3.0
Human Resources

“Quality is never better than the people performing and managing the operations, then the Critical Success Factor for obtaining the best people is a corporate program which meets their expectations in the areas of compensation, professional development, performance appraisal, fringe benefits, incentive awards, training and Intra-company communications!”

RGII has a business-like concern for our employee’s interests, and we take the Teamwork Approach toward continuously improving every aspect of our management and approach in dealing with our employees.  RGII’s corporate values of integrity, quality, excellence, and complete customer satisfaction can only be accomplished with satisfied employees.

In order to meet market conditions and satisfy our employees, RGII must continuously achieve and sustain financial stability, meet its revenue and profit goals, and continuously improve its established quality performance.  By continuously aiming for and achieving growth, RGII can focus on attracting new customers.  RGII is a young company with ambitions to achieve Fortune 500 status during its corporate lifetime.  As discussed in the Corporate Summary section, our rate of growth in revenue, employees and new contracts is exceptional.  We believe the current employees under the existing NOAA marine Fisheries Service contract will respond positively to joining our company.  

Our hiring policy is centered on recruiting and training people who wish to excel and grow with the company.  To develop this policy we have brought into the company a number of skilled professionals who have proved their worth in growing other successful companies.  In our business, the primary asset of the company is the employee.  Our product is service.  This product is only as good as the people we hire.  Likewise, one of the critical success factors responsible for our success is our ability to retain productive employees.  Successful retention requires competitive benefits, good management, good working environment that invites new innovative ideas and sees change positively, and work which challenges the spirit and ability of the employee.  

RGII does not and will not contract to provide services using substandard employee benefits to reduce its price.  Further, we will not propose uncompensated overtime or unrealistic direct labor rates which directly impact recruiting and retaining the qualified personnel needed for this contract.  RGII recognizes the value of employees who are part of the RGII family.  The company has developed a multifaceted program to promote the benefits of long-term employer/employee relationships.  This relationship enables RGII to maintain required staffing levels and is supported by several distinct programs, which include the following:

· Comprehensive Benefits Program

· Career Development Program

· Employee Relations Program

RGII’s commitment to its employees makes the company a strong, cohesive team and enables it to meet the demanding needs of its customers.

3.1
Staff Recruitment

RGII identifies the requirements for each task order and fills those positions from among those individuals who are recorded in its current database of resumes including interested employees of the incumbent contractor.  RGII continues to build the database immediately upon notification of contract award using the following sources:

Incumbent Contractor Resources: RGII has developed a transition plan which intends to focus on Day 1 of the contract to identify, interview, recruit and hire any incumbent personnel willing to remain on existing task orders.  It is RGII’s policy to give incumbent staff the first right of refusal on contract efforts where the incumbent contractor is unseated by RGII.

Current RGII Resources: RGII, with a staff of 100+ people and its backup resource from our strategic partners mentioned earlier, examines its current available corporate resources and selects those individuals who are best suited for the task order positions.

Advertising: RGII uses the traditional method of recruiting by placing newspaper ads and analyzing the resumes that are submitted in response to the ad.  All levels of management review incoming resumes.  Resumes not used for hiring purposes are kept on file in a resume database file for future use.

In-House Resume Tracking System: RGII currently uses an in-house database system that allows for resume searches for all recruiting efforts.  When we receive resumes from advertising and other sources, we review the qualifications of the individual and, if his or her skills are relevant to our business, we scan the resume and enter a summary into the database for future use.  

Internet:  RGII searches multiple Internet job sites on a daily basis to acquire resumes that match our current openings.  These resumes are immediately added to our resume database.

RGII Employee Referral Program: RGII currently has an Employee Referral Program.  The company not only provides current employees with updated vacancy announcements on a regular basis, but rewards employees for referrals of associates, friends, etc.  These rewards amount to $400.00 for professional positions and $200.00 for non-professional or administrative positions.

Unemployment Offices: RGII has developed a relationship with most local unemployment offices in the area to find qualified personnel to fill vacancies.  This relationship has proven to be an effective method to recruit a diverse group of personnel.

