Questions and Answers in Response to the Draft Statement of Work

for NNG08223896J for NASA Goddard’s

Leadership Development and Excellence in Management (LDEM)
4.9.08 

Clarity of the Statement of Work (SOW):  The following summarizes the questions received regarding the clarity of the Statement of Work, with associated answers:

Question (Q)1.  Will participation in any of these leadership workshops be an official prerequisite for promotion of new supervisors?

Answer (A)1.  No

Q2. Will the contractor be expected to interface with any other existing NASA leadership or management programs?

A2.  No.  The Contracting Officer’s Technical Representative will provide the relevant insight into these programs to the contractor.

Q3.  Do you intend to award the contract to a single vendor?

A3.  Yes, since the selected contractor shall be responsible for integrating all four Programs A-D.

Q4.  Does Goddard have ongoing and effective mentoring program?

A4.  Yes, Goddard has a Center-wide mentoring program.  Information about past programs is available at http://ohcm.gsfc.nasa.gov/DevGuide/DevPrograms/Mentor/mentor.htm.  This mentoring program is a stand-alone offering and not affiliated with any formal leadership development program.
Q5.  Does Goddard have an Individual Development Plan (IDP) process in place and, if so, is it mandatory?
A5.  Goddard encourages the development and use of an IDP for all employees, especially those in early and middle stages of their career. All new employees must complete mandatory Career Management Training within their first 45 days of employment.  This web-enabled training encourages IDPs.  Information about GSFC’s IDP approach is accessible at http://ohcm.gsfc.nasa.gov/career/IDP.html. 
Q6.  Will there be a major organizational needs assessment during the 5 years of the contract or will the end of workshop and end of program reviews suffice?

A6.  No needs assessment of this type is currently planned and we do not preclude that possibility in the future.  If a needs assessment is done by GSFC, the results will be shared with the contractor.  The feedback received after each workshop and at program completion will suffice.   
Q7.  We interpret the Statement of Work requirement for periodic meetings by the coaches as a potential ethics breach due to the interpretation that the coaches will share information from individual coaching sessions.

A7.  The intent of the periodic meetings with the coaches is NOT to share information about specific clients.  Rather, the intent is to have a generic conversation about issues/subjects that the coaches notice are impacting multiple participants.  This conversation will enable the contractor to tailor/modify 
the content of future workshops and other learning modalities by meeting the participants where they are.
Q8.  Does Goddard prefer how we structure the coaching interface?  

A8.  Goddard is seeking your best, creative ideas, for the technical evaluation of your proposal, thus granting you the latitude to propose your preferred approach.
Q9.  Section 7.3 of the Statement of Work states that the coaches for each program shall meet with each other to share insights and lessons learned and to identify issues deserving of discussion in the workshop setting.  The frequency of these meetings vary with the duration of the program, e.g., once for Program A and three times for Program C.  What are the requirements of these meetings and how do we estimate the cost/budget required?

A9.  The expectation is that each Offeror will propose its recommended approach, e.g., duration, frequency of meetings, and the associated costs for these meetings.  During the design phase, the COTR and contractor will align on the details and the attendant cost will be reflected in the task order for the delivery phase.  One or more design iterations may be required to achieve alignment between the contractor and the government.
Q10.  Who monitors attendance at the courses, GSFC or the contractor?
A10.  The contractor monitors attendance and submits a summary report within 5 working days after program completion.  The following language was added to Section 7.2.b of the SOW:

“The contractor shall monitor attendance at the workshops and deliver a summary report of attendance for all participants within 1 week after completion of the program.  Participants must attend a minimum of 90% of the workshop days in order to be certified as completing the program.  Other minimum requirements for program certification, e.g., participating in a minimum number of coaching conversations and completion of assessments, will be reflected in the task order for the delivery phase of the contract and monitored by the contractor.”
Q11.  What should Offerors assume about the potential non-cohort requirements?  

A11.  The Offeror should assume that the content for non-cohort workshops will align with one or more of the competencies and skills.  Similarly, the Offeror should assume that the labor categories for the design and delivery of these non-cohort workshops are equivalent to the categories proposed for the cohort learning sessions.  Since the Government cannot provide any additional details at this time, the expectation is that a fully-burdened daily cost per labor category will be included in the contract, for all 5 years, and that task order(s) for design and/or delivery will be negotiated and issued once GSFC’s requirements are known and sufficient funds are available to cover the cost of design and delivery of the non-cohort training.  

