool Panel |
~ Determines Final Servicing

' OCS, PAQLs and Pay HRO
i Adjustments I
' Pay Pool Manager CAS2Net

Approves Final OCS, PAQLs | up Pay Transaction

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

SEP OCT NOV DEC JAN

End of Rating Period *

---- Pay Pool Panel ----

23"




Acqm
H @ CAS?Net
BDemo

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

- DoD
, CAS’Net | €> AcqDemo €>| DCPDS
https://cas2net.army.mil/ Database Office Defense Ciiian personnel

!

User Modules

] T~

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

Objectives
| | | [

Personnel
l Mid-Points

Data Changes l

Closeouts

l ___‘1 2 Additional Feedback

& Rating

Hierarchy R i - "
& Reports BT -, A8 - » Annuals
Pay Pool Administrators Pay Pool Administrators Employees Factor appraisals
Data Maintainers CCAS Spreadsheets Supervisors and recommended

Pay Pool Panels, Scores/Ratings Sub-panel Managers factor scores
Payouts


https://acqdemoii.army.mil/

Acom [
n [;j CAS2Net Access

BDemo

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

Add User

Acqm
[ | |
EDIPI* Required Prefix First * Required Midde Last * Required 6 Suffix
Qo‘ Contribution-based Compensation
e o ,&ﬂg’ and Appraisal System
m& (CCAS)
Emai * Reguired &?ED
Q\e, Introduction and Overview
Can Access CAS2Net 20 I3 Demo Employee ((\ I3 System Owner I3 Regional Manager
ps® o 0
Can Be Supervisor Can Be Functional Reviewer Can’_Edl'n User History The following siides may be siightly different when you access CAS2Net due to continuing refinement of CAS2Net.
B e focadama e i

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



CAS2Net
Contribution Plans (Objectives)

General Information -]

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

Contribution Planning Copy Objectives from Previous Plan [l ﬂ

Effective Date:

10-01-2020

Individual Objectives:

Characters: 0/6000 4

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

Submit to Supervisor 1



CAS2Net

lleo Supervisor - Review and Document Contribution Plan

M.q= CAS2Net 2.0 “Your Session will expire in 14:43 minutes. CISCO ROUTE -
BDemo

Welcome to CAS2Net 2.0

User Notifications

10-25-2020 — Contribution Plan Submitted by Employee

Supervizor 1 Dashboard

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

HO0% v

Contribution Plans - Submitted

Click Pie Chart to see list

of employees -
ploy
\ Name = Phone Number Phone Ext Phone Dsn Email
STATUS | DRAFT DRAFT.STATUS. CIVE@MAIL MIL
Showing 1 to 1 of 1 entries Previpus EI Next

=)
29



Acom Y CAS2Net

.=Do Supervisor - Review and Document Contribution Plan

ession will expire in 14:39 minutes. CISCO ROUT

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

Characters: 4T&/8000 4

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

Method(s) of C ication Date Communicated
[ Face To Face
E]Tele-;onfelence k s
[T video Conference ot itated By L Supervi
. CJ Email
Supervisors can Clomer
modify contribution
plans thru July 3. ——
Modify Contribution Plan
Are you sure you want to unlock the contribution plan? If so, this will 1) Scroll to the bottom’

clear the method of communication and date.

2) Select date and method of

Every modification | . )
requires a review with communication and Approve, or
the employee and 3) Return to employee for
documentation of the
review in CAS2Net. cha nges

30



CAS2Net
Employee Mid-Point Self-Assessment

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

Midpoint Assessment for DRAFT STATUS (o)

General Information

Midpoint Assessment Contribution Planning =
Contril Plan Effective Date:
‘ 10-01-2020 ‘
Contribution Plan(s) For Fiscal Year:

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

Individual Objectives:

Design, create, and implement problem solving skills and provide solutiens to address test program unigue requirements.
[Solve problems that occur during test requiring minimal supervisor guidance or intervention.

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

Ensure timely, safe and effective execuficn of the test mission through ication of p ional skills and k ledg

Job Achievement andfor Innovation

Employee Assessment

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

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

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

7714000 ]
Auto Save Timeout: 300 *Character count may differ from Microsoft Word




Acqm | CAS2Net

.=Do Employee Mid-Point Self-Assessment

Cannot Submit Midpoint Assessment

Midpoint assessment cannot be submitted because of incomplete
contribution plan.

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

32



CAS2Net 2.0

CAS2Net
Supervisor Mid-Point Review

CISCO ROUTE
Mission Support

Employee Assessment
Midpoint Azzessments

HAT: Provided a draft fransition guide for CECOM.

=
RESULT: The draft guide saved development and research time by the fransition team, which had a final guide out 45 days prior to conversion.
IMPACT: Across the command. Successful conversion of 2 437 employees to AcgDemo.
Supervigor 1 Assessment
Hlde& Blalm © # 3 | B
B I U =i =s=== H 4
workforce.

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

Auto Save Timeout: 159

Characters: 208/4000 4
*Character count may differ from Microsoft Word
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Acqm | CAS2Net

.. (s amy) . . <1 . .
EDemo Supervisor Documentation of Mid-Point Review

CISCO ROUTE

Acom
]

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

Individual Objectives:

=2
Supervisor 1 Approval

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

34



Acqm | CAS2Net

.=Do Supervisor Mid-Point Review

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

CISCO ROUTE

e, Y
oo

(2
Employee Assessment (J\OCD

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

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

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

Ng

Supervigor 1 Assessment

o

# % | F I 0\/

== ¥ Q?‘

(\0
(e\ .2eting all milestones that significantly contributed to a successful conversion and a well informad

(e

L

Hdea & Caln

m g

B I U !

Concur with employse's self assessment; the planning was detailed and informati
workforce.

Characters: 2084000 4

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

o

. . . f 1974 For Official Use Only (FOUO]
Closeout is completed upon a change in supervisor
during the rating period. Closeout is not the annual.
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CAS2Net
Employee Annual Self-Assessment

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

Blemo
General Information
Fiscal Yean
2022 -
Supervisor Level 1: Supervisor Level 2: Sub-Panel Manager: Pay Pool Manager:
ROUTE, CISCO
Annual Assessment Broadband Level: Dccupational Series: Career Path: Expected OCS and Range:
0-0-0

Current Contribution Plan Details

Confribution Plan Effective Date:

‘ 10-01-2021 ‘

Contribution Plan(s) For Fiscal Year:

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

Midpoint Assessment For Fiscal Year:

Midpoint Assessment - Submitted

36



Acqm | CAS2Net

.=Demo Employee Annual Self-Assessment

(isamm)

CAS2MNet 2.0 Your Session will expire in 12:10 minutes. DRAFT STATUS

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

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

Job Achievement andfor Innovation

“actor Descrption 3

Employee Assessfhent

Annual Assessment

Hiaes oAl

Characters: 074000 4

Auto Save Timeout: 300 *Character count may differ from I'\."Ird

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

if copying from MS Word)

AUtO Save Save Sl.bmittuSupewisoH
Link to Factor Descriptions

Format Toolbar

Spell Check 37
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CAS2Net

Supervisor Annual Assessment with Recommended Scores

““ﬂ CASONet 2.0 Your Session will expire in 14:35 minutes. "

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

Job Achievement andfor Innovation S

Factor Description

Employee Assessment

Categorical Score: MNumeric Score: Performance Score:
Annual Assessments :

Calert (TN - -
Select Option ct Optior

1MH — — kA
== vy ol
2H
2L
M
v
2MH
|

H100% -
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Acqm 9
.. {u.s.nm‘_ I
T CCAS Scoring

CCAS Scoring

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

Each factor will receive two types of scores:

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

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

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

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

Mission Support 3M 77 PAQL 3 39



Acqm
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" HDemo

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

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

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

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

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

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

CCAS Scoring
Categorical Scores

PAQL 5
PAQL 3
PAQL 3

Business Management and Technical Management Professional

NH-01 NH-02 NH-03 NH-04
20172 - 36116 31083 - 74074 68299 - 105579| 95973 - 146757
Pay at | Payat | Payat Pav at the P:Zea; ’:ze Pay at the P:Zea; :I;e Pav at the Payat | Payat | Payat | Payat | Payat | Payat
the Low [the Med |the High v Med . .y the Low [the Med |the High|the Low [the Med |the High
Low End Low High |High End
End of |Range of| End of Range of End of [Range of| End of | End of |Range of| End of
of the Pay| Range of Range of |of the Pay
the Pay | the Pay | the Pay the Pay the Pay | the Pay | the Pay | the Pay | the Pay | the Pay
Range | the Pay the Pay | Range
Range | Range | Range Range Range Range Range | Range | Range | Range | Range | Range




Acqm
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CCAS Scoring
Numerical Scores

|
BDemo

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

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

Recommended Numerical Score is what the employee should be compensated.

