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Statement of Work for the 
Leadership Development & Excellence in Management (LDEM) Program in Support of the NASA Goddard Space Flight Center
1.0 Purpose and General Scope of Work: The contractor shall design and deliver an integrated leadership development program for employees of NASA's Goddard Space Flight Center (GSFC) and any guests that may be invited, e.g., NASA Headquarters or other Federal Agencies.  Additional details describing the scope of work are delineated below, with the final description of the required design and delivery specified in the individual task orders issued under this contract.   

2.0 Background and Context:  For many years, GSFC’s Office of Human Capital Management (OHCM) offered a variety of in-house and external leadership programs and/or leadership training courses/workshops to employees at the Center.  The           in-house courses/workshops and programs were developed independently.  Hence, GSFC did not have an integrated set of in-house leadership development programs.  A limited number of leadership development and courses/workshops, in addition to these programs, were GSFC sponsored, as well.  The targeted audience for both in-house and external leadership learning was principally from the GS-12 grade through the SES levels.  Consequently, a subset of the GSFC workforce was not offered the opportunity to participate in formal leadership development programs, nor to attend leadership training workshops.  
In 2002, a GSFC commissioned Leadership and Management Development Needs Assessment 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.  Thus the most critical, high-leverage needs were identified to be in the realm of leadership.  

Since 2002, several independent, in-house leadership development programs elevated the leadership aspect of development.  In 2006, OHCM sponsored a Leadership Evaluation Survey to examine both in-house and external leadership development programs and leadership training courses/workshops.  This survey evaluated the programs against GSFC’s five-tier Leadership Framework that differentiates between levels of human systems.  The five levels referenced were Self, Interpersonal, Group, Organization, and Environment.  This survey indicated that GSFC was doing very well at the Self, Interpersonal, and Group levels, and less well at the Organization and Environment levels.  This survey also identified the need to integrate into our leadership development process a solid understanding of NASA’s political environment, as well as its budgetary, human capital, resources, and financial processes.   
The survey results also indicated that GSFC employees, including supervisors and managers, believe that internal GSFC leadership programs offered the greatest value and return on investment.  At the same time, the survey determined that employees were unclear about the full array of leadership programs and courses/workshops available and how they related to each other.  Consequently, they were unable to determine when to attend which course/workshop or program.  Last, this survey found that cohort [group] learning, coupled with a strong emphasis on continuous learning, is very effective in developing leaders. 
These findings were shared with Center management, along with an OHCM recommendation to establish an integrated set of leadership development programs and association courses/workshops, for all skill groups and grade levels.  This proposal was endorsed and an OHCM-led team spent the next several months developing a comprehensive list of leadership competencies and skills.  In doing so, consideration was given to the Office of Personnel Management’s SES Executive Qualifications and to NASA’s Leadership Model.

This team also arrayed these skills, consistent with GSFC’s five-tier leadership framework, into four program levels.  The team results were endorsed by Center management and are described in greater detail below.
3.0 Leadership Competencies and Skills:  The leadership competencies and skills on the following pages are the capabilities required of both current and prospective leaders at GSFC.  As mentioned above, these competencies were developed, in part, with reference to the NASA Leadership Model.  The NASA model contains both leadership and management competencies.  The GSFC Leadership Model focuses principally, although not exclusively, on leadership competencies.
To better understand the GSFC Leadership Model, it is important to appreciate the distinction GSFC makes between leadership and management.  To begin, we understand that leadership deals with creating vision, setting direction, creating alignment, inspiring followers, and guiding people through change.  GSFC believes that management deals with making things work better through planning, budgeting, organizing, staffing, and control systems.  An emphasis on leadership is not intended to diminish the criticality of strong and effective management.  According to 
Warren Bennis, one of the Nation’s foremost authorities on the subject of leadership, an organization’s goal should be to have both strong leadership and strong management.  Bennis also notes that when management is strong and leadership is weak, processes become bureaucratic and over-controlled.  On the other hand, when leadership is strong and management is weak, the vision becomes detached from reality and from the planning, budgeting, and organization required to achieve the vision.  
While leadership and management functions are interconnected, GSFC believes there is a strong case for emphasizing leadership in our Center-wide leadership development programs, as well as those management skills that are common to both leadership and management, e.g., delegating authority.  Pure management development is outside the scope of this contract.

3.1 Key Definitions from the GSFC Leadership Model:  The GSFC Leadership Model arrays the competencies and skills by levels of human performance.  It is critical to note that the GSFC Leadership Model does NOT array competencies and skills by organizational level of responsibility, as do other models, i.e., the NASA Leadership Model.  As previously mentioned, the five-tiers of human organizational systems inherent in the GSFC Leadership Model are Self, Interpersonal, Group, Organization, and Environment.  Each tier is defined below:
Self:  An individual in relationship to his or her own cognitive, emotional, and physical functioning.  A strong foundation in the skills of managing one’s own belief systems, thoughts, emotions, and behaviors is requisite for leadership quality skill at all of the other levels.

Skills include:  Awareness of automatic emotional responses; gaining full use of emotions; clear goals; focus and energy

Interpersonal:  Two people in relationship – the arena of interpersonal influence.  The amount of influence that leaders are accorded by those who would follow is directly proportionate to the strength of their interpersonal skills – and the greater the mutuality of influence, the more efficiently work is accomplished.

Skills include:  Building/maintaining high-quality relationships; obtaining agreement of others to apply their energy toward our goals; using appropriate channels of influence with conscious intent; exercising independent choice in response to others’ attempts to influence us.

Group:  Two or more persons who interact with one another and interact with the group as a whole.  The fundamental unit of organizations is the group in the form of people coming together in meetings, workgroups, and teams.  This is where the bulk of an organization’s work is done, for better or worse, depending on the group management skills of the leader.

Group-level skills involve leveraging what is known about how humans behave in small groups.  These skills are important to the effectiveness of all kinds of groups, from informal one-time meetings to project teams.  A team is a special type of group, with a common purpose, shared goals, collective product, interdependent tasks, and mutual accountability to shared operating principles.
Skills include:  Creating safety in a group; eliciting sound and current data in the group; developing conflict competence of the group; developing a powerful team.

Organization:  A coordinated system of groups and individuals working toward common goals.  The effective leader at this level is able to align, harmonize, and energize diverse components that make up his or her organization.  Organizations are often part of larger organizations; e.g., at GSFC, both a branch and the entire Center are organizations.
Skills include:  Developing mission and vision; attracting followers; generating/maintaining organizational energy; creating a strong leadership team; creating functional and flexible organizational structures; involving followers in developing structures and policies; ensuring accountability and recognition; developing and empowering followers; aligning work assignments with organizational objectives
Environment:  The social, political, and economic milieu surrounding the organization.  Effective leadership at this level allows an organization to respond proactively to continual changes in its environment rather than simply be subject to them.  (Often the environment of an organization includes the rest of a larger organization of which it is part.)

Skills include:  Developing organizational strategy; sustaining the organization’s effectiveness in the broader political, social, and economic context; maintaining effective relationships with external stakeholders; anticipating external changes and their impact on the organization.
3.2 Integrated Leadership Program Architecture:  The following table provides a high-level architecture for the GSFC’s Integrated Leadership Development Program.  The columns in the table correspond to four distinct leadership programs.  Collectively, these four programs comprise GSFC integrated leadership development program.  
Each Program, labeled A, B, C, or D with their associated title, serves employees at a different level of leadership responsibility.  While each level roughly corresponds to the Federal Government grade levels indicated, the scope and complexity of a person's leadership role is what matters in determining the appropriate Program they should attend.  The table also reflects how each Program must integrate elements of all five levels of human systems skills – Self, Interpersonal, Group, Organization, and Environment.  Programs A, B, C, and D differ in the relative emphasis given to these different human system skills.  For each Program, the required level of skill is identified as Introduction, Skill-Building, or Application/Expansion.  These learning levels are defined as:
Introduction:  This level exposes people, cognitively and perhaps even experientially, to leadership concepts without the expectation of their developing new behaviors and skills.

Skill Building:  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.”
Application/Expansion:  “Application” involves deepening learning through review and reflection and putting skills into practice, in work settings, this deepened learning.  Most of the applications occur outside of workshops, such as through action learning activities and on-the-job learning, aided by coaching and mentoring.  Some of the reflection could be in workshops or cohort learning settings.  “Expansion” involves adding more complexity or dimensions to a skill, by applying it in more complex settings, with review and reflection.