Job Fairs/Conferences: RGII attends, on the average, two major job fairs to recruit candidates for vacancies and to provide a resource for the department resume database files.

As a dynamic and growing technical services firm, RGII continually recruits within the marketplace for highly qualified professionals and is confident in its ability to maintain the staffing levels on this NOAA/NMFS/NOS project.

3.2
Broad Range of Qualified Staff

The recruitment methods detailed in 3.1 have lead with great success, to RGII's ability to respond in depth to our customers' requirements for a broad range of technical and managerial staff.  The business goal of RGII is to be the best provider of professional services in the information technology, engineering and communications industry.  We feel this is best accomplished by actively recruiting and retaining the "best of the best."  Due to the diversisty of our contracts, we have highly skilled staff positioned for success.  The diversity of skills and depth of expertise reflected across our three divisions is an indication of our success to date.  Table 3.2-1 graphically depicts the wide range of technical disciplines among our diverse staff.  
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Table 3.2-1 RGII’s Qualified Personnel By Technical Discipline By Contract

3.3 Employee Capture in Follow-On Contract Situations

RGII has considerable experience in staffing start-up projects and in transitioning projects from incumbent contractors.  Immediately upon contract award, RGII will begin assembling the NOAA/NMFS/NOS Program Support staff.  RGII is capable and willing to staff this effort on day 1 of the contract.  However, in the interest of continuity of service, our approach to transition/phase-in staffing will be a three-step process.

3.3.1
Incumbent Capture Plans 

First, we will make personnel assignments for Key Personnel.  During the second step in our staffing plan, we will interview incumbent contractor staff.  Those individuals who fit into our staffing plan, meet RGII’s standards, and are acceptable to the CO/COTR/ITM and NOAA/NMFS/NOS’ client will be given first right of refusal to any open positions.  Once they have conveyed the desire to join RGII, a letter of offer will be provided upon acceptance.  RGII will hire and assign them to their functional area within the NOAA/NMFS/NOS client’s operations.  Lastly, we will assign personnel from the representative resumes provided as a matter of course during our operation of the contract.  

The RGII Team has made a commitment to the NOAA/NMFS/NOS to deliver those individuals identified as Key Personnel.  All other personnel assigned to this effort will be pre-approved by both RGII and the NOAA/NMFS/NOS CO/COTR/ITM and NOAA/NMFS/NOS’ client.

RGII is committed to providing a highly trained and qualified staff to satisfy all project labor categories for this requirement.   To that end, we are prepared to hire current incumbent contractor team members at their current salaries or better.  Every incumbent employee will be evaluated for experience in the project labor categories, and the data input into our staff contingency plan computer program as current work force.  

In summary, the RGII Team is capable and willing to staff this effort on day 1 of the contract.  Our inclusion of interviewing and hiring incumbent staff personnel is intended to allow the NOAA/NMFS/NOS the flexibility to provide input on incumbent staff they feel are necessary to provide continuity of service to the project.

3.3.2 Key Project Personnel   

RGII has carefully analyzed the requirements of the NOAA/NMFS/NOS effort and has selected the optimum personnel who have the abilities to fulfill all of the program objectives, regardless of company affiliation.  RGII feels that the key personnel must be composed of those staff members who are capable of addressing the technical, operational, and administrative issues that may arise under this contract.  The key management personnel we have selected all possess these qualities.  To this end, we have selected key personnel who incorporate the experience and expertise that are needed to perform this assignment and to make it a success.

3.3.3
Non-Key Personnel   

Following a complete analysis of the requirements, RGII reviews its Human Resources databases for both current and new-hire individuals who have the requisite experience required to satisfy NOAA/NMFS/NOS’ needs.  Our proposed Program Manager and our corporate management team feel confident that these individuals will be very receptive to our employment methods and procedures and our compensation and benefits plan.  