Business Management and Technical Management Professional

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

20172 - 36116 31083 - 74074 |68299 - 105579 95973 - 146757

Categorical Scores

1L 1M 1H 2L Msgi/'uLm_ 2M M;’;’i':'m_ 2H 3L 3M 3H aL 4M 4H | o High
Low | Medium | High | Low Medium ; High Low |Medium| High | Low |Medium| High yHig
Low High
Numerical Scores
0-5 | 6-23 | 24-29 [22-29] 30-40 | 4150 | 51-61 | 62-66 | 61-66 | 67-78 | 79-83 [79-83| 84-95 | 96-100 | 115

41
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Career Paths, Broadband Levels and Salary Ranges
Numerical Scores and Categorical Scores

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

20172 - 36116 31083 - 74074 (68299 - 105579 95973 - 146757
Categorical Scores

1L 1M 1H 2L M;;\i/luLm- 2M Mzgqum- 2H 3L 3M 3H 4L aM AH | o

Low | Medium | High | Low Medium . High Low |Medium| High | Low |Medium| High y Hig

Low ngh

Numerical Scores

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

Technical Management Support

NJ-01

NJ-02

NJ-03

NJ-04

20172 - 36116

31083 - 55430

47097 - 74074

68299 - 105579

Categorical Scores
1L 1M 1H [2L|2ML|2M | 2MH | 2H | 3L 3M 3H | 4L | 4am 4H | VH 2022 ACQDEMO
Numerical S
0-5 | 623 | 2429 |22-29]30-35 | 36-40 | 41-46 I:;-q_:lncf g—i | 5261 | 6266 | 6166 | 67-78 | 7983 | 95 BRO?DBAND-;ABLE
Base Pay
Administrative Support CCAS has o ywrumg romnge
2017;‘ K-O;Gns 3108;' K-0250050 4264:‘ K-0?(’57425 from O to- 100 for NH, O fo- 83
Categorical Scores jc .' NJ’ MA/O to- 61 fO'V NK
1L mm | 1H | 2t | 2m | 20 | 3L | 3m 3H wn | wuthv Very Hygh score of 115,
Numerical Scores a5 and 70.
0-5 | 6-23 | 24-29 [22-29| 30-41 | 42-46 | 38-46 [47-56] 57-61 | 70

42



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

BDemo
Score each FACTOR
With Recommended Categorical and Numerical and PAQL

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

Performance Appraisal

) Performance Appraisal Quality Level Criteria
Quality Level (PAQL)

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

Level 5 - Outstanding

An employee’s performance consistently achieves, and sometimes

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

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

Level 1_U tabl quality of work and the required results for the goals and Level 5 ibution f bei da “1” bl tingi
evel 1 - Unacceptable
P objectives set forth in his/her contribution plan for the appraisal Outstanding COT‘IU-"I Adrmiaaes e'?gmte a “1”(Unacceptable), resultingin
cycle. aratingof recordthatisa “5".
Y
Level 3 The average score of the three PAQLs is less than 4.3, with no

contribution factor beingrated a “1” (Unacceptable), resultingin

Fully Successful . .
g a ratingof record thatisa “3".

Level 1

Any contribution factor rated as “1”,
Unacceptable

43



Contribution Scores — For Compensation

- Categorical Scores

Categorical Score

Numerical Scores

Numerical Score

CCAS Scoring Summary

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

Performance Appraisal
Quality Level (PAQL)

Performance Appraisal Quality Level Criteria

Level 5 - Outstanding

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

Level 3 — Fully Successful

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

Level 1 - Unacceptable

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

Business and
Technical Technical Administrative
Management Management Support
Professional Support (NK)
(NH) (N
Broadband and Very Categorical Numerical Numerical Numerical
High Score Levels Scores Score Range Score Range Score Range
High 115 G5 70
Very High Score Medium 110 a1 67
Low 105 37 3]
High 96=100 79-83 -
v Medium B4-95 67-78 -
Low T9-83 6H1-66 -
High 79-83 6266 57.61
I Medium 67-T8 52-61 47-36
Low G1-66 43-51 38-46
High 62=66 47-51 4246
I Medium High 51-61 41-46 -
Medium 41-50 36=40 3041
Medium Low 30-40 30-35 -
Low 22-29 22-29 22-29
High 24-29 2429 2429
I Medium 65-23 6-23 6-23
Low -5 -5 -5

Questions?
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Assessment Writing
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SMART is a framework for developing (and evaluating) contribution objectives:

Specific

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

Measurable

* Quality, quantity, time, cost effectiveness/resources

Achievable

* Objectives link employee’s work, work unit’s goal, and organizational mission

Relevant

* “Relevant” means that the objective is important to the employee and the organization. The employee’s work fits into
the organization’s goals and priorities. The organization’s mission, function statement, and other strategic and project
planning documents provide the basis and context for the work and its relationship to the greater Army/DoD mission.

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

Timely

* When will the objective start, or when will it be completed? 46
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fw SMART Objectives

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

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

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

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

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

Achievable
* Obijectives link employee’s work, work unit’s goal, and organizational mission
* Can the goal be accomplished with the resources, personnel, and time available?
* |s 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.
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Developing Contribution Objectives
Keep in Mind the Applicable Factor or Factors

Job Achievement Communication

Mission Support

and/or Innovation and/or Teamwork

What will  Are you a... Oral Will you be Who willbe ~ Will you
be the... -Technical What will part of a/an your... work with...

-Functional you do... or will vou

-Subject-Matter _Brief? y Internal 5
Task -Train.? work with c stomer(s)? Funds~
Service Expert? _Discu'ss? a/an... u " Time?
Project -Negotiate? External Personnel?

For what? _Etc.? .
Program Ko Team? customer(s)? Equipment?
Problem Will you... ertter? Branch? Facility?
Issue Lead? Whatwill - ision? What Supplies?

) you write... ] P
Concern Supervise? Report? Directorate?  Product(s) Etc.:
Etc. Mentor? _Analysis? PM? Service(s)
-Policy? PEO? Etc.
_that vou ) -Procedures? 3
) y will you -Travel Orders? Sta]_cf' )
on? training? DoD provide?
AF/Navy/MC

Etc.
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S: Influence people by providing purpose, direction, and motivation to
accomplish the ACC mission and improve the organization

M1: Ensure continuing application of and compliance with AR 6-22

M2: Take action to monitor, identify, and eliminate counterproductive leadership
behaviors in yourself, your team, unit, division, directorate, section or other
functional unit

M3: Emphasize the constants of the Army values, teamwork, and discipline
Ma4: Practice and exhibit positive leadership attributes

M5: Lead with confidence, courage, competence, agility, and resilience

R: CG Priorities

T: 30 Sep annually
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S: As a Quality Assurance Specialist (QAS), assure that all Services and Construction &
Supply contracts are performed to standard and receive proper oversight from COR's and
contractor's performance based on the contract's risk level.

M1: performs monthly surveillance on assigned contracts based on risk rating.

M2: performs continuous and consistent oversight of at least 1 times per month for high
risk contracts, 1 time per month for moderate risk contracts and 1 time per quarter for low
risk contracts to mitigate the contracts risks levels.

M3: Performs PWS, SOW, QCP, QASP and Safety Plan Reviews

M4: assures that Contracting Officers receive accurate documented and reoccurring QA
feedback on COR and Contractor performance.

M5: Continuously and consistently assures that Overdue CPARS reports are maintained at
1% or less.

M6: Check that Monthly status reports are submitted by the COR by the 7th calendar day
of the month and reviewed by the ACO by the 28th calendar day of the month.

R: Army Value: Duty

T: 30 Sep annually
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MDemo 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 111).”
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EDemo Supervisor Mandatory Objectives

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

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

 Complete required SRPE NLT 29 December or as required by the specific suspense as established by
the Business Rules. (SRPE objective for supervisors) 52
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Employees’ self-assessment:

Employee Self-Assessment

e describes how their contributions enabled mission accomplishment

Job Achievement

Communication

Mission Support

and/or Innovation and/or Teamwork

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

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

Task -Functional -Brief? you work with Internal

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

Project Matter-Expert -Discuss? Funds?

Program expertise? -Negotiate? Team? External Time?

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

Issue For what? Written Division? Equipment?

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

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

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

will work on? -Policy? Office? Did you
Will you -Procedures? DoD ...did you execute as
complete any -Travel AF/Navy/MC provide? planned?
training? Orders? Etc.

