Why Contract Personnel Don’t Return

(See second section for full-time issues)

Please note that this is a rough compilation of input gathered over a 2.5 day period. It is simply all the input received formatted into a bulleted list, in no particular order.  Where repetitions are seen, it simply means that multiple people raised the same issues.   This is in no way all-inclusive, but is a good representative sample.  I would have like to add some sort of statistical breakdown of the raw data, but there wasn’t time.   It is worth making special note of the fact that this feedback came from personnel working in Science Support, who arguably have some of the best, most desired positions in the program.  If they feel this way, how does the rest of the workforce feel?
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· Morale seems not to be valued – basic things like food, housing, time off, off-station recreational opportunities, work center parties, pay increases, time in CHC – something is always being taken away.  Alcohol shortages this year, although unplanned, further compounded this general impression.  

· A dollar figure is not being put on the value of returning employees (decrease in accidents and training costs).  I have always felt undervalued because I was “replaceable”.  Workers feel “nickeled and dimed” 

· Culture seems heavy handed and threatening with regard to rules: “do this or else”. 

· Right now there is a culture of frustration and disappointment that is pervasive.  A loss of faith, or trust in the company to look out for the workers. 

· Job offers are made late in the day. 

· Application process long and invasive. 

· Medical process long, invasive and unfriendly. 

· So very hard to get anything done on ice without many roadblocks and inefficiencies.  

· Often management heavy and many Managers do not have the people skills they need or support from their Managers.  This leads to work not being done efficiently, which adds to the further frustration and inefficiencies on the part of the workers which further adds to the work not being done efficiently, so everything takes longer and quality drops, leading to more overtime and more frustrations and inefficiencies. 

· It seems hard to make innovations or suggestions because the bureaucracy is so pervasive and impenetrable. 

· Department cultures are territorial and hostile. 

· Departments do not coordinate well together. 

· There is a very classist culture between Management, Grantees and workers. 

· Safety is important, but the punitive, threatening elements of the program are extremely demoralizing. 

· Lack of sufficient lifecycle budget means those of us returning notice circumstances getting visibly worse. 

· Burn out factor is very high – long hours coupled with frustration about inefficiencies. 

· The whole station works very long hours 6 days a week and people get tired. In general there seems to be a “suck it up” kind of attitude. 

· Wages seem low compared to skilled trades in other places. 

· Poor Leadership: Leadership does not seem to be one of the criteria when people are selected for Director, Manager and Supervisor positions. When employees see ineptness above it is hard to ask or expect them to give 110% for the program or company. Case in point is [VC] assuming the FEMC Winter Supervisor position. [V] is a terrible manager of people, period. How Human Resources let this happen is beyond me. He is not only combative but he is easily flustered, makes poor decisions, treats employees (especially Helpers and GA’s) as if they are worthless and does not get along well with other departments. Expect a poor return rate from the 2006 Winter FEMC crew. Other examples are [MM], [DK], [DM], [LW], [RM] (although he is not with the company now), [EH], Tom Yelvington and [LD]. All of the above are lacking leadership ability and are considered by many to be a joke, unfortunately. A person’s perception is their reality and when employees see their Managers/Supervisors/Directors doing unethical things, making poor decisions and not having any accountability it does not motivate people to do their best. An example is [LD] during Winfly of 2004-05. [L] was manifested for the first Winfly flight but showed up so intoxicated for the flight that he was not allowed on the plane to McMurdo and was subsequently bumped to the second flight. A normal employee would have been fired on the spot. [L] kept his job. This does not set a good example! People see how their leadership acts and it will be the base for how employees act. Unfortunately some people have leadership ability and some do not. Only so much can be learned in a book or in a class; much of leadership is instinctual. A common perception is that people are promoted if they stick around long enough; basically advancement through attrition. Bringing in more outside candidates and not always relying on people with program experience is not a bad idea, although it seems to rarely happen. Sometimes good candidates are not the ones currently in your workforce. When poor Managers hire poor Supervisors who hire poor Foremen/Leads, it creates a downward spiral of decision-making and the employees are left at the bottom, being forced to deal with the bad decisions of others. Most people want to be led in one capacity or another, so find qualified people to lead them. 

· Lack of recognition/appreciation: Most employees do outstanding work and are never told that their efforts are appreciated. Recognition does not always have to include monetary incentives; some times a simple “good job” will do to get the message across that employers appreciate hard work, creative ideas and dedication. Monetary incentives are helpful though, as it is a tangible thing that people can see as a reward for their efforts. This does not have to be complex or costly; a $5 gift certificate to the store will go a long way towards making a person feel like they are appreciated. An appreciated employee will work harder, give more and put more of themselves into a job or task. 

· Safety: Safety is a good thing; it keeps people healthy and provides a good work environment. Unfortunately safety has become a witch hunt. People are punished or threatened if an accident happens. No one goes to work in the morning and wants to be unsafe; people want to do a good job, do it safely and go home at the end of the day. Unfortunately there is now paranoia about safety and doing a job safely is not good enough; there must be the appearance of safety, which leads to people constantly looking over their shoulder and not focusing all of their efforts on work. Lots of paperwork must be completed that seemingly has no point, so it is viewed as a waste of time. The safety program is inconsistently applied across stations, departments and workcenters. Some are held to a higher standard than others. This unfairness is not conducive to maintaining happy workers, who see what is going on and do talk about what they view on a daily basis. It is perceived that if a task or project is important enough to department or RPSC leadership, then the safety rules and regulations can be bent so that a job can be done. This makes employees nervous, as they know they are being told to do something that is against the rules, but if they do not do it, their job may be at stake. Safety programs are thought up and implemented, such as the 2% reward an employee can receive if they do exhibit an above average awareness of safety and a good safety attitude. To have this program revoked due to a lack of funding is inexcusable; someone should lose their job over this and it should be at the Director level. The fact that all aspects of this program were not researched properly prior to it being implemented confirms a person’s suspicion that most aspects of the safety program are a knee jerk reaction to some incident or other, without much thought to the consequences. A little thought goes a long way. Maybe the people who come up with safety programs or policies should do a Pre-Task Hazard Analysis prior to actually doing it. They ask their employees to think every step through a job (and are punished if they do not) yet they do not do their own job to the same standard. 

