Acquistion Workforce Personnel Demonstration Project
26 June 1998: Brief was presented to MajGen Williams


Demo Survey Results East/West Combined Totals:
Where do you work? 

Commander 2%
Special Staff 4%
AWT Directorate 2%
C4I Directorate 10%
Cmd Spt Dir 7%
Contracts Dir 8%
Ground Wps Dir 4%
PAE Directorate 2%
PS Directorate 13%
PM IS 1%
PM AMMO 4%
PM CSLE 4%
PM LW155 0% 
PM SST 2%
MCTSSA 27%
AVTB 4%
DFM 6%

How many years have you worked for the federal government? 

Less than 1 year 2%
1-2 years 3%
3-5 years 8%
6-8 years 7%
9-10 years 9%
11-15 years 23%
16 years or more 48%

What is your occupational category? 

Scientist/Engineer 24%
Other Professional 8%
Science Engineer Tech 7%
Administrative DFM/Pers/Contacts/Prog Anal/Logis 38%
Support Staff/Clerical 10%
Skilled Trade 0%
Security 1%
Other 12%

What is your GS/GM grade level or military rank? 

GS1-GS4 2%
GS5-GS11 27%
GS12-GS13 54%
GS14-GS15 10%
O-1 0%
O-2 0%
O-3 1% 
O-4 2%
O-5 2%
O-6 2%
WO-E9 0%

If civilian, are you at step 10 of your grade or in any of the categories listed below? 

Step 10 15%
Regular GS/GM Employee Pay 72%
Special Pay 8%
Saved Pay/Retained Pay 4%
N/A 21%

My knowledge of the proposed CPDP has increased since the Baseline Survey in November 1997. 

Strongly Agree 23%
Agree 55%
Slightly Agree 17%
Slightly Disagree 1%
Disagree 3%
Strongly Disagree 0%
Don’t Know 1%

My knowledge of the proposed CPDP was increased primarily through: 
Federal Register 45%
MARCORSYSCOM Web 30%
MARCORSYSCOM Newsletters/Spectrum 44%
Word of Mouth 48%
Briefings 77%
Lotus Notes Q&A Db 5%
MCTSSA Intranet 13%

Do you know the three career paths and their associated broadband levels in the propose CPDP? 

Yes 94%
No 6%

Are you aware that movement to a higher broadband level is normally done through competitive procedures? 

Yes 95%
No 5%

Do you understand there are grievance procedures under the proposed CPDP? 

Yes 81%
No 19%

The Contribution-based Compensation and Appraisal System (CCAS) will provide the ability to appraise and compensate all employees with fairness. 

Strongly Agree 9%
Agree 33%
Slightly Agree 19%
Slightly Disagree 10%
Disagree 13%
Strongly Disagree 11%
Don’t Know 5%

The Contribution-based Compensation and Appraisal System (CCAS) will provide the ability to appraise and compensate all employees with flexibility. 

Strongly Agree 11%
Agree 36%
Slightly Agree 25%
Slightly Disagree 6%
Disagree 8%
Strongly Disagree 9%
Don’t Know 5%

The proposed CPDP will accelerate the hiring process. 

Strongly Agree 16%
Agree 41%
Slightly Agree 14%
Slightly Disagree 9%
Disagree 4%
Strongly Disagree 5%
Don’t Know 11%

Have you read the Federal Register dated March 24, 1998? 

Yes 73%
No 21%
Did Not Receive 6%

Under the proposed CPDP, do you know in which of the three career paths your GS/GM series would be located. 

Yes 95%
No 5%

Under the proposed CPDP, do you know in which broadband level within your career path your GS/GM series would be located. 

Yes 97%
No 3%

In future years the proposed CPDP compensation system has the potential to raise my pay more than the present system. 

Strongly Agree 15%
Agree 29%
Slightly Agree 17%
Slightly Disagree 9%
Disagree 11%
Strongly Disagree 14%
Don’t Know 5%

The proposed CPDP will provide civilian employees with more job flexibility to allow me to perform a variety of duties. 

Strongly Agree 8%
Agree 26%
Slightly Agree 22%
Slightly Disagree 9%
Disagree 17%
Strongly Disagree 6%
Don’t Know 12%

The proposed CPDP will provide civilian employees with mobility to work at different jobs at different locations. 

Strongly Agree 8%
Agree 19%
Slightly Agree 22%
Slightly Disagree 9%
Disagree 20%
Strongly Disagree 6%
Don’t Know 16%

Under the proposed CPDP, my pay increases will be based on my contribution to the mission of the organization. 

Strongly Agree 16%
Agree 38%
Slightly Agree 19%
Slightly Disagree 7%
Disagree 9%
Strongly Disagree 9%
Don’t Know 2%

There will be no guaranteed within-grade step increases or General Schedule (automatic) adjustments for employees if the broad banding system is put in place. 

Strongly Agree 30%
Agree 52%
Slightly Agree 8%
Slightly Disagree 3%
Disagree 3%
Strongly Disagree 3%
Don’t Know 1%

For compensation adjustments, being evaluated in a larger peer group with review by a pay pool panel would be beneficial to me. 

Strongly Agree 8%
Agree 22%
Slightly Agree 12%
Slightly Disagree 14%
Disagree 20%
Strongly Disagree 14%
Don’t Know 10%

I understand the buy-in salary adjustment that will be determined at the beginning of the proposed CPDP. 

Yes 85%
No 15%

Implementation of the proposed CPDP would benefit me. 

Strongly Agree 12%
Agree 21%
Slightly Agree 18%
Slightly Disagree 9%
Disagree 13%
Strongly Disagree 18%
Don’t Know 9%

Implementation of the proposed CPDP would benefit the Command. 

Strongly Agree 15%
Agree 29%
Slightly Agree 13%
Slightly Disagree 11%
Disagree 12%
Strongly Disagree 10%
Don’t Know 10%

I think the Command should participate in the CPDP. 

Strongly Agree 15%
Agree 22%
Slightly Agree 14%
Slightly Disagree 9%
Disagree 15%
Strongly Disagree 20%
Don’t Know 5%

Do you supervise civilian employees? 