_E+~0D




Ac.q= @ What is a Contribution?
BDemo

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

Contribution statements should describe:

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

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

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

Performance is the activity, Contribution is the result and impact from that activit¥4!
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Employees’ self-assessment:

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

* Includes completed training and developmental courses

Job Achievement Communication

. Mission Su t
and/or Innovation and/or Teamwork ppor

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

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

Self-assessments should be factual, objective statements about how they
accomplished each =) objective.
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&on The Self-Assessment
BDemo

Strongly encourage using the

WHAT, RESULT, IMPACT
format

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

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

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

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

Mandatory objectives cannot be the only objectives aligned to
and addressed under the Job Achievement and/or Innovation
factor. 56
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Pl &= Examples
BDemo P

WHAT: Held monthly New Employee / New Supervisor training opportunities for
the Army AcgqgDemo community through MS Teams.

RESULT: On average, 150 AcqDemo employees and supervisors receive AcqDemo
training per month.

IMPACT: AcgDemo workforce received quality training that they otherwise
wouldn't have access to; they are more knowledgeable of the CCAS process,
which promotes transparency.

WHAT: Facilitated the conversion of the White Sands Missile Range/ATEC from
the General Schedule into AcqDemo.

RESULT: Converted 700+ employees; trained employees, their supervisors, and
senior leaders.

IMPACT: Employees have a clear understanding of their new personnel system,
appraisal system, and software tool.
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Writing Assessments

* The employee and supervisor assessments of contributions

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

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

e Rating recommendations reviewed by the pay pool panel
must contain sufficient information to justify the rating before
a final rating is approved.
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* The Self Assessment is not a laundry list of what was done during the rating period
but rather a set of statements that indicate what you did and how it helped your
office or division or directorate or PM or PEO or USAASC, ASA ALT or Army or DoD
meet the mission.

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

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

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



Are There Significant Accomplishments?
What Are Significant Accomplishments?

The following are characteristics of significant accomplishments:

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

e Representing NGB/Army in Inter Agency Forums

e One of a Kind

e First Time

e High Visibility

e Wide Scope of Coordination

e Short Deadlines

e Competing Priorities

e Require Innovative Problem Solving
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Supervisor Assessment
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Nl o Supervisor Assessment
BDemo
Job Achievement Communication Mission S :
and/or Innovation and/or Teamwork Ission suppor

The supervisor

provides a written narrative on each contribution factor

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

employee self-assessment”

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

considers obstacles encountered and overcome by the employee

recommends a categorical and numerical scores for compensation
calculation, and a performance appraisal quality level for each
contribution factor (only for the annual assessment)
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* All AcgDemo employees are rated on the three factors (categorical and
numerical scores, and performance appraisal levels).

Job Achievement Communication
and/or Innovation and/or Teamwork

Mission Support

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

* Each AcgDemo employee has an Expected Contribution Score within the 0
— 100 point range that is computed using the employee’s base pay
(without locality)

— Note: For Pay Retention/Retained Pay Employees, their Expected Overall Contribution
Score (OCS) is the maximum score for their assigned broadband level.
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$146,757 _

$100,000 |

$80,000

$60,000

Basic Pay

$40,000 _

$20,000 |

$0 _

How are the numerical scores developed?

SPL=Standard Pay Line

Normal Pay Range

+8%
$555%

Upper Rail

GS-1, Step-1 \

GS-15, Step-10

Lower Rail

Not To Scale

Overall Contribution Score 100
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Expected Contribution Range

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

$146,757 _

$100,000 |

$80,000

$60,000 |

Basic Pay

$40,000 |

$20,000 |

$0

Not To Scale l
100

0 Overall Contribution Score
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Expected Contribution Range

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

$146,757 _

$100,000 |

$80,000

$60,000

Basic Pay

$40,000 _

$20,000 |

$0 _

Not To Sc

L 8 N B N B B B N N B N § § |\ |

L B N N B N N B N N B N N _§N _§N ]

L B B B B N N B N B B N N _§N _§N _§N ]
o

0 Overall Contribution Score 100
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For every OCS there are three dollar values...

Normal Pay Range and CCAS Payout

$146,757 _ R .
at the Lower Rail, SPL, and Upper Rail
$100,000 |
- $80,000 <
o $60,000‘—————————————
= SPL
©
m I :
$40,000 | : Lower Rail
g I 0.92 *1.08
$20’000 T I ocs SPL LowérRaiI UppérRaiI
61 67683 62268 73007
$0 | I 62 69039 63516 74562
| 63 70423 64789 76057
0 Overall Contribution Score I 64 71834 66088 77581
65 73274 67412 79136
66 74743 68763 80722
What Rail Should We Use? Upper Rail SPL Lower Rail 67 76241 70142 82340
Approved OCS| 68 $ 83991|$ 77,769|$ 71,548 o8 77769] 71548} 83991
- 69 79328 72982 85674
Expected OCS / Joe's Base Pay BE S 77101|S 77101|S 77,101 70 80918 7444 87391
Potential Salary Increase S 6,890 | S 668 |S  (5,553)
68

Example is using 2022 SPL/NPR Table, rate of pay and locality rates.



Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757										OCS		SPL		*0.92 
Lower Rail		*1.08
Upper Rail

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15

																								61		67683		62268		73097

		Technical Management Support																						62		69039		63516		74562

		NJ-01				NJ-02				NJ-03				NJ-04										63		70423		64789		76057

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579										64		71834		66088		77581

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13										65		73274		67412		79136

																								66		74743		68763		80722

		Administrative Support																						67		76241		70142		82340

		NK-01				NK-02				NK-03														68		77769		71548		83991

		20172   -   36116				31083   -   50050				42641   -   67425														69		79328		72982		85674

		GS-01 - GS-04				GS-05 - GS-07				GS-08 - GS-10														70		80918		74444		87391



																Upper Rail		SPL		Lower Rail

																$   83,991		$   77,769		$   71,548

																$   77,101		$   77,101		$   77,101

																$   6,890		$   668		$   (5,553)
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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




image2.emf

Upper Rail SPL Lower Rail


82,183 $     76,095 $  70,008 $    


75,441 $     75,441 $  75,441 $    


6,742 $       654 $        $   -5,433
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While every OCS has three dollar values...
sussee - the Army uses the value at the Upper Rail

$100,000 |
- $80,000 <
® Upper Rail
(2
(&) $60,000 |
" |
0 |
$40,000 |
|
g I *0.92 *1.08
$201000 | I ocs SPL Lowér Rail Uppér Rail
61 67683 62268 73007
$0 | 62 69039 63516 74562
T - - ] 63 70423 64789 76057
0 Overall Contribution Score 64 71834 66088 77581
65 73274 67412 79136
66 74743 68763 80722
What Rail Should We Use? SPL Lower Rail 67 76241 70142 82340
Approved OCS 68 77,769 | S 71,548 68 77769 71548 83991
- 69 79328 72982 85674
Expected OCS / Joe's Base Pay B8 77,101 | S 77,101 70 80918 7444 87391
Potential Salary Increase 668|S (5,553)

Example is using 2022 SPL/NPR Table, rate of pay and locality rates. 69



Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757										OCS		SPL		*0.92 
Lower Rail		*1.08
Upper Rail

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15

																								61		67683		62268		73097

		Technical Management Support																						62		69039		63516		74562

		NJ-01				NJ-02				NJ-03				NJ-04										63		70423		64789		76057

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579										64		71834		66088		77581

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13										65		73274		67412		79136

																								66		74743		68763		80722

		Administrative Support																						67		76241		70142		82340

		NK-01				NK-02				NK-03														68		77769		71548		83991

		20172   -   36116				31083   -   50050				42641   -   67425														69		79328		72982		85674

		GS-01 - GS-04				GS-05 - GS-07				GS-08 - GS-10														70		80918		74444		87391



																Upper Rail		SPL		Lower Rail

																$   83,991		$   77,769		$   71,548

																$   77,101		$   77,101		$   77,101

																$   6,890		$   668		$   (5,553)
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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
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Upper Rail SPL Lower Rail


82,183 $     76,095 $  70,008 $    


75,441 $     75,441 $  75,441 $    


6,742 $       654 $        $   -5,433





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

What is your start point
(Expected Contribution Score)?
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Acam S These are the AcqDemo Career Paths,

BDemo Broadband Levels, Salary Ranges and Score Ranges

Business Management and Technical Management Professional

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

20172 - 36116 31083 - 74074 |68299 - 105579 95973 - 146757

Technical Management Support

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

20172 - 36116 31083 - 55430 47097 - 74074 68299 - 105579

LT LT E LT T TP PP PP RPPTRPPPRRPPR
Administrative Support
NK-01 NK-02 NK-03
20172 - 36116 31083 - 50050 42641 - 67425
O ........................................................................... 61 for NK

What is your start point?
What is your employee’s start point?
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Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757										OCS		SPL		*0.92 
Lower Rail		*1.08
Upper Rail

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15

																								61		67683		62268		73097

		Technical Management Support																						62		69039		63516		74562

		NJ-01				NJ-02				NJ-03				NJ-04										63		70423		64789		76057

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579										64		71834		66088		77581