· Direction/Vision or lack thereof. There is no clear direction for the company. Lip service is paid to supporting science or getting this project or that project done. A clear vision is not given by upper management stating what priorities/goals are and how it will take all divisions working together to achieve those priorities/goals and make us a better company. Input or creative ideas are not actively asked for from employees on how to achieve these priorities/goals. We are a company of many sub-companies. One division may actively work against another or may unknowingly work against another due to poor communication. Give people a reason to show up for work and to do a good job and they will. 

· Communication: Communication at RPSC is beyond terrible. A great example is that Tom Yelvington was not notified that the 2% safety bonus program was being cancelled due to lack of funding. How can this be? Isn’t the President of a company supposed to know what is going on? There is the feeling that the president, COO and Directors do not have a clear idea of what is going on in the program. They rarely come to workcenters, do not get to know employees, do not know what it takes to operate the program on a nuts and bolts level. Goals are not set and passed down. Emails sent out from management are not clear. 

· Being the whipping boy of Raytheon Corporate: People who have no idea of how the program operates and the challenges we face make decisions that rule our fate. 

· Frustration: Most people do not feel that their voice is heard or even matters. Contract employees are viewed as expendable and their opinions do not hold weight. Wages are kept low enough that most people will deploy, but exceptional people can find better work at better pay. The pay scaling is too rigid to be able to give exceptional people a reason to stay. Management’s hope is that exceptional people love the program enough to sacrifice four, six or eight months of life at home to deploy at a lesser wage than can be made in the US or abroad. The company does not look out for the best interests of its employees and is genuinely shocked when the employee does not look out for the best interests of the company. Unreasonable safety programs are instituted. Leadership gets away with unethical behavior. Grantees and other contractors are held to a different standard and RPSC people are treated as sixth class citizens behind NSF, Grantees, ANG, ATS, PHI. Low pay. Away from home. No recognition from above. Not enough materials to work with. Can you blame them? 

· Regarding the "Diver" job title one of the reasons in the past why I have not come down since 1996 was that this position has never had a pay increase, Cost of living or otherwise.  I was making the exact same pay rate 15 years ago as I am making right now.  Even back then during the early 90's I was disappointed that the only pay raise I had to look forward to was the bonus percentage increase for another year of service.  A few years ago the Dive Supervisor started mentioning the possibility of coming down again as a diver for fairly short time frames. (a month +/- a few weeks) and I was kind of shocked to find out that the job still paid the same even though other types of jobs down here seemed to have increased. (As an example, a journeyman plumber makes almost what I do now and I don't think that was the case back in the early 90s although I could be wrong)  It was one of the factors in my decision process why I didn't take the job then.  This season I decided to come because I resigned from my IT position with a company in Denver after 5 years and happened to be free for a few months to do this, although I protested to the Dive Supervisor about the fact that the weekly rate was not any different.  As you know, the cost of living has gone up considerably in Denver and nationwide over the years and it would have been nice to know that the pay rate had kept up with that at least.  This position would have plenty of people willing to take it because it is a fun and good job but if you ask the Dive Supervisor, I am sure he will concur that finding a diver with the proper experience and skills would be a lot harder, especially considering that it is a pretty unique type of diving (science and commercial diving) that goes on around here.  I know that some of the IT jobs down here that I am qualified for pay pretty similar wages without the risk or responsibility that this job has as well. 

· This comment resulted from a rumor being presented as fact in a workcenter meeting. However, it illustrates that such rumors are considered believable by employees, and that there are serious communication issues.  It started with a careless comment by Tom Yelvington in the galley:  “Upper management has decided we have too many good employees, so this year, instead of 85% getting levels 4-5, only 5% can get 4s and 1% 5s. THAT's a DAMN good reason NOT to come back in MY book.  And they tell you this at the END of the season.  And by the way, its different from the info everyone got during their orientation.  No WONDER there's disillusionment in the company.  It doesn't keep it’s word.  This is a big one for me, because I see the incentive actually being to NOT put in the hard work.  If you work your ass off, you're actually punished for it”
· Have and have-nots.  Various divisions/work centers have different standards/rules. 

· Don't feel part of the program, just a worker - difficult to see Antarctica. 

· Wage/compensation is low.    

· RPSC's safety program, doesn't allow you to get your job done; puts the fear of god in you.  It is very contradictory - you can not lift 41 pounds but it is ok to work in a condemned building or use old unsafe equipment because it is too expensive to replace.    

· Life on the ice is draining, no privacy, must have roommates.    

· Low morale causes negative attitude of McMurdoites.

· A safety program that appears to serve only the interests of the company and not the employees, and relies on threats, deception, mis-information and ridiculous policies that often are “expected” to be broken to get the job done.  

· The overhanging feeling that contract employees are expendable and easily replaced if they don’t play the game, or like the rules.  

· Concern for employee morale seemingly non-existent. 

· A long list of comforts or “perks” that has been chewed away over the last 6 years…and replaced with more stringent requirements and bureaucratic hoops to jump through.  Other than the new hand-washing station installed several years ago, when’s the last thing that happened that actually improved morale or quality of life here?  (The decision to really get ahead on squashing morale by adding more training in Christchurch orientation, and leaving NO free time, got things off to a great start this season.) 
· This was the first time since my original season 10 years ago I had to apply for a position after I was already hired.  I found it annoying that the only way to generate the hiring paperwork process was on-line.  RPSC should understand some people work during the summer where a computer is not accessible, and creating a resume for a job you are already hired for is time wasted, and an extra, non-necessary stress.  There was no need in the past for this step; why start needing it in the future for rehires.

