STATEMENT OF WORK


WORKFORCE PLANNING PROGRAM for SENIOR LEADERSHIP


(including Executive Succession Planning)





Background:  The Federal Aviation Administration (FAA) requires contractor support to develop a  Workforce Planning Program for senior leadership .  The FAA currently has no formal program in place for determining executive resource requirements; for identifying,  assessing, and planning the development of potential successors for executive positions, typically referred to as succession planning; for preparing current executives to assume higher echelon executive assignments; nor for recruiting innovatively from external sources for executive vacancies.  The FAA refers to these collective activities and their implementation infrastructure as Workforce Planning for senior leadership.  The contractor will support the FAA in designing such an all-inclusive program, including its policies and implementation steps. 








Context for the Project:  The FAA, which is responsible for maintaining the safety of the National Air Space,  has more than 49,000 employees, dispersed among hundreds of locations throughout the world.  The organization is divided into 6 “lines of business,” (LOBs) (Air Traffic Services, Research and Acquisitions, Regulation and Certification, Airports, Civil Aviation Security, and Commercial Space Transportation) and several staff offices (General Counsel; Public Affairs; Civil Rights; Policy, Planning and International Aviation; Government and Industry Affairs; Human Resource Management; Financial Services; and Region/Center Operations.).    





These LOBs and staff offices are headed by top executive leadership, who are further assisted in directing the major mission organizations and programs through a relatively small cadre of executives.  The FAA executive system includes the Chief of Staff to the FAA Administrator, all  heads of LOBs and staff offices (officers), all other positions that were previously designated as Senior Executive Service (executives), and senior professional positions which are world-class experts in scientific, research and development fields.  Approximately 200 FAA positions are designated as executive system positions, and are the initial potential focus of the Workforce Planning Program. 





Over the past fifteen years, FAA has done extensive succession planning, including establishment of assessment centers and program evaluation.  This has included the establishment and administration of supervisory and managerial assessment and selection programs.  Extensive benchmarking has been done.  Considerable study has also been done to identify competencies.  A rather strong corporate executive education program was administered in the agency for years.  In addition, appropriation legislation for fiscal year 1996 excluded the FAA from certain Federal personnel statutes and regulations (Personnel Reform), providing the FAA with a unique opportunity to design a human resource management system that best meets its mission requirements, needs, and strategic priorities.  As part of the initial Personnel Reform effort, an executive system Design Team, comprised of human resource management and LOB administrative staff, prepared a “straw model” that outlined the basic features of a proposed FAA Succession Development System in April 1996.  





However, the FAA currently has no formal, corporate program in place for determining identifying, assessing, and planning the development of potential successors for executive systems positions.  It also has no formal, corporate program of incumbent executive development.  A program for assessing and developing senior managers and others with high potential for entry-level executive systems was terminated by the agency in 1992, and administration of executive development was decentralized to LOBs and staff offices in 1996.      





The FAA would like to draw upon previous efforts which are still relevant, benefit from lessons learned and benchmarking, and establish a new more comprehensive Workforce Planning Program suitable for its current needs and those anticipated in the early part of the 21st century.  Its objective is to ensure a continuing source of top talent for FAA executive leadership positions, and to ensure that that leadership consists of high performing individuals who lead the agency well in achieving critical outcomes and mission objectives.  





Scope of the Project.  The Workforce Planning Program for senior leadership positions will:





-  define the FAA vision and scope of workforce planning at the corporate level, and the appropriate scope for LOB and staff office programs;


-  identify FAA executive success profiles, including behaviors, traits, and competencies;


-  define a process for determination of executive resource requirements;


-  define a succession planning strategy, policy, and program implementation steps (the program to include candidate and incumbent executive development);


-  define innovative executive recruitment and selection strategies and practices;


-  define automated tools/infrastructure to support workforce planning efforts, including succession planning, candidate and executive development, selection tracking, etc.





The contractor will assist FAA senior leadership to define a vision and scope, and then will assist FAA in developing the components of the Workforce Planning Program.  The final product will be a set of  policies, program instructions, and implementation plans. 


 


Parallel efforts are being undertaken by the FAA to develop a new executive compensation system.  The Workforce Planning Program will align with that system.  In addition, with personnel reform, there is flexibility to refocus or realign other related human resource programs such as performance management where needed.   





The project will be managed through the Office of Human Resource Management staff.  One or more committees of human resource staff and LOB and staff office executives may be formed to design specific portions of the Workforce Planning Program.  Initial Program proposals will be acceptable to the top leadership, called the Management Board.  The FAA Administrator and Deputy Administrator will accept and approve final proposals, after concurrance by the Management Board.


     


The contractor will be expected to devote appropriate staff to participate continuously in the effort,  participating in conceptual development, facilitating some meetings with the Management Board, advising committees which may meet full-days in Washington, DC, approximately every two to three weeks during the period of performance, making presentations to other appropriate bodies, conducting interviews and research, documenting program decisions and processes, etc.   Some limited amount of travel may be required.  The contractor may be asked to provide preparation and documentation of presentations (slides and handouts).   The contractor may also be asked to provide a wide range of administrative and technical support to the project.  Support may include developing and preparing technical handbooks, brochures, briefings and training, etc.