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13										65		73274		67412		79136

																								66		74743		68763		80722

		Administrative Support																						67		76241		70142		82340

		NK-01				NK-02				NK-03														68		77769		71548		83991

		20172   -   36116				31083   -   50050				42641   -   67425														69		79328		72982		85674

		GS-01 - GS-04				GS-05 - GS-07				GS-08 - GS-10														70		80918		74444		87391



																Upper Rail		SPL		Lower Rail

																$   83,991		$   77,769		$   71,548

																$   77,101		$   77,101		$   77,101

																$   6,890		$   668		$   (5,553)
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Acam Y Expected Overall Contribution Score (OCS)

N
HDemo Expected Contribution Range

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

(usamny)

YA NOTIFICATION OF PERSONNEL ACTION

1. Name (Last, First, Middle) 2 Social Security Number 3. Datzof Birth 4. Efective Date

Contributor, Joe XXX-XX-1111 i 1-24-2021

S Pay Pl 9. Ocz. Code 10. GradaLlavel | 11 SwpRas 12 TomiSstery | 13. PayBaa 16. Pay Pla= 17. Occ. Code 15 GradeLlavel | 19 SwspRae 20. Tomai Satary | 21 PayBasis
GS 1102 12 04 $ 85,398 PA NH 1102 03 $ 89.591

12A Basic Pay 125. Locafiey Adj 12C. Adj. Basic Pay 12D. Oer Pay 208. Locafly Adj 20C. Adj. Basic Pay 20D. Otoer Py
$573:513 $11.885 $ 85.398 |- $ 77,101 $12.490 $ 89.591

d Range are shown in CAS2Net.

Employee’s Expected OCS (Overall Contribution Score)'s

L Home

® Supervisor

Fiscal Year:

2020
W Pay Pool Manager:
Expected OCS Munro, Cora Blaine, Rick
64 — 68 -71 Career Path: Expected OCS and Range:
NH - Business Management and 64 -68-71
(64'65-66-67-68-69-70-71) Technical Ma.nagement
Expected Contribution Range Frofessions!
(Between The Rails)

72




Acq=

EDemo

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

Score each FACTOR
With Recommended Categorical and Numerical and PAQL

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

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

Recommended Rating of Record

Recommended OCS and Recommended Rating of Record 3



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

BDemo

Joe Contributor, NH-03, Base Salary $77,101

Contribution Planning for Joe Contributor
Contribution Planning
Year: 2022~
Mid-Point Review Self
Assessment First Level Supervisor: Barry Burns
Closeout Assessment Broadband Occupational Series: Career Path: Expected OCS
: - i M t and Technical :

Annual Appraisal Self Level: . NH Bus|:;|1€ss anagtell:"ne? ah ?c nica Range:
PCEESETER I 1102 - Contracting anagement Froressiona 64 —-68-71
Reports

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

Example is using 2022 SPL/NPR Table, rate of pay and locality rates.



Acom Y All Employees Start Off “Betw.een.The Rails”
.=Do (Expected (.:ontrlbutlon Range)
Appropriately Compensated

$146,757 -
$100,000
>
L. $80,000
O -
5 $60,000 1
(4v]
ol I
$40,000 - i I
| |
$20,000 - : :
f;iilliiiﬁ:élgiiilg%%i 551, Step 1 i I
T Overall Contribution Score : xpected OCS : Not to Scale 1|()0

64 65 66 67 68 69 70 71

ECR
Expected Contribution Range

Example is using 2022 SPL/NPR Table, rate of pay and locality rates. 75



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

BDemo

!

i)
o
A 1

Not to Scale |

100

$146,757 -
$100,000 -
o
<< __________________________________________________________________________________ o
n e $80,000 |
oS _.s77,101 f
‘& $60,000 -
@ I
$40,000 - | |
| |
$20,000 - , : :
Gt Sten 1+ 692+ 1020043 GS-1, Step 1 1 I
$0 | |
| |

! Overall Contribution Score Expectied OCS
| |

64 65 66 67 68 69 70 71

OCSof 64-71

Example is using 2022 SPL/NPR Table, rate of pay and locality rates. 76



Acam Y What happens when Joe is scored less than

| R
HDemo his Expected Contribution Range (ECR)?

'»9’9.05 ;
\,9‘);?(6\ i
5 e\
d ((’(\a\?
$146,757 - O ane®
$100,000 - “A-Rating” Above the Upper Rail: 2
% Compensation ABOVE contribution R oo
Qs $80000 |
©) E T L LY Y LR -
‘» 8 60,000 -
o ¥ <
a8} |
$40,000 - 1 1
| |
$20,000 : :
Eiiiiiif)i:élgiiii%%ﬁ == GS-1, Step 1 i : :
0
! Overall Contribution Score i i 1 Not to Scale I
0 1 Expected OCS 1 100
64 6667 O8 070 71

61

ECR
Expected Contribution Range

OCS of 63 or lower

Example is using 2022 SPL/NPR Table, rate of pay and locality rates.

7



AC;I= k] What happens when Joe is scored greater than
m his Expected Contribution Range (ECR)?

BDemo

$146,757 -

$100,000 -
>
o s $80,000 | |
o3 N A v 4. (A f
»m e $60,000 - 5
@ N ;

T “B-Rating” Below the Lower Rail:
$40’000 | : : »  Compensation BEL@W Contribution
$20,000 - : :

G52 51ep 1+ 092+ il%%%ii S-1,Step 1 I I .
0 :

! Overall Contribution Score i i |
I Expected OCS I Not to Scale 100

64 65 66 67 68 69 70 71 73

OCS of 72 or higher

Example is using 202 SPL/NPR Table, rate of pay and locality rates. 78



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

)

HDemo Eligibility for Compensation
$146,757 _
-8%
$555$
$100,000 |
7 +8%
Delta G
$80.000 Above the Upper Rail
% - (Overcompensated — A Region)
o
% $60,000 Betwo -
8 g@mpensated — C Region)
$40,000 _
$20,000
$0 |
I I
0 Overall Contribution Score etTosale 100
Compensation | General Pay Increase | Contribution Rating | Contribution | Locality
Category Increase Award Pay
Can be given in full,
A (Above the Upper Rail) g . N (@) N 0] YeS
reduced or denied
C  (BetweentheRails) Yes Yes — up to 6% Yes Yes
B  (Belowthe Lower Rail Yes Yes — up to 20% Yes Yes 79




Scoring By the Supervisors

80



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

NH-02

NH-03 i i

NH-04

Categorical Scores

2ML
Medium-
Low

1L 1M
Low | Medium

1H 2L
High | Low

2M
Medium

Medium-

2MH H
High High

Numerical Scores

3L 3M

3H

Low §Mediumf§l High

0-5 6-23 [ 24-29 (22-29( 30-40 41-50

51-61 | 62-66

is an NH-03

Low

4L aM

Medium

4H
High

61-66 67-78 W79-83

79-83

84-95 |96-100

N

Factor ission Support NH

meeting customer needs. established resource guidelines.

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

o Effectively accomplishes assigned

tasks.

score of 68 ik
I

Can be scored less than

NH Level I (S®ore Range 0 — NH Level IT (Score Range 22 — 66)
29) o Identifies and resolves conventional problems which may require
e Performs assigned tasks within deviations from accepted policies or instructions.
area of responsibility; identifies o Initiates meetings and interactions with customers to understand
situations to supervisor or other customer needs/expectations.
appropriate personnel when e Optimizes resources to accomplish projects/programs within
existing guidelines do not apply. established schedules.
e Participates as a team member in o Effectively accomplishes projects’/programs’ goals within

Joe Contribwtor i/ya/NH—:sik

NH Level 111

(Score Range 61 — 83)

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

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

o Identifies and optimizes resources
to accomplish multiple
projects’/programs’

Employee’s
contribution is
within his level

Can Ic;é"scored more tha

NH Level IV
(Score Raitze, 79 — 100)
e Defines, integratas, and

implements strategi::'dixgction
for vital programs with lofige

. 4
term impact on large numbers ofe ).