Q12.  How many offerings of each program will be held each year and how many participants will attend?
A12.  The actual number of offerings will depend on GSFC’s budget and workforce demographics. Based on feedback received, a pilot version of Program A will be the first program offered, initially as a pilot, followed by pilot versions of Programs B, D, and C, in that order.

The SOW was modified to reflect the following number of participants and offerings per year:

	Program
	# GSFC Participants
	# External Participants
	# Offerings/Year

	A
	16-24
	0-4
	1-3

	B
	16-24
	0-4
	1-2

	C
	16-24
	0-4
	1

	D
	10-16
	0
	1-2


Q13.  Please clarify the difference between Skill Building and Application/Expansion, since the former should include real world application.  However, in the SOW, real world application is not reflected until Application/Expansion.
A13.  GSFC does not agree with the assumption inherent in the question.  The SOW defines Skill Building as the following, with the emphasis added:
This level focuses on the development AND practice of new behaviors and skills.  It involves a combination of theory, experiential learning, reflection, and practice that results in new ways of thinking and acting.  Skill building requires sufficient practice for the new skills to begin to become habitual or “embodied.”
Q14.  The GSFC Leadership Development Architecture on page 5 of the SOW is unclear.
A14.  This architecture reflects four Programs – A, B, C, and D – and the associated grade levels.  The Levels of Human Systems column refers to how leadership is manifested, distinguishing between leadership of self, versus leadership in an Interpersonal setting with another person, and so on.  The requirement is for Program A to provide learning at the Self and Interpersonal levels of human systems at Skill Building Learning Level.  Learning at the Group, Organization, and Environment levels of human systems in Program A is required at the Introduction Learning Level.  

Q15.  What are the key outcomes for each Program – what transformation needs to occur?

A15.  The requirement is that the participants learn the competencies and skills at the learning level identified in the competency list.  In some instances, that means they’ve gained an introduction and can explain key distinctions to others.  In many instances, it means the participant practices and embodies the skill, hence Skill Building.  In the remaining Application/Expansion learning level, the requirement is that the skill is embodied and that the participant manifests that skill with ease.
Q16.  What learning approach is required when participants in Programs B, C, and/or D, do not possess the prerequisite knowledge because they did not attend one or more of the earlier programs?
A16.  GSFC is interested in the Offeror’s creative approach for addressing this valid concern and will evaluate their approach as part of the technical evaluation.

Q17.  What are the selection criteria for participation in Programs A-D?

A17.  Detailed selection criteria have not been defined yet by GSFC.  In general, participants will fall in the identified grade range, have demonstrated leadership and possess leadership potential sufficient to justify GSFC’s investment.  Program A participants will be individual contributors; Program B will lead groups and teams; Program C participants will usually be supervisors who lead formal organizations, e.g., Branches, Divisions/Offices.  Program D participants are GSFC’s senior/executive leaders who ordinarily have subordinate supervisors and leaders reporting to them.  Additional details are available on pages 6-9 of the SOW.

Q18.  What skills and knowledge exists at each GS level?  
A18.  GSFC does not have a detailed measurement of the skills and knowledge at each GS level.  The best data we have is from the 2002 Leadership and Management Development Needs Assessment that identified the key gaps in leadership competencies at GSFC as (1) Leading and Managing People, (2) Relating to Others, and (3) Leading and Managing Change.  The 2006 Leadership Evaluation Survey may also offer some insights.  Copies of the Executive Summaries of these reports are appended to this document. 
Q19.  Has GSFC performed an enterprise-wide survey for GS11-SES employees to develop organizational baseline data?  If not, is one planned?

A19.  No enterprise-wide survey was conducted and GSFC does not anticipate such a survey in the near future.

Q20.  How many workshops are envisioned for each Program level?
A20.  GSFC does not envision a number and duration of workshops.  Rather, we want each Offeror to identify the number, type, and key learning in each workshop, along with the other learning modalities, e.g., coaching.  The Offeror’s proposal will be evaluated as part of their technical approach.

Q21.  May we assume that the first offering of a Program will be considered a pilot?
A21.  Yes – see A12, above.

Q22.  May we assume that the time required for program revisions and updates necessary after each delivery of a program is included in the total design time per program?