To achieve learning at the Skill Building and Application/Expansion levels requires a deeper level of learning than Introduction.  
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3.3 Outcomes for Programs A-D:  The summary-level outcomes for each of the four Programs, as well as the level of skill at each of the five levels of human systems, are elaborated on in the following narrative.  The program duration shall be as follows, and is predicated on the participant’s attending workshops and completing the work assignments in addition to their regular job.  Consequently, none of the programs are considered full time learning experiences:
· Program A:  2-3 months duration

· Program B:  4-5 months duration

· Program C:  9-10 months duration

· Program D:  3-4 months duration
Program A:  Leading Self

Program A is for individual contributors, from all skill groups up to and including GS 11, who are not yet leading others.  At this level, the emphasis is on self-leadership in the broader context of the organization.  Program A focuses on learning new distinctions and building new skills at the self and interpersonal levels.  This program shall help people clarify their career goals and cultivate the self-awareness and self-management skills to effectively pursue these goals.  Additionally, participants shall build their interpersonal skills and the foundations of trustworthiness to effectively work with others to achieve individual and organizational goals.

Participants shall be introduced to group dynamics and group skills that facilitate getting work done in groups.  They shall also increase their awareness of their formal and informal organizational context and of the broader environment affecting their work and their career vision.
GSFC anticipates one or two offerings of Program A per year.  The exact number depends on the budget, workforce demographics, and the level of interest by eligible employees.  Program A will be the first program offered of the four.

Note:  The duration of Program A is estimated to range from 2-3 months.  Offerors have the latitude to identify a program length and the final negotiated length will be included in the contract Statement of Work.
Program B:  Leading Groups and Teams

Participants in Program B will be at the journey-level of their career, with most at the GS 12 and GS 13 levels.  [Note:  Occasionally, GS11 level employees may be included if the GS 11 level is the journey-level for their skill group.]  They will be handling increasingly complex responsibilities which include leading groups and teams – or they will be about to assume such leadership responsibilities – with a few formally designated as team leaders.  These participants will be coping with multiple challenges, balancing technical and emerging team leadership duties, and for the first time in their careers playing a buffer role between management and individual contributors.  The formal task team leaders will lead others on a part-time basis, with the majority of their time spent as individual contributors.

In Program B, participants shall continue building their skills at the self and interpersonal levels, both practicing the skills they learned in Program A and learning additional skills.  They shall cultivate the self-awareness and skills they need to remain focused, confident, resilient, and centered in the face of complex and urgent challenges.  Their awareness of what they do well and how to leverage it shall expand.  Participants shall use their growing emotional intelligence to create effective responses to work, stress, and other people.  They shall deepen communication and relationship skills essential for engendering trust, influencing people, and resolving conflicts.  Continuing their whole-person learning, participants shall see how the linguistic, emotional, and somatic practices first learned in Program A become the foundation of their “leadership presence.” 

The principal areas of new skill-building – both learning and practice – in Program B are at the group and organization levels.  An essential way for participants to deliver the results expected of them at this level is to get work done through groups of people.  The program shall build their skills at facilitating inclusion, diversity, communication, decision-making, and task performance in groups (which includes leading effective meetings).  They shall also be introduced to the distinction between workgroups and teams and acquire the basic skills required to develop and lead both types of groups effectively.

At the organization level, Program B participants shall learn to apply the distinction between leadership and management in their areas of responsibility and in their understanding of the broader organization.  They shall learn and practice key skills involved in leading people and managing work within an organization.  They shall start to develop skills for understanding, navigating, and leveraging their organizational context (e.g., strategy, structure, networks, policies, culture).  They shall begin to use systems thinking in an expanded fashion to understand the relationships between parts of the organization.

At the environment level, Program B shall expand awareness of key external factors affecting the organization’s mission and of the importance of maintaining good relationships with external stakeholder and partners.  The concepts of strategic planning and business development, as lenses for cultivating the relationship between the organization and its environment,  shall be introduced.

GSFC anticipates one or two offerings of Program B per year.  The exact number depends on the budget, workforce demographics, and the level of interest by eligible employees.  

Note:  The duration of Program B is estimated to range from 5-6 months.  Offerors have the latitude to identify a program length and the final negotiated length will be included in the contract Statement of Work. 
Program C:  Leading an Organization

The Program C level program shall focus on individuals at the GS 13-15 levels – principally mid-level managers who enable others to do the organization’s work, rather than do it themselves.  The majority of participants will be first-tier supervisors, with a very few being senior-level individual contributors who routinely chair multiple task teams.  They deal with the challenges of setting direction and getting work done through a complex structure of teams and functions, as well as interacting with a wider range of stakeholders and customers.  Most participants cope with exercising formal supervisory duties and the need to effectively lead up, down, and across the organization.  Program C participants routinely deal with organizational change and transition.  For the first time, most deal with human capital management issues, e.g., hiring, performance management.  Their success depends on their skill and capacity to successfully navigate organizational politics.  

Program C participants shall possess a solid awareness of self and shall have embodied self level skills due to having ample opportunities to learn and practice these skills.  Program C shall offer the opportunity to apply these self level skills at a higher, more complex, and more visible organization level.  

In Program C, participants shall continue building their skills at the interpersonal, group, organization, and environment levels, by practicing the skills they learned in Programs A and B and by learning additional skills.  The majority of new skills shall focus on the group and organization levels.  Participants will enhance their workgroup and team leadership skills and learn to actively support the development and application of these skills in their subordinates.  At the organization level in Program C, participants shall markedly build their skills of leading people, leading and managing work, and leading and managing change and fostering organizational learning to create and sustain an agile, high-performing organization.  The knowledge and skills required for effective asset/procurement, financial, and risk management shall be taught in other programs.  Participants shall learn how to balance these management responsibilities with the leadership responsibilities that are the main focus of Program C.

They shall greatly expand the learning initiated in Program B and practice the skills required to understand, navigate, and leverage their organizational context (e.g., organizational strategy, structure, policies, culture).  They shall expand their knowledge and application of systems thinking to ever increasing complex and real organizational challenges.

At the environment level, Program C shall enhance their external awareness and build the skill of applying this awareness to effective strategic and tactical leadership.  They will develop skill at anticipating and fulfilling the business needs of current and potential customers.  The leader shall also develop and sustain skill at building effective relationships with stakeholders and partners outside their immediate organization, the majority of which will be internal to NASA.
GSFC anticipates one offering of Program C per year.  The exact number depends on the budget, workforce demographics, and the level of interest by eligible employees.  

Note:  The duration of Program C is estimated to range from 9-10 months.  Offerors have the latitude to identify a program length and the final negotiated length will be included in the contract Statement of Work. 

Program D:  Leading Leaders
Participants in Program C are transitioning from leading a single organization to leading subordinates who lead organizations.  These individuals are typically at the GS 15 and Senior Executive Service (SES) levels – all senior level leaders.  They lead indirectly, i.e., influence organizational outcomes through the quality of relationships they build with, and the leadership expertise they develop in, subordinate managers.  Doing so requires the skill to mentor subordinates in self, interpersonal, group, and organization level skills.  Effective leadership at this level requires an advanced understanding of the organization’s structure, complex interrelationships, as well as formal and informal ways of accomplishing work.  Leaders of leaders play a prominent in facilitating GSFC’s relationship with external partners, customers, and stakeholders.  This level of leader requires a high degree of political savvy to successfully navigate within NASA and the outside world.

At the Program D level, participants will possess a solid awareness of self and will have embodied self level skills due to having ample opportunities to learn and practice these skills.  Program C shall offer the opportunity to apply these self level skills at a higher, more complex, and more visible organization level.  

In Program D, participants shall apply the self, interpersonal, and group skills learned at earlier levels to leading and mentoring subordinate leaders.  For example, they shall apply their group skills to the new challenge of forming and leading a team of senior managers.  At the organization level, they shall apply skills previously learned and cultivate the new skills involved in leading a complex organization’s work through their subordinate managers.  At the environment level, participants apply skills previously learned and learn how to lead strategic planning activities that integrate the mission and goals of multiple subordinate organizations and address the needs of a wide range of external customers.