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

Once yow
determine Hhe
contribuwtion
leael, yow
decide Hrat

Mission Sl',lpport

3M 77

Job Achievement
and/or Innovation

Communication
and/or Teamwork

81



Ac ' N .
'_q= Contribution Factor Scoring
BDemo
Score each FACTOR
(Categorical and Numerical)

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

234
234/3=178

Recommended Overall Contribution Score

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

**Next Performance Appraisal Quality Level 27



Acam ™ Evaluate Quality of Performance By Assigning A

. . =) . .
lDo Performance Appraisal Quality Level folr:‘aEa:;I:
C

Performance Appraisal Performance Appraisal Quality

Quality Level (PAQL) Level Criteria
An employee’s quality of performance exhibited in achieving his/her Rating of Record Rating Criteria

Level 5 - Outstanding contributior'! results substantiqlly gnd cc_:ns_istently surpasses the The average score of the three appraisal levels is 4.3 or
factor specific expected contribution criteria and the employee’s Level 5 - Outstanding greater, with no contribution factor being rated a “1”
contribution plan goals and objectives. (Unacceptable), resulting in a rating of record that is a “5”.
An employee’s performance consistently achieves, and sometimes The average score of the three appraisal levels is less than
Level 3 — Fully Successful exceeds, the factor-specific expected contribution criteria and Level 3 — Fully Successful 4.3, with no contribution factor being rated a 1

his/her contribution plan goals and objectives. (Unacceptable), resulting in a rating of record that is a “3”.

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

An employee’s performance fails to meet the expectations for
Level 1 - Unacceptable quality of work and the required results for the goals and objectives
set forth in his/her contribution plan for the appraisal cycle.

Score each FACTOR
With Performance Appraisal Quality Level (PAQL)

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

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

Recommended Rating of Record

Recommended OCS and Recommended Rating of Record83



Acqm %
Bl D Pay Pool Panel Process
lDemo

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

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

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.

84






Pay Pool Panel Process

‘ racrons [r— Categorical Score Numerical Score
‘ T et T Tusmer and
Technical | Techsical | Admisistative
IS et e Management | Management | Supp
o fesonal | Support oK)
e pre— om
[T —r— Troadband and Very | Categorical erica
. High Score Levels Score Range.
e - s
" " Very High Scors I
= = [T —————
Annual Appraisal for Joe Contributor v— - -
Contrution rame o
e vear: 2018 e e
MidpoitReview P »
So ezt bt Occmmientiuies P -
Closeout s | e | S E
Conttenarring u B
Aanual Agpraisal ] = CCAS SALARY APPRAISAL DOCUMENT FOR 2020
requrements 3 >
Reports g % 5 Part I: CCAS Salary Appraisal Form
<Documents accurae tomaettestng tjectes ' o
G e sl e J - =) CONTRIBUTOR, JOE Series 1102 Appraisal Period:
supervisor 200567 Broadband Level u From: 10012018
Contrbution Fo Retained Pay: No To: 02-30-2020
: e e——— s o |
:m - Py s et ) potia Pay Poo NH Presumptive: None
s o Act el It Man age r Approved By: MANAGER, PAY POOL. Pay Fool Manager 01-01-2021
MidpointRevew  EnsoveselAsesment
oot e Discuss evaluation with employee and obtain signature . Sig
oot 0 ‘agreement with CCAS appraisal.
| ke oo Coniak [ ] e e [3]
JANE SUPERVISOR )
Reports
% o JANE SUPERVISOR 1010000850 oi07-2021
sDccumerts SUPERVISOR, JANE )
3 SupeisonMarativ b Complee  LockEnploye Sl vscment JOE CONTRIBUTOR. 118000031 01082021
1 CONTRIBUTOR, JOE Data
2020 Performance Details PAGL 2020 Contribution Details CatScore  NumsScore
# Job Achievement andior Innovation 5 | # Job Achievement andior Innovation El
£ Communication andior Teamwork 5 | § Communication and/or Teamwork M i
CCAS SALARY APPRAISAL DOCUMENT FOR g 8
- I I I | & Mission Support 5 W& Mission Support ET) 7
—na e i Overall Contribution Score e
" Podr LW s Average Raw Score 50 Expected Contribution Score 70
A A Performance Rating of Record & Expected Contribution -7
irector irector rector irector Range
P | PR DS Lt Compensation Detail Employee Compensation Region Chart
Dt ot et et ot et i e . s, 578,781 Curment Rate of Base Pay The gragh plats the employes’s current basic pay versus the
. 708 Ganera Pay 1.9 | inal OCS relative to the rails and standard pay line (SPL):
¥ aneral Pay Increase m\aling mmnhuhun to compensation. The top am‘l botiom
o Apprateal + 31,553 CRI (Salary Ingrease) 105% Upper and Lower Rails. respectively. The
CRLEEIRE A Performance Appraisal Quality Level Criteria 382,112 New Rate of Base Pay idia e = the SAL Abore the Upper Rail i m
Expected Contribution Criteria | Quality Level (PAQL) y ; Regi =gion is
+ 525,028 Locality Pay 30.48% | below the Lower Rail Appropriately Compensaied Hegion is
USRI Job Achievement and/or Innovation | An employee’s quality of performance exhibited in achieving $107,140 New Total Salary an or within the rails, Compensation regions determine the
e wma <igibility for the basic pay increases and awards. The point
P P P—— | Level 5 Outstanding | M9/1er contrbution reslts substantially and consistently surpasses $1.041 Contrbution Award i Al v s P
timef the factor-specific expected contribution criteria and the
super: Communication and/or Teamwork | employee’s contribution plan goals and objectives. 2021 Expected Contribution Level
the tech| Efecti Expected Contribution Criteria An employee’s performance consistently achieves, and sometimes E‘mm g“:: :W‘f;“m ;W:-ﬂ?'
a x ontribution Range: 68 -
demons] Comma Mission Support Level 3~ Fully Successful | exceeds, the factor-specific expected contribution criteria and e
qualific . P A ot 53 45U
key ac A;:f;'ly Possesses an operationalunderstanding of his/her contribution plan goals and objectives. “LALTHORTY: Gt 15 Facu Rogee s e v . 2377
D;MD:VS inputs. | CTENizational goals and priorites andfully An employee’s performance fails to meet the expectations for BRRES
identi complies with administrative policies regulations T e —— —
others t quality of work and the required results for the goals and e D e e e S
a53ppr and procedures when performing job operations. Level 1 - Unacceptabl e e ‘\T
accoun Works with customers o develop s mutual evel 1 -Unacceptable | objectives set forth in his/her contribution plan for the appraisal N S TR T
andfor WOkE| nerstanding of their requirements. probes for cle. P “:,f_u.'“?w"‘mv:m:;‘;:r:.;m'"".:,
assignef M2 g L =
otine o] crucialdetsitsofneeds r requests Monitors and
:v“:r:; {emm] luences cost parametarofwork tassand Ratingof Record RatingCriteria g A W @ W W
objectiv_*eT™ tnstand Value. Establis hespriorities that reflect The average score of the three PAGLS s 4.3 or greater,withno Overall Contribution Score
Level5 e ] 1 (Una Tesultingi
T . contribution factor beingrated a “1” (Unacceptable), resultingin Ramarks
, efficient, and of acceptable Outstanding ) T wen EMpiOyEE Was 3PPrOVE for 40 e off NOUrS IN lley Of CANTbUSON ward, The. sonver=ate Awara.
T | quality. Completed work meets project/program aratingof record thatisa “5”.
- P objectives.
I develops, motivat{ interactions enhance customer relations and e The average score of the three PAQLs is less than 4.3, with no
members inaccor| actively promote rapportwith customers ibuti i ugn ingi
I || System Principles| Resources are utilized fectivelyto accomplish Fully Successful “’"t.”h““”" facturhellngr?’tefi A L S
i mission. Flexibility, adaptabilty, aratingof record thatisa “3”.
organizationslgod are exercised appropriately. el
positive, safe, evel -
istributes work and empowers team members. Any contribution factor rated as “1
distributes work and empowers t b | Unacceptable

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



Contribution and Quality of Performance Assessment
Consideration for Factor Scoring

Acam B
'

BDemo

Less Than Expected
Contribution Range

Within Expected Contribution Range

C — Region

Between the Upper and Lower Rails

Greater Than Expected
Contribution Range
B — Region
Below the LowerRail

Score Less Than
Expected Contribution
Range (A Region)
Overcompensated

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

Score at
Expected Contribution Score
[C Region)

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

Score Greater Than
Expected Contribution
Range (B Region)
Undercompensated

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

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

Contributions warrant
compensation consistent
with value of the position

Contributions warrant
compensation consistent
with value of the position

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

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

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

The employee’s performance consistently achieves, and

sometimes exceeds, the factor-specific expected

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

feedback and/or other
written documentation
shared with the

The employee’s
performance achieved
stated results/impacts/

The employee’s gquality of performance exhibited in

achieving his/her contribution results substantially and

consistently surpasses the factor-specific expected

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

Unacceptable /

Fully Successful

Fully Successful

/ Outstanding




|

)

Once the Overall Contribution Scores Are Set,

How Are Salaries Determined?
o)

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

*0.92 *1.08
ocs SPL Lower Rail | Upper Rail

51 54306 49961 58650
52 55394 50962 59826
53 56504 51984 61025
54 57637 53026 62248
55 58792 54089 63495
56 59970 55173 64768
57 61172 56279 66066
58 62398 57407 67390
59 63649 58557 68741
60 64925 59731 70119
61 66226 60928 71524
62 67553 62149 72958
63 68907 63395 74420
64 70288 64665 75912
65 71697 65961 77433
66 73134 67284 78985
5 74600 68632 80568
[ 68| 76095 70008 82183
o 77621 71411 83830
70 79176 72842 85510
71 80763 74302 87224
72 82382 75791 88972
73 84033 77310 90756
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Ac.q= ] Contribution & Compensation

HEDemo Pay Pool Funding
* Pay Pool Funding

Contribution Rating Increase (CRI)

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

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

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

Contribution Awards (CA)

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

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

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

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

1. Determine who is in the Pay Pool as of the end of the rating

period on September 30. o~
/éase Salary

Contributor, Jqé $77,101

Blaine, Rick ’ $60,568

Munroe, Cora $73,860

Wayne, Bruce $74,999
Sayers, Rose \\ $75,342 |

N _~

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

Total Base Salaries = $361,870

Example is using 2022 SPL/NPR Table, rate of pay and locality rates.