A22.  Yes

Q23.  What is the objective of each of the four types of coaching reflected in the SOW?

A23.  Individual coaching is a 1:1 relationship between the coach and participant.  The purpose is to support the participant’s achievement of their leadership goals by helping the participant mobilize their energy for change.  Furthermore, individual coaching is expected to support the participant’s personal and professional leadership learning process.  Facilitated Peer Coaching is defined as peers coaching each other, in a group setting, under the leadership of a contractor.  Group/Team Coaching of Cohort Program Participants will ordinarily occur in a workshop or other group learning sessions and is designed to support the learning of one or more individuals in the group.  Intact Work Team coaching supports a team of people who regularly work together, ordinarily under a single supervisor/manager, to achieve a well-defined objective.   

Q24.  The draft SOW mentions that the “Contractor may elect to solicit feedback from participants’ supervisors, mentors, and coaches.”  What level of evaluation is required?

A24.  The contractor is required to solicit feedback from participants after each workshop and at the conclusion of the Program for all learning.  The Contractor may elect to seek feedback from others.  If they choose to do so, their approach must be clearly delineated in the proposal to enable GSFC to complete the technical evaluation.

Q25.  The SOW requires coaches to have a certification from the International Coaching Federation (ICF).  While we have many excellent coaches with this credential, we also work with outstanding coaches who have other coaching credentials, years of excellence in providing coaching to public agency senior leaders and do not have the ICF certification.  Will you accept coaches who have experience and established track records of success without the ICF credential? 
A25.  The SOW has been modified to reflect the requirement for ICF certification OR equivalent, e.g., minimum number of coaching hours.

Q26.  The SOW establishes a minimum of 2 hours of coaching for each participant in Programs and a minimum session length of only 30 minutes.  Please consider a longer minimum session and more coaching hours.

A26.  GSFC’s minimum requirement of 30 minutes for a session remains unchanged and the minimum number of coaching hours per participant was increased in the SOW from 2 to 4.

Q27.  At this time, does GSFC envision an overall comprehensive program evaluation?

A27.  Yes.  The SOW was modified to clarify this requirement.

Q28.  What are the most important competencies and how are these competencies operationalized?

A28.  Those competencies and skills identified at the deeper learning levels, Skill Building and Application/Expansion, are the most important and these vary by Program level. The pre-assessment and post-assessment will measure how well the competencies and skills are operationalized by the participants.  Supervisory performance appraisals evaluate how well many leadership competencies are operationalized, as does the annual Supervisory Feedback Assessment Tool.  Additionally, the competencies and skills in the SOW align with the Senior Executive Service Executive Core Qualifications and the NASA Leadership Model.  The near term goal is to further operationalize these competencies and skills at GSFC in a more systemic fashion.  
GSFC does not have a quantitatively determined behavioral baseline.  Rather, our assessment of the leadership experience and performance of our workforce is based on less structured observation.  During the design phase of each program, the government will provide its assessment of the level of experience and performance that the contractor can rely on in designing and delivering the program. 

Q29.  What plans exist to reinforce learning that will occur in each program and to establish a culture that supports this reinforcement, if that culture does not already exist?
A29.  Employees may choose to reinforce their learning by attending non-cohort leadership classes taught in-house or by external vendors.  Furthermore, they can elect to attend one or more of the Creative Learning Groups  to reinforce and expand on the learning that occurred in each program.  Offerors may choose to propose additional learning of this type in their technical proposal for evaluation by the government.  Leadership skills and behaviors are also evaluated as part of the annual performance plan process and during the annual Supervisory Feedback Assessment Tool.

Q30.  How do the goals of each Program link to GSFC’s goals?