· There use to be more freedom to think about what is required for the job.   Now RPSC seems only about safety. Before you step on the continent you get a lecture of what is safe and unsafe, what you can and cannot do.  Every year we’re stepping into a more controlled environment. Especially not being allowed to lift over 40 lbs or be 4 feet off the ground without being roped in.  When will the new rules and regulations end?  When will they start making sense?  A large part of my job now revolves around these rules. Instead of looking forward to a new Ice season, I left CHCH worried of injury and wondering how I would be efficient and effective working by myself.

· The first week on the Ice learned my welfare is now completely my responsibility on a continent prone to injuries.  Won’t get Workman’s Comp if injured.  Because of this I started evolving a negative attitude.  My work ethic had changed.  I care less about the job and complain about RPSC.  Having to think about everything I pick up, worrying about getting hurt rather than getting the job done take a lot of mental energy.  I would rather be working hard and think about efficiency.  By being beaten down with many safety rules and regulations on how to do my job zaps my energy and focus on the job.  Time now seems to be wasted on how to accomplish the little things, the things that are suppose to take a minimal amount of time, that should only be a one-step process instead of three or four.

· For 6 seasons there was never a problem receiving a room with my spouse.  Housing gave us a room without question, no matter what length of time we stayed in McMurdo.  This year was the first year a new housing rule was instated concerning transients staying in McMurdo for less than a month having to stay in Building 155, where a minimal amount of 2 person rooms are available.  We were not able to room together in any other dorm where many rooms were available. Housing asked for other options.  We gave them three, of which they accepted none.  Having 17 combined seasons on the Ice between us, you would think housing would more accommodating.

· Even though I changed to a new position this year (still in the field) my past field experience did not count toward this new position and I received a cut in pay. A new-hire with no field going experience receives the same pay.  It would have felt rewarding to continue getting an increase in salary based on my experience and by being a non-injured rehire.

· People in the field do not get compensated for working longer hours.  To do an effective job in the field requires more than 9 hour/day, many times 7 days/week. It would be nice to get compensated for that.

· Wages

· Poor management

· Lack of consistent expectations

· Lack of follow-up

· Lack of follow-through

· Lack of creativity

· Lack of awareness

· Shit, look in any self-help management book under “what is a poor manager” and you can get all the reasons you need.

· Lack of respect - This is always a challenge for any organization and study after study show that this is the number one aspect that people look for in a job - it's not about the money.  When Raytheon implemented the 40 lbs rule it said to everyone that they can't do their job with the processes in place.  They were hired to specifically lift more than 40 lbs in certain jobs.  Now, they can't perform their duties, slowing the process down, and it becomes disheartening to see their tasking not getting accomplished.  If Raytheon had said that they wanted this rule to be implemented, but allowed for a plan to be formed instead of shoving it down our throats, it would have helped.
· Lack of Technology - We spend many unnecessary hours completing reports; in my case schedules, etc, using very archaic systems.  We are using an Access database and excel spreadsheets to track all the movements.  We won't get any support from IT on the Access database since we created it internally.  However, this is necessary to capture the information required by NSF.  There are other software packages out there but Raytheon and IT don't seem to be able to assist in making our life easier through the use of better systems.
· Money - More money can always help.

· DA rotation - It's just adding to the additional requirements for each department.  They say that it won't add to the work load of the work centers.  But really, it does.  In my two-person operation - if my co-worker and I are doing dishes then the regular tasking can't be worked on and we'll have to work extra to complete it.  Also, others we work with are already maxed out and work long hours with out additional tasking.  Raytheon continues to take, take, take but we don't see a lot of giving.
· Lack of supplies.  Alcohol, frosty boy, food in general.  Don't mess with people's food, it's the one thing they should be guaranteed.
· Moral trips - Same people go out all the time, at least it's the perception.  There is not a good method for moral trips, it's all in who you know at the end of the day.
· Not providing enough lead time to accomplish tasking - crisis management
· Lack of respect.  RPSC upper management and Tom Yelvington seem to have the attitude that "anyone can do this job".  If you don't like it, leave.  This is not the case....the people who work down here, for the most part, are smart, hard workers who will do what it takes to get a job done.  The employees are the most valuable part of this organization and should be treated as such.

· The HR dept. and the medical dept. do not return phone calls, even when it is time critical for PQ items and hiring issues.  As a supervisor, this is one of the number one complaints from my staff during hiring time and the PQ process.  Also, medical loses pertinent paperwork all of the time!  One year I personally walked my dental x-rays into their office in May and then in Sept. when I didn't have my plane tickets yet and I inquired as to why not, Travel told me it was because I wasn't PQ'ed yet.  When I inquired with Medical they rudely told me that they needed my dental x-rays.  When I told them that I brought them in May they accused me of lying and wouldn't return my phone calls or emails.  This is just one of HUNDREDS of very similar stories that I have heard from deploying personnel.

· Lack of opportunities to get out of McMurdo.  People come to Antarctica to work but they could be anywhere in the world and work in a supply warehouse of a cafeteria.  Their pay is little yet they do it for the opportunity to be here.  And then they see little more than Castle Rock on a nice day.  RPSC/USAP should consider either increasing wages to get people to come to this place to do a crappy job or, provide more opportunities to get out of town.  Most people who take jobs in remote locations like this one get paid double and triple what the normal pay would be in the states.  Seems like morale trips would be easier and cheaper than providing the wages that should be given.

· Lack of raises.  The 4% -10% max raise over the lifetime of an employee is lame.  Employees should be valued and given rewards for returning in the same job.  I know people who have been in the same job for 5+ years and haven't seen more than 2 and 4% over their time here….even at 10%, that barely covers inflation past a couple of years.  If an employee "meets" requirements of a job on an evaluation and continues to come back year after year, their value to the company just increases more and more every year.  Not only do they know the job better and better they become a walking historical reference for what has happened in that workcenter over the years.  The max should be 4% A YEAR.  That way the supervisor has the opportunity to entice employees to return.

