


 
The RPE System, by design, does not evaluate scientists fairly: 
 
-      There are no clearly defined, objective, measurable standards that 
are equally applied to every scientist 
 
-      RPES panels are tasked with evaluating the impact of a scientist¹s 
research, even though the term ³impact² itself is overwhelmingly subjective 
and no means of accurate measurement has ever been provided 
 
-      RPES panels are unaware when scientists have not received mentoring, 
or worse, when research progress is actually impeded and opportunities for 
career building are denied 
 
-      RPES embraces a restrictive format that excludes accomplishments not 
yet demonstrated through publications, rather than accepting documents that 
describe research well underway but not yet published, a practice that 
discriminates against new scientists who must independently design their 
research programs and build their labs 
 
-      RPES encourages panel members to give tacit first-author credit to 
senior scientists rather than graduate students and post-docs, regardless of 
the order of authors listed on the actual publication (thereby promoting 
some scientists based on the resources given to them, rather than their 
actual performance) 
 
-      RPES falsely assigns some degree of credit to Lead Scientists and 
Research Leaders when research within their Unit is successful, regardless 
of their actual contributions (or obstructions) 
 
-      RPES panel results, based on my experiences, provide no meaningful 
information when a Remain-in-Grade decision is issued, ensuring that 
scientists are provided no direction for ³improvement² and can therefore be 
denied promotions indefinitely (since RPES panels do not apply objective, 
measurable criteria when selecting scientists for promotions) 
 
-      RPES panel mistakes are self-perpetuating, since anecdotal evidence 
suggests that if passed over for promotion once, the likelihood increases 
for being passed over again 
 
-      RPES perpetuates gender biases within our society, since initial GS 
level offerings hinge on the well-documented wage gap between men and women 
in this country, [i.e. men are given higher GS levels when entering 
government service based on their past history of successfully negotiating 
higher salaries in the workforce than were negotiated by their female 
counterparts of equal (or superior) talent] 
 
-      RPES does not ensure equal pay for equal work, since panels assign 
current ³status and recognition² based on previous employment and salary 
histories, thereby reinforcing societal inequities and perpetuating gender 
biases from one institution to another 
 
-      RPES panels can devalue scientists based on gaps in their careers, 
which unfairly targets women who come to the workforce late or have taken 
time out of their working years 
 
-      RPES panel service is restricted to high GS-level scientists 
(typically GS 14, and 15), which are categories that consist predominantly 
of male scientists (which appears to be a conflict of interest, considering 
that women are not recruited, promoted, and/or retained at the same rate as 

Page 2 of 3Settlement requests

7/20/2010https://ssl.sfos.uaf.edu/webmail/src/printer_friendly_bottom.php?passed_ent_id=0&mailbo...



the men) 
  
 
3.)   Compensation for legal fees incurred 
  
 
4.)   Restoration of sick leave (since I wasted many hours of sick leave 
attempting to escape the extreme stress of SARU¹s hostile work environment) 
 
_________________________________ 
Thank you for considering my requests. 
_____ 
Cindy 
 
Cindy Bower, Ph.D.  
USDA Agricultural Research Service 
PO Box 757200  
Fairbanks, AK 99775-7200 
Phone: (907) 474-6732 
Email: Cindy.Bower@ars.usda.gov 
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