A30.  The Program goals align with Goddard’s strategic goals, as well as the leadership behaviors GSFC will reinforce through performance feedback and other means.  The newly developed Goddard Strategic goals emphasize several of the leadership values and behaviors reflected in the SOW.
Q31.  To what extent does GSFC currently operate in the way described for Program B – “facilitating inclusion, diversity, communication, decision-making, and task performance in groups”?  
A31.  GSFC is committed to creating an inclusive workforce where the diverse talents and strengths of all employees are recognized and fully utilized.  How effectively GSFC currently achieves these goals varies from one work unit to another.  It is fair to say all levels of management, including the most senior, focus notable attention to these goals.  Additionally, all supervisors are evaluated, as part of the Center’s performance evaluation process, on their efforts to facilitate inclusion and diversity.
Q32.  Please provide a detailed schedule for each program for the first 2 years of the contract, including starting month.
A32.  The following reflects GSFC’s current plans.  These plans may change depending on the date of award, workforce demographics, length of the design phase, and budget availability:

	Program
	Year 1 

Start Month
	Year 2 

Start Month

	A
	March 2009
	April & September 2010

	B
	March 2009
	February & August 2010

	*C
	August 2009
	January 2011

	D
	May 2009
	April  & September 2010


*NOTE:  Proposing to delay Program C to alleviate overlap in program offerings.  As currently planned, Program C will begin in August 2009 and run the estimated 9 months – ending in April 2010.  The next Program C offering is currently anticipated to begin in January 2011.

Section 7.2.a Workshop Design in the SOW will be changed to reflect the following:

“The contractor shall design the workshops, ensuring consistency with the program outcomes, and reflecting the skill and competency levels identified in Section 3.5, above.  During year 1 of the contract, the government intends, budget permitting, to issue task orders for pilot versions of all programs, starting with Program A, followed by Programs B and D, with Program C last.  The task orders for the design of pilot Programs A and B will allow for 4-month design time frames.  A 6-month design time frame will be reflected for the pilot Program C.  For subsequent years, task orders for Program A will reflect a 2-month design period.  The design period for the second offering of Programs B and C will be 2 months.  The design time for the pilot offering of Program D will also be 3 months.  The task orders for subsequent offerings of Program D will reflect a 2-month design time frame.”  The following chart summarizes the preceding information:

	Design Time 
	Contract Year 1
	Contract Year 2
	Contract Year 3
	Contract Year 4
	Contract Year 5

	Program A
	4 months [pilot]
	2 months
	2 months
	2 months
	2 months

	Program B
	4 months [pilot] 
	2 months
	2 months
	2 months
	2 months

	Program C
	6 months [pilot]
	2 months
	2 months
	2 months
	2 months

	Program D
	3 months [pilot]
	2 months
	2 months
	2 months
	2 months


Q33.  Will the Contractor or the Government be responsible for registering participants, advertising workshops, scheduling coaching sessions, and facility coordination?

A33.  GSFC will announce the offering of all programs and invite applications.  GSFC will select the participants and provide the relevant information to the Contractor 14 business days before the first workshop.  For cohort programs, the Contractor shall ensure that the participants are aware of all workshop dates.  The Contractor shall provide the COTR with sufficient information to reserve 

adequate space for program workshops, coaching, etc.  Hence, facility coordination will be performed by the COTR.  Using contractor-provided information, the COTR will ensure that the non-cohort workshops are advertised.  The contractor shall schedule all coaching conversations.  Should the contractor desire space be set aside for the coaching conversations, they are expected to submit a request to the COTR at least 14 days in advance.
Q34.  Is the Contractor expected to provide formal mentoring training for those programs where mentoring is a learning modality or should we assume that the mentors know what is expected of them?

A34.  The Contractor must ensure that the roles and responsibilities of the mentors is clearly delineated and well understood in the context of the leadership program.  The contractor is not required to provide formal mentoring training to the mentors.  Mentors may choose to attend the formal mentor program training offered at GSFC and available under an ongoing contract.
Q35.  How are shadowing assignments chosen for Programs B and C?

A35.  The Contractor shall provide shadowing guidelines for the participants, including the objective(s) of the shadowing, the duration of the shadowing, how to select someone to shadow, and guidance for the participant’s preparing a written shadowing report.  The contractor is NOT expected to provide the 
participants with names of shadowing candidates.  If the participants desire more guidance in selecting a person to shadow, they should seek that guidance from 
their supervisor, mentor, and or the COTR.  The SOW was modified to clarify this requirement.  There is no requirement for the Contractor to meet with the individuals selected for shadowing.
Q36.  What is the exact number of participant contact hours available for each of the four programs?

A36.  It is expected that the number of contact hours will vary based on each Offeror’s proposed approach.  GSFC declines to establish a standard number.  See A20 for additional information.
Q37.  Why is there an overlap of grades between programs B and C and then again between C and D?