GSFC anticipates one to two offerings of Program D per year.  The exact number depends on the budget, workforce demographics, and the level of interest by eligible employees.  

Note:  The duration of Program D is estimated to range from 4-5 months.  Offerors have the latitude to identify a program length and the final negotiated length will be included in the contract Statement of Work.
3.4 GSFC Leadership Levels, Competencies, and Skills:  The following table arrays, by Program A, B, C, and D, the competencies and skills that shall be part of the developmental learning experience.  The table also identifies the level of learning, with I=Introduction, S=Skill Building, and A=Application/Expansion.  The lack of an I, S, or A level designator means there is no requirement, or expectation, that the specific skill shall be addressed at that program level: 

GSFC Leadership Levels, Competencies, and Skills
	Levels, Competencies, and Skills
	A
	B
	C
	D

	SELF

	1.  Cognitive Skills:  Applies critical and appropriate judgment, decision-making, and thinking strategies to effectively contribute to organizational accomplishments
	
	
	
	

	     A.  Critical Thinking
	
	
	
	

	i) Distinguishes between relevant information and irrelevant information
	S
	S
	A
	A

	ii) Distinguishes between assumptions/interpretations and factual information
	S
	S
	A
	A

	iii) Keeps focused on the things that are most important
	S
	S
	A
	A

	iv) Questions the rationale and value of prevailing ways of doing things
	S
	S
	S
	A

	v) Thinks systemically, operating from the premise that everything is part of a larger system and every part of a system affects the other parts
	I
	S
	S
	S

	vi) Recognizes that two or more apparently conflicting realities can exist, i.e., recognizes paradox
	
	I
	S
	A

	vii) Reflects on his/her own thinking process, to be aware of mental models and cognitive filters, and intentionally considers alternative explanations
	I
	S
	S
	A

	     B.  Problem Solving and Decision Making
	
	
	
	

	i) Obtains diverse opinions before making a decision
	
	S
	S
	A

	ii) Asks questions from a mindset of curiosity, openness, and learning, to understand problems and inform decisions
	S
	S
	A
	A

	iii) Makes effective and timely decisions, including during times of ambiguity
	I
	S
	S
	A

	iv) Makes decisions, even when solutions may produce unpleasant consequences or involve personal risk
	
	S
	S
	A

	v) Assesses the short-term and long-term implications of decisions, including unintended consequences
	
	I
	S
	S

	vi) Identifies and diagnoses potential or actual problems and offers alternative courses of action with associated pro’s and con’s to appropriate management in a timely manner
	I
	S
	A
	A

	     C.  Strategic Thinking
	
	
	
	

	i) Clearly delineates desired outcomes and goals and focuses energy and attention on achieving them
	S
	S
	A
	A

	ii) Thinks strategically to get from the current situation to the desired future state effectively and efficiently
	
	I
	S
	A

	iii) Anticipates potential threats and opportunities
	I
	S
	S
	A

	iv) Balances short-term with long-term needs and priorities
	I
	S
	S
	A

	v) Devotes appropriate time and attention to strategic issues
	
	I
	S
	S

	vi) Understands the distinction between what she/he can and cannot control or influence and focuses his/her energy on what is within his/her influence and control
	S
	S
	A
	A

	     D.  Creativity and Innovation
	
	
	
	

	i) Constantly seeks new insights into situations and considers new possibilities and opportunities
	
	I
	S
	A

	ii) Experiments with novel ideas and approaches, taking considered risks
	
	I
	S
	S

	2.  Self-Awareness and Emotional Intelligence
	
	
	
	

	A. Manages emotions to maintain a high level of effectiveness, even when angry or frustrated
	S
	S
	S
	A

	B. Is aware of his/her emotional triggers, recognizing feelings and emotions as they happen, and consciously chooses the behavior that will yield the desired result
	S
	S
	S
	A

	C. Is aware of his/her beliefs and impact on behavior and consciously chooses to change those that no longer serve his/her leadership goals
	I
	S
	S
	A

	D. Is aware of and consciously chooses his/her attitude, recognizing that attitude shapes behavior
	S
	S
	A
	A

	E. Is aware of his/her own preferences, style, temperament, and strengths and chooses how best to work with and manifest them to enhance effectiveness
	S
	S
	A
	A

	F. Understands why she/he behaves as she/he does and knows how others perceive him/her
	
	S
	S
	A

	G. Possesses clarity of who she/he is and the leader she/he wants to be
	
	S
	S
	A

	H. Knows the impact his/her behaviors have on others
	I
	S
	S
	A

	3.  Personal Capabilities and Characteristics:  Manages self in a manner that fosters learning and high performance
	
	
	
	

	     A.  Adaptability/Flexibility
	
	
	
	

	i) Adjusts proactively and flexibly to multiple demands 
	S
	S
	A
	A

	ii) Adjusts to new information, changing conditions, or unexpected obstacles
	S
	S
	A
	A

	iii) Monitors and manages his/her internal response to organizational change efforts so as to facilitate his/her contribution to successful change 
	I
	S
	S
	A

	iv) Handles day-to-day challenges comfortably and confidently
	S
	S
	A
	A

	     B.  Integrity, Honesty, and Trustworthiness
	
	
	
	

	i) Demonstrates trustworthiness by being sincere, authentic, reliable, and competent
	S
	S
	A
	A

	ii) Earns and maintains credibility by demonstrating intense and consistent commitment to his/her beliefs and by taking personal accountability in the face  of workplace realities that can erode credibility, e.g., do what she/he says she/he will do
	S
	S
	A
	A

	iii) Takes responsibility for the consequences of his/her actions, recognizing that commitments are fulfilled when the promised results are achieved
	S
	S
	A
	A

	iv) Holds self accountable to his/her commitments
	S
	S
	A
	A

	v) Operates with truthfulness, whether delivering good news or bad
	S
	S
	S
	A

	vi) Behaves congruently with his/her personal philosophy, values, and ethical standards
	I
	S
	S
	A

	vii) Takes immediate action when observing apparent unethical behavior
	I
	I
	S
	A

	     C.  Resiliency
	
	
	
	

	i) Makes considered and well-informed decisions regarding balance of work, family, and self
	S
	S
	A
	A

	ii) Deals effectively with pressure and stress
	S
	S
	A
	A

	iii) Maintains focus, self-confidence, a positive attitude, energy, and persistence, even when set back
	I
	S
	S
	A

	iv) Builds and sustains energy by appreciating the “best of what is”
	
	I
	S
	S

	     D.  Self-Development
	
	
	
	

	i) Solicits and learns from feedback
	I
	S
	S
	A

	ii) Actively learns from experience, modifying thinking and behavior to be more effective
	I
	S
	S
	A

	iii) Seeks assignments and opportunities to broaden his/her experience base and enhance exposure to new ways of doing business
	S
	S
	A
	A

	iv) Makes time for reflection and learning in pursuit of his/her leadership and career goals
	S
	S
	A
	A

	v) Learns from mistakes
	
	S
	S
	A

	4.  Leadership Presence:  Consciously develops, practices, and embodies a powerful leadership presence
	
	
	
	

	B. Able to be in the moment and effectively focus his/her attention on what is happening
	S
	S
	A
	A

	C. Ensures that his/her thinking, feeling, and verbal messages are congruent
	I
	S
	S
	A

	D. Commands the attention of other, engenders trust, and inspires others to follow his/her lead
	
	S
	S
	A

	E. Speaks and behaves with authority, positively influencing others
	
	S
	S
	A

	F. Acts from and expresses his/her authentic self, while avoiding pretense
	
	I
	S
	A

	5.  Diversity with Inclusion:  Is aware of the impact of his/her own group identity on self; demonstrates commitment to fairness and inclusion of all
	
	
	
	

	B. Appreciates what makes him/her different from others and the value these differences contribute to personal and organizational success
	I
	S
	S
	A

	C. Is aware of own social and position power and privilege and their impact on beliefs, habits, and behavior
	
	I
	S
	S

	D. Engages in self-reflection (i.e., values, perspectives, assumptions, beliefs) related to diversity to enhance personal growth and development
	
	S
	S
	S

	E. Is aware of and acknowledges the difference, if any, between the intent and impact of his/her words and actions, especially if she/he is a member of an advantaged group
	S
	S
	S
	A