Sheet1

		BASE SALARY TABLE - 2022 GS EFFECTIVE JANUARY 2022

		Grade		Step 1		Step 2		Step 3		Step 4		Step 5		Step 6		Step 7		Step 8		Step 9		Step 10

		12		68299		70576		72853		75130		77407		79684		81961		84238		86515		88792

		Business Management and Technical Management Professional

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

		20172   -   36116				31083   -   74074				68299   -   105579				95973   -   146757										OCS		SPL		*0.92 
Lower Rail		*1.08
Upper Rail

		GS-01 - GS-04				GS-05 - GS-11				GS-12 - GS-13				GS14 - GS-15

																								61		67683		62268		73097

		Technical Management Support																						62		69039		63516		74562

		NJ-01				NJ-02				NJ-03				NJ-04										63		70423		64789		76057

		20172   -   36116				31083   -   55430				47097   -   74074				68299   -   105579										64		71834		66088		77581

		GS-01 - GS-04				GS-05 - GS-08				GS-09 - GS-11				GS12 - GS-13										65		73274		67412		79136

																								66		74743		68763		80722

		Administrative Support																						67		76241		70142		82340

		NK-01				NK-02				NK-03														68		77769		71548		83991

		20172   -   36116				31083   -   50050				42641   -   67425														69		79328		72982		85674

		GS-01 - GS-04				GS-05 - GS-07				GS-08 - GS-10														70		80918		74444		87391



																Upper Rail		SPL		Lower Rail

																$   83,991		$   77,769		$   71,548

																$   77,101		$   77,101		$   77,101

																$   6,890		$   668		$   (5,553)







Sheet2

																		Base Salary

																Contributor, Joe		$77,101

																Blaine, Rick		$60,568

																Munroe, Cora		$73,860

																Wayne, Bruce		$74,999

																Sayers, Rose		$75,342





image1.emf

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
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Upper Rail SPL Lower Rail


82,183 $     76,095 $  70,008 $    


75,441 $     75,441 $  75,441 $    


6,742 $       654 $        $   -5,433
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Base Salary


Contributor, Joe $75,441 


Blaine, Rick $60,568 


Munroe, Cora $73,860 


Wayne, Bruce $74,999 


Sayers, Rose $75,342 





Ac.q= ] Contribution & Compensation

EDemo Pay Pool Funding

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

The minimum funding level for CRI is 2.0% and CA is 1.0%.
DoD AcqDemo Funding Guidance for CRI is 2.0% to 2.26% and CA is 2.5%*.
Our example has 2.26% funding for CRI and 2.5% for CA.

Total Base Salary * CRI Funding Level = CRI Pool
§361,870 * 2.26% = S$8,141

Total Adjusted Basic Salary * CA Funding Level = CA Pool
S§420,493 * 90%of 2.5% = S$9,461

(with Locality) $420,493 * 2.5% = $10,512 * 90% = $9,461

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.



Acqm

|

)

|
BDemo

Contribution & Compensation

Payout Calculations

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

4. Enter approved OCS and Target Salaries.

5. Determine the Delta OCS and Delta Salaries.

(Target Salary — Base Salary = Delta Salary)

*0.92 *1.08

ocs| sPL . :
Lower Rail {Upper Rail
Base Expected Approved | Target Salary | e[ 66226 | 60,928 | 71,504
Salary OCS OCS 62| 67,553 | 62,149 | 72,958
Contributor, Joe $77,101 68 70 $85,510 63| 68,907 | 63,395 EELEEY
Blaine, Rick $60,568 57 61 $71,524 01| 70288 | ©4565 | /B0
65 71,697 | 65961 | 77,433

Munroe, Cora $73,860 67 68 $82,183 66| 73.134 | 67,284 | 78,985
Wayne, Bruce $74,999 68 68 $82,183 67| 74,600 | 68,632 [ 80,568
Sayers, Rose $75,342 68 67 $80,568 68| 76,095 | 70,008 || 82,183
69| 77621 | 71,411 | 83,830
70| 79,176 | 72,842 | 85,510

Approved | Expected Target Base Delta Salary
OCS OCS Salary Salary
Contributor, Joe 70 68 $85,510 $77,101 $8,409
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

6. Calculate total positive Delta Salary.

Total Positive Delta Salary = 540,098
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Sheet1

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

		Contributor, Joe		$77,101		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		$77,101		$8,409

		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		$361,870		$40,098






Contribution & Compensation
Payout Calculations

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

22N
g% D> =/

‘CRI Pool
$8.178

Total Positive Delta Salary of $40,098

58,178 + S40,098 = 20.3950% of Positive Delta Salary for CRI

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

, /J%“

&ﬁ@/ég\g\:/

Total Positive Delta Salary of $40,098
9,461

59,461 + S40,098 = 23.5946% of Positive Delta Salary for CA

93



- Contribution & Compensation
Acam [ P
B = Payout Calculations
BDemo

8. Calculate approved CRI and CA.

Approved Expected Target Base Delta Salary
OCS OCS Salary Salary
Contributor, Joe 70 68 $85,510 $77,101 $8,409

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

$8,409 X 20.3950% = $1,715

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

$8,409 X 23.5946% = 51,984




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		$77,101		$8,409

		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		$350,244		$37,974






Acam S Compensation from the Pay Pool
| R
EDemo
Approved | Expected | Target Base Delta [ Computed | Computed
0CS 0CS Salary Salary Salary CRI CA

Contributor, Joe 70 68 $85,510 | $77,101 $8,409 $1,715 $1,984
Blaine, Rick 61 57 $71524 | 960,568 | $10,956 $2,234 $2,585
Munroe, Cora 68 67 $82,183 | $73,860 $8,323 $1,697 $1,964

Wayne, Bruce 68 68 $62,183 | $74,999 $7,184 $1,465 $1,695

Sayers, Rose 67 68 $80,568 | $75,342 | 95,226 $1,066 $1,233
$40,098 23.5946%

=
9 o
e

&2 —
" CRI Pool
98,178

~

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

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

" CA Pool
99,461
~
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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		$77,101		$8,409		$1,715		$1,984

		Blaine, Rick		$57,123								Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$71,524		$60,568		$10,956		$2,234		$2,585

		Munroe, Cora		$69,544								Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$82,183		$73,860		$8,323		$1,697		$1,964

		Wayne, Bruce		$43,302								Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$82,183		$74,999		$7,184		$1,465		$1,695

		Sayers, Rose		$69,877								Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$80,568		$75,342		$5,226		$1,066		$1,233

																																		$40,098		20.3950%		23.5946%

																																				$8,178		$9,461

																										$361,870		$8,178		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






Acqm

o

)

Compensation from the Pay Pool

HEDemo
Plus
Locality Total
Approved | Expected Approved | New Base (RUS Adjusted
0CS 0CS Base Salary| 1% GPI CRI Salary 16.20%) | Basic Pay CA
Contributor, Joe 70 68 $77,101 $771 $1,715 $79,587 $12,893 $92,480 $1,984
Blaine, Rick 61 57 $60,568 $606 $2,234 $63,408 $10,272 $73,408 $2,585
Munroe, Cora 68 67 $73,860 $739 $1,697 $76,296 $12,360 $88,655 $1,964
Wayne, Bruce 68 68 $74,999 $750 $1,465 $77,214 $12,509 $89,723 $1,695
Sayers, Rose 67 68 $75,342 $753 $1,066 $77,161 $12,500 $89,662 $1,233

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 2022 SPL/NPR Table, rate of pay and locality rates.
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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 16.20%)		Total Adjusted Basic Pay		CA

		Martin, Benjamin		$38,487								Martin, Benjamin		39		42		$38,487		$44,247				Contributor, Joe		70		68		$77,101		$771		$1,715		$79,587		$12,893		$92,480		$1,984