A37.  The grade levels cited in the SOW reflect the range of people who lead/manage at the focus level of each program.  For example, individuals who 
lead groups/teams (Program B) are usually grades 12 and 13, while individuals who lead formal organizations, are usually 13-15.  Senior/executive 
leaders/managers include the GS15 and SES levels.  The important distinction is their level of leadership and management responsibilities, not their grades.
Q38.  Does GSFC have a set of assessments they expect the contractor to use?
A38.  GSFC does not have a set of assessments they require the contractor to use.  Each Offeror is expected to identify their assessment approach in their technical proposal, e.g., 360 degree assessments, pre and/or post-assessments, and the government will evaluate the proposed approach.

Q39.  It is important to understand the culture.  Will there be many storming, norming, and then performing issues?

A39.  The COTR, after contract award, will ensure the contractor understands the culture.  The level of storming, norming, and performing issues will likely vary from class to class and program to program.  It is safe to assume that there will 
be teaming challenges in all programs that the contractor must adequately address in the delivery phase.
Q40.  Will copies of the 2002 Leadership and Management Development Needs Assessment and the 2006 Leadership Evaluation Survey be available for Offeror’s to review prior to proposal submission?

A40.  Copies of the Executive Summaries of both are appended to this document.
Q41.  Please consider shortening the learning day from 8:30 a.m. to 5:00 p.m. to 8:30 a.m. to 4:30 p.m.

A41.  The SOW was modified to reflect a learning day starting at 8:30 a.m. and ending at 4:30 p.m., with usually 1-hour for lunch.
Q42.  Will all programs be offered for all 5 years of the contract?

A42.  It depends on the demand and GSFC’s training budget allocation.  During year 1, current plans envision offering Programs A, B, and C.  During years 2-4, the goal is to offer all four programs.  At any given point in time, several programs will likely be offered concurrently.

Q43.  The external participant numbers in Section 4.0 of the SOW is confusing.  Please clarify.

A43.  GSFC requires the latitude to offer participant slots in Programs A, B, and C, to Federal employees from other NASA Centers or other local Federal Agencies.  Non-NASA participants will pay the contractor.  The number of external attendees in the SOW was changed to range from 0-4 in Programs A, B, and C.  Program D will include only GSFC employees at the GS15 and SES levels and no outside participants will be part of Program D.

Q44.  Will GSFC provide hand-held video equipment?

A44.  No.  If the Contractor proposes using this equipment they are expected to provide it.
Q45.  Section 6.0: Following statement appears throughout Section 6.0.  “More details will be included to reflect the negotiated agreement”. Will this negotiation takes place prior to firm fixed prices being established?
A45.  More details will be included in the Statement of Work prior to contract award.  Additionally, the contractor and GSFC will align on the development approach during the design phase, before requiring the contractor to agree to a fixed price for the delivery portion of the effort.

Q46.  In Section 8.0 “Government Responsibilities,” the last bullet point on Page 30 refers to “graphics design support for handouts and posters.” Please explain how posters will be used and what the Contractor responsibilities are regarding posters.
A46.  There is no requirement for the contractor to use posters.  Should they choose this approach, the posters can be displayed in the training room to 
emphasize one or more concepts of import to the contractor.  If the contractor elects to use posters, GSFC is offering to generate them, using in-house capabilities, as long as the content is provided by the contractor in a timely manner as identified in the SOW.

Q47.  Is it accurate to assume that GSFC will work collaboratively with the contractor to determine workshop dates in order to ensure the “best-fit” training instructor(s) for each workshop?  If so, how much in advance of the first workshop will agreement be reached?  Would it be possible to work with the COTR to set the formal program dates for an entire year -- formal dates include workshop dates, colloquia dates, and possibly group coaching dates?
A47.  Yes, this will occur during the design phase to identify the workshop dates and will be reflected in the task order for the development and delivery phases.  GSFC’s goal is to align on the dates approximately 2 months prior to the first workshop.   The expectation is that the Contractor will provide program participants, at the initial Establishing the Cohort Learning Community and Program Overview workshop, with clear delineation of all program dates.  Section 7.2.b of the SOW was revised to clarify this requirement.  The government will notify the contractor of the Exploring Leadership Colloquia dates, as the schedule is usually established in August for the subsequent season of September through June.  Group coaching dates should be proposed by the contractor, in collaboration with the COTR.  
Q48.  Will the contractor be expected to interface with the mentor, e.g., integrating them into the program designs?  