3.3.4
Additional/Replacement Personnel
 RGII has extensive experience in recruiting staff members with specific technical, managerial, and administrative backgrounds.  Our Human Resources Department is responsible for identifying and referring qualified internal candidates for positions and for locating and screening external candidates.  Figure 3.3.4 -1 depicts our recruiting process.
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Figure 3.3.4-1 RGII’s Recruiting Process

3.4 Staff Replacement and Retention

Throughout its history, RGII has endeavored to employ the best managerial, technical, and support staff possible.  It intends to continue this successful employment record in support of the NOAA/NMFS/NOS.

3.4.1
Critical Vacancies and Recruiting

Recruiting is viewed as a continuous process, and candidates are selected not only on the basis of the specific skills they bring to a project, but for their potential and ability to grow and advance (upward mobility) within RGII.  Staffing and recruiting support for the projects will be provided through RGII’s corporate Human Resources organization.

The following methods of recruiting are now used, and will be used as appropriate, to meet the NOAA/NMFS/NOS’ staffing needs for this effort. 

· Contacts throughout the professional community through RGII managers.

· Relationships with various professional organizations, employment organizations, and college and university placement offices.

· Employee referrals through the RGII Employee Referral Program.

· Long-term relationships with appropriate personnel placement firms.

· Long-term relationships with potential subcontractors.  

· Advertisements in a variety of newspapers and professional magazines.

· Recruiting during open house job fairs held in RGII offices.

· Effective sourcing methods, such as contact with appropriate technical user groups, data processing organizations, military organizations and companies who have announced that employees are available due to layoffs.

· Technical and professional career fairs held periodically throughout the region.

3.4.2
Solving the Critical Vacancies Problem - The Best Solutions

RGII recognizes the value of employees who are part of the RGII family.  Our corporate Intranet is designed to keep employees who are assigned to remote field locations or client sites connected to and motivated towards the company.  Our executives have extensive experience in managing and operating this type of project.  We recognize that RGII, as a company, must take a pro-active stance to help our employees feel they are part of the RGII family.  Our Program Managers are selected partly because they share that viewpoint.  

The company has developed a multifaceted program to promote the benefits of long-term employer/employee relationships especially those employees located away from the corporate offices.  This relationship enables RGII to maintain required staffing levels and is supported by several distinct programs (Comprehensive Benefits Program, Career Development Program, and the Employee Relations Program) which were discussed earlier in this section.  These programs are established to benefit all RGII employees not just those fortunate enough to work at headquarters.  

RGII’s commitment to its employees makes the company a strong, cohesive team.  This team is enabled to meet the demanding needs of its customers.  The need for extraordinary measures to fill critical vacancies is usually the result of a failure to anticipate the demands for certain skills.  In some cases, extraordinary measures are the result of failing to pay attention to the attitudes, motivations and frustrations of existing personnel, especially those whose jobs are located at client sites.  We believe that this contract, with its emphasis on providing for the client-site employees, is an excellent contract for our philosophy of doing business.  
In case of critical vacancies on this contract, RGII has provided for four best solutions.  First of all, the best solution to the problem of critical vacancies is to concentrate on reducing the employee turnover rate on existing client site projects.  We have discussed our technical approach to retention in previous sections.  By paying attention to the needs of employees on the project site, our corporate staff and our NOAA/NMFS/NOS project management staff, will be responsive and attentive to individual needs and will be able to avoid significant turnover.  

The second best solution is to create an environment where productivity and ability are rewarded, and implement a standard of promoting from within the task and the project.  With this approach, the best employees are moved up and given more compensation and responsibility. This solution fits well with our special compensation plans which are covered in some detail in the next subsection.  The authority and final decision to incur special compensation expenses to meet a critical vacancy or to avoid the potential vacancy is reserved to Division Management, or, where appropriate, to Corporate Management.  However, the Program Manager and her/his staff initiates the action and with the close contact and on-line communications with Division and Corporate Headquarters available, the Program Manager will be able to respond within one or two days to this type of requirement.  