Yes 29%
No 71%

Hiring of new employees will be accelerated. 

Strongly Agree 12%
Agree 32%
Slightly Agree 22%
Slightly Disagree 9%
Disagree 5%
Strongly Disagree 1%
Don’t Know 19%

Hiring of new employees will be accelerated. 

Strongly Agree 15%
Agree 26%
Slightly Agree 17%
Slightly Disagree 11%
Disagree 7%
Strongly Disagree 3%
Don’t Know 21%

Work force structuring for each organization can be better managed. 

Strongly Agree 13%
Agree 29%
Slightly Agree 27%
Slightly Disagree 12%
Disagree 7%
Strongly Disagree 3%
Don’t Know 9%

The pay for high performers will be increased. 

Strongly Agree 22%
Agree 32%
Slightly Agree 20%
Slightly Disagree 9%
Disagree 7%
Strongly Disagree 5%
Don’t Know 5%

Annual contribution and performance feedback will be increased. 

Strongly Agree 16%
Agree 28%
Slightly Agree 29%
Slightly Disagree 13%
Disagree 7%
Strongly Disagree 3%
Don’t Know 4%

Annual employee goal setting and contribution evaluation will be simplified. 

Strongly Agree 7%
Agree 24%
Slightly Agree 24%
Slightly Disagree 21%
Disagree 8%
Strongly Disagree 6%
Don’t Know 10%

Annual employee goal setting and contribution evaluation will be fairer across the pay pool. 

Strongly Agree 11%
Agree 19%
Slightly Agree 25%
Slightly Disagree 15%
Disagree 6%
Strongly Disagree 10%
Don’t Know 14%

Retention of high contributors will be increased. 

Strongly Agree 15%
Agree 36%
Slightly Agree 23%
Slightly Disagree 8%
Disagree 7%
Strongly Disagree 4%
Don’t Know 7%

Turnover of low contributors will be increased. 

Strongly Agree 13%
Agree 26%
Slightly Agree 30%
Slightly Disagree 11%
Disagree 7%
Strongly Disagree 4%
Don’t Know 9%

Employee satisfaction with advancement will be increased. 

Strongly Agree 11%
Agree 28%
Slightly Agree 24%
Slightly Disagree 11%
Disagree 7%
Strongly Disagree 6%
Don’t Know 13%

Employee satisfaction with pay will be increased. 

Strongly Agree 10%
Agree 24%
Slightly Agree 30%
Slightly Disagree 9%
Disagree 11%
Strongly Disagree 6%
Don’t Know 10%

Personnel management workload and paperwork will be reduced. 

Strongly Agree 4%
Agree 19%
Slightly Agree 21%
Slightly Disagree 12%
Disagree 15%
Strongly Disagree 11%
Don’t Know 18%

Starting salaries may be higher. 

Strongly Agree 13%
Agree 41%
Slightly Agree 17%
Slightly Disagree 9%
Disagree 4%
Strongly Disagree 2%
Don’t Know 14%

The employee classification process will be simplified. 

Strongly Agree 12%
Agree 38%
Slightly Agree 24%
Slightly Disagree 7%
Disagree 4%
Strongly Disagree 2%
Don’t Know 13%

Reduction in Force procedures will be simplified and modified. 

Strongly Agree 12%
Agree 22%
Slightly Agree 20%
Slightly Disagree 9%
Disagree 6%
Strongly Disagree 3%
Don’t Know 28%

Employee career progression within a broadband level will be a seamless process. 

Strongly Agree 17%
Agree 29%
Slightly Agree 26%
Slightly Disagree 4%
Disagree 4%
Strongly Disagree 3%
Don’t Know 17%

Opportunity for employee Sabbaticals will be increased. 

Strongly Agree 7%
Agree 37%
Slightly Agree 14%
Slightly Disagree 4%
Disagree 9%
Strongly Disagree 4%
Don’t Know 25%

Opportunity for employee Academic Degree and Certificate Training will be increased. 

Strongly Agree 6%
Agree 33%
Slightly Agree 19%
Slightly Disagree 7%
Disagree 9%
Strongly Disagree 2%
Don’t Know 24%
The Emeritus Program could be a retirement incentive for senior employees. 

Strongly Agree 7%
Agree 23%
Slightly Agree 18%
Slightly Disagree 10%
Disagree 9%
Strongly Disagree 4%
Don’t Know 29%


Survey Comments:

Thank you for completing this survey. If you would like to provide any additional comments, please use the space provided below:

1. I think this DEMO Project would be of great value to the Command and would truly be an incentive for employees to excel in their duties.

2. Success of any personnel system, including this one is based on integrity of evaluators. Current system includes means to deal with poor performing employees and it is not used now.

3. I strongly feel that a person would not be compensated for there work, but how much the supervisor likes you. The only people that would benefit in this program are the favorites of the supvisor and the administration brass anxious to reinvent the federal government. If the government goes to this program, it would be a very big mistake and not benefit anyone but manaement.

4. Employees with high contributions that are in step 10 (high end of bandwidth) do not have the same incentives and opportunies to excel . Average and above average employees will be equal or eventually be equal to the people stagnet in step 10. This will eventually bring the average employee pay level with the outstanding contributor's pay more quickly, thus less incentives for high contributors. Training opportunities will only exist if there is funding available. This is the same problem we have now. I fail to see the benefits of this program to the command or to the employees. Also if this project fails or ceases after five years we will have an enormous amount of GS-13's... more than we will know what to do with. I strongly predict that the decisions for this program are already made and this survey is a waste of time.

5. The process is only good if supervisors evaluate objectively and consistently. All supervisors need to rate the same level of performance consistently.

6. The new pay system will increase political decision making and will hurt minority employee because the new pay system is designed

7. I did not receive a copy of the Federal Register. I would like to get a copy of this document if possible

8. I believe that converting to the Demo Project would enable this command to hire/retain quality employees and greatly improve the morale.

9. If the supervisors were predjudicial before, this new system will not correct it. The good workers were fairly compensated for under the current system. The slackers were not. The new system doesn't change that. Change, just for the sake of change, will not be better. Personally, I do not feel that this new system will be better. Of course, that's just my opinion, and I could be wrong.