· The safety push....ugh.  How much time has been spent and how much is this really going to help?  There seems to be way too much emphasis on the TRIR #, than actual safety.  RPSC really needs to look at the number of hours that people work down here and take that into consideration when looking at injuries.  Most of us are tired all of the time and by the end of the season go into auto pilot to make it through.  We joke that we are acting like winter-overs when we are really tired, so what does that say about the state of the winter-overs when they are done?  A few more 2 day weekends throughout the season would make all the difference in the world...or shorter work days, by 1 hour.
  
 
· I've thought about this for awhile, as I think about my road ahead, and whether or not this job I mostly enjoy is a sinking ship. The problem with this company clearly appears to me as an absence of leadership. Leadership, in the purest sense, is about two things. First a leader is the one who shares the vision, upholds it, gets people to believe in it, then holds them all accountable. Secondly, true leaders are advocates for the ones who work "underneath" them, knowing that these are the people on the front line, providing the very services that allow their position, and the organization itself, to exist. I see none of these in the current climate of RSPC.    What is the vision, and what are we doing here? There has been no stated company vision, and in those who try to scrabble one together there seems a disconnect between those who think the Antarctic Program is about building, buying and shipping things; opposed to those who realize it is instead customer service: providing for the needs of grantees and the NSF.  While each year I become better at my job, each year it becomes much more difficult. Edicts descend from above (e.g., 4 feet, 40 lbs, the monetary "safety bonus"), stupefying in how the impacts to both operations and the customer have been so grossly unexplored beforehand. Timelines for any demands, be it in implementing poorly imagined initiatives or soliciting feedback (i.e., this email, which I'm writing after 9pm), have little sense of the pace of work during a McMurdo summer season, what it takes to satisfy the daily needs of the customer in a dynamic environment, often while understaffed and with limited resources. Clearly more comes down from above than effectively travels back up. While information is gathered on a variety of problems (SHIELD reports, procurement,  "Why Employees Don't Return") there is little impression this is ever analyzed, if root causes are identified, or that we'll see anything but the most knee-jerk kind of change. Why RPSC is unable to take carefully completed ORTs and actually order the materials needed to support this program is one thing. Why no one will demand accountability is another.  I would be curious to hear senior management share their impressions on why a contract employee would want to return. As the job fairs attest, many people are drawn to Antarctica by the sheer novelty of it, then find the reality of it not quite the adventure they'd hoped for. Each year this program manages to provide a quality product through the exceptional efforts of individuals, despite not because of the system alleged to support them. As a supervisor I find it frustrating how difficult it is to recognize superior individual performance in any kind of meaningful way; in this program there is a lot of stick and not much carrot. The "bonus" system has become more resistant toward recognizing a high ranking, and cash achievement awards greatly scaled back. Quality people realize, as more roadblocks appear to impede them in doing their jobs, that those who value their contributions, or believe what they do is important, are few. That the money isn't exceptional, or that the draw of four to six months away from family and closest friends goes pale, which compounds this sense of getting nowhere and being taken for granted  I've left out a number of specifics -- the ineptitude of the Medical PQ system, the credibility gap of the present EH&S McCarthyism, the lack of forward planning -- which should have been well covered elsewhere. People are leaving, in fact experience is hemorrhaging,  because there's no longer a sense anything will change, that the company is becoming better at creating problems than solving them, and their problems won't be heard or what they do deemed important.
· I have so much to say and so little time to even organize my thoughts. That is my first complaint right there! Such an important subject and I get so little time to respond. 

The best I can do is give rough answers:

My biggest reason for possibly not coming back is our supposed safety program. We do inherently dangerous things out in the field by virtue of the fact that the environment alone can be dangerous. Environment is not something you can control. Helicopters are big dangerous machines, and while I intend to work safely around them, they are dangerous and I could be hurt. I am terrified of ever having to go to medical even for a small injury. I think that if you do a dangerous job and do it as safely as possible I should be supported if something happens. I should feel like I will be taken care of. Instead, I know that no matter what happens it will somehow be my fault and I will be deemed unsafe with an unsafe camp. This is a tremendous amount of pressure to live with. And so wrong.

Which leads me to the second biggest complaint: There is nothing that Raytheon has done to show any appreciation for the hard work that goes on here. There is no incentive in pay. There is no respect for experience. The bonus system is so rigorous that to get someone an extra bump in pay is such a pile of paperwork that no one wants to help out that way. People go away feeling unappreciated. My only feedback is with the grantees and that is the only reason I am here. Raytheon sends out “safety” experts to help me with my problems with their knowledge after looking at my camp for an hour. My eight years of experience in this camp isn’t consulted.  I’ve never received money for the equipment we need for safety until someone actually gets hurt and I can list at least two good examples. We finally got carts for the propane after an injury, though it had been discussed and there had been complaints before. We finally get great first aid equipment after a helicopter crashes, though there had been discussions about it for several years before. I see a lot of attention going into the minor things and not much into anything that costs too much.

The amount of paperwork alone for this “safety” program is outrageous. I’ve been told that it will help those higher up understand the problems we face or better understand how the accident happened. Though during an orientation about safety in Christchurch, they listed a long list of “bonehead” accidents, yet when I went to the supervisors training in Shields reports, they used one of those supposedly “bonehead” accidents as an example of someone who did everything right and an accident still happened. If these reports are designed to be in such detail so those in Denver understands what is happening, it has failed miserably. How am I to take this process seriously? 

Experience should mean something in this program. Experienced people make working in Antarctica safer, not training. Would you want to fly in a helicopter whose pilot had just been trained or just read the manual or a pilot that had years of experience? Would you climb mountains with a guide who had years of experience or read a book and do it on your own? Experience working in this environment can not be made into a foolproof training session in McMurdo. I don’t want to return and work with so many inexperienced people. There will be more accidents working with inexperienced people. My decision to come back will also be based largely on whether or not I work with experienced people I trust.