The third best solution is to maintain a critical skills candidate resume database to fill critical needs with little or no time delay.  This resume process includes completing interviews, checking references, and where possible, making contingent offers for future tasks to impress the potential employee of the seriousness of our company’s interest.  This technique will allow our Program Manager the ability to respond promptly to NOAA/NMFS/NOS client’s requests for new personnel or staffing for new tasks without a delay due to the recruiting life cycle.  

Our Program Manager will be provided with a comprehensive plan for filling any vacancies as they occur.  This plan will include wage level and corresponding skill guidelines.  These guidelines will be accompanied with the authority to hire delegated to the Program Manager.  In the case of a need for subcontract or temporary staff levels, the Program Manager has the necessary authority to incur expenses within the parameters of his budget for the specific task.  

The fourth best solution is to have the backing of strategic partners willing to provide skilled personnel within the pricing structure of the contract.  Our relationship with our strategic partners mentioned earlier, possesses a diverse group of employees and an extensive staff of recruiters.  They have agreed to supply needed personnel on a short-term or long-term basis when requested.  

RGII takes its approach to management and its sensitivity to employee’s ideas and concerns very seriously.  The success of this concept can be measured by our employee turnover rate that statistically has hovered around 6.5% over the past three years and is well below the national average for the entire technical services industry.  Therefore, RGII’s recruitment efforts have statistically outperformed the technical services industry and will continue to do so.  Corporate and project personnel are committed to providing customer-oriented support and operations in an environment of mutual client/ RGII team effort to ensure delivery of all contract requirements. RGII works with its clients in avoiding temporary, passable, or second-best employee-candidate solutions, and instead strives for long-term, consistent quality and service.  

RGII is committed to maintaining its consistently high level of service through experience and effective management, and through technical skills supported by solid corporate experience and an operating philosophy oriented toward continuity as well as quality.  Our business and management procedures are focused to ensure that we are alert to effectively and thoroughly addressing problem resolutions and that we do not shy away from investing resources to ensure that our clients’ interests are met.  

3.5 Recruitment Performance Statistics

As mentioned previously, the employee turnover at is an astounding 6.5%.  But our ability to recruit and keep exceptional people goes further than that.  When recruiting for a specific contract, we have been overwhelmingly successful in obtaining letters of commitment from prospective employees.  Of the individuals who provided letters of commitment for specific contracts, over 95% honored their commitment and became permanent full time employees of RGII.  Another reward of our strategic recruitment method is that it has been necessary to terminate only 1% for performance issues.  We have had equal success in recruiting and retaining qualified incumbent personnel to continue staffing various contracts.  It has been our experience that over 85% of the incumbent staff selected transitioned successfully to RGII.  

This accomplishment is due in equal measure, to our thorough recruitment and interview process, our professional and courteous transition assistance staff, and our dedication to making new/transition hires into long term dedicated employees.  Due to the depth of our staff coupled with our strategic corporate alliances and recruitment methods, we have been able to rapidly fill the personnel requirements of our clients.  Whether it is an engineer in 24 hours or a diverse IT staff of 36 in 72 hours, RGII has been able to consistently recruit and staff the right individuals to meet the exacting profiles set forth by our customers.

3.6 Contractor Retention Record

RGII has enjoyed exceptional growth over the past two years while keeping our turnover to a minimum (6.5%). RGII’s employee growth from 1994 to the end of 1997 was 3660%.  RGII’s revenue growth during the same period was 13,000%.  In addition, 34% of our workforce has been employed with us for one year or more and 10% have been employed with us for two years or more.  RGII’s growth in 1997 exceeded 100% from the previous year and projects a 150% growth for 1998.

At RGII, we believe that the success of our business is largely due to the quality of our employees and the development of each employee's full potential.  We believe that employees deserve to be fully informed of their duties and responsibilities while providing them with adequate administrative and supervisory direction.  Further, it is our belief that our employees be informed of their performance levels, that they be compensated based on the value of their contributions, that they be considered for promotional opportunities, and that they are treated with dignity and respect at all times.

