 





FAA Compensation Reform





 


Background:





Vice President Al Gore, the National Performance Review, and the Airline Commission, appointed by the President, are key drivers behind FAA’s personnel reform efforts. 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)   and was finally enabled to build a unique personnel system for its individual needs.  As Congress deemed necessary, FAA began designing the new personnel system needed to help meet future mission requirements and support the agency goals of safety, security, and efficiency.  FAA became the envy of other government organizations.





FAA established a Compensation Committee, comprised of the senior agency executives.  Over time, this Committee, through intense meetings and consensus-building, developed the agency’s Compensation Framework to guide the development of FAA’s new compensation system.  The Compensation Committee also provided the Administrator with a detailed Compensation Plan, which will support all the objectives of the Compensation Framework.  The Administrator plans to announce the new compensation system to the work force within the next several weeks, unveiling the Compensation Plan for the first time.





The Compensation Plan includes details on a core compensation system, which will be piloted within the Regulations and Certification (ARA) part of the workforce starting this March. The compensation system is expected to be expanded to other organizations within the FAA, with some flexibility allowed for distinct parts of the work force. Full implementation of the agency’s new compensation system is expected by September 2002.  It will include an overall core compensation program, and probably four or possibly five additional compensation programs for distinct parts of the workforce.  


FAA now seeks contractor assistance in continuing to design and implement the compensation system through FY-99.  





Compensation Reform has direct ties to the agency’s goals and strategic objectives.  It has been strongly endorsed not only by Congress and personally by Vice President Al Gore, but also by the FAA Administrator and the Secretary of Transportation.  These officials, as well as government oversight agencies, the aviation industry and the media, are eagerly anticipating Compensation Reform in large part because of its expected impact on productivity and the development of intellectual capital at FAA.  Compensation Reform is to be the cornerstone of personnel reform, helping to bring to fruition the ultimate goal of personnel reform: workforce competency that is essential to high performing organizations.








Description:





In assisting FAA with the continued design and implementation of the new compensation system, the contractor will provide implementation recommendations and tools.  This includes a variety of design and implementation activities for various parts of the workforce over several years, including but not limited to:  





developing cost model alternatives; 


identifying anticipated challenges and strategies for overcoming them; 


implementation tools and strategies (such as documentation matrices, pay bands, consolidated series recommendations); 


recommendations/feedback on compensation plan details;


presentation packages, presentations, and facilitated challenge sessions;


training plans, materials, and delivery; 


cultural change intervention requirements; and 


communication strategies and tools (fact sheets, brochures, etc).  





The contractor will also need to conduct research and make recommendations addressing some of the following initiatives:  





FLSA status of FAA employees; 


classification standards; 


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; and 


sick leave buyback exchange program. 








The contractor will most likely focus on: implementing the system for two distinct components of FAA’s workforce; and designing and implementing systems for the rest of the workforce.  Implementation of the compensation system is scheduled to begin as a pilot in the Regulations and Certification (ARA) component of FAA this year.  The next workforce component, scheduled for implementation later this year, comprises the 200 top managers and senior technical professionals.  This executive compensation program is broadly defined to include base pay, annual incentives, long-term incentives, and other perquisites/incentives as appropriate.  Due to the distinct needs of the varied segments of FAA’s workforce, four or five potential FAA compensation systems are possible by the year 2002, when full implementation of the new compensation system is expected. 





Throughout the duration of this contract (through October 1999), the contractor will be asked to provide support services for meetings as needed (e.g., travel for non-FAA personnel, presentation documents and materials), provide additional logistical support for presentations, arrange “challenge meetings,” and facilitate organizational consensus-building among senior executives on the Compensation Committee on design and implementation issues.





The contractor will need to consider financial limitations, and inherent differences between the public and private sector which make some private sector schemes inappropriate (e.g., stock options).  Creative alternatives to prevailing compensation practices will be required.  All recommendations and tools must consider FAA’s diverse workforce of up to 48,000 employees, FAA’s mission, vision, and strategies, as well as personnel reform guiding principles and values.
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