The safety program is the biggest impediment to my job. If I didn’t love my job and the people I directly work with, the grantees and those Raytheon folks in McMurdo that I directly work with (MEC, BFC, FSTP, SSC, Crary Lab), there would be no reason to return. I feed on the direct returns of those I work closely with and I know that Raytheon will not only be ignorant of what is accomplished but that they don’t care. I think there are a lot of dedicated people that make Raytheon look good, but I wouldn’t credit any of it to the company, only to those individuals. I feel no support, appreciation, or thanks coming from the Denver office. How can I respect directors who don’t even spend any time down here to know what is going on?

I don’t have time to put anything else into this, got to go back to work. We have a lot going on this week and time is not something I have a lot of. I wish I had at least another day to put some more time and thought into this, but this gut reaction is all I have time for.
· RPSC has to realize nobody has ever said, “I really wanted to work for Raytheon so I came to the Antarctic.” People come to the Antarctic for the adventure, lifestyle, and money. It doesn’t matter who the NSF contractor is. They will still come at least once. If the NSF contractor doesn’t treat its employees well, they won’t come back repeatedly in high numbers.
· Bureaucracy and paperwork suck the enjoyment and productivity out of work. Plus it makes employees feel like they are not trusted to do their jobs. Why hire someone if you don’t trust him and he needs constant supervision?

· The Denver office seems to have no consideration of what people are doing on the Ice. For example, the Denver office all of the sudden wants to know why so few contract employees are returning and why so many full-timers are leaving, so they say, “By tomorrow we want to know the answers to these questions.” Everyone then has to put down everything they are working on to answer Denver’s question-of-the-day. Denver will probably then wonder why people don’t do some of the other work they were supposed to do that day not realizing it was because they only gave one day notice on what mattered to Denver at that minute. That lack of consideration also makes people on the Ice think that Denver won’t really care what we say. If they really wanted to know they would give us more time. 
· If HR really cared about the Exit Surveys we would do the exit surveys at the end of the contract instead of the middle of the season. RPSC really just doesn’t care what anyone thinks. 

· A constant stream of useless, stupid memos such as those telling us to be safe when walking around McMurdo because there are rocks and snow. Why do I need to be in daily communication with everyone about my job? Can’t I do my job for a few hours without being questioned about some part of it?

· Raytheon is out of touch with employees. Why do I get a stack of brochures on the benefits sent to my house if Raytheon knows I won’t be home for 5 months? They are useless by the time I get them. How many thousands of dollars are spent on that? Surely enough to buy some new fuel dry-brakes to replace the aged, nearly broken ones presently used because of no funds in fuels to buy new ones.

· The 401K options are lame. The mutual funds are bad. The stock plan is nothing to write home about either; it has about the same return as a savings account, but is less liquid, can lose value, and is not FDIC insured. 

· The company doesn’t trust its employees. As a result, it tries to resort to primary school tactics of hanging big banners with lame slogans and a scrolling message sign in its lunchroom with safety catch phrases. That may work for eight year olds, but older people find it condescending and stupid.

· Constantly threatening employees’ bonuses. Fear and intimidation is not a good way to bring employees back. The bonus is what makes Antarctic wages comparable to those in the US.  Housing and Safety, especially Safety, are constantly threatening to reduce everyone’s bonus. 

· We don’t like being lied to. EH&S lies to us regularly. In the orientation in CHC we were told there would be a safety incentive program. Another lie. That was canceled without a word – shockingly enough, there was not even a memo! The Safety Director told us the story of some employees who were morons and got injured. A safety person in McMurdo told the same story as those employees were doing everything right, but unfortunately got injured. That takes away all faith in an accident being handled fairly. The new safety program of 40 lbs and 4’ that was being forced upon us, according to a Safety Director from mother Raytheon, was being misinterpreted in places. EH&S doesn’t even really know what their rules are. Safety tells people who are to complete the SHIELDS reports (which the program on the web doesn’t work properly, but we are supposed to use it anyways) to tell employees that it is a fact-finding mission and nothing they say will get them in trouble. That is a blatant lie. Any safety violation leads to a reduction in that employee’s bonus. There is a reason why people aren’t going to Medical. They are afraid of injuries reducing their bonuses. Tom Yelvington also told us contradictory information from what Scott Myers said about reporting injuries at the CHC orientation. Mr. Myers said to report all injuries; Mr. Yelvington said to only report ones that we thought were serious, and that, “You all know the difference.”

· RPSC lacks innovative thinking. When RPSC wants to save money on energy use it has to hire an outside consultant to help it save 2% in energy costs. What a pathetic goal 2% is! Surely someone inside the company can think of how to save a measly 2%. Why not go for something harder like 10%? This is just one example of the rigid thinking at RPSC.
· The top-down approach that Raytheon has adopted this season is reason enough for me to not return to my position.  I feel as though they are attempting to control every aspect of life down on the Ice, without a true understanding of what it is like down here.  The 40 lb, 4 ft rule is unrealistic both in McMurdo and in the field.  What Raytheon employees require is proper education on how to lift heavy loads.  While 40 lbs might be a reasonable amount of weight for someone not very strong, implementing that rule for people who regularly lift well over that amount in the weight room causes frustration and is not practical.  Being an employee in the field, there are simply times when heavy loads need to be lifted, and while we are doing well this season with various "exemptions," I fear next year when we won't be allowed exemptions.  At my particular camp there are no machines to help lift anything.  Without lifting 40 lbs there are very few things that we could do, thus rendering our jobs of "supporting science" moot.  To put this onus back onto the scientists diminishes their ability to do the work they came to do; they would be rolling around barrels of fuel, gray water and urine and switching out propane bottles instead of collecting scientific samples.  The 40 lb rule is so blatantly a way to lower insurance costs for the mother company that it doesn't make me feel as though they care whether or not we get hurt (especially when I hear that we would not be covered under workman's comp if something did happen because "we were instructed not to").  Experience is not the same as training and to so heavily favor training shows a lack of consideration in the long term.  Also, the amount of time it takes to file a SHIELD report in the case that somebody does get hurt is ridiculous and impedes the ability for us to do our jobs.