We individually and collectively share the responsibility for understanding the great importance of such simple, taken-for-granted things as pleasant working associations, and assuring that every employee is welcomed, accepted, and rewarded according to his or her contribution to the attainment of our goals and objectives.  Our policies encourage employee participation in all matters that affect their work and employees are encouraged to offer suggestions for improvement to RGII policies, employment practices, and working conditions.

With more than 8 years experience in originating and supporting technical contracts, RGII Technologies, Inc. has access to full-time personnel with the requisite qualifications to successfully provide all of the tasks identified in the Request for Qualifications.  Our centralized staffing department has developed the resources and procedures to ensure the NOAA/NMFS/NOS receives the highest degree of technically qualified individuals.

RGII’s management and candidates have impressive credentials, and they have individually participated in efforts that are similar to this NOAA/NMFS/NOS contract’s support effort.  Many of our key technical and management personnel have held positions in both the Government and the private sectors, which provides a balanced pool of staff members from which to draw the right expertise.

3.7 Benefits

RGII recognizes the value of employees who are part of the RGII family.  The company has developed a multifaceted program to promote the benefits of long-term employer/employee relationships.  This relationship enables RGII to maintain required staffing levels and is supported by several distinct programs, which include the following:

Comprehensive Benefits Program. RGII provides a highly competitive benefits program that recognizes the diverse needs and goals of its employees.  The comprehensive program includes medical, dental, prescriptions, and vision care; life and accidental death & dismemberment insurance; and a 401(k) Plan.  Additional benefits are available through generous annual and sick leave, paid holidays, direct deposit, seminar and education tuition assistance, military leave, bereavement leave and family & medical leave. RGII’s benefits program is continually reviewed, and improvements are made whenever possible.  Table 3.7.2-1 details RGII’s current Benefits Package.

Career Development Program.   Helping employees attain career goals is an essential element in RGII’s corporate culture, and it contributes to increased morale and employee retention. RGII focuses on several areas to assist employees (training, mentoring etc.) in reaching their career goals.

Employee Relations Program.  For all members of RGII’s management team, employee relations and communications within the organization are a vital aspect of the company. RGII’s CEO, Ms. Kathryn B. Freeland, has stated that “Internal communications are the key to the success of our business.”
To ensure that RGII’s employee relations program remains in proper focus and that lines of communication are kept open, RGII has developed a formal employee communications program.  Recognizing that to be an effective communicator one must listen as well as be heard, RGII has also implemented an achievement award program to let employees know that outstanding contributions are appreciated.

RGII encourages all employees, at all levels, to take advantage of the many opportunities for communication with the company.  Because communication is a two-way process, we encourage employees to participate in employee opinion surveys, meetings with supervisors, departmental meetings, and occasional special meetings.  We believe that each employee has the right to voice his/her concerns.  We recognize the meaningful value and importance of full discussion in resolving misunderstandings and preserving good relations between supervisory personnel and staff.  Should an employee feel a condition is unsatisfactory, it is important that he/she bring the issue to the attention of his/her immediate supervisor.  If the immediate supervisor is the source of concern, the employee is to contact the Director, Human Resources.

RGII’s corporate philosophies extend to all levels of the company.  Corporate and project personnel are committed to providing customer-oriented support and operations in an environment of mutual client/RGII team effort to ensure delivery of all contract requirements. RGII works with its clients in avoiding temporary, passable, or second-best solutions, and instead strives for long-term, consistent quality and service.  RGII is committed to maintaining its consistently high level of service through experience and effective management, and through technical skills supported by solid corporate experience and an operating philosophy oriented toward continuity as well as quality.  Our business and management procedures are focused to ensure that we are effectively and thoroughly addressing problem resolutions and that we do not shy away from investing resources to ensure that our clients’ interests are met.