10. I STRONGLY BELIEVE THAT THE EMPLOYEES THAT ARE LIKED WILL GET THE PAY INCREASE, EVEN IN OTHERS EYES THEY ARE NOT CARRYING THEIR LOAD. I DON'T SEE THIS SYSTEM IN GRADING EMPLOYEES IS ANY DIFFERENT FROM THE THE PRESENT, IT JUST THAT ALL EMPLOYEES KNOW THEY WILL GET A RAISE ONCE A YEAR. I AM A PERSON WHO GETS OUTSTANDING PERFORMANCE AND WORK HARD AT WHAT I DO, BUT I JUST FEEL LIKE THIS SYSTEM WILL NOT BENIFIT THE COMMAND ON BASES OF MORALE. SOME WILL SAY "WHY SHOULD I WORK SO HARD WHEN THE FAVORITES WILL GET THE PAY INCREAS". JUST DON'T THINK IT WILL BE FAIR TO ALL!

11. By talking to others that are currently participating in the Demo Project, the majority said they don't care for the program. The GS pay are not equal to the broadbanding pay scale. There is still bias in handling contribution awards. If you are not working in a project oriented environment or producing a software/hardware product, i.e. working in administration, overhead, finance; you are not contributing to the command. Also, there were comments like if you are not in this little tight group, you are not going to get very far. I guessed no matter what program you are in, there will always be bias, it still is who you know and who you rub elbows with, and I don't think that will ever change.

12. For military, in order to be Officer you must have a minimum 4 years of college, otherwise you would be Enlist. You work hard to earn your 4 years degree and you would like to be pay differently. Now, the Demo Project proposed to take away SPECIAL PAY for those Engineer and Computer Science. What would you think if Officer and Enlist are in the same pay band? The DoD Civilian Acquisition Workforce Personnel Demontration was designed for civilian Acquisition Workforce community. It was not designed for all civilian workforce.

13. While the Demo Project may not benefit everyone equally it should not hurt anyone who is making a satisfactory contribution and offers a major net benefit for the Command. Go for it!

14. The "new system is closely related to the old system the current system replaced. Nepotism and favoritism were widespread. This new system looks to be am amplification of the good ole boy network.

15. There exist in MARCORSYSCOM a manifest embalance in the racial mix and grade structure. Given the fact that minorities are not being hired and are not being promoted to the higher grades, one can assume that minorities will not benefit from the demo project. This is supported by the fact that an EEO profile was completed, changed by Management and the team (BCST) that was assigned the responsibility of developining the analysis was not permitted to review the changes. I believe this to be a flaw in the decision making process.

16. This program scares me. The POTENTIAL is the key to this program. As a GS-11 step 10 I agree that the potential for increased pay is enticing, however the potential for no additional pay is not . In the current PARS system I have never seen supervisors grade employees in a completely impartial manner. If I get above average and someone else gets outstanding because his boss grades that way that is not a equitable system. With the step of review being instituted that may help in some abuses or it allows someone to change a deserved rating without the supervisor or employee knowing who changed it. This program also does not value long term employees who are doing outstanding work. 
17. I am concerned with the effect this project may have on my families quality of life. I say this because of the lack of information about the pay pool structure, the pay pool managers, and the policies which will be applied by the various managers independent of one another. No where has definitive information been given as to how the pools will be structured, who will be the managers, and what standards will be applied to the managing of the pay pools. Another concern is the multiple levels of review by persons unaware of what I do on a day to day basis prior to a decision being made as to whether I have performed a value added service to this command and am therefore entitled to "compensation". Each level of review is subject to personalities and comparisons against other persons of equal grade but not equal job functions. This does not lead me to a warm fuzzy that this is in my best interest or any one elses.

18. The primary questions I have are as follows:

19. To put it bluntly, I have been with the Government for 30 years and I have yet to see any new method that is beneficial to employees. The trend is to cut, not increase, never has and never will. This is evident by the cuts throughout Government in the last 5-7 years.

20. AN E-MAIL WILL BE SENT BY COB 12 JUN WITH ADDITIONAL COMMENTS.

21. The success of the program in the SYSCOM will depend almost entirly on how we implement it. We can make it hard (we made the current system measurable harder than the other Navy SYSCOMS). We can make it easy. If we make it easy, it will work and it will be an improvement.

22. I feel that we should try this cpdp. It has to be better than what we are using today.

23. Let's not throw out the baby with the bath water, which is exactly what the proposed Demo Project does. If we have problem areas (in recruitment, retention, pay, etc) or problem employees (poor performers), then let's focus on the problem areas or single out the non-performers and then deal with them one by one within the current system. The Demo Project will not solve (or even help) with the problems we have in the current system. Demo will not even acheive its own stated goals. It is nothing more than "another" system that will have its own problems, and nothing will change for the "worker bees", except that morale will take a big dive. I have previously been under a very similar Personnel Project within DoD, and can tell you first hand how all the "potential" benefits and "great" things NEVER materialized. Human nature, being what it is, this system will only benefit a few (and not the performers but those in control of it). Do not implement this Project for MCTSSA, please!

24. I believe that the ability to reward employees for their contributions is the most important aspect of the DP. It will reward the "hard chargers" in the command and give them the ability to directly influence their compensation.

25. None of the briefings nor literature addresses how additional duties (RO, GA, Tng Coord, etc) are to be handled by the CPDP. To simply say that the additional duties are to be included in the PD is not right/fair to the individual. If an additional duties are assigned, then additional credit (points) should also be provided. The individual has to do his/her job just like everyone else. To burden this person with additional work/responsibility without compensation in very unjust. Putting additional duties in the PD implies that it (the add'l duty) has EQUAL IMPORTANCE as supporting a Project Officer with their acquisition program. 2. Any performance rating system is subject to the INTEGRITY of the Management Chain of Command. If the reward/discplinary system in the current system has not been EFFECTIVELY used, I lack confidence that the new CPDP will fare any better. Abuses of the current system will transfer to the new system.