· My friends in McMurdo are the saddest I have ever seen.  People who are normally happy and cheerful, making the most of every situation, are depressed and jaded this year.  Raytheon has decided that morale isn't important to consider and I feel the resulting apathy and cynicism is hurting the station more than we know.  

· What I hate most about working for Raytheon is the fact that I feel like a number in the system.  The people that are making the big decisions have no idea what it is like to live down here and work on this continent and instead of trying to learn from their employees who have been coming down here for years (decades, some) they are trying to tell them how to do their job.
· When a policy/idea is to the benefit of "the mothership" or RPSC itself, the company appears staunch in enforcing the policy. Yet when something may benefit the employee they don't seem to give it the same consideration.  Something as simple as reimbursing employees for their passport costs.  So, if NSF no longer reimburses for this, why couldn't "the mothership" pick up the expense as a kindness towards the employee??  Is the expense really that much for RTSC to cover??  After 20yrs in the USAP and this being my 3rd passport since starting...this just has the appearance of being another benefit that has been taken from us.

· There seems to be a huge disconnect between RTSC's expectations and what actually goes on down here.  Hiring upper mgmt positions from "the mothership" with no previous USAP experience doesn't help McMurdo advance itself in a positive direction.  Having an understanding of how the technicalities of the USAP and McMurdo works is of greater value that somebody who has worked with Raytheon for 10+ years.  It seems that these "corporate folks" have grand ideas of how to fix a problem, yet they have no understanding of the dynamics of how the USAP/McMurdo functions.

· In 20yrs in the USAP, I've never seen morale so low.  If I tried to pinpoint one reason it would be that we belong to a huge international corporation that strives for big profits...and we're just a teeny-tiny morsel in the puzzle...and so obviously the "blacksheep of the family".  It would be so much better to belong to joint venture that came together specifically to support our mission in the USAP.

· A fear exists, legitimate or imagined, that a visit to Medical will result in repercussions effecting ones bonus or ability to be re-hired.  I know many people who work injured for this reason.  We should not hang a bonus over people's heads.  With access to only company doctors, people are afraid.  

· If someone is legitimately injured, and they wish to seek a second opinion, we should allow them that right without forcing them to quit.  Seeing two different doctors that work for RPSC, really is only one company doctor (especially if those doctors are romantically involved).

· Employees have to sign a statement allowing RPSC access to their background information for the rest of their lives.

· Employees experience a lack of trust from RPSC that the employees know what they are doing and can make decisions about what risks are worth taking.

· Rules and regulations are increasing, yet the behavior of employees is not improving, for example, the people who beat up an employee this year.  Increased emphasis on safety did not prevent this.

· Hiring needs to be improved so that active alcoholics are not hired.

· The 54 hour work week is too long.  This is probably more of a factor (increasing fatigue, and lack of concentration) toward accidents than is recognized.

· Small things that are taken for granted in other places become a larger stress here, like the delivery of mail.  Some seasons a bit of mail was included on each flight, which reduced the stress quite a bit.  This year the mail was held until Christmas, then the flights were delayed by weather.  I think that is just another factor that makes it hard to come back.

· Every year we have to apply to get the same job back.  The application is not easy to complete.  There should be some positions that could be declared “seasonal permanent” status.  Those would be ones that a person could apply for once and know that they are able to, and expected to return to as long as they PQ.

· There is a lack of trust in upper management and in the Human Resources department

· The food quality is too low.  

·  Another small factor is the fact that there are not enough bowls, quality cups, and flatware to serve the community.  If people are hording them in their rooms, no incentive is given to return them.  In any case, maybe more of these items need to be purchased!

· The safety incentive program was a good idea, but it is hard to work toward a goal when the goalposts keep moving!

· There is a lack of leadership in developing community on the ice.  A lot of energy goes into negativity.  When grassroots leadership develops in trying to create positive expression, it is sometimes suppressed.  

· There needs to be some recognition from Raytheon Corporation that this is a unique program in a challenging environment and it is different from the rest of the huge corporation.
· Folks not feeling financially compensated for the work they do, nor the long hours that they work.

· Folks being expected to follow ill-advised and inconsistently-applied policies.

· Hiring process is cumbersome and slow, HR and medical

· Low salaries

· End of season evals and bonuses are not what was expected.

· Reimbursements are slow

· People don't return because nothing ever comes out of all of these surveys and questionnaires!  If you are going to ask for this stuff, let's start to see some positive changes!!
Why Full-Time Personnel Resign

· Leadership: Our leadership is inept, out of touch, unethical and untrustworthy. There is no accountability. Poor, uninformed decisions are made that then must either be fought to be reversed, or accepted and dealt with. Our company is the dumping ground for Raytheon castoffs, and conversations with Raytheon Corporate people at the Aurora campus have confirmed this. Upper management does not take the time to get to know employees or what they do, and after six years of Raytheon having the contract it is perceived that they do not care. 

· Lack of recognition/appreciation. There is none whatsoever. A good job done will go unnoticed. A bad job will possibly bring scrutiny. 

· The Polar Moral Committee: People are actually paid to do this on company time while other departments do not have enough staffing? 

· Reviews: The Performance and Development process has no bearing on what we do and is less than useful. The contract end of season review would be a better indication of how a full time employee has done in the past year. 

· Merit Increases: This is not a raise, as it barely keeps up with inflation. It is perceived that doing a good job and doing a bad job will get the employee the same % increase. 

· Inability to get rid of poor workers: People who do poorly, have no leadership ability, cannot get along with other workcenters, or are just plain old jerks are promoted or shuffled around until they are in a position where they can do the least amount of damage. They are taking up the spot of a future exceptional employee. 

· Direction/Vision: There is none. Goals are not disseminated, tracked or reported on. 

· Profusion of Managers: This has become a company joke. A classic tale of too many chiefs and not enough Indians. 

