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Defense Supply Center Columbus (DSCC) emphasizes the DSCC Way: 

“The  DSCC  Way:  The  Relentless  Pursuit 
 Of  Customer  Satisfaction  Built  Upon 
Individual  Accountability,  Teamwork,  Speed, 
 Quality,  And  Innovation  Performed  In  A  Climate 
Of  Mutual  Trust  And  Respect 

Under performance-based pay, how can employees share knowledge/skills/communication and goals required in teamwork and/or to accomplish the mission to be their for the customer?  Hypothetically, a climate of mutual trust and respect is negated by broad banding when: 
1)  Co-worker A has the perception (or this may be a reality) that his/her promotion depends on the particular knowledge/skill he/she has not shared with others.  Perhaps this is something that makes he/she extremely efficient/accurate at a task that requires a significant amount of time/difficulty/skill to complete.  The organization could benefit from this knowledge and improve from this process, if it were shared, but Co-worker A fears losing his/her assurance for promotion and refuses to share;

2)  If Co-worker A takes time to share knowledge/skills with Co-worker B;  Co-worker A's production may suffer, thus forfeiting his/her own chance for promotion; 

3)  Co-worker A shares knowledge/skills with Co-worker B;  Co-worker B gets a promotion, but Co-worker A does not, thus creating resentment;

4)  Co-worker A's efficiency/accuracy/skills often contribute to the same co-worker (Co-worker C) receiving the bulk of the raises in the area. Because Co-worker C is more visible to management (and at the higher end of the pay band) Co-worker C appears to management as accomplishing his/her work with greater efficiency/accuracy skill and deserves a salary reward;  Co-worker A is at the lower end of the pay band and is often overlooked, but is a good worker.  In the reports I read, those employees with greater responsibilities (authority) and the higher end of the pay band received the majority of the pay raises/awards.  All of Co-worker C's coworkers resent him/her getting the majority of the awards in the area (and credit for work they do for Co-worker C) and employee morale suffers.

5)   Under pay banding, additional duties passed down from higher end pay band co-workers have dramatically increased Co-worker A's workload to the point that he/she will never catch up enough to "qualify" for a raise in management's eyes;

6)  The metrics used to measure Co-worker A, B and C's performance are inadequate; and 

7)  The Big One:  The majority of the workforce may share the view that all co-workers are competitors out to steal their chance for promotion!!!   Just watch "The Apprentice" to see that one in action!   The backbiting and blame games are caught on film!  Do we really want to go to a larger scale of that?

In a nutshell under performance-based pay, employees will not be encouraged to share knowledge/skills/communication or to help one another, not if they perceive this as a way to ensure their own promotions.   Nor would one want to make someone else look good, and as a result, lose one's own promotion.  If fact, this could encourage employees to resort to sabotage to ensure the same co-worker, or any co-worker, wouldn't get a raise.  If an employee knows that only three raises have been budgeted in for the year in their area, then he/she might sabotage any candidate seen as competition for those 3 raises to ensure his/her own promotion.  It could even become standard practice that the more people one sabotages,  the better chance one has for an raise/award.  I've worked in such an environment when I was much younger and it is vicious.  It makes one hate to come to work.  How productive can one be in a hostile environment?  We are about to find out.

How can the DSCC Way exist when the climate of mutual trust and respect is broken under the pay banding/performance-based pay system?  We will be set up to compete against each other for raises.  Will the raises be greater than, less than or equal to our current step increases or promotion to another grade?  One report said that if the raise amounts are less than before, the new pay system may fail anyway.  Also, if the pay bands overlap too much, then the raises will not be much of an increase in pay.  Desperation,  jealousy or greed could lead to a great deal of malicious or abusive behavior (i.e. sabotage) in the workplace to look good in management's eyes.  Employees need to be able to trust each other to some degree for us to function together as an effective organization in order to accomplish mission goals.   We are supposed to be here for the customer, but we may not be much use to the customer when this pay system goes into effect.

Note:  Broad banding failed for The World Bank, The UN and a healthcare system, just to name a few.  I'm sure I will find more.