26. I strongly agree in the implementation of this DEMO project. I believe that the command will benefit strongly from it as it will reward its high achievers providing them with incentives to stay within this command.

27. The only way this system will work, is if all Supervisors are fair and are willing to promote the works not the dead beats, or they friends. I think that the employees that are performing need to see this action taken. The performing employees need to know that the overall evaluation system in this program will weed out the lesser employee that does not contribute and allows the performer to grow.

28. My only concern are the judgement and inside politics of our management. I can see many grievance procedures coming into effect and used by employees to

29. I think the CPDP can benefit the command in the long run. I believe that a hard look at the pay pools and an oversight comittee should be established to monitor there actions - this is the area of CPDP employees fear the most. There is great potential here for abuse and with a top heavy command as this, the competition is stiff for the dollar.

30. None of the Demo Project information indicates this system is a great tool for RIFing individuals without adhering to the RIF procedures. The proposed pay pool options too big. These pools need to be smaller for better management for the pay pool manager

31. We have lived with a burdensome bureaucratic system for years. As downsizing and other reduction actions occur, it is time to make it easier to assign people to different duties when needed, acknowledge the contributions of high performers, and advance and retain internal "stars" with a minimum of effort.

32. I think this system would work for industry, but not in the Government. We have the procedures in place to penalize non-performers now, but it is rarely used.

33. I answered "Don't Know" to many of questions 25 through 42 because I am sceptical that this project will do all those things. I am hopeful that many will take place, and the command will be better for them, but I am hesitant to go on record saying that I agree or disagree.
 

34. I understand the intention of this program, but I don't believe that this will work as well as presented. In light of the traditionally high ratings given to the overwhelming majority of SYSCOM personnel during annual evaulation, I believe that only a very few will realize the potential salary increases. I have heard disturbing things from other organizations about the paybanding experiment, and I don't believe that we have been given all the relevant information in order to make an informed decision. We were told that China Lake and Wright Pat were pleased with the program, but we were given no hard data to support the apparently "overwhelming" success. It's also true that only the engineers at China Lake were participating, and engineers are evaluated differently than the rest of us "support personnel". I don't think that SYSCOM employees can make a fair judgement on the paybanding system until they are able to evaluate all the ways (good and bad) that it will affect them.
 

35. We should do this, to make us as productive as the private sector.
 

36. WE HAVE A MEANS OF REWARDING OUR EMPLOYEES NOT. PROBLEN IS NO ONE IS WILLING TO GET RID OF NON PERFORMERS AND EVERYONE IS GETTING HIGH RANKINGS JUST LIKE THEY WILL UNDER THE NEW SYSTEM. THEN WE WILL HAVE HE SAME PROBLEM WE HAVE NOW, TOO MANY PEOPLE DIVIDING A FINATE POT OF MONEY, EXCEPT NOW YOU ARE ASKING ME TO GIVE UP THE ONLY THING THAT I CAN COUNT ON WHICH IS MY MEGAR STEP INCREASES. THE PURPOSE OF THE NEW PAY SYSTEM IS TO SAVE THE GOVT MONEY, BOTTOM LINE!
 

37. I do not support the demo project or any change to the current pay system. I do not support any system that adds a layer of management or more paperwork to the personnel system.
 

38. The proposed benefits of this system do not appear to outweigh the negatives. The Federal Register and briefings gave the command an overview of the Demo, but lacked the drawbacks of initializing. An all-hands last fall stated that there would be briefings with people actually "living" with the program. What happened to those briefings? Programs within this command are killed much quicker than the proposed Demo that are supported in the manner in which this Demo has been presented to the command! Syscom is NOT the place for this project!!
 

39. There will likely be a huge gap between the "potential" and the reality in regards to the actual pay adjustments available
 

40. Although the benefits may not be that great for me compared to other (I just have not seen enough to know), I believe any personnel system is better than the obviously broken system we are currently under. I vote for participation in the demo!!!!
 

41. This system is compared to the Presidential Pay Commission and their recommended yearly pay raise which the President always caps. This is just another way to take something away without an explanation.
 

42. The change over to the Broadbanding system is a good idea. The only downside is that it does not provide an easy to read pay scale. I have been told that I, as a GS-5, step 3, will make more money; however, I am not able to see this increase in pay.
 

43. Part of me thinks this would be a good system, but the other part is simply unsure. If it's done correctly, maybe it will benefit us, but I'm not completely convinced.
 

44. This CPDP takes a huge step backwards to the old PARS/PMRS when a third party, i.e., a reviewing official with little or no knowledge of the individual being rated, determined WHO received an award and HOW MUCH MONEY the award would be. That award was only for a tiny portion of an individual's annual salary and the process was corrupt. Under the CPDP, that uninformed third party gets to play GOD and will control all salary increases. That forces everyone back to the old system in which I want NO part. The old PAR/PMRS was abolished because it was a quota system and relied primarily upon an uninformed third party's opinion and not the first and second level supervisors'. That is the exact "evaluation" the CPDP will bring back and again, I want NO part of it. If I must remain in Government service, I will do whatever it takes to leave this command and DoD acquisition. That will be your loss. These comments are from someone who receives a level "5" rating as the norm!!!
 

45. I feel implementing this will just put me at more of a dead end then I am presently at. I guess I don't want to rely on my supervisor 100% for any and all promotions. Although, I have a good working relationship with my supervisor and do not worry about wether he would recommend me for promotion I just like the thought of the cost of living increases and knowing that I have that step coming.
 

46. I answered strongly agree in the matters of raises etc based on the assumption that my work is compared to others in my grade fairly and not with personal or eeo favoritism.
 

47. I do not like this plan! I see the broad banding process subject to squables between PM offices as to how the money in the pot is divided, personality driven, subjective, and political. It will be difficult to compare PM shops with different work loads. Fairness is my prime concern. There has been little explaination on who will make up each pool and who will adminster the pool within the command. As far as flexability and mobility are concerned, My current job requires a great deal of flexability and mobility to meet mission/job requirements.
 