	Benefit Name
	Eligibility
	Projected #Receive This Benefit
	Life of Contract
	% Paid By Employee
	Amount of Coverage

	Holidays

	All regular full-time and part-time employees eligible 1st day of employment
	100%
	N/A
	0
	RGII employees receive 10 company-paid holidays per year.  On-site employees will observe the customer’s holidays.

	Annual Leave

	All regular full-time and part-time employees begin accruing 1st day of employment.
	100%
	N/A
	0
	     Years of Service          Days Per Year
1st Year through 3rd 
           10

4th Year through 7th Year       15

8th Year and Beyond              20

Employees may carry forward to the next calendar year a maximum of one (1) year’s accrual.

	Sick Leave
	All regular full-time employees begin accruing 1st day of employment.
	100%
	N/A
	0
	RGII employees earn 40 hours sick leave per year and may carry forward to the next calendar year all accrued but unused sick leave.

	Health Insurance

RGII offers a comprehensive health benefits package consisting of medical, dental, prescription drug card, and vision.  The Plan also provides mental health, chemical dependency, and home care.
	All regular full-time and part-time employees eligible 1st day of employment
	100%
	Renew Yearly
	25%  Employee Only Coverage; 75% Spouse, Child(ren) and Family Coverages
	Coverage begins on the 1st day of employment. Prescriptions are $5 for generic and $15 for brand name.  Dental coverage is 100% for routine oral exams; 80% for basic procedures and 50% for major procedures, with a $50 individual deductible.  Premiums are pre-tax.

	Life and AD&D Insurance
	All regular full-time and part-time employees; eligible 1st day of employment.
	100%
	Renew  Yearly
	0
	Company provided and equal to one times (1x) the employee’s annual salary, up to a maximum of $50,000.00 

	Short Term Disability Insurance
	All regular full-time employees; eligible 1st day of employment
	100%
	Renew Yearly
	0
	Begins on the 16th day of illness; Pays 60% of salary up to maximum of $1,000/week

	Long Term Disability Insurance
	All regular full-time  employees; eligible 1st day of employment
	100%
	Renew Yearly
	0
	Begins on the 91st day of illness; Pays 60% of salary up to $5,000/month

	Retirement / Savings Plan
	All regular full-time and part-time employees; eligible 1st day of employment
	100%
	N/A
	0
	RGII offers a 401(k) Plan with a discretionary company match.  Employees are vested at 20% per year and are fully vested after five years.  Employees may invest pre-tax dollars up to 15% of salary not to exceed $10,000 for 1998.  All administrative expenses are paid by RGII.


Figure 3.7-1 RGII’s Current Fringe Benefits For All Employees
	Benefit Name
	Eligibility
	Projected # Receive This Benefit
	Life of Contract
	% Paid By Employee
	Amount of Coverage

	Education Assistance
	All regular full-time and part-time employees; eligible 1st day of employment.
	100%
	Reviewed Annually
	0
	RGII pays 100% tuition for an A, 80% for a B and 70% for a C and course-related fees and books after the first year of employment with appropriate approval.  Course must be job-related. $1,500 max reimbursement per year.

	Seminar Assistance
	All regular full-time and part-time employees eligible 1st day of employment
	100%
	N/A
	0
	RGII employees receive reimbursement for registration expenses and fees incurred to attend a seminar or convention.

	Family and Medical Leave
	All regular full-time and part-time employees
	100%
	N/A
	0
	Eligible employees are entitled to up to twelve (12) work weeks of unpaid, job-protected leave during any twelve (12) month period for any of the following reasons:

*   Birth of a child

*   Adoption/Foster Care of a child

*   Serious health condition of a family member (i.e., son, daughter, spouse, or parent) requiring the employee's absence from work

*   Serious health condition of the employee rendering him/her unable to perform his/her job functions.

	Military Leave
	All regular full-time and part-time employees eligible 1st day of employment
	100%
	N/A
	0
	Compensation is granted for employees participating in the active military reserve for a maximum of ten (10) business days per year. 