	F. Speaks up when noticing power and privilege dynamics that negatively impact individual, group, and/or organizational performance
	
	I
	S
	A

	INTERPERSONAL

	1.  Relating to Others:  Works to build trusting and supportive relationships
	
	
	
	

	     A.  Communication
	
	
	
	

	i) Powerfully and effectively uses language
	S
	S
	A
	A

	ii) Seeks and provides clear and adequate context for all conversations  
	S
	S
	A
	A

	iii) Seeks to understand and appreciate others’ points of view and feelings
	S
	S
	A
	A

	iv) Is fully present during interactions with others 
	S
	S
	A
	A

	v) Listens actively, paying close attention to what is being said, rather than thinking about what to say in response
	S
	S
	A
	A

	vi) Makes clear promises, declinations, requests, and offers  
	S
	S
	A
	A

	vii) Communicates what she/he needs and why
	S
	S
	A
	A

	viii) Ensures that people are clear about the information communicated by testing them for understanding
	I
	S
	S
	A

	ix) Has difficult conversations, when needed
	
	I
	S
	A

	x) Constructively and directly names problems to enable conversation, resolution, and alignment
	
	S
	S
	A

	     B.  Building Supportive Relationships
	
	
	
	

	i) Takes time out to invest in building relationships
	S
	S
	A
	A

	ii) Seeks to understand and be responsive to the needs of others, e.g., customers, peers, team members
	S
	S
	A
	A

	iii) Appreciates and encourages others
	I
	S
	S
	A

	iv) Creates relationships built on mutual respect
	I
	S
	S
	A

	v) Treats each person as the unique individual she/he is
	I
	S
	A
	A

	vi) Demonstrates a positive and caring attitude toward others
	I
	S
	S
	A

	vii) Maintains, utilizes, and benefits from a robust support network
	I
	S
	S
	A

	viii) Creates mutually beneficial and collaborative partnerships
	
	I
	S
	S

	ix) Connects authentically with the thoughts and feelings of others in order to motivate and inspire them to achieve a desired outcome   
	
	I
	S
	A

	x) Supports others in identifying and resolving their own challenges
	
	I
	S
	A

	xi) Coaches and mentors others, helping them leverage their strengths and maximize their contribution to the organization
	
	I
	S
	S

	     C.  Trust Building
	
	
	
	

	i) Intentionally and rigorously builds trust as the foundation for relationships with co-workers, customers, and partners, e.g., by doing what she/he says she/he is going to do
	S
	S
	A
	A

	ii) Admits mistakes to others
	S
	A
	A
	A

	iii) Treats others’ concerns and issues with the utmost sensitivity and confidentiality
	
	I
	S
	A

	iv) Makes it safe for people to tell the truth and candidly talk about concerns, fears, and problems

	
	I
	S
	S

	D.  Emotional Intelligence
	
	
	
	

	i) Is socially aware, noticing and demonstrating empathy for others and their emotional states
	I
	S
	S
	A

	ii) Expresses feelings and emotions appropriately by using all means of expression – words, voice, body, face – to deliver one congruent message
	I
	S
	S
	A

	iii) Is aware of the impact of his/her emotions, thoughts, and biases when interacting with others
	S
	S
	A
	A

	iv) Accurately reads the body language and non-verbal cues of others with whom them communicate
	
	I
	S
	A

	     E.  Influence and Negotiation
	
	
	
	

	i) Keeps the desired outcome in mind when deciding when and how to influence others
	I
	S
	S
	A

	ii) Carefully chooses the timing for making suggestions or requests to maximize the likelihood of their being adopted
	I
	S
	A
	A

	iii) Consciously chooses the mood she/he wants to create with others to enhance cooperation and maximize influence
	
	S
	S
	A

	iv) Creates “win-win” solutions by understanding and respecting the needs of both parties
	
	S
	S
	A

	v) Influences others by reasoning and negotiation, rather than using pressure tactics
	
	I
	S
	S

	vi) Gains cooperation from others through influence techniques
	
	S
	S
	A

	vii) Exercises independent choice in response to others’ attempts to influence him/her
	I
	S
	S
	A

	     F.  Conflict Management
	
	
	
	

	i) Confronts others from a mindset of learning and curiosity, and not judgment
	
	I
	S
	A

	ii) Manages conflict effectively, identifying key issues and areas of agreement, in an effort to constructively resolve conflict in a positive, win-win manner
	
	S
	S
	A

	iii) Encourages others to express openly their disagreements and objections
	
	S
	S
	A

	iv) Initiates and engages in the discussion of sensitive issues  
	
	I
	S
	A

	2.  Diversity with Inclusion:  Establishes a relationship where both parties are fully engaged and able to effectively use their diverse talents
	
	
	
	

	A. Practices inclusion and respect for all
	I
	S
	S
	A

	B. Learns from and builds connections across a full range of differences
	
	I
	S
	A

	C. Is aware of the impact of each other’s social identity group (e.g., race, gender, generation, national origin) on their perceptions and workplace relationships
	
	S
	S
	A

	GROUP

	1.  Group Dynamics:  Uses understanding of human behavior in groups to create and sustain an environment that enhances group and individual effectiveness (in formal, informal, one-time, and ongoing groups, including teams)
	
	
	
	

	B. Facilitates inclusion, mutual influence, trust, support, and cooperation in the group
	I
	S
	S
	A

	C. Understands and effectively manages overt and covert group dynamics
	
	S
	S
	A

	D. Effectively balances task and group maintenance behaviors in a group
	I
	S
	S
	A

	E. Sustains a positive mood in the group, fostering collaborative spirit, pride, commitment, and excellence
	
	S
	S
	A

	F. Facilitates the establishment of and accountability to group norms and working agreements 
	
	S
	S
	A

	G. Facilitates the discussion of sensitive issues in the group
	
	I
	S
	A

	H. Develops conflict management capacity in the group
	
	S
	S
	A

	I. Enables a group to maintain focus on what is important and effectively coordinates action
	I
	S
	S
	A

	J. Leads effective meetings, e.g., plans time effectively; clearly communicates expectations and desired outcomes, and ensures the group focuses on the matter at hand (e.g., no side conversations)
	
	S
	S
	A

	K. Creates a safe environment where people can discuss and learn from their mistakes
	
	S
	S
	A

	2.  Diversity with Inclusion:  Creates and sustains an environment where all group members are fully engaged, influential, and able to use their diverse talents
	
	
	
	

	A. Promotes a group culture of inclusion, respect, and learning from differences
	
	S
	S
	A

	B. Identifies power dynamics within the group (e.g., who takes air space, whose expertise is sought) and ensures all group members are respected, included, and engaged
	
	S
	S
	A

	C. Enables the group to productively discuss and mitigate power and privilege dynamics that negatively impact individual or group performance
	
	I
	S
	A

	3.  Facilitates Effective Decision-Making:  Ensures that the group thoroughly considers a full range of data and contextual information before rendering decisions
	
	
	
	

	A. Facilitates accurate, open, and transparent communication in group
	
	S
	S
	A

	B. Asks thought-provoking and challenging questions to stimulate open conversation
	I
	S
	S
	A

	C. Balances inquiry and advocacy
	I
	S
	S
	A

	D. Solicits appropriate information, opinions, and concerns from group members.
	I
	S
	S
	A

	E. Facilitates open discussion of difficult or hidden issues
	
	I
	S
	A

	F. Encourages members to provide adequate context for their views and to distinguish judgments, feelings, and facts
	
	S
	S
	A

	G. Promotes use of clear requests, offers, declinations, and promises.
	I
	S
	A
	A

	H. Elicits multiple and dissenting opinions, especially in high risk and ambiguous situations, avoiding “group think”
	
	S
	S
	A

	I. Encourages creative thinking in the group
	
	I
	S
	A

	J. Promotes a group atmosphere where mistakes are openly discussed
	I
	S
	S
	A

	K. Creates a group environment that encourages sharing best practices and lessons learned
	
	S
	S
	A

	4.  Workgroup Leadership:  Using group skills as a foundation, builds and leads effective workgroups, whose members are individually accountable to a single leader for separate work products
	
	
	
	