48. Performance-based work environment is a new concept to many federal workers. Since a lot of them have never worked in private sector, they are quite concerned how they will be judged on their performance after so many years of just doing their job according to their job description and no more and being rewarded for showing up at work. Having worked both civil service and private sector, both systems have their good and bad points. But I feel the Demo Project would enhance the Command and its performance of the mission. Those who protest the loudest may have cause of concern because now they will have to do more than just show up for work.
 

49. On the surface, paybanding sounds like a good system. Rewarding performers with in salaries and reducing
 

50. I have been a participant in development of the Demo implementation at Syscom which has caused me to become quite farmiliar with many of the details. While there is a potential for employee benefits, the natural constraints of funding and the subjective nature of employee evaluation in the political acquisition world reduces much of the Demo to a change of process names that will probably add much confusion to the process. The intended management flexability comes from a reduction in the rights that employees have under the civil service process. This change in rights has not been well advertised to the employees, I had to dig it out of the documentation and interview the presenters. There is no where to go but down for those of us who have followed a path and made career decisions based on laws and rules that are now changed placing us in tenuous positions. Innovation and creativity can well be misevaluated (as before) and the employee suffers; this will cost the command
 

51. It seems to me this system could lead to abuse. I also think those people who tend to for lack of a better term "toot their own horns" will be better off then those that do their jobs and do not seek constant attention from their supervisors.
 

52. 1. Streamlining the hiring process would require more effort and knowledge of personnel management by individual supervisors than most supervisors currently possess. While the current process is tedious, it is handled by knowledgable professionals @ CHRO.
 

53. I don't believe that the hiring process for personnel within DoD will be any easier. I understand hiring from all sources will but, the majority of new hires come from within DoD. The current process of hiring withing DoD must get better.
 

54. In Syscom's presentation of the Demo Project, all of the positives or pros have been disseminated throughout the command; however, the employees have NEVER been presented any of the negatives or cons surrounding the program. Syscom employees have also NEVER had the opportunity to discuss the program with employees from any other command who are currently under a paybanding program. Consequently, Syscom employees HAVE NOT been given the necessary information to complete a cost benefit analysis of the Demo Project. I would equate this as going into a Milestone III decision with all of the pros and none of the cons. Certainly, approval would not be granted. With that, how can Syscom employees and their families be asked to support the Demo when they definitely HAVE NOT been presented all of the facts. The employees and their families can not and should not have to be subjected to this unknown and undefined risk. Implementation of the Demo Project is totally unacceptable.
 

55. What I read in the Federal Register with regard to RIF concerns me. In light of the movement towards eliminating federal employee positions being persued by the legislative body. How a RIF affect me, an employee w/o DAWIA training? At one time it was planned that all MCTSSA employees as part of an acquisition activity would be afforded the opportunity to attend DAWIA training. Shortly after the magnitude of this effort was realized the focus was pared down to Project Officers. As a highly competent (consistently awarded for performance) federal employee I am concerned that because I have not been afforded an opportunity to attend this training I could be RIF'd. Will we all be provided DAWIA training? I am also troubled by the fact that I am not "eligible" for career progression positions which come open through attrition due to the lack of DAWIA training. Can this area concerning the availability of DAWIA training be addressed?
 

56. sure wish we had been given historical documentation from China Lake and AFIT BEFORE we were asked to make a decision.
 

57. The CPDP has the potential to fulfill the claims specified in the questionnaire dependent on the proper training of supervisors and the support
 

58. This Demo Project is more easily abused than the currect GS system. Its got "Good Ole' Boy" written all over it. The current systems has more pay incentives that the budget will ever allow. The Demo Project is a great system to cut pay roll in the future when all of the advertised pay incentives are forgotten. When you don't know how to drive the car, please don't buy a new car. You won't know how to drive the new car either. We have a great car (system.) If it ain't broke don't fix it. What makes people think that Command limitations will go away. Doesn't everyone know that allowing a QSI only every other year is a budget constraint. The current system allows QSI's and cash awards every year. Also the command has placed a false ceiling on the amount of the award. These restraints are budget driven. We'll have future restraints that will be budget driven after the frist few years when the promises run out for additional budget money. Some "GOB" employees who will do well!
 

59. THE DEMO PROJECT SEEMS LIKE A GOOD OPPORTUNITY FOR PERSONS TO MOVE UP THE CAREER LADDER A LOT
 

60. This program will give the USMC more control over the employee and lessen the job security of the employee. RIFs will be made much easer for the USMC and more difficult for the employee. One of the major attractions for new employees is job security - that will no longer be an incentive for employment. This program does not address the major problem of obtaining qualified new employees - i.e. The government does not even come close to offering the money that the private sector offers. For myself, I am close eniough to retirement that I can get out before I could get hurt financially. I personally feel that the evaluations will be biased on the total amount of monies available for distribution and that they won't award employees properly. 
 

61. Overall the Demo Project has the potential to make great improvements while the existing system stiffels the possibility of improvement. The original provision in the Project for employee feedback to supervision, that has been deleted, is however a great loss. Supervisors who are poor supervisors but good at "sucking up" to management will continue to cause problems for employees that will be magnified by the larger groups and the rating process. Employees that are given work whose value if done perfectly is lower than their salary will continue to be frustrated and will eventually be seen as poor performers and forced out by the system.
 

62. There are currently more options open to supervisors that due to lack of knowledge or just "don't care" attitude hasn't made this system work as effectively as it should. Too much $$ being spent on "The Emporer's New Suit of Clothes". The bottom line is - it's up to the supervisors who do not have spine enough to take the stand they need to and system doesn't make any difference. I hope that everyone I have heard griping with come forth and speak their minds not say what they think Gen Williams wants to hear. I have not met anyone who agrees with this new system.
 

63. Your survey is faulty; no one knows if the proposed system will be beneficial yet. It will only be as good as those administering it. Current ratings are inflated, I fail to see how things will be more "fair" when it impacts people's paychecks and not just an award. If anything I see the supervisors being more cautious in giving low ratings to those who deserve them, which means that there will be less money available for those who are undercompensated. The current system also has flexibility in giving higher wages initially to those people hired with superior qualifications. The current system currently has procedures for terminating employees who are not performing well and no one uses them, instead they just put non-performers someplace they can't do much damage. Could it be beneficial, yes; will it be, who knows.
 