One or More Contracts May be Awarded





Because of the comprehensive nature of the Workforce Planning Program, separate contracts may be awarded for each Phase of the program development, and more than one contractor may be selected to accomplish different Phases under this Statement of Work.





Phases May be Conducted Simultaneously





Some of the Phases of work to be performed under this Statement of Work may be performed simultaneously, rather than consecutively. 


 


Major Tasks to Be Accomplished and Deliverables:





		Phase I





Define corporate vision and scope of Workforce Planning Program.


Provide expertise, support and facilitation to assist the FAA Management Board to reach a common vision of the FAA corporate executive workforce planning system, including executive succession planning. (Deliverable = a retreat or conference and a report of the retreat results --March 1999)


Assess current state of the executive feeder workforce (profile of current executives; anticipated turnover/retirement;, number and diversity of supervisory/non-supervisory FG/14-15 ranks; profile of “grow” vs “buy” of current executive workforce; etc.).


Brief on best practices and facilitate a discussion of which best practices should be incorporated into FAA


Facilitate agreement on need for and scope of executive workforce planning


Facilitate identification of  values and key assumptions for a corporate FAA executive workforce planning system.





Define FAA executive success profile(s).


Provide expertise, facilitation and support to assist the FAA Management Board to identify executive leadership success profiles linked to the FAA Strategic Plan(s).  (Deliverable = Profile(s) -- April 1999 and “gap analysis” -- May 1999)


2.1 		Address behaviors, traits, and competencies


2.2		Create a short term profile(s)


2.3		Create a long term profile(s)


2.4		Obtain FAA customer and stakeholder input


2.5 		General analysis of  the “gap” between  existing executive and feeder 					workforces and the desired success profiles


2.6		General analysis of the “gap” between the potential available national 					workforce and the desired success profile























Phase II





Define a process to identify future FAA executive resource requirements.


Provide expertise, facilitation and support to develop a process for identifying the type, and possibly the number, of executives needed to meet future FAA requirements.  (Deliverable = a documented program or process -- May 1999)


3.1		Assess grow versus buy and strategies for interim 


3.2		Address process for 1 year horizon


3.3		Address process for 3 or more year horizon





Phase III





Design a corporate executive succession planning and development program and process.


Provide expertise, facilitation and support to a committee composed of human resource staff and executives to develop a corporate FAA executive succession planning program.  (Deliverable = a report of a draft succession planning strategy, policy, program and processes -- August 1999) 


Facilitate research and committee understanding of best practices, and analysis of previous FAA succession planning and identification programs and their outcomes 


Facilitate committee to identify objectives, values, key assumptions, and drivers for a corporate succession planning program at the FAA 


Develop succession planning framework that addresses objectives, values, and assumptions; defines the scope of a corporate succession planning program; and defines the scope of potential LOB and staff office succession planning programs


Develop a process for communicating executive success profiles


Develop a process for identifying potential successors for executive positions, including assessing potential successors against success profiles


Develop a process for developing potential successors for entry level executive positions


Develop a process for developing incumbent executives for higher echelon executive positions, including assessing incumbent executives against success profiles


Develop placement and executive selection policies based on use of the program


Develop succession planning program evaluation criteria 





Design an implementation process for the corporate executive succession planning program.


Provide expertise and facilitation to support development of an implementation strategy for the corporate succession planning program (Deliverable = a report of detailed implementation steps and issues September 1999)


Document transition steps


Identify communication, training, and other performance support tools


Identify implementation roles and responsibilities


Identify resources required for program administration and maintenance


Document information system requirements(automated or manual) for the processes





Phase IV





Design an innovative external recruitment and selection program for executive positions.


Design a recruitment strategy for ready identification and selection for executive vacancies when FAA wishes to consider candidates from external FAA sources.  (Deliverable = a documented recruitment strategy August 1999)


6.1		Benchmark best practices


6.2		Identify strategies and sources


6.3		Alternative ways to fill jobs -- contingent executive corps, etc.








OPTIONAL TASKS





Facilitate implementation of new FAA executive succession planning program, to include conduct of assessment processes if a part of the program


TBD based on program design, period of performance


 


2.    Develop a succession planning and development automated tool to support the Workforce


       Planning Program developed


	*  	TBD based on program design, period of performance  





3.   Conduct professional seminars for government personnel on workforce planning theories,


      concepts, and practices


	*	TBD     





4.   Additional, currently unforeseen tasks that may become necessary to ensure the success of


      the overall program development


	*	TBD








Government Participation:  The FAA will provide (a) information on and documentation of  previous FAA succession planning and development programs, (b) general information on FAA mission, strategic objectives, operations, and business and administrative practices as needed and when available,  and (c)  information on the FAA employee demographic data as needed and when available.





Additionally, it is anticipated that members of the human resource staff and members of any development committees which may be established will work closely with the contractor, and that major deliverables will be collaborative efforts on the part of the human resource staff, committee members and the contractor.





Acceptance of Deliverables:   All deliverables will be subject to the approval and acceptance of the Assistant Administrator for Human Resource Management.
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