	A. Attracts followers and inspires passion, optimism, commitment and effort among workgroup or team members
	
	S
	S
	A

	B. Ensures clarity of workgroup’s purpose, in context of organization’s mission and strategy
	
	S
	S
	A

	C. Ensures that workgroup members understand each other’s roles and how they contribute to the workgroup’s overall success
	
	S
	S
	A

	D. Builds and maintains an effective workgroup culture of collaboration, where  information, resources, and assistance are shared to facilitate one another’s success and achievement of workgroup’s overall purpose
	
	S
	S
	A

	E. Ensures clarity about and effective use of decision-making processes, distinguishing which decisions are made by the single leader and which are made by the entire workgroup
	
	I
	S
	A

	F. Prioritizes the work of workgroup members, or helps them prioritize their own work.
	
	S
	S
	A

	G. Ensures clear conditions of satisfaction are established for assigned tasks
	
	S
	S
	A

	H. Balances the work among workgroup members
	
	S
	S
	A

	I. Monitors workgroup’s work on a regular basis
	
	S
	S
	A

	J. Ensures accountability of workgroup members for their respective products and milestones
	
	S
	S
	A

	5.  Team Development: Using group and workgroup skills as a foundation, develops and participates in high-performing teams, whose members share accountability for collective work products produced interdependently
	
	
	
	

	A. Identifies conditions where working as a true team is usually more effective than a single-leader workgroup
	
	I
	S
	A

	B. Effectively advocates for forming a true team, where appropriate, and enables the prospective members to clearly understand the distinction between the operations of a team and a workgroup
	
	I
	S
	A

	C. Ensures the team develops and aligns around a common vision, goals, and objectives, ensuring a performance focus
	
	S
	S
	A

	D. Ensures roles are clear and consistent with team purpose
	
	S
	S
	A

	E. Builds and maintains an effective team culture of interdependence and mutual accountability
	
	S
	S
	A

	F. Facilitates development of a shared set of operating principles/working agreements
	
	S
	S
	A

	G. Promotes accountability to team goals and operating principles/working agreements and challenges team members who are behaving contrary to team excellence
	
	S
	S
	A

	H. Shares or rotates leadership according to whose skill set is best matched to the task at hand
	
	I
	S
	A

	I. Facilitates appreciative inquiry in the team to identify the best of “what is” and “what could be,” building energy and creativity for innovation and high performance
	
	S
	S
	A

	J. Encourages the team to celebrate success and to acknowledge and reward individual and team contributions to this success
	
	S
	S
	A

	K. Ensures team members have complementary skills required to produce the team’s intended outcomes
	
	I
	S
	A

	L. Ensures team sets project plans
	
	S
	S
	A

	M. Collaboratively determines who will do what work, aligning responsibilities with individual members’ strengths and talents
	
	S
	S
	A

	ORGANIZATION

	1.  Leading People:  Elicits people’s commitment and fosters their capacity to achieve organizational goals
	
	
	
	

	A. Possesses and communicates a clear organizational vision and sense of purpose
	
	I
	S
	S

	B. Attracts followers and inspires passion, commitment, and effort among a large and diverse group of people throughout the organization
	
	
	S
	S

	C. Ensures all organizational members understand the results they are expected to deliver and how their work contributes to the accomplishment of the NASA Vision, Mission, and Strategy
	
	I
	S
	A

	D. Holds self and others accountable, at all organizational levels, for behaving consistent with shared organizational values
	
	I
	S
	A

	E. Displays and inspires optimism about the organization’s future
	
	S
	S
	A

	F. Demonstrates personal concern for others’ well being
	
	S
	S
	A

	G. Engages in situational leadership, applying the style with the greatest impact under the circumstances
	
	I
	S
	A

	H. Modifies influence style as needed to effectively lead up, down, or across
	
	I
	S
	A

	I. Understands the distinction between leadership and management behaviors, and consciously emphasizes leadership or management as needed to meet the needs of the situation in a powerful and effective way
	
	I
	S
	A

	J. Communicates decisions, strategies, and approaches and the rationale behind them
	
	S
	S
	A

	K. Communicates to the organization, regularly and in a timely manner, strategic issues, work progress, and other important information
	
	I
	S
	A

	L. Provides organizational members with timely feedback on their contribution
	
	S
	S
	A

	M. Seeks input from organizational members  – including facts, opinions, and concerns about their work –  and provides timely feedback on the decisions and actions taken
	
	S
	S
	A

	N. Emphasizes and models teamwork and collaboration throughout the organization
	
	I
	S
	A

	O. Involves people in decisions that effect them in all stages of the decision-making process
	
	S
	S
	A

	P. Promotes an organizational atmosphere where mistakes can be discussed openly
	
	S
	S
	A

	Q. Provides everyone the opportunity to express openly their disagreements or to voice objections
	
	S
	S
	A

	R. Provides opportunities for people to share and pursue their passions, values, and goals
	
	I
	S
	A

	S. Develops leadership talent in other leaders, e.g., supports them in making their own decisions
	
	I
	S
	S

	T. Attends to leadership succession planning for the organization 
	
	
	S
	S

	U. Provides coaching, mentoring, and other developmental support to sustain maximum employee engagement and mission contribution
	
	
	S
	S

	2.  Leading Change and Transition:  Actively leads organizational change and transition to achieve the desired future state
	
	
	
	

	A. Takes a long-term view and provides a vision of the future that captures the commitment of people
	
	
	S
	S

	B. Creates a sense of urgency for desired change
	
	
	S
	S

	C. Participatively develops change and transition strategies
	
	
	S
	S

	D. Communicates what is necessary, providing context and explaining how it will impact the individual and the organization
	
	I
	S
	S

	E. Helps people shift their perceptions and actions consistent with the desired change
	
	
	S
	S

	F. Listens to and addresses followers’ concerns about change
	
	I
	S
	S

	G. Understands culture at an organizational level and how to change it to improve organizational performance
	
	
	S
	S

	H. Builds coalitions based on mutual interest to facilitate organizational change
	
	
	S
	S

	I. Models behaviors needed to successfully implement change
	
	S
	S
	S

	J. Tells stories to inspire and lead followers through the transition to a new organizational future
	
	
	S
	S

	K. Translates higher-level vision for change into concrete actions
	
	I
	S
	A

	L. Identifies the risks associated with change and participatively develops risk mitigation strategies
	
	
	S
	A

	M. Understands and helps followers move through the psychological transition process associated with change
	
	
	S
	S

	N. Maintains oversight of the change process to ensure progress is achieved and keeps stakeholders informed of this progress
	
	
	S
	A

	O. Highlights short-term wins and visible progress
	
	
	S
	A

	3.  Leading and Managing Work:  Ensures that organization’s people and processes work together to achieve organizational goals in a timely and effective manner
	
	
	
	

	A. Understands and can explain the major elements of: NASA Strategic Plan, mission directorate plans and Center implementation plans. 
	I
	I
	S
	A

	B. Assures that all work activities are focused on attaining clearly articulated and desired outcomes on time
	
	S
	S
	A

	C. Encourages the organization to meet or exceed the needs of customers
	
	I
	S
	A

	D. Consistently demonstrates and requires of others a commitment to continuous improvement
	
	I
	S
	A

	E. Realigns the work and work processes in response to changes in the external environment
	
	I
	S
	A

	F. Helps organization members achieve clarity regarding their roles and performance expectations
	
	S
	S
	A

	G. Delegates authority commensurate with responsibility
	
	S
	S
	A

	H. Establishes organizational priorities (i.e., determines where limited resources and staff will be used)
	
	I
	S
	A

	I. Reviews and adjusts organizational priorities on a regular basis
	
	I
	S
	A

	J. Effectively uses rewards and consequences to ensure organizational performance goals are met
	
	S
	S
	A

	K. Ensures organizational structure, systems, and processes align with organizational objectives
	
	
	S
	S

	4.  Organizational Awareness and Relationships:  Understands organizational functions and structures and builds effective relationships within the organization
	
	
	
	

	A. Develops effective relationships, networks, and alliances with people in critical roles throughout the organization
	I
	S
	S
	A

	B. Understands the organization is an integrated and complex system and that decisions and actions in one part of the system also affects other parts
	