64. I feel this pay banding comes at a difficult time for me. After more than 19 years under one system, I tend to be wary that I could be affected in a negative way at this latter part of my employment. I would also like to see employees providing input as to the contribution of supervisors towards the goals and economic procedures of the organization. Supervisors in Industry are evaluated by their staff. They must contribute to the success of the business process or they find another place to work. SysCom has lots of dead weight they have been carrying for years because WE always take care of our own. I know care should be taken to ensure members of the pay pool be selected who can and will work with all fairness and not use this "trust" to pay people back or promote their own agenda. Also, for the outstanding performer, if there will not be funds to pay bonus awards for performance, this should not be put forward as one of the "huge benefits" of the pay banding program.
 

65. Consider having personnel serve limited and rotating terms on the review boards.
 

66. I'm not convinced this change is what the Command needs. I honestly feel we will find the same problems in this new system.
 

67. APPEARS TO OFFER FASTER AND MORE APPROPRIATE COMPENSATION FOR CONTRIBUTION. LETS DO IT AND SEE IF IT CAN BEAT THE STATUS QUO!
 

68. I don't feel that the new system will do much personnally for me. I am at
 

69. The current system is a good one if correctly implemented. Unfortunately it is not, however I have little confidence that the new system will be any better.
 

70. In a sense I think this would be beneficial to the command although in a personal aspect I don't believe it will change very much. You will still be rated on who you know and how they feel about you.
 

71. This program will not help those individuals already at top of GS-13 pay scale, in fact it will dilute their pay as all other GS-11 & GS-12's will be brought up to the GS-13 level of pay.
 

72. As with any system, The worth of the system depends on the integrety of the system.
 

73. Hiring employees based primarily on Grade Point Average can prove to be a major mistake. Many times the people with the great grades have little or no people skills, which makes communicating with them hard. Maybe one should seek for the most useful tool in the box versus the smartest. Finding a well rounded individual may be more beneficial than the person who graduated at the top of the class.
 

74. i think this system would make it easier for supervisors to award their "favorite" employees or their "buddies" irrespective of the work contribution
 

75. Although any performance evaluation system employed can be abused because of its subjective nature, I feel this one is vastly superior to the one presently employed by us. Its time that government employees were evaluated with meaningful criteria and rated accordingly, instead of simply having a guarenteed job for life.
 

76. I am pleased to see the federal government moving toward salaries based on contribution
 

77. Like all system it can only work with personnel and managerial cooperation and fair equal treament to all. Otherwise it is just another click
 

78. Start listening! No feedback is provided of open forum issues (hard ones, or those that have not been obviously considered) raised. Word of mouth continues to put down use of this program, yet this program continues to march forward. Continued perception exists that no matter what we raise we are being forced to change. Why did you all even bother, if you were not going to "really listen".
 

79. Having attended briefings, it is significant that MARCORSYSCOM's plan for inplementing the Demo project was not presented. Therefore I do not have all the information. I cannot vote for implementing a program that I really have been provided only limited rules/regulations/benefits. In other words, I don't think I have the whole story. The implementation could be very different from presented assumptions.
 

80. I do not know if the demo project will actually enhance anything. It has the potential but in speaking with colleagues at other DoD installations where this occurred, the initial beginnings of the program were good, but ended up being the old system under a new name because of limitations in the pay accounts, indecision/lack of efforts on the part of the supervisors to really accomplish the goals. If supervisors, and this is not reflective of all of them, are not going to put forth the effort to monitor and support the professional development of their employees, will real progress be made?
 

81. I am very uncertain about this change. It seems it will be easier for supervisors to hire and fire.
 

82. Some questions are hard to answer because you would need to know that attitude and opinions of the person making the decisions.
 

83. I am particularly unhappy with the broadband, standardized job descriptions. Extra work is required to set up the job as requireing special capabilities. I fear that people will be too lazy to write the specialized duties to be added on to the job description when needed. I worked under a standard job description once. When we had a RIF, the Technical POC for all ammunition matters for FMS sales, was scheduled to be bumped by a computer specialist who had zero training in ammunition. The job descriptions were the same.
 

84. As usual, the command disseminated the demo project information poorly. Most people will distrust the project because of this. This is a major change to the pay system, yet, no one was required to attend briefings. And then there is the mindset that there is only a finite amount of money - if someone is paid more then others will be paid less. If the project is run correctly, it will work.
 

85. I believe this initiative can only help me; however, the level of effort required is not worth implementing from a command perspective. We have had low employee grievances and I believe this has a potential to increase it. There are no additional funds available for the initiatives/awards without creating a win/lose. The poor performers will continue to hang on. Since we have to deal with the stopper list -- I think this only buys us the ability to hire people outside the system after the stopper list is cleared which is both good and bad. Bad for the employees in the command who are not considered in favor of an external applicant PERCEIVED to be better thus not improving the situation for command personnel.
 

86. "Nothing ventured, nothing gained." Why not give it a try!
 

87. I believe that I am a capable employee and will perform well regardless of the personnel system. However, I am opposed to the claims that this program will be beneficial to all employees when it is clear that those at the low end of a pay band have far more to gain than those at the top end. I am also aware of other Federal Govt paybanding systems with different strucutres, i.e., the Postal IG has GS-13s and 14s in the same band. Why couldn't we do that?
 

88. This looks like another opportunity for the current administration to cut more jobs! I can see the possibility of personalities getting more involved with simplified hiring and firing regulations.
 

89. As a GS-13 I do not believe that I will really gain anything from this program. What I have competed for is now being "given" away.
 

90. W/O Implementation policy set, its very difficult for me to say that this program will offer advantages--implementation is the key to success-and we're not there. Seems risky to me to give up a guaranteed salary for an unguaranteed salary in which implementation has not been decided. TOO RISKY (even though) I think of myself as a good employee.
 