· Meetings: There are too many of them and most of them are unnecessary. Too much consensus is sought and it is difficult to reach a decision. 
· When I look at my labor reports it's saying that I'm working 40 hour weeks, but the contract people are working 54 hours...funny accounting to me!  We are not adequately compensated for being here (the uplift pay is not to cover the extra hours).  In addition - we are working 54 hour weeks, we aren't accruing extra vacation time, but if we take extra time off then they are quick to take away vacation and pay.  And the fact that we are required to be back in the office in three days after spending five months on the ice, working at least 70 hours a week and most Sundays, is down right degrading.
· Pay: Deploying people are given a 24% uplift when they deploy, although this does not equate to a 54 hour work-week versus a 40 hour work week. 

· Hours: Deploying people are asked to work 60 – 100+ hour work weeks yet do not receive any compensation in the form of money or additional days off. 

· Skip level meetings: Why even have them? I have never seen anything come from any of them where something important was raised. 

· Raytheon Corporate – RPSC Relationship: We are not part of Raytheon and it needs to be accepted at all levels. I cannot get on the website to change any of my four employee numbers or passwords. I do not get the same benefits as Raytheon employees. I am not paid on the same scale. My voice does not count as it cannot be heard. 

· Frustration: The sense is that good employees are actively being driven away. The more good employees leave, the less the remaining good employees want to remain. As the saying goes, it is hard to soar with eagles when you are flying with turkeys. 

· Angst between RPSC and NSF. 

· Lack of respect from the NSF toward RPSC employees.   

· Decisions are always late; therefore we are always in crisis mode, which creates a lot of stress.    

· Long hours; never feel like you can take a vacation.    

· Stove-piping within RPSC: Each department must please a different NSF staffer with different goals.  Makes getting projects done onerous.    

· Seems we solve the same problems year after year; never make forward progress.  

· Don't celebrate our successes, just move on to the next crisis.    

· No matter what we do, it is never good enough; we save the world but the end complaint is that we should have done it faster and better.    

· Sense of favoritism within RPSC by Managers and Directors; it appears that they feel the favored employee can do no wrong, others can do no right.    

· Feel like fourth class citizens after NSF, grantees, the other agencies.    

· Other agencies have more privileges – Housing for each agency a prime example. The prime support contractor might expect to work under better conditions than other agencies/sub-contactors, not worse.    

· Wage/compensation is low.    

· Life on the ice is draining; no privacy, having roommates, is an issue. 

· Need more paid time off after deployment.  Being away from home for four to six months, working many hours overtime, it takes time to get personal life in order and reconnect with family.
· Badly broken purchasing/shipping division with no reason to hope that it will be fixed (based on past experience)

· Micromanagement.

· Inability of top management to fill empty positions in a timely fashion.

· Lack of support; indeed outright obstructionism on the part of HR to getting the pay and other compensation needed to hire good employees.

· Sense that the support functions run the ship, not the critical functions; we all answer to HR, Safety, Travel, Medical, Purchasing, etc. on deadlines, pay, how we do business.  This is backwards.

· We are continually given inadequate time to reply to emails and provide data for important information.  This list is a perfect example.  If I didn't already have a full day of tasking, it would be fairly easy to provide well thought out and constructive answers.  But with other things going on and many interruptions in a day, it is hard to provide concise and thorough information.  [By the way, these types of deadlines are never coming from within Science Support.  They are external and are sent to our supervisors to pass on to us.]

· Lack of coordination between departments....which comes from a lack of strong leadership.  There seems to be a lot of separate wheels turning that don't work toward a common goal.  Departments bump heads and no one moves forward.  For example, Logistics changes deadlines or ROS dates but don't check with those who will be affected.  Or, Supply/Logistics on ice send items out as retro that could be used by other departments.  Another example, Safety Dept. tells us we have to adhere to their rules but FEMC won't accept a work order to meet the requirements.  Someone has to be at the head of it all pre-planning coordination to move the company forward as a whole.

· We all work our tails off and and hardly ever get a recognition for it.  We hear SO much about this safety stuff and hardly ever hear about the good work that comes from this incredible group of people.  It always comes out as an "oh by the way, you are doing a good job"....or when it comes from upper management it seems like it has been forced because of comments like this.

· People at my level don't return because good management types like [BE], [SD] and [MH] are few and far between in this company.  Why did the good ones always leave?

· People leave because nobody ever asks "what can we do to get you to stay?"....it seems the nature of the program is for people to not stay forever so they are let go way to easily.  RPSC needs to value the incredible amount of knowledge that current employees have....those employees should be nurtured with inspiration and training, rewarded and encouraged to continue working with the USAP.  

· The purchasing department causes unnecessary headaches for those who have to interact with that dept. to do their job.  Come on.....it's been four years that I have been in this job and they continue to miss orders, miss deadlines, order incorrect material, provide inaccurate data in Mapcon and cause more work for us.  We have to follow their every move to ensure that the right items are ordered, correct amounts are ordered, that we aren't paying too much, and that the items make it on the resupply vessel.  And when they don't, we are responsible for providing justification to fly them down.  The justification is solely that the purchasing dept. didn't do their job!!  And haven't been in at least four years.  If the Science Support dept. failed as miserably as the purchasing dept., NSF would fire us all.  Why are they continually able to provide such inadequate support to other depts. and to miss deadlines?  Changing other's deadlines isn't the answer.

· RPSC does things like force people to work in the Galley to try and solve a problem.  Do they not respect the fact that some of us already work overtime to meet the needs of our jobs?  For some, especially supervisors, this only causes more overtime and more disgruntlement.

· Upper management has little idea what happens on the ice and what our issues are.  There is no leadership or role models.  Middle management often is just as disconnected.  I worked for RPSC for a full year and [DN] tried to lobby for me to extend my TDY.  He had to be corrected twice.  This does not make employees feel very good or valued.

· Broad sweeping policies are put into effect without proper dialog to gain feedback of impacts.  Ex. 40/4 safety rule, the new procurement schedule.

· There is little cooperation between departments.  ex. - Marine does not talk to Palmer about the ship schedule and subsequent port calls.  Palmer is often placed into a hardship to attempt to move personnel and receive cargo.