	I
	S
	A

	C. Identifies and effectively deals with the internal politics that impact organizational performance
	
	I
	S
	S

	D. Helps others identify the cultural and political issues behind the challenges they face
	
	I
	S
	A

	E. Approaches each problem situation with a clear perception of organizational reality
	
	S
	S
	A

	F. Engages in mutually supportive and interdependent relationships with other GSFC and NASA organizations to achieve outcomes that benefit the greater whole, even if tradeoffs are required at his/her own organizational level
	
	
	S
	A

	G. Establishes a standard of behavior for all employees that we succeed or fail as a Center and is intolerant of finger pointing or under-cutting behaviors
	
	I
	S
	S

	H. Understands and can explain the interdependent functions within the organization and their responsibilities, goals, and objectives
	I
	I
	S
	S

	I. Understands the function, structure, roles, and communication channels of NASA Headquarters 
	
	I
	I
	S

	5.  Organizational Culture:  Understands and leverages the impact of the informal organization and  the organizational culture
	
	
	
	

	A. Understands the impact of written and unwritten organizational rules on individual performance
	
	I
	S
	S

	B. Understands and evaluates the systemic impact of all levels of the organization’s culture on organizational performance
	
	
	S
	S

	C. Leverages what is positive, unique, and special about the NASA culture
	
	I
	S
	A

	D. Initiates conversations to achieve a shared understanding of the organization’s values
	I
	S
	S
	A

	E. Ensures norms and behaviors align with organizational values
	
	I
	S
	S

	F. Sustains a positive and optimistic mood in the organization that enables engagement, creativity, productivity, and innovation
	
	
	S
	S

	G. Fosters balance between work and personal life, e.g., models balance and negotiates deadlines
	
	I
	S
	S

	H. Creates a culture that fosters high ethical standards
	
	
	S
	S

	I. Creates a culture of appreciation, at all levels of the organization, where success is celebrated and rewarded
	
	I
	S
	A

	6.  Diversity with Inclusion:  Ensures organization cultivates diversity and practices inclusion
	
	
	
	

	A. Is a proactive advocate for diversity, inclusion, and equitable treatment of all organization members
	
	I
	S
	S

	B. Ensures organizational systems, processes, and culture (e.g., hiring and awards) maintain fairness, accountability, and transparency and foster diversity and inclusion of all members
	
	
	S
	S

	C. Creates an environment that values differences in the workplace as a source of learning, creativity, and enhanced performance
	
	I
	S
	A

	D. Intentionally maximizes organizational diversity, e.g., team and workforce composition
	
	I
	S
	A

	E. Ensures all employees have equal access to opportunities and proactively addresses barriers to inclusion and equity
	
	
	S
	A

	F. Demonstrates a commitment to and compliance with EO laws and the Agency’s related regulations, policies, and procedures to effect equal opportunity, affirmative employment, and diversity
	
	
	S
	A

	G. Promotes, encourages, and maintains an environment free of discrimination and harassment
	
	I
	S
	A

	H. Surfaces and addresses “invisible” cultural practices that perpetuate advantages for some groups and not others
	
	I
	S
	S

	7.  Organizational Learning:  Fosters organizational values, climate, and processes that facilitate continual creation and sharing of knowledge from organizational experience and other sources
	
	
	
	

	A. Creates a climate that supports the open sharing of information and knowledge
	
	S
	S
	A

	B. Creates an environment that encourages capturing, storing, and sharing best practices and lessons learned from organizational activities within the organization
	
	I
	S
	A

	C. Ensures continuous learning and creates organization-wide development strategies to cultivate talent in others
	
	
	S
	A

	D. Searches for and applies best practices from outside the organization  
	
	
	S
	A

	E. Ensures an assessment is conducted after completion of a major activity to discover what was supposed to happen, what happened, what accounts for the difference, and what to do next time 
	I
	S
	S
	A

	ENVIRONMENT

	1.  External Awareness:  Understands and responds to the “big picture”; i.e., external policies, regulations, and other factors that impact the organization
	
	
	
	

	A. Understands, anticipates, and effectively leverages or mitigates the impact of the “big picture” on organizational performance
	
	
	S
	S

	B. Understands the impact that external customers and stakeholders (e.g., other Directorates, Congress, government agencies) have on the organization’s strategy and policies
	
	
	I
	I

	C. Understands the statutory, regulatory, policy, and budgetary environment affecting the organization (e.g., how NASA gets funding) and can explain to others
	
	
	I
	I

	D. Understands the political process and how it impacts NASA, including the roles of Congress, the White House, and other Executive Branch organizations
	
	
	I
	I

	E. Monitors and keeps up to date on national and international policies and economic, political, and social trends that may affect his/her organization
	
	
	I
	I

	2.  Strategic Leadership:  Develops organizational strategies to sustain future organizational viability and mission accomplishment 
	
	
	
	

	A. Studies external environment and evaluates future scenarios affecting the organization’s mission and health
	
	
	I
	S

	B. Develops organizational strategy to position organization for success in context of anticipated internal and external conditions, including potential threats and opportunities
	
	
	I
	S

	C. Monitors results of strategy implementation and adjusts organizational performance and/or strategy, as necessary
	
	
	S
	S

	3.  Business Development:  Anticipates the business needs of customers and fulfills them by marketing and delivering desired products and services
	
	
	
	

	A. Gathers information on needs and wants of current and potential customers
	
	I
	S
	A

	B. Continually assesses the work performed in their organization to ensure it adds value to GSFC and NASA and takes action accordingly, e.g., advocating for the discontinuance of the work that adds little or minimal value
	
	I
	S
	S

	C. Explains to organizational unit who their customers are, as well as their needs and wants
	
	S
	S
	A

	D. Continually identifies opportunities to create and provide new products and services and to acquire new customers
	
	I
	S
	S

	E. Acquires work/projects relevant to the organization’s goals and proportional to its resources
	
	
	I
	I

	F. Uses knowledge of NASA products, services and capabilities to deliver solutions that match customer and stakeholder needs and wants
	
	
	I
	I

	G. Understands how to promote organizational products and services in a government context
	
	
	I
	I

	H. Regularly seeks, measures, and acts on customer feedback concerning the quality of products or services provided
	
	I
	I
	I

	4.  Stakeholder and Partner Relationships:  Builds and maintains relationships with external stakeholders and partners
	
	
	
	

	A. Develops effective relationships and alliances with partners and stakeholders external to the organization
	
	
	S
	S

	B. Balances the interest of a variety of external customers, stakeholders, and partners
	
	I
	S
	S

	C. In all external relationships, maintains awareness of the impact of differences of culture, power, and privilege, and works to maintain respectful and equitable relationships
	
	I
	S
	A


3.5 Impact of Workforce Demographics on Program Prerequisites:  The newly developed Program Outcomes, as well as Program Competencies and Skills, arrayed above presume that participants in the subsequent programs already attended the previous programs, e.g., Program B participants completed Program A, etc.  In that sense, the program outcomes, as well as competencies and skills, reflect the optimum scenario.  The demographics of the GSFC population, as of late calendar year 2007, reflect that the majority of the GSFC civil service workforce are General Schedule Grade 12 and above.  Consequently, for the near term, the most, if not all, of individuals attending Program B will not have previously attended Program A.  Similarly, the majority of Program C participants did not attend either Program A or Program B.  The Program D participants, in all likelihood, did not attend any of the preceding programs.  The contractor shall ensure that the design and delivery approach recognizes that the prerequisites have not been met, either by designing and delivering a hybrid program or another suitable means identified by the contractor and approved by the COTR.  The government will define its requirements for addressing the lack of prerequisite learning in the task orders issued after contract award.
4.0 Number of Cohort Attendees:  The actual number of GSFC and other participants will vary depending on the workforce demographics and available funding.  The following summarizes the usual range of participants from GSFC and outside organizations by program.  Outside participants may include NASA Headquarters employees for Programs A, B, and C.  Participants in Program D will be limited to Goddard employees only.  Other outside participants for Programs B and C may be from other Federal Agencies.  
	Program 
	GSFC
Participants
	Outside 
Participants

	A
	16-24
	0-4

	B
	16-24
	0-4

	C
	16-24
	0-4

	D
	10-16
	0


5.0 Place of Performance:  All developmental learning shall occur                     on-site at GSFC.  The vast majority will occur at the Greenbelt, MD facility.  If participation warrants, leadership training workshops may be held at GSFC’s Wallops Island, VA location.  Individual coaching shall ordinarily be held on-site at GSFC.  By mutual agreement of the coach and coachee, a subset of individual coaching may occur by telephone, after a rapport has been established.  All group coaching shall occur at the relevant NASA GSFC facility.  
6.0 Cohort Learning Elements:  The contractor shall design and implement the cohort Programs A-D using a mixture of the following learning elements.  For all elements, the greatest emphasis shall be placed on experiential learning.  The contractor shall ensure that the learning fulfills the competencies and skills, as well as program outcomes, defined in Sections 3.3 and 3.4 of this Statement of Work.  [See section 7.0 for more details.]:
· Workshops
· Individual, Group/Team, Intact Work Team, and/or Facilitated Peer Coaching
· Individual Participant Learning and Practices, e.g., Reading and Reflection, for each Program.  [More details will be included, prior to award, to reflect the negotiated agreement established by the contractor and the government.]
· Group/Team Learning, Practices, and/or Action Learning, for each Program.  [More details will be included to reflect the negotiated agreement]
· Assessments of Participants, i.e., 360 Assessments.  [More details will be included, prior to award, to reflect the negotiated agreement established by the contractor and the government.]