91. This questionaire only reviewed what we read in the Federal Register but did not address our fears of the DEMO program. A review of the supervisor questions referred to RIF, sabbaticals, and training which were not discussed in the briefings, only in the Federal Register. Also nowhere are addressed the problems encountered with this program and what efforts were done to correct any problems. I do not like having my yearly cost of living increase placed in a command pot to hand out to undercompensated or highly rewarded employees. This can be used as a way of favoritism among supervisors as previous awards. Is this a way to make disgruntled employees leave to help meet future DOD payroll cutbacks? Where are the survey results of personnel in these DEMO programs and their satisfaction ratings? With only 3 questions on our feelings on the DEMO program, how can this be considered a good survey? Until this is included, our information on this change is incomplete.
 

92. It appears that those most negatively affected by broadbanding are the GS/GM-13's. In order to retain competent 13's, Level II should have been GS-5 to 12 and Level III should have been GS 13 to 15. There is no incentive for 13's to stay, esp if they are at the top of their payband already.
 

93. Even though I may not participate in this program because I am one of the few in a career ladder position, I believe that this program will be beneficial and very much needed. I have only been working with the government for a short time but have worked with employees that should have been let go a long time ago. The retention of these employees highly effect morale, and work load distribution.
 

94. There are still many unknowns about how the system will implemented such as what are the pay pools and who within the command decides if an employee moves up in yhe pay band
 

95. The proposed CPDP effectively disempowers the Government employee and puts his/her pay and career at greater risk than ever. The "contribution-based" evaluation criteria is too subjective. What constitutes a "contribution?" How is one person's contribution more valued than another person's? The new system has the potential to become a quota system where only x% of the workforce get "underpaid" status. The "overpaids" will eventually and conveniently be weeded out. However, even the high achievers will be at risk as the quota system catches up with them as well. The force is effectively reduced and lots of money saved as per the original intent. Somehow, I fail to see how competing for a limited pool of dollars enhances morale or esprit de corps. It would seem to foster more resentment among those who feel more deserving (which is just about everyone) and have families to feed. The existing system is not broken. Desert Storm proved that.
 

96. Regarding rewarding high performers: I see this remaining as 'personality' driven and depending on who you know. There should be a selection category for "I hope so" since there are many unknowns. I have some concern that due to the 'hype' to initiate this new program, true/valid Command 'reports' of how this is working or not would be difficult to produce. Upper management will like it for its streamlined flexiblity. Junior personnel will like it due to probably pay increases due to job series/bands. Mid management can easily get stuck in the middle, with no say. Overall, the concept sounds good. IAW with the Navy, on paper, it looks good. The most negative results is the loss of teamwork & trust due to competition and trying to 'please' to boss, regardless what it takes. That doesn't sound like the Marine Corps way of doing business, to me.
 

97. Knowledge of Demo Project is limited, due to inability to attend demo project briefings because of work schedule.
 

98. My understanding of the CPDP from the beginning was that additional funding would be available to pay higher performing personnel. Now I hear that additional funding will not be available. If the only way high performing personnel get additional raises is to not give raises to others, what do you do when everyone in the pay group performs at least satifactory. Will you deny cost of living and step raises to successful personnel to give larger raises to some, you are unfairly punishing those that do $10 work for $10 pay. For this program to work, funding for salaries must be flexible and not locked to a certain amount. If this is not the case, I do not believe the command should adopt the CPDP. We should pay people what they are worth, not rob one employee to benefit another.
 

99. The way this system is set up it provides no advancement for the people who are in the top of their pay bands. The rules are changing and this system is going to bring me further down instead of advancing.
 

100. I learned a long time ago that if it's not broken, don't fix it. This new project is another way to EXCLUDE certain group(s) of people. It will only promote others while hurting/hendering some. HOW ABOUT ENFORCING THE RULES OF THE CURRENT SYSTEM?

 

101. I do not view pay banding as a good deal for myself or the command. one of the "advantages" is that we can hire better qualified people who would normally go to the private sect by offering them more money. It would be more money at my and all other civilian employees expense because their salary will come out of the pool of funding to pay the other civilians. We pay these people more and that leaves less money for all others. That is just one problem I see in a long list. I do have a major problem on how we were briefed by the command. For one year we were provided information on all the benefits to pay banding. When we were provided a briefing near the end by the the contractor and the various MCSC people a question was asked requesting what they see as the cons or what were the possible negatives. That person was told, "what, do you want, to be spoon fed?" This was some of the "non-information" that was reaching the people by the command reps. Not good.
 

102. We are under a chain of command structure. So evaluation even by a group
 

103. I'm more certain than ever that this proposed system is designed to reward the higher graded employees at the expense of the lower graded. The higher graded decision makers will control the system for their maximum benefit, and/or have the most influence on those Military folks who do. These are just the kind of abuses which the current system attempts to provide protections against.
 

104. Demo is a way to satisfy administration brass anxious to reinvent the federal govt--a power grab to push older employees into retirement. People singing its praises are ofrficials who designed it and whose jobs are safe.--Govt unions oppose. The Am. Fed. of Govt Empl. (largest Dod union) have urged members not to participate. Unions say their members are not obligated to take part.--If demo yes, then I will organize a union group. Understand McClellan / San Diego were failures because of high cost. Vote no.
 

105. Regarding rewarding high performers: I see this remaining as 'personality' driven and depending on who you know. There should be a selection category for "I hope so" since there are many unknowns. I have some concern that due to the 'hype' to initiate this new program, true/valid Command 'reports' of how this is working or not would be difficult to produce. Upper management will like it for its streamlined flexiblity. Junior personnel will like it due to probably pay increases due to job series/bands. Mid management can easily get stuck in the middle, with no say. Overall, the concept sounds good. IAW with the Navy, on paper, it looks good. The most negative results is the loss of teamwork & trust due to competition and trying to 'please' to boss, regardless what it takes. That doesn't sound like the Marine Corps way of doing business, to me.
 

