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C.1.   Background:

In line with ongoing government reforms, Congress specifically legislated special provisions in the 1996 DOT Appropriations Act for granting the FAA significant personnel flexibilities.  With that, FAA became exempt from most of the government-wide personnel regulations -- including the compensation system requirements of Title 5.   FAA was thereby directed to build a unique personnel system to help meet future mission requirements and support the agency goals of safety, security, and efficiency. This statement of work is for contractor support to continue designing and implementing the cornerstone of the new personnel system:  the compensation system.  

The Compensation System will consist of several integrated compensation plans:  the core compensation plan and other compensation plans tailored for distinct subsets of FAA's workforce.. Implementation of any compensation plans in FAA  must adhere to the objectives, tenets, values, and principles identified in a document known as the FAA Compensation Framework.


Three compensation plans are currently in the pilot stages of implementation:  

Core Compensation Plan Pilot in ARA 
In July 1998, the Regulations and Certification component of FAA (ARA) began implementing a pilot of the core plan.  The core  plan eventually will be expanded from ARA to cover a majority of the FAA occupations.  

Executive Compensation Plan Pilot in ARA
ARA also began pilot-testing two aspects of the Executive Compensation Plan:  the base salary program and the short-term incentive program.  Executives and senior professionals from other FAA organization are also conducting a shadow-test of the Short-Term Incentive program.   
Executive Compensation Plan Shadow-Pilot of the Short-Term Incentive Program

Executives and senior professionals throughout FAA organizations (other than ARA) are trying out the short-term incentive (STI) component of the Executive Compensation Plan, without the associated pay out.
FAA now seeks contractor assistance to: 

· continue the pilot-tests listed above, 

· expand the core compensation plan to cover a majority of FAA occupations, 

· implement plans for bargaining units (for example, AT NATCA, AT NAATS, AF PASS, AVR PASS), 

· implement all components of the executive compensation plan for executives and other senior professionals.

The overlapping implementation efforts will enable FAA to apply lessons learned from one part of the organization to the larger workforce.  

The FAA Administrator, the Secretary of Transportation, Congress and Vice President Gore strongly endorse compensation reform at FAA.  These officials, as well as government oversight agencies, the aviation industry and the media, eagerly anticipate FAA's new compensation system because of its expected impact on increasing FAA productivity and developing intellectual capital.  Compensation reform is the cornerstone of personnel reform.  It will help bring to fruition the personnel reform's ultimate goal:  workforce competency that is essential to high performing organizations.

Throughout the duration of this contract, the contractor will to:

· Focus on an integrated set of deliverables.

Successful Implementation hinges on integrated set of deliverables/tools.   The usefulness of the tools is dependent on the availability of the entire set of tools.  The contractor must be able to concurrently create, improve, and intertwine the tools.  

For example:

· the managerial guide is only as good as the training during which it is used. 

· successful training depends on complete training plans and materials. 

· training plans and materials are useless without accurate job documentation  materials and cost modeling.  

· cost modeling is critical to analysis of union/management proposals and policy recommendations.  

· Policy recommendations and decisions must be built into the managerial guide used during training.

· Provide support -type services associated with delivering the required tools.

This may include preparation of materials, documents, challenge sessions, consensus-building, etc.

· Consider the tremendous impact on the agency's large and diverse workforce.

FAA has a diverse workforce of roughly 50,000 employees.  The contractor must be familiar not only with FAA's workforce, but also with FAA’s mission, vision, strategies, organizational culture, personnel reform guiding principles and values.

Every organization within FAA has a vested interest in bringing this project to fruition.  Their level of involvement demonstrates this.  Design and implementation efforts are led by the Compensation Committee, comprised of senior executives of all lines of business and chaired by the Assistant Administrator for Human Resource Management (AHR-1).  The Associate Administrator for Research and Acquisitions (ARA-1) and the Associate Administrator for Air Traffic Services (ATS-1) have invested innumerable hours working with their workforce, unions, and other Compensation Committee members on the design and implementation activities.  The Compensation Committee regularly makes implementation recommendations to the Administrator, and the Administrator makes final decisions regarding compensation system implementation throughout FAA.   

· Be flexible about the dynamic implementation schedule and external attention.

The implementation effort is scheduled to continue for several years.  The implementation schedule may be adjusted, based on either results of an upcoming external evaluation or direction from the Administrator.   

The importance of this project to the agency and to the federal government should not be underestimated.  Successful implementation of compensation reform is critical in several veins.  It is the cornerstone for personnel reform efforts.  It has already been reviewed by the White House/National Performance Review (NPR), the Office of Management and Budget (OMB), General Accounting Office (GAO), the DOT and its Inspector General, the Office of Personnel Management (OPM), Congress, and numerous professional organizations.  It is expected to be a prototype for the rest of the Federal Government (e.g., many federal agencies have requested briefings on the new system).  It will have a significant impact on all other human resource systems at FAA; and FAA Administrator Jane Garvey is personally involved in key decisions related to compensation reform.  

Properly implemented, compensation reform will be one of the most powerful initiatives the FAA has ever undertaken.

C.2.   Description:

As ordered by the FAA through task assignments, the contractor will assist FAA with the continued design and implementation of the new compensation system.  A significant part of the contractors' efforts will focus on training managers and employees on the new system and developing cost-modeling alternatives for a variety of implementation scenarios.  This includes a variety of implementation activities for distinct parts of the workforce over several years, including:  

· training plans, materials, and delivery; 

· analysis of specific pay plans vis à vis its cost impact, the Compensation Framework, and the Core Compensation Plan (cost model alternatives, etc); 

· detailed analysis of proposals by unions and FAA management during contract re-negotiations; 

· market data and customized market surveys which ensure a close link with external market pay; 

· detailed recommendations for systems design and modification, productivity and efficiency improvements, pay bands, annual pay changes, awards, incentives, promotions, reassignments, demotions, special circumstances, and cost implications;

· anticipated challenges and strategies for overcoming them; 

· presentation packages, presentations, and facilitated challenge sessions;

· cultural change intervention requirements; and 

· communication strategies and tools (fact sheets, managerial guides, question & answer guides, conversion worksheets, brochures, etc).  

The contractor will also conduct research and make recommendations addressing these programs:  

· FLSA status of FAA employees; 

· salary surveys; 

· premium pay structure; 

· time off compensation; 

· locality pay and cost-of-living allowance; 

· incentives; 

· pay compression; 

· use of compensation time rather than overtime; 

· annual, sick, and compensatory time off policy; 

· pay and grade retention; 

· dual career tracks; 

· leave bank program; 

· sick leave buyback exchange program; and

· classification standards.
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