· Mentoring by a formally designated government-provided mentor – required for Programs A and B only.  Optional for Programs C and D.  [More details will be included prior to award to reflect the Offeror’s proposal, e.g., how and when the contractor shall interface with the mentor, and the negotiated agreement established by the contractor and the government.]  
· Shadowing of a mid or senior-level manager – required for Programs B and C only.  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.  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.
· Other Modalities - [More details will be included, prior to award, to reflect the Offeror’s proposal and the resultant negotiated agreement between the government and the contractor.]
7.0 Description of Work and Deliverable Items:  The contractor shall deliver the following items.  The learning from the collective developmental experience of attending the workshops; combined with individual/group coaching, individual participant learning and practices, as well as group/team learning and practices; shall fulfill the program outcomes, while meeting the competency/skill levels of learning identified above.  
7.1 Program Integration.  In addition to ensuring that learning within each Program A-D meets the requirement identified in 7.0 above, the contractor shall ensure that learning across all programs is fully integrated.  Fully integrated is defined as ensuring that the learning is consistent across all program levels and that the learning in subsequent programs builds on the learning in previous programs.  Some repetition of learning is acceptable and shall be identified and approved by the COTR during the workshop design phase described below.  
For each program, the government-issued task order will identify the program components, including a list of the workshops ordered.  
7.2 Workshop Design and Delivery
7.2.a Workshop Design.  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 Programs 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 3 months.  The design time for the pilot offering of Program D will be 3 months.  The task orders for subsequent offerings of Program D will reflect a 2-month design time frame.  The following table 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


The contractor shall partner with the COTR in designing the workshop content.  At that time, the contractor shall identify the length of program and the content and duration of all learning modalities, including workshops.  The contractor shall provide the COTR with a draft outline for each workshop, including topics discussed, duration for each topic, presenter(s), and an identification of the proposed handout materials, e.g., books, articles, leadership assessments.  After meeting with the COTR, the contractor shall prepare a final outline that reflects the content agreements reached with the COTR.  Consistent with this final outline, the contractor shall then deliver draft handout materials for government review.  The government will provide review comments within 5 working days.  Final handouts shall be to all participants.  One copy each shall also be delivered to the government program manager and the COTR.  Due dates will be identified in the task order.
The first time that a Program is delivered, it will be considered a Pilot, with the expectation that it will be modified before being offered a second time based on feedback or input from the COTR or his/her designee.
7.2.b Workshop Delivery.  The government intends to issue task orders for the design and delivery phases.  The task order requirements for delivery phase will consider the results of the contractor’s government-approved design.  

Workshops shall be delivered in accordance with the dates identified in the task orders and consistent with the workshop design time frames in the task orders.  Program duration, measured from the first workshop day to the last workshop day, shall be consistent with the times identified in the Program Outcomes in Section 3.3, above.  
The contractor shall provide the following materials for all programs.  One copy of the handouts shall be provided to the COTR before the workshop.
1. Handouts – An original for printing in accordance with Section 8.0, Government Responsibilities, below.  If the contractor does not meet the duplication deadline, the contractor shall make copies

2. Books and articles for all participants

3. Leadership assessments for all participants

4. Consumables for each workshop
5. Other materials needed to support non-workshop learning modalities, e.g., coaching

Each Program, A-D, shall begin with a cohort workshop titled “Establishing the Cohort Learning Community and Program Overview.”  This workshop shall, at a minimum:

· Introduce the cohort members to each other

· Introduce core members of the program delivery team to the cohort members

· Identify the requirements for successful program completion, including program schedule for workshops, group coaching, etc.
· Provide a program overview and context for the program, addressing all learning modalities

· Identify key program outcomes

· Describe all program components

· Assign initial learning tasks, if any

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.

7.2.c Workshop Scheduling.  The contractor shall design and deliver the agreed-to workshops [the contract will reflect the proposed and final negotiated workshops].  Delivery includes all workshop materials, including set-up and tear down, except for the items identified in Section 8.0, Government Responsibilities.  A workshop day is defined as 8:30 a.m. – 4:30 p.m., plus set-up and tear down.  A half-day workshop shall be either 8:30 a.m. – noon or 1:00 – 4:30 p.m., plus set-up and tear-down.  Additional requirements concerning design and delivery are reflected below.  Normally, lunch will be for 1 hour at a established time agreed to by the participants and the workshop leaders.  The same lunch time will apply to all workshops in that program.
Once the workshop schedule is approved by the Contracting Officer’s Technical Representative (COTR) the contractor shall notify the COTR who will reserve adequate space on-site at Greenbelt, MD or Wallops Island, VA.  At Greenbelt, preference will be given to the rooms in the Building 1 training facility.  At Wallops, preference will be given to the rooms in the Management Education Center.   
7.3 Coaching.  The contractor shall provide professional coaches who are either certified or master certified by the International Coaching Federation, or equivalent in relevant experience, including number of coaching hours and type of coaching clients.  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.  These issues shall be shared with the contractor Program Manager and the Contracting Officer’s Technical Representative (COTR) in periodic progress reports.  For Programs A and D, a minimum of one meeting shall be held over the course of the program; for Program B, a minimum of two meetings shall be held; and for Program C, a minimum of three meetings must be held.  The contractor must ensure that these conversations and progress reports do not breach confidentiality with the coaching clients.
7.3.a  Individual Coaching.  Individual coaching shall ordinarily be done in person at NASA Goddard Space Flight Center.  After establishing a solid rapport with the participants, coaching may be done over the phone only if the coachee agrees to phone coaching.  A minimum coaching session shall be 30 minutes in length.  There is no maximum length for a coaching session.  The coach and coachee shall agree to the duration of each individual coaching session.  The coachee is responsible for providing suitable, private space for the coaching conversations.  Should the coach seek to schedule consecutive sessions with multiple coachees, he/she shall contact the COTR or designee and request suitable space, at least 2 calendar weeks in advance of the consolidated session.  The task order will identify the amount of individual coaching the contractor shall provide to each participant.  The contractor shall offer the identified number of coaching hours to all participants.  Some may elect not to utilize all of the offered hours.  In that case, all participants must participate in at least 4 hours of individual coaching.
7.3.b Group Coaching.  Group coaching may take the form of Facilitated Peer Coaching for Programs C and D only, Coaching of Cohort Program Participants for Programs B-D only, and Creative Learning Group Coaching for Programs A-C.  The type and quantity of group coaching will be identified in the task orders.  Facilitated Peer Coaching is defined as peers coaching each other, in a group setting, under the leadership of a coach provided by the contractor.  Coaching of Cohort Program Participants ordinarily shall occur in the context of a workshop or other group learning situation, again by a contractor provided coach.  Creative Learning Group (CLG) activities are defined below.  The contractor shall be prepared to offer individual or group coaching to CLG participants in the group setting.
7.3.c Creative Learning Groups.  Continual learning is critical for sustaining effective leadership skills.  Creative Learning Groups (CLGs) are a means of offering continual learning to program participants and graduates.  As reflected in the task orders, the contractor shall design and deliver CLGs for the designated Programs A, B, or C.  CLG workshops are ordinarily of ½-day or 1-day in duration.  The number of CLG workshops held annually will vary with the interest of the program graduates and the available funding.  As delineated in the task order, the contractor shall identify potential CLGs.  In doing so, they shall solicit and consider input from program graduates.  This identification shall include the title of the CLG, a description with the proposed outcome, the duration, the name(s) of the presenters, and the proposed attendees by Program, including whether program participants and/or graduates are identified.  The contractor shall also identify if the CLG content is appropriate for inviting individuals who did not/are not participating in a formal leadership program.  In determining CLG topics, the contractor shall consider current “big picture” issues and initiatives and the leadership skills necessary to address them.   In accordance with Section 7.2.b above, the contractor shall provide learning materials for all participants at the CLGs.  One copy of the workshop handouts shall be provided to the COTR on or before the workshop.
7.4 Exploring Leadership Colloquia.  All program participants are required to attend the 6-8 Exploring Leadership Colloquia offered each calendar year.  To enable the contractor to discuss the information presented at the colloquium, one of the contractor’s key personnel is also required to attend the colloquia keynote session.  The keynote sessions are usually from       10-11:30 in the Building 3 Goett Auditorium at Greenbelt, MD.  The COTR will ensure that the contract Program Manager receives a copy of the annual colloquia schedule within 7 days of its publication.  This schedule is usually published in the August/September timeframe.  On an exception basis, copies of a VHS videotape [and possibly a DVD] can be loaned to the contractor if they were unable to attend a colloquium.  Loans can be obtained from the Exploring Leadership Colloquia Program Manager,                      Gail Williams, at 301-286-0159.  The contractor shall provide Gail Williams, Gail.S.Williams@nasa.gov, with the e-mail addresses of all key personnel who wish to receive detailed e-mails describing each colloquium, usually issued 2 weeks prior to the event.  
7.5 Participant Assessments.  Feedback shall be solicited by the contractor for each workshop.  The form used to collect this feedback shall be                                                                 pre-approved by the COTR.  Approval is required one-time for a generic version of the form and not required again unless the format or content changes.  The contractor shall allow 5 business days for COTR review and approval of any updated generic form.  The assessments shall be designed to measure the competencies and skills taught in the Program through all learning modalities, e.g., workshops, reading and reflection, action learning.   
At the completion of each Program, the contractor shall solicit feedback from all participants for all program elements, e.g., workshops, coaching.  A generic version of the form designed to collect this program completion feedback shall be submitted for approval of the COTR.  The contractor shall allow 5 business days for COTR review and approval.  The contractor may also elect to solicit feedback from the participant’s supervisors, mentors, and coaches.  If they choose to do so, prior coordination with the COTR is required, along with approval of the collection methodology and forms.  Again, the contractor shall allow 5 business days for COTR review and approval of the proposed methodology and forms.  The contractor shall consolidate and analyze this program completion feedback and include the results in the Program Report described below. 