A48.  The SOW requires that mentoring be part of Programs A and B – and it is optional for Programs C and D.  The contractor has the latitude to determine the best approach for integrating mentors in the learning.  There is no requirement that mentors be consulted during the design phase, nor is there any reason to 
preclude such coordination if desired by the contractor.  The Offeror must ensure that their technical approach is clear in their proposal to enable the government’s evaluation of their proposal.
Q49.  In section 7.3, in the sentence “The coaches for each program shall meet with each…” a word is missing to define what/who is to be met with.
A49.  The coaches for each program shall meet with each other.  See question and A7, above, for more information.

Q50.  If a partnering team of more than one Contractor is formed for this effort, is it possible for a subcontractor’s team member to attend the colloquium?  Also, is it possible for more than one Contractor employee to attend the colloquia with the expectation that expenses will be paid by the Government?
A50.  The requirement remains unchanged for one key person to attend the Exploring Leadership Colloquia.  The choice is the contractor’s whether the best person is a prime or subcontractor.  From a space perspective, nothing precludes 
sending more than one person.  The Offeror must clearly delineate their technical approach, the number of people they plan to send, and associated costs, all of which will be evaluated by GSFC.  This evaluation will consider the cost/benefit of sending multiple people.

Q51.  Will GSFC also provide the following for workshops and learning group activity:  wireless internet access, laptop accommodations – including power, printer for participant use, and projection ability for PowerPoint use?
A51.  GSFC will provide wireless internet access, power for the Contractor’s laptop or a government laptop, and projection equipment, both at Greenbelt and Wallops.  The Contractor is required to provide printers for use in the general training space, both at Greenbelt and Wallops.  GSFC can also provide access to a computer training laboratories at Greenbelt and Wallops.  At Greenbelt, this computer training laboratory consists of 16 PCs and printers, plus an instructor PC.  At WFF, the computer training laboratory includes 30 PCs, plus an instructor’s PC, and all have access to a shared printer.  Section 8.0, Government Responsibilities, was modified to reflect the preceding.  
Q52.  Will there be automatic reauthorization of badges granting access to the Center every 6 months?
A52.  The COTR will coordinate with the Contractor and renew badges each 6 months for individuals requiring regular access to the Center.  Section 8.0 of the SOW was modified to reflect this badge renewal approach.  
Q53.  What, if any, courses does NASA already have in its current curriculum that you expect the Offeror to take into consideration?
A53.  This is a new, consolidated procurement for which there is no incumbent.  Thus, there are no existing GSFC leadership programs that align with the competencies and skills in the SOW.  In the past, GSFC offered three in-house leadership programs– Goddard Leadership Education Series (GLES), Accelerated Leadership Program (ALP), and the Leadership Alchemy Program (LAP).  These programs have/will be discontinued.  Information about these programs is available at http://ohcm.gsfc.nasa.gov/DevGuide/Home.htm.
Q54.  Are students expected to take all courses in a particular curriculum, or will they have individualized course plans?
A54.  Students enrolled in Programs A-D are expected to take all of the workshops offered in the cohort program.  Individuals who seek out non-cohort training will choose classes consistent with their individual leadership development needs.

Q55.  What administrative support will be provided by GSFC?
A55.  See Section 8.0 of the Statement of Work.
Q56.  Will GSFC provide internal instructors to team teach with the successful Offeror?

A56.  Our initial intent does not envision this approach.  That said, on a limited basis, GSFC is open to that possibility.  The technical and cost proposals must 
clearly describe this approach, including the requirement for government support and GSFC will thoroughly evaluate this idea.

Q57.  Coaching/mentoring by supervisors is mentioned within the SOW.  How does GSFC plan to train and assure coaching standards by internal personnel that will be fulfilling this role?  Is the contractor required to provide this “management skill” training within the content of the leadership program?

A57.  The SOW refers to several types of group coaching.  One type is facilitated peer coaching, where program participants coach each other with the support of a workshop facilitator.  The contractor is expected to teach peer coaching under these circumstances.

Q58.  Even though Federal Grade levels have been associated with the appropriate leadership programs (paragraph 3.2), has GSFC mapped the leadership skills to the appropriate roles/responsibilities and incorporated them into job/position descriptions and performance objectives? And if not, will this be done prior to the beginning of this contract?