		Blaine, Rick		$57,123								Blaine, Rick		59		61		$57,123		$64,511				Blaine, Rick		61		57		$60,568		$606		$2,234		$63,408		$10,272		$73,408		$2,585

		Munroe, Cora		$69,544								Munroe, Cora		69		70		$69,544		$77,126				Munroe, Cora		68		67		$73,860		$739		$1,697		$76,296		$12,360		$88,655		$1,964

		Wayne, Bruce		$43,302								Wayne, Bruce		47		45		$43,302		$46,962				Wayne, Bruce		68		68		$74,999		$750		$1,465		$77,214		$12,509		$89,723		$1,695

		Sayers, Rose		$69,877								Sayers, Rose		69		63		$69,877		$67,123				Sayers, Rose		67		68		$75,342		$753		$1,066		$77,161		$12,500		$89,662		$1,233

																																		$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

CCAS SALARY APPRAISAL DOCUMENT FOR 2020 YO u Wi | I S e e t h e fa Cto r
Name: CONTRIBUTORF.'.?(:E : CCAfef:sl:ary fopreee Fozr:m Appraisal Period: S CO re S’ t h e O CS’ PAQ LS a n d

CASZNetlD: 0011 Broadband Level: v From: 10-01-2019
Organization: FO Retained Pay: No To: 09-30-2020

oo Rating of Record and the

Approved By: SUPERVISOR, JANE 5, Pay Pool Manager

Discuss evaluation with empl_oyee and obtain signature confiming discussion. Signature of employee does not constitute

g it with CCAS -
= payout plus the supervisor
JANE.S.SUPERVISOR. 11000008 01-15-2021
SOPERVISOR. JANE § Date
JOE.CONTRIBUTCOR. 1100000855 02-03-2021 °
ConTRaTo o o narrative assessment

2020 Performance Details PAGL 2020 Contribution Details CatScore  NumScore

@ Job Achievement andfor Innovation 5 #  Job Achievement and/or Innovation 4H 100 A =

& Conmunication andio T 5 | 2 Communicaton andor Teamuork - 100 If on Pay Retention or at the Maximum of the

W Mission Support 5 W Mission Support 4H 100 H

o PPo Broadband or at a Control Point.
Overall Contribution Score 100
Average Raw Score 50 Expected Contribution Score 100 . .
Performance Rating of Record 5 Expected Contrbution 97 - 104 Compensation Detail
ange
Compensation Detail Employee Compensation Region Chart 5103 309 c t R t f B P
$142,180 Current Rate of Base Pay The graph plots the employee’s current basic pay versus the ’ urren ate o ase ay
final OCS relative to the rails and standard pay line {SPL);
* $1,418 General Pay Increase 1.0 % | relating contribution to compensation. The top and bottom
+ 30 CRI (Salary Increase) 0.00 % | lines are the Upper and Lower Rails, respectively. The 0,
$143,508 New Rate of Base Pay B s Aegmn e o e.gion is $2,270 Glncrease 1.00%
+ $28,802 Locality Pay 30.48 % | pelow the Lower Rail. Appropriately Compensated Region is
$172,500 New Total Salary on or within the rails. Compensation regions determine the $ CRI Increase 2 60%

o eligibility for the basic pay increases and awards. The point
5194 Contribution Award on the graph below is the employee’s appraisal results.

(+ $2,676 Carmryover fraom CRI)
(= $2,870 Total Award)

*Locality pay has been reduced to cap total salary at the
Executive Schedule Level IV salary caps.

$105,579 New Rate of Basic Pay
+$17,104 Locality Pay @16.20%

2021 Expected Contribution Level
Expected Overall Contribution Score: 100
Expected Contribution Range: 97 - 104

Prrheacy Act Stsbement {8522 of S LLE.C)
1. AUTHORITY: Section ILID, Federni Regisser Notice daled Movember 3, 2017

2. PURPOSE: This form summarizes the annusl svaiaton of an smpioyee’s conrbuson and
perfarmance Hhrough the COAS assessment.

$122,683 New Total Salary

3 ROUTINE USE: This form s a compuizr-ge form Frat b procuced for a
supeny: Mmmmmnuummlimn;:?:émum " 0K

man-t:;sm'scmsenimnzmmnnxmmmmmm. o 20 Aan &0 B0 100 1 984 c t -b t- A d
4. DISCLOSURE: The Intormaton contained wihin tis form i personal In natune and bs resiricted 5o Overall Contribution Score » ontripution war
{hose ith appropriate perizsions. Ivtmaton calleted on i form may be u5ed for statsScal and Vi outi

Remarts (+$1,715 Carryover from CRI)

Employee was approved for 40 ime off howrs in lieu of contribution award. The remaining CA not converted to TOA houwrs is shown as Contribution Award.

(=$,3699 Total Award)
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Example is using 2022 SPL/NPR Table, rate of pay and locality rates.



Results of the Annual Appraisal

CCAS SALARY APPRAISAL DOCUMENT FO1

NAME: Jos Comminor RATER: Cars M 0RG: 300K
Brosdvand Lot OccapationalSeres ConverBatk: ocs : . .
g o e eyt vt s CCAS SALARY APPRATSAL DOCUMENT
Techuical Memagement Professionsl
SAME: Jos Continor BATER: Cors Mo oRG: s0TE
Contribution Planning: Brosdband Leve: Occupationa seies: Career Pat ocs
m 0301 - Spacialist/Analyst NH - Business Managemeat and 20
— e o accommpic st Technical Management Professions]
CCAS SALARY APPRAISAL DOCUMENT FOR o accempli mingle
NAME: Joe Contibutor RATER: Cors Munzo
Broadband Level: Occupational sries: Career Path: ocs Mission Support
" o ) Pty ™ - - LaW USFE
e CCAS SALARY APPRAISAL DOCUMENT i erices
Contribution Planning:
\memm OBJECTIVES NAME: Joe Contriburor RATER: Cors Munro ORG: 30000 Iifnfmmm o the R4 md.
Broadband Levt Career Pai ocs
{5 Ipe——
S s Completed st R oS =
Fator 1. PROBLEM SOLVING Level Il Tachnics] Mansgement Professional svinisation.
Work i ey, efficiet, s of acceptabl quality. Comy C t 8 b t ] P I o ke comections.
Poadies et kiexs ontribution Plan
‘Tndependently defines directs, o leads highly challengin N Communication and/or Teamwork les. SOWs, QASPs for
‘Develops, megraes 10 auvere, mgny compies prooiems
ple srss and i = e e e e —
; i G re: that the KO, COR. Conmacor ad
[ m.mg..m, expirements Az | el Lead i il e PR ts Proacivey o formmlas bt cotrse of oa bl ot
cion snd realistic Y W W ——— ity EO,
CCAS SALARY APPRAISAL DOCUMENT FOR 2020 e
- AS ; by, Quastiy sad
Part I: CCAS Salary Appraisal Form i foster cooperstion nd CCAS SALARY APPRAISAL DOCUMENT FOR
-
Name: CONTRIBUTOR, JOE Series: 1102 Appraisal Period: NAME: Toe Conmibuter RATER: Cora Munrs ORG: 00X lizations
CASZNetID: 200867 Broadband Level: m From: 10-01-2019 e umsual diffcult issues aontaly reporss, o other
fesaton and eanmork. Leads and Broadbasd Lewt Carcer P ocs e ediore
Organization: Fo Retained Pay: No. To: 0e-30-2020 m o,ol s\mnm Asalyst NE - Business Menagement snd 70 EOW. QASP, QCPs md
Career Path NH Presumptive: Nene Technical Mansgement Professionsl biedules B
lines 7S, pas, ma
Approved By MANAGER, PAY POOL. Pay Pool Mansger Effective Date of Appraisal. 01012021
betomer relations and actively PART IT: Employee & Supervisor Assessment e e et am e
Discuss evaluation with employee and obtain signature confirming discussion. Signature of employee does not constitute 3 pracions e aware that I am here
agreement with CCAS appraisal N T e - * Categorial - Numeric heed i Alsa bave proper
e suPEREOR 3 b customer nees to programs - -
JANE SUPERVISOR 1010000850 u‘,,.uum.mamamuupma Job Achievement and/or Innovation 3M 68 et —
IR T g:;nzuzl "3 EMPLOYEE SELF-ASSESSMENT. - | Lo they oy
. WEEAT Review of PWS, PRS tabies, SOWs, QASPs, QCPs. and Safery Plansfor 560 conmact actions. F——
JOE CONTRIBUTOR. 118000031 01-08-2021 [RESULT. That tha 0 RS Part 37 and that their y
CONTRBUTOR J0E oa uality and Ermeliness. Al easured that lessons Jear from
s commitment to mussion o - : : : : =,
2020 Performance Details PAQL 2020 Contribution D catscore © B e e resuled in consistently
¢ Job Achievement andior lnovation | & | @ Job Adhievementandlorinoveton M 71 ]
or poren vof conmseror 3
el | et R [ W -  Completed Annual —
& Nssion Support 5 | & wission Support - 7 ‘:::_l; 1 projecis prograns it o o vee st e
Overall Contribution Score o2 ‘and others. complere ace i being. )
Average Raw Score o Expecied Contibuton Score H = e ssessment Eeilae am 57
Perfornance Raing ofRecord 5 Expected Contribution e4-71 providec »3s jury o0 e
ey e eve Freivy, oesm0s t et N——
Comperssation Detail Employes Compensation Region Chart s an d s oniract month &
$78,781 Current Rate of Basa Pay The graph plats the employee's current basic pay versus the . oris 2 msjor contributor to/lead B osslztions
final OCS relative to the rails and standard pay line (SPL); olicies. Presents briefings to
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Partl: CCAS Salary Appy | Form