	Funeral Leave
	All regular full-time and part-time employees eligible 1st day of employment
	100%
	N/A
	0
	RGII employees may take up to three days paid leave in the event of death of an immediate family member.  Additional days are granted on an individual basis.

	Jury and Witness Duty
	All regular full-time and part-time employees eligible 1st day of work.
	100%
	N/A  
	0
	Compensation for jury and witness duty is granted without limitation as to number of days.

	General Leave
	All regular full-time and part-time employees
	100%
	N/A
	0
	Granted on an individual basis for up to twelve weeks.  

	Merit Increases
	All regular full-time and part-time employees
	100%
	N/A
	0
	Annual Performance appraisals are given and used as a basis for providing merit increases to employees.

	Career Planning/ Counseling
	All regular full-time and part-time employees
	100%
	N/A
	0
	As part of the Annual Performance review, management provides guidance designed to help employees achieve career goals.


Figure: 3.7.1 (Continued
3.7.1
Compensation Package

RGII has fringe benefit and employee recognition programs that have been designed to complement employee compensation.  We intend for it to be a competitive inducement that is necessary to attract and maintain a high-quality, professional staff, in order to meet NOAA/NMFS/NOS’ client requirements.

RGII’s compensation package is internally motivating and externally competitive.  It is RGII’s policy to provide a quality workforce at competitive salaries to the external market.  These salaries are (1) internally equitable with regard to job worth; (2) provide equal pay for equal work regardless of race, sex, or age; and (3) are in full compliance with the Americans with Disabilities Act.  The following paragraphs describe the compensation policies for RGII.

RGII’s commitment in attracting and retaining a quality staff for NOAA/NMFS/NOS and its client agencies is reflected in our compensation and benefits plans.  Our policies and practices are designed to be (1) competitively commensurate with those that prevail in the local support service market sector, (2) equivalent to the existing wage and benefits programs that are currently in place, and (3) compatible with the wages and benefits paid to other professional employees.  These policies and practices, successfully used by RGII, have been a major element of its recruiting programs which support its growth and allow it to consistently provide uninterrupted, high-quality work of the nature that is required by this contract.

The compensation package that is given to each of RGII’s employees consists of (1) an hourly or annual salary, (2) a benefits package, and (3) employee recognition programs.  Our fringe benefits package and employee recognition programs are consistent among all labor categories, whether they are professional or non-exempt.  This concept encourages teamwork and provides a work quality ethic that is without discrimination.  To ensure the competitiveness of our salaries, survey data have been acquired from the following sources:

· Other companies that employ individuals with similar skills and that are functioning in similar capacities with similar responsibilities.

· Washington Technical Personnel Forum, Survey of Professional, Technical, and Administrative positions (Mercers);

· Watson Wyatt Data Services Survey of:

	Professional and Scientific Personnel
	Technicians and Skilled Trades Personnel

	Supervisory Management Personnel
	Office Personnel

	Middle Management Personnel
	


· Annual Department of Labor compensation surveys conducted for the applicable geographic area; and

· Relevant professional organizations (e.g., American Management Association, IEEE, and the American Compensation Association).

An analysis of these information sources allows our salaried and hourly compensation plan to have a direct correlation to the marketplace, and for which reflect differences in skills, the complexity of disciplines, and job difficulty.  This approach reflects sound management practices that ensure the successful recruitment and retention of a professional staff. RGII’s concept of team ethics and nondiscrimination is illustrated by the fringe benefits packages that are offered to our professional and non-exempt staff.

RGII offers mandated and discretionary benefits.  Mandated benefits include social security, workers’ compensation and unemployment insurance.  Discretionary benefits include a group health care plan (medical, dental, prescription, and vision), life and accidental death & dismemberment insurance, pension plan, paid holidays, and paid leave -- annual, sick, jury and witness duty, military, bereavement, family and medical, and general.