7.6 Written Program Interim and Final Reports.  The contractor shall deliver several types of progress reports, as described below.
7.6.a  The results from each workshop shall be consolidated, analyzed, and shared with the COTR within 10 business days after workshop completion.  
7.6.b  Within 30 business days after the conclusion of each Program, the contractor shall submit a written report reflecting the feedback from the participants, along with lessons learned and recommended changes for future programs. 
7.6.c Coaching progress reports within 10 business days after each progress meeting, as delineated in 7.3 above
7.6.d  An annual written assessment that addresses all programs delivered over the past year, with emphasis on how well the requirement for integrated learning across all four programs was achieved
7.7 Non-Cohort Training and Coaching.  GSFC envisions providing leadership training, on a non-cohort basis, to its employees, who have not participated in a cohort program or to graduates of a cohort program.  These standalone training workshops will address one or more of the competencies listed above.  The workshop lengths will vary from 2 hours to 5 days.  The government will identify the non-cohort training required, along with the competencies and learning levels required, in a task order.  This task order will also identify the skill groups and grade range of employees who will be invited.  In accordance with the schedule in the task order, the contractor shall provide the COTR with a draft outline, followed by a final outline and draft handouts, to be followed by final handouts.  The COTR will provide comments on the draft materials within 7 business days of receipt.  The contractor will be provided a minimum of 30 calendar days lead time for workshops previously delivered and 60 calendar days lead time for workshops never previously delivered.  The number and frequency of non-cohort training will vary depending on demand, demographics, and budget.
The government may also acquire individual and group coaching for non-cohort participants.  The type and quantity of the coaching required will be identified in a task order.  Within 7 days of issuance of the task order, the contractor shall identify three potential coaches who will be interviewed by the client.  The client will notify the COTR who, in turn, will notify the contractor of the selected coach within 7 working days of the interview.  In rare cases, the contractor may be asked to provide other referrals for government consideration if none of the initial three meet the client’s needs.
8.0 Government Responsibilities.  The government will provide the following:
· The Government reserves the right to designate to designate one task monitor with cognizance over all the programs, or one task monitor per for each Program A, B, C, and D.  The contractor will be provided a copy of their delegation that will identify the task monitor’s authority, responsibility, and limits on both.

· The COTR or designee will review all submitted materials and provide feedback to the contractor within 5 working days of receipt of the information.  

· A COTR to provide the contractor with “big picture” and other relevant contextual information for the sake of tailoring the program content.  The frequency and duration of these meetings will vary, with more meeting time likely for the initial/pilot design of the programs, as well as for the longer programs, e.g., Programs B and C.
· The names of the selected program participants, their code, e-mail, phone number, and skill group at least 14 business days prior to the first workshop.

· The names, code, e-mail, and phone number of the supervisors for each participant at least 7 business days prior to the first workshop.

· The name, code, e-mail, and phone number of the program mentor, for each participant in programs A and B, at least 7 business days prior to the first workshop.  Mentors will be available for Programs C and D if a request is initiated by the participant and submitted on their behalf by the contractor to the COTR at least 2 weeks prior to the first workshop.  This request shall include the name and organizational code for the participants requesting mentors for Programs C and D, along with a deadline for identification of a suitable mentor. 

· Support, via the government Program Managers, to help participants in Programs B and C identify appropriate managers and leaders to shadow.

· Suitable classroom space on-site at GSFC, in the Building 1 Training Facility or an equivalent location at Greenbelt, MD or the Management Conference Center at Wallops Island, VA.
· Any or all of the following training equipment in the training rooms in Building 1 at Greenbelt, MD or the MEC at Wallops Island, VA, if a request is sent to the COTR at least 7 working days in advance of the need date.  These items are only for use at the government’s site:
· Flip Charts – free standing and/or wall-based with paper and markers.  The contractor shall designate the number and type of flip charts required.
· TV with VCR and/or TV with DVD Player
· Tables for participants, instructors, and/or materials

· Chairs for participants and instructors
· Podium
· Laptop PC
· Computer Projector

· Wireless internet access

· A computer lab with 16 PCs plus one instructor’s PC, all with printers, at Greenbelt; A computer lab with 30 PCs plus one instructor’s PC, with access to printers, at Wallops
· Access to the Center for U.S. Citizens via a 6-month temporary badge.  The contractor shall provide the names of all individuals requiring this access, along with the assurance they are U.S. Citizens and that they will visit GSFC at least 2 days a week, on average, to the COTR or his/her designee.  The Government will coordinate with the Contractor before the end of the 6-month period and renew badges for individuals requiring continual, regular access to GSFC.
· Black and white duplication of PowerPoint and Word handouts for the workshops if electronic or hard copy masters are provided to the COTR, or his/her designee, at least 4 working days in advance of the workshop date.
· Graphics design support for handouts and posters, if requested by the contractor.  The contractor shall provide the COTR, or his/her designee, with their requirements, including a draft image.  Legible, handwritten drafts are acceptable.  A minimum 14 working days shall be allotted for the preparation of handouts and posters of fewer than 5 images.  An additional 7 days are required for a maximum of 10 images.  Posters are limited to 24X36 in size and the contractor shall identify if the image shall be prepared for portrait or landscape printing.  
· Capability to reserve workshop space at Greenbelt using the OHCM calendar at http://ohcmcalendar.gsfc.nasa.gov.
9.0 Additional Contractor Responsibilities

The contractor shall provide any special equipment not listed above, e.g., video recording equipment and tapes.
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