A58. GSFC has not mapped the skills, nor do we anticipate doing so in the near future.
Q59.  Is the program a decision-making program where participants explore leadership possibilities and make a firm decision about whether or not they want to go forward or is it exposure to leadership concepts and ideas?
A59.  GSFC believes that every employee, regardless of job title or grade, has the choice to be a leader. Thus, participants in the cohort learning Programs A-D will develop enhanced leadership skills that support whatever their career path.

Q60.  How would you characterize the level of executive sponsorship and support for this leadership development effort?

A60.  Executive/senior management at GSFC strongly supports an integrated approach to leadership development by all skill categories and grades.  Many executives have been mentors for past in-house leadership programs.  They’ve also regularly been shadowed by program participants.  The champion for this leadership development effort is Ron Brade, the Director of the Office of Human Capital Management.
Program Duration:  The following summarizes the questions received regarding whether or not each of the program durations defined in the draft statement of work are reasonable for their requisite competencies. 
Q61.  Are the development time ranges in Section 3.3 of the SOW a guideline or a firm requirement?

A61.  The range is a requirement.  For example, GSFC expects that the proposed length of Program A will be 2-3 months.  Offerors may take exception to this requirement, propose an alternative, and justify their exception.  GSFC will evaluate all exceptions as part of the technical evaluation.  The expectation is 
that all proposed learning modalities will be implemented within any proposed time frame, e.g., workshops, coaching, shadowing, and mentoring.
Q62.  Although time periods are specified, it is not clear how often cohort attendees meet in class during the 2-3 month, 5-6 month, 9-10 month or 3-4 month periods that are listed.  Is it once a week for the time period or 1 week per month or some other combination?  
A62.  GSFC is not dictating the frequency or duration of meetings by the cohort learners.  We ask that each Offeror propose a technical approach that encompasses the identified learning modalities. GSFC desires that each Offeror demonstrate their preferred, unique, and creative approach to ensuring that cohort participants manifest the competencies and skills to the learning levels 
identified in the SOW.  Your proposal must identify the workshops and their duration, as well as the key outcomes of each workshop.
Q63.  Will cohort program participants experience a reduction in the scope of their primary responsibilities while participating in the leadership development program?

A63.  Depending on the magnitude of work proposed, GSFC expects that the scope of participant’s primary responsibilities will likely be reduced.  This probability or reducing one’s primary workload is more likely for the longer, more comprehensive Programs B and C, as supervisor’s are enlisted to actively support the leadership learning of their employees.   

Q64.  Does the design time specified in the SOW include the time needed to review and evaluate the feedback from prior program offerings?

A64.  Certainly it may.  The requirement is that the Contractor consider this feedback when modifying future offerings of the program.  This consideration can occur during the design phase or the Contractor may prefer to do so earlier as part of the Interim and Final Reports [see Section 7.7 of the SOW]. 

Q65.  Will GSFC commit to a 5-working day turnaround for reviewing and commenting on draft information submitted by the Contractor, e.g., workshop outline, participant handouts.

A65.  Yes

Type of Contract:  The following questions and answers address how the Offeror’s choose to approach fulfilling this requirement on a firm fixed price, indefinite delivery and indefinite quantity contract basis? 

Q66 .  Since the actual number of participants will vary depending on workforce demographics and budget allocations, how can we commit to a firm fixed price?

A66.  You are not being asked to commit to a firm fixed price.  Rather, the type of contract is a fixed price indefinite delivery-indefinite quantity (IDIQ). The contract will include fully burdened rates for all labor categories for the 5-year effective ordering period, including any escalation.  The contract will also include cost guidelines for materials, coaching, and travel.  For each Program, GSFC intends to issue one or more task orders for program design.  Design will occur in partnership with GSFC.  Once the design is approved, one or more task orders will be issued for delivery.  The initial design task will be to align on the detailed program outcomes given the anticipated attendees; all program components, including the number, duration, and content of workshops, as well as other learning modalities.  The next design phase will be to develop all instructor and participant materials.  This second design phase may be combined with the delivery phase.  Each task order will be negotiated on a fixed price basis using the negotiated contract rates.  
Q67.  Is it safe to assume that the Contractor will be paid for facility coordination, course advertising, and course registration activities, as well as scheduling and tracking individual and group coaching activities?
A67.  The Contractor will be paid for tracking individual and group coaching activities, as well as attendance at workshops and other program elements, e.g., colloquium.  GSFC will advertise the courses and register participants.  Scheduling will be done in partnership with GSFC, although formal room reservations will be made by GSFC.  Consistent with the firm fixed price task 
order, the contractor will be reimbursed for time spent developing a schedule with the COTR.
Q68.  Will the contractor be reimbursed for travel expenses?
A68.  Yes, if it is their standard accounting practice to charge for local and non-local travel.
Minimum/Maximum Class Sizes:  The following questions were asked about the class sizes:

Q69.  The external participant figures are confusing.  Would each person go through all of the programs once they begin or do you anticipate having them join ad hoc?
A69.  In an ideal world, a student would progress through each program at the right time in their career.  The current situation is not ideal.  The demographics of GSFC’s current workforce make it likely that most people will begin at the B, C, or D levels.  As for external participants, they will join Programs A, B, or C on an ad hoc basis.
Other Questions/Concerns: The following additional questions were asked:

Q70.  What is the estimated date for release of the final Statement of Work and the solicitation? 

A70. Our goal is to issue the solicitation in May 2008, including the final SOW.
Q71.  Who are the champions for this program?  What drives it?  Retirement? Demographics?
A71.  The formal champion is Ron Brade, Director of the Office of Human Capital Management AND substantial support for this approach exists among the senior/executive level managers and leaders at GSFC.  The key drivers are demographics (including projected retirements), training budget constraints, and a need for enhanced leadership at all levels and skills of the organization.

Q72.  To what extent are managers above the levels to be trained likely to be engaged?

A72.  The expectation is that individuals will choose to apply for and compete for the opportunity to attend these programs.  As part of the nomination and selection process, GSFC will seek a clear and firm commitment from the participant’s immediate supervisor/manager.  GSFC has a task oriented culture where there is usually more work to do than there is time to do it.  Keeping immediate supervisors/managers engaged and supported will likely be a challenge from time to time.  Offerors have the latitude to propose other ways of engaging supervisors/managers above the level of the program participants, e.g., immediate supervisors/managers and executive-level managers, and the government will evaluate their approach as part of the technical and cost proposals.  

Q73.  What have you been doing in the past that has worked well?  What has not worked so well?
A73.  GSFC’s requirement, as reflected in the SOW, includes much of what‘s worked well in the past, i.e., cohort learning, integrated learning, whole-person  and embodied learning, emphasis on practice, and action learning using real issues.  Spreading learning out over several months enables application and practice.   Past approaches that were less successful include residential learning, leadership learning for a subset of skills and grades (rather than for all grades and skill levels), non-experiential learning, and case studies/role playing using information that is not relevant to the GSFC culture. 
Q74.  Is there a group of individual consultants who have been significant contributors to the leadership/management training and coaching with GSFC?  Please provide their names and contact information?
A74.  As mentioned above, this is a new requirement for which there is no incumbent.  The best way to answer your question is to provide contact information for GSFC’s three previous leadership development programs, GLES, LAP, and ALP.  The contact for GLES is Greystone Consulting, James Harden, 410-626-8989, greystoneconsulting@mac.com.  The contact for Leadership Alchemy is Bridges in Organizations, Inc., Kanu Kogod, 301-299-0744, kanu@bridges-in-orgs.com.  The contacts for ALP are Columbia Resource Group, Carole Lyles Shaw, 410-992-7050, Carole@Lyles.net and Dr. James Calvin, Johns Hopkins University, 202-588-0615, jcalvin@jhu.edu.
Q75.  Does GSFC plan to objectively measure and monitor leadership performance and competency achievement?

A75. GSFC recognizes the value of measuring and we plan on ensuring this happens and have yet to develop a detailed plan.  Once the details are available, they will be shared with the successful offeror.

 
Q76.  Do you have a behavioral baseline or experience or performance on which one can measure successful development?

A76.  We do not have a quantitatively determined behavioral baseline.  Rather, our assessment of the leadership experience and performance of our workforce is based on less structured observation.  During the design phase of each program, the government will provide its assessment of the level of experience and performance that the contractor can rely on in designing and delivering the program. 
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