· Procurement/ASG has consistently underperformed or not performed at all.  The deploying employees, those attracted to Antarctica, have a very strong work ethic and strive to deliver excellent customer service.  When the back line fails them, and they must tell the grantees their science may be impacted, it is demoralizing.  Everyone spins into crisis mode to attempt to find a work around.  This is true for both grantee cargo and station needs.  

· In Procurement’s attempt to restructure and perform, Beth Linke has not attempted to understand the needs to other departments.  This deepens the impacts and outcomes.

· The 9.9% cap on salaries when switching positions within the company is not fair.  A dedicated, achieving employee should not be penalized for already being an employee.  If someone quit RPSC and then reapplied months later for a new job and is eligible for a higher salary, what message does that send?  HR has attempted to explain how this benefits the employee but I fail to see the logic.  Give employees the salary they deserve, mid-point even, for the job they are doing.  People do quit over this.  Those that do accept a new position with the salary cap are left with a bad feeling that they are being taken advantage of and this decreases company dedication.

· Tight deadlines from both RPSC and the NSF sometimes become hard to manage and prioritize.  This is especially true during the summer season while deployed to the ice.

· There must be a way to streamline, to prevent so many meetings and so much paperwork.

· We don't care about Raytheon.  Stop trying to make us love working for a defense contractor.  

· The impression exists that new, fantastic, creative ideas are dreamed up to crush morale:

· -Implementation of a stringent safety program without thought to its constraints

· -Weeks spent applying for exemptions to the new safety rule, instead of supporting science and work centers

· -New Zealanders not allowed in Skua 

· -Mandatory 'voluntary' DA shifts (I support this, but it's not so easy to convince everyone mid-season)

· -Little alcohol on station

· -Rescinding on the 2% safety bonus after people have put in the effort all season.  Even if we would not get the bonus, damage has been done to the integrity of EH&S and RPSC

· -Having to prove we "Paid" a bill for reimbursement.

· -Only having two days from leaving the ice to get back to the office.  How effective will someone be after getting off of a plane and going right to work.  We need three.

· -If our flight falls on a weekend we are not paid for it or given comp time.  If it falls midweek we are.  This is inconsistent and unfair.

· HR Recruiters could be more helpful if they assisted in filling out paperwork and conducting preliminary screening phone calls.  Saying they are now going to only focus on recruiting doesn't really help us.  For most positions, people come to us.  Our work load is so busy during the planning season, that helping us with paperwork would be more valuable, or at least equally valuable.

· Not being fairly compensated for the job you are doing, or for additional tasking (above and beyond your job descriptions) that is requested of you, i.e. winter division lead, interim positions, etc.

· Upper management not respecting your opinions

· Not being consulted on company policy changes that impact your work center and ability to successfully complete your job

· When you go to a manager about a problem, they tell you they support you and your opinion, agree with your statements, and then when it comes time, they flake on you and don’t provide support (Dave Nelson)

· Seeing people, managers and supervisors in particular, who do a lousy job or have lousy personal interaction skills year after year after year and NOTHING is done about it. Complaints are made, promises are made about change and nothing is done.

Examples: [SA] and [SM] in the Lab, and [DN], who is extremely difficult to deal with and is ineffective. 

· There are others in other depts but because I do not work directly with them I will not comment.

· Treating people who have been with this program for years with utter disrespect.

Example: The way [RS] was let go.

· Frustrations with Purchasing for how many freakin’ years?  Promises of change.  No improvements FOR YEARS!

· Why isn't [ME] being held accountable?  If not him, why is no one being held accountable?

· Upper management who don't seem to want to interact with the people who work here.

· Example:  Tom Yelvington.  Never hear from him about ANYTHING. What kind of leader is this?  He comes to McMurdo and leaves without any kind of All Hands Meeting with the troops. NOTHING!

· Never see or hear from him in the office either except about the golf tournament.

· Absolute maniacal, neurotic obsession with safety. 

Example:  I bring up with safety and the Energy guy that the hot water in the dorms and the lab is scalding hot, and nothing is done.  Mats are needed outside the shower stalls in the dorms because wet floors are slippery…nothing is done.  (wrote to Heather about that during Winfly)

· Lack of teamwork between depts. is pervasive and nothing is done about it. 

· An adversarial relationship between upper management and everyone else.
· Prevalence of sexism in RPSC:
· Several managers have addressed females, in the office and on the ice, using words such as:

· Baby, honey, sweetheart, darling

· These individuals are from a time when this may have been accepted.  It isn't anymore.  On at least one occasion a manager was corrected but the language did not stop.  There are also inappropriate looks and no one needs to be escorted on someone's arm.  I do not know if HR has been informed; I have not reported it myself.

· On the same topic - There are few females in management.  When I attend meetings, especially on the ice, I am often the only female there.  Sometimes there is only one other, in a room 10-20 people.  I understand that FEMC may not attract a female but there are many other disciplines represented where females are common in the work force.  On the Supervisor level, it is slightly more evenly distributed.  Eventually, this sends a message that females will not be able to succeed.
· RTSC rules and regulation demands are all too consuming and pointless.

· Expense reports and time sheets
· Useless reports

· Departments trying to meet the metrics

· Safety issues
· RTSC does not listen

· The polar program has unique needs that corporate cannot understand

· Policies weigh down work time

· Salaries do not compensate for work done and stress level

· Lack of communication between departments is still a huge problem  

· Mind set that “they should already know”.

· “This is the way we have always done it” still exists.

· Not sharing information as if their job depends on a piece of the puzzle that no one else has.

· Lack of respect for upper management because they have not “been there done that” – it would be nice if those on the 3rd floor would walk down into the trenches of those working on the 1st floor to say hello once in a while

· Too many “corporate” managers who don’t know what it is like to live and work on the Ice. Not enough “Ice” managers.

· Too many managers seemingly making up work to keep them busy. 

· Too much paperwork