106. The punitive methods for non performance are not addressed.
 

107. The short coming is Command resources won't increase from improved performance. Expected results: 1. The top pay band will do no worse than under the current system (read slightly better). 2. Within pay bands the flexibility will be used to pursue short term goals rather than long term goals. 3. The use of the same salary resource to increase top band and new hire salaries will be at the expense of lower banded current employees. Because of the foregoing this system is poorly matched to the MARCORSYSCOM mission to satisfy needs of the future fleet, not necessaily to fix the shortfalls of equipment in today's fleet. The fleet, the perceived customer of the Command, provides feed back that generally addresses successes or failures of the past and this Personnel Demonstration Project is likely to cause allocation of resources, not only personnel, to fixing the shortfalls of the past rather than meeting the needs of the future fleet, three to five year hence.
 

108. Changes are a great opportunity to align the USMC with technology changes. Retention of highly qualified engineering staff at current 70% of industry standards (not including stock options) is extreemly difficult under current system; these few remaining critical dedicated seed personnel stay due to personal committment.
 

109. If a person does not get graded fairly now on performance ratings, even though they have performed over and beyond, how is this going to change things if the same people are in the same positions? Everyone should be judged on their accomplished work.
 

110. The system will only work as well as the managers and supervisors who are running it. If little interest or effort is applied then we while be back to business as usual.Which means token, rubber stamped employee appraisals with little thought or effort in using the system to actually improve the employees' performance.
 

111. I agree the present personnel system does not allow management to compensate high performers to the extent we all would like. I feel however the proposed DEMO Project will only add to the frustration of employees who may see others gaining pay raises at a cost to their own salary. I believe the present system as flawed as it is would accomplish many of the objectives of the DEMO if only OPM would loosen some of its restrictions.
 

112. none.
 

113. This new proposed system is more subjective than the system we have not. For example, my The program has not been totally explained, even with all the briefings and slide shows available. Questions that do not have answers yet still exist. For example, one question on the survey refers to the grievance systems available under the project. As far as I can remember, I do not remember hearing an answer to that.
 

114. It has to be understood that this organization is a Government organization. In addition, we are strictly admisitrative; no scientists
 

115. this program will only be as good as the supervisor's
 

116. Everyone should have input to many of the questions 25 - 42, not only supervisors.

 

117. The DP is a blatant attempt to purge undesirables. It is also obvious the target group are the non-supervisors GS-12 and below. If you want to improve the workforce and save money and have projects operate better... take a look at the GS-13, GS-14 supervisors. They are supposedly making the decisions with regard to money and work schedule. In my tenure I have seen two commanding officers relieved for cause and another nursed along to retirement by the XO. A couple of GS14/13s have been disiplined over money matters. I have seen millions of dollars wasted by bad decisions of the civilion (and military) supervisors. I say with or without the DP system target supervisors for critique. They should be able to manage projects, budget money, and supervise people. Speaking of supervising people, the majority here are incompetent. If you have people who arn't working well or unhappy it's the supervisors fault. TARGET THE LEADER NOT THE WORKER, WE'RE JUST GOING WHERE WE ARE LEAD.
 

118. I believe this program will help us to attract and retain high level employees. The engineering field is highly competitive in the private sector and government salaries are not even close to the nearest competition. More benefits than not with this program!
 

119. I feel that this new process will only cause cut throat and back biting among the SYSCOM family. If you are looking at this system so that you can dismiss people easier, maybe you should like at your supervisors. If your supervisors don't have the backbone to dismiss someone under the current system, why do you think that they will dismiss someone under this new systlfkjsfjeoijfem?
 

120. It sounds good, but I'm afraid that CPDP might create too much competitions among coworkers resulting
 

121. Performance-based work environment is a new concept to many federal workers. Since a lot of them have never worked in private sector, they are quite concerned how they will be judged on their performance after so many years of just doing their job according to their job description and no more and being rewarded for showing up at work. Having worked both civil service and private sector, both systems have their good and bad points. But I feel the Demo Project would enhance the Command and its performance of the mission. Those who protest the loudest may have cause of concern because now they will have to do more than just show up for work.
 

122. The "new system is closely related to the old system the current system replaced. Nepotism and favoritism were widespread. This new system looks to be an amplification of the good ole boy network.
 

123. The Command should (calculate and) obtain sufficient seed funds to ensure ability to raise the undercompensated to the standard band and to compensate those within the band at least to the equivalent of the standard (COLA) increase and an appropriate portion of the step increases that may have been due under the current system. 
 

Cooperation and interest will wain quickly, if people see that the "projected majority" of those who are appropriately compensated are denied what would have been their due so that the undercompensated can be brought up. (Under the current system, the undercompensated are supposedly motivated by the hope that if promotion opportunities were ever to exist, then they would stand the greatest chance of getting one.)
 

Unless some implementation funds are obtained, there simply will not be enough money in the pot to give the appropriately compensated their (reasonably) expected pay raise and at the same time bring the pay of the undercompensated in line with their performance.

124. MGEN M.J. Williams
As an employee in the civilian workforce for many years, not Gov't, I have personally witnessed that the reason for the multitude of rules and regulations by federal, state, county and many other organizations, including the various unions, is an attempt to stop the continual disregard and disrespect for employees by supervisors and employers. I am only too familiar with the corruption and crime of many civilian employers and as a result I highly value our federal employment system where all employees are treated reasonably equal and if not, the supervisors and employers can quickly be held accountable.
I feel that all those who vote for the Demo Project will soon roe the day they threw away the rights to fair and equal employment. Worst, I think that once the negative effects begins to materialize there will be a lost of loyalty, moral and quality of work by all.
It was interesting to note that in a recent briefing one organization studied showed 72% were strongly dissatisfied after 1 year. The following years showed a small decrease in the percentage of those dissatisfied but one has to wonder at what cost to freedom of speech and job satisfaction.
I suggest we wait. The present system has worked well for many, many years. It will continue to work well if supervisors, employers, and employees will follow the rules and regulations already in place. As we know, a very strong and effective workforce can be built.
Again, I recommend we wait until a better system than the Demo Project is available.

125. Proposed benefits of this system do not appear to outweigh the negatives. The Federal Register and briefings gave the command an overview of the Demo, but lacked the drawbacks of initializing.
What happened to the proposed briefings by people actually "living" with this demo? An all hands last fall indicated that briefings would be held between the command personnel and other commands living under the proposed system.Information presented to the command makes even the most intelligent person very skeptical of this "ideal" solution.