HName: Benjarnin Martin Series:
SSAN: facasnaisd Broadband Level:
Organization: PMWidget Retainj

Career Path: NJ Presu Maone

Discuss evaluation with employee

Appraisal Period:

1-Oct-01
30-Sep-02

constitute agreement with CCAS ap)
Fenimare Cooper
Pay Pool Manager

Upper Rail 0CS
SFLOCS
Lawer Rail 0CS

does not

Grievance Policy and Proce

Employee Contribution Compensation
The graph plots the Employee Apprais:
line: (SPL) and rils. The top and battol
Lower Rails. The middle line Is the 190%
Employee Appraisal T1o%
New Rate of Basic Pay
140,000
Locality Pay @ 11.48%
120,000 New Total Salarv
100,000 . .
can PartI; CCAS Salary Appraisal Form Page 2
$80,000
80,000 Series: 2008 Appraisal Period:
Broadband Level: 1| Frar 1-Qct-01
$40,000 Retained Pay. Mo To 30-Sep02
Presumptive:  None
$20,000
0 2020 Centribution Details CatScore  Num$core
#  Job Achievement andior Innovation M 71
Ouverall Contribution Scare s .
Communication and/or Teamwark M 70
Py 7l S (2 FUAE] L]
LALTHORIT: Setion LD, FaderolPegioo Hovize ot oy 8, 1550 L Mission Support M T
2 PURPOSE: Thi form summarie thewanislcraustion of s <mployes’s contibution Mloush SAS aesessmant.
5. ROUTINE USE: Thisform hat asch N
PP, the supervizor, and the cmployas. The ariginal o this Form will be maintained i accordance with agancy pracedures Owverall Contribution Score 68
4. DRCLOSURE: F i i the ndiidual'z CCAS wd spplicat
i Form i peraonal fnnstrs s is resrctcd t ho with Spprcprits permizsions. nformaton collcted on this Form may be 1 Expected Contribution Score 70
Expected Contribution 64 -71
Range

dures
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CCAS Grievance Process

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

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

* Non-Bargaining Unit employees use the following
administrative procedures. 100
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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

Employee

) Update CAS2Net

as applicable

Employee
Revise Parts |, Il / poy

as applicable

Revise Personnel Action(s)
—>| :
as applicable

Approved
or Approved with
Pay Pool adjustments K
Manager Inform If Employee
oy oo perwl ey theet Employee Disagrees * Calendar Days
Fiili)s Denied I
Within 15 days™* of Receipt of
Written Decision, Submit Request
for Final Review
A%
Update CAS2Net Appeals to
as applicable Next Higher Official
Revise Parts |, I Above Pay Pool Manager
as applicable
Within 60 days* of Date of
Revise Personnel Action(s) Request for Final Review,
as applicable Written Decision
Approved
or Approved with
adjustments
Inform Employee
Denied
101



Pay Pool Result
Feedback to Workforce

102
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2021 Army CCAS Results

NH NJ NK Total
Rail Zone | Number Percent | Number Percent | Number Percent | Number Percent Definition of Rail Zone
A 27 02% 0 0.0% 0 0.0% 27 0.2% Inappropriately compensated above the rails
C1 2,658 20.2% 21 6.3% 33 10.4% 2,112 19.7% Appropriately compensated between the rails > SPL
C2 9,726 74.0% 259 78.2% 263 82.7% 10248  74.3% Appropriately compensated between the rails <= SPL
B 126 9.0% 51 15.4% 22 6.9% 799 9.8% Inappropriately compensated below the rails
Total 13,137 100.0% 33 100.0% 318 1000% | 13,786  100.0%
Number of Rating of Record Distribution
Employeeas
Not Rated 1 3 5 1 3 5
Entire Population: 399 48 5.279 8.060 0.4% 39.4% 60.2%
Career Path
MNH 387 48 4. 026 7.776 0.4% 38_6% 61.0%
NJ 2 0 155 174 0.0% AT 1% 52 9%
MK 10 o 198 110 0.0% 64.3% 35 7%
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2021 Army CCAS Results

llDemo

Delta OCS

6000
5017

5000
4000
3099

3000 2605
2000 1570
1000

20 44148 13252_5G 17 23

I - . T
]
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Overall Average Delta Score 1.4
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Entire Population:

Career Path

NH
NJ
NK

Number of
Employees
Analyzed

13387

12750
329
308

Average OCS

79.4

806
65.8
449

verage Delta
oCcs

i

1.4

1.4
2.2

1.4

2021 Army CCAS Results

Payout Statistics by Group

(Presumptive due to time excluded)

--------- - Averaged Across Only Those Receiving the Payment —————-

Average CRI (Salary) Increase

Number é
Receiving ! %
0831 | $2,124
9362 $2 155
245 $1,849
224 $1,098

Yo

2.33%

2.32%
2.71%
2.38%

Average Carryover1

Number i é
Receiving ! $ !
3908 | $2,024 |
3801 $2,050
27 $1,457
80 $991

Yo

1.83%

1.83%
1.97%
1.90%

Number
Receiving

13342

12705
329
308

$2,711

$2 761
$2,039
$1,389

Average CA Award 2

%o

H 2.28%

2.27%
2.34%
2.41%
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Questions?
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Step Increase v CRI

CCAS SALARY APPRAISAL DOCUMENT FOR 2020
Part I: CCAS Salary Appraisal Form

Name: CONTRIBUTOR. JOE Series: 1102 Appraisal Period:
CAS2NetiD: 208567 Broadband Level: 1] From: 10-01-2018
Organization: ~ FO Retained Pay: No To: 08-20-2020
Career Fath; NH Presumptive: Nene

Approved By:  MANAGER, PAY FOOL, Pay Fool Manager Effective Date of Appraisal:  01-01-2021

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

JANE SUPERVISOR

Dale
JANE SUPERVISOR. 1010000850 01072021
SUPERVISOR, JANE Date
JOE.CONTRIBUTOR. 118000031 01082021
CONTRIBUTOR, JOE Dats.
2020 Performance Details PAGL 2020 Contribution Details CatScors  NumScors
£ Job Achievement andior Innovation 5 | £ Job Achievement andiar innovation e 7
% Communicaion andlor Teamwork 5 5 Communication and/or Teamwork m 70
& Mission Support 5 | & Mission Support M 7 . .
Gveral Contribution Score w Compensation Detail
Average Raw Score Expected Contribution Score 70
Performance Rating of Record Expected Contribution 871
Range

575,441 Current Rate of Base Pay
3754 General Pay Increase
31,863 CRI (Salary Increase)

ompensation Detail
§75,441 Current Rate of Base Pay
$754 General Pay Increase 10%

ployee Compensation Region Chart
L graph plots the employes’s currant basic pay versus the
pay line (SPL}:

| OCS relative io the rails and standard

$90,625 New Total Salary the rails. Compensat ns determine the

nsat
 basic pay increases and awards. The point

478,158 New Rate of Base
Pay+ 312,466 Locality Pay
$90,625 New Total Salary

$1.041 Coniribution Award

$1,041 Contribution Award

Expected Overall Contribution Score: 71
Expected Contribution Range: 68 - 76

] 2 w oW )
Overall Contribution Score

Remarks

award, The remalring CA not converied to TOA haurs Is shawn as Contribution Awand, |

Year(s) to Next Step Increase
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step9 | Step 10
3.33% 3.23% 3.13% 3.03% 2.94% 2.86% 2.78% 2.70% 2.63%
1 Year 1 Year 1Year | 2Years | 2Years | 2Years | 3 Years | 3 Years
Percent Increase If On An Annual Basis
3.33% 3.23% 3.13% 1.52% 1.47% 1.43% 0.93% 0.90% 0.88%
1.52% 1.47% 1.43% 0.93% 0.90% 0.88%
0.93% 0.90% 0.88%
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