RGII provides a cafeteria program that allows for health insurance premiums to be deducted on a pre-tax basis, in addition to the 401(k) plan which attracts new employees and provides incentive for the retention of current employees.   The following pages contain a figure 3.7.2-1 showing all RGII employee benefits offered, including a definition of the benefit.  The RGII employees eligible for this benefit are: 

Regular Full-Time Employees: Employees who are required to and are scheduled to work forty (40) or more hours per week; and 

Regular Part-Time Employees: Employees who are required to and are scheduled to work thirty (30) or more, but less than forty (40), hours per week.

3.7.2 Overtime Compensation  

As business or specific operational needs of RGII dictate, it may become periodically necessary for employees to be available for work beyond their daily or weekly work schedule.  Overtime hours are defined as service to RGII in excess of forty (40) hours worked per work week.  Paid leave (i.e., holidays, annual, sick, etc.) is considered service time.  Overtime compensation will be paid in accordance with the Fair Labor Standards Act (FLSA), which requires nonexempt/hourly employees to be paid at one and one‑half (1/2) times their hourly rate for work required to be performed by RGII in excess of forty (40) hours per week. 

3.7.3
 Special Compensation

RGII recognizes that there may be times when special compensation is needed to fill certain positions (i.e., when specific clearances or expertise is required, the performance is at a remote location, the task is critical, or an employee leaves RGII on short notice and must be quickly replaced for contract transition and continuity).  RGII has planned for these unforeseen instances and has several programs in place to address these issues, including:

Employee Referral Bonus. RGII recognizes that employees’ formal and informal contacts with other professionals and organizations is a rich source for acquiring new employees. RGII’s Employee Referral Bonus encourages RGII employees to refer their network of acquaintances to help RGII reach its goals pertaining to company growth and to assist us in staying at the forefront of our industry.  Employees receive a cash award for referring and successfully recruiting their professional contacts to join RGII’s team.  The cash award is $400 for each professional position and $200 for each non-professional position.

Promotion. RGII rewards company loyalty by making it a company practice to promote from within whenever possible. RGII maintains a policy of evaluating the job performance of its employees as a means of measuring efficiency and effectiveness of our operations. This provides employees with meaningful information about their work, and aids RGII in making human resource decisions related to such areas as training, compensation, promotion, job assignments, retention and long-range planning of our operations.  Evaluation of employees is intended to be participatory in nature, involving the employee’s input as much as that of the rating supervisor, thereby helping employees to contribute to the betterment of RGII.  Employees are evaluated after the first 90-days of employment and annually thereafter.  Evaluations may also be warranted when there is a change in responsibilities resulting in a promotion.

Performance/Merit Increase. RGII strives to emphasize individual performance and recognition.  A salary review based on performance merit will be conducted in conjunction with the employee’s annual performance review.  Employee salaries can also be reviewed whenever warranted by promotion or substantial changes in the level of responsibility or type of work performed.  Periodically, management may determine that an employee has provided service to RGII above and beyond expectations.  Such excellence may be recognized with a special one-time spot bonus.  

Signing Bonus.  There may be special circumstances where a potential employee’s skills and abilities are so unique and in high demand that they warrant a signing bonus.  These bonuses will be determined on an individual basis.

3.7.3 RGII on Diversity

RGII believes that diversity should be valued as an asset that provides a balance of different viewpoints, perspectives and strengths.  RGII as a company possess a diverse background in corporate and technical capabilities, customer business base, personnel qualifications and backgrounds.  RGII believes diversity in the workplace does work, and sees it working on a daily basis in support of all current contracts.  

The concept of diversity stresses respect for all human differences including cultural, ethnic, racial, international, socioeconomic, gender, sexual orientation, age, linguistic, religious differences, and persons with disabilities.  Therefore, RGII’s corporate commitment to diversity is in direct compliance with the late U.S. Secretary of Commerce, Ron Brown’s Diversity Policy, Statement dated 21 July 1994.  Secretary Brown’s policy defines diversity as being one of America’s greatest assets.  RGII’s greatest asset is the employee.  The diverse personal and professional backgrounds of our employees are key to the success of our organization.  As Secretary Baker puts it “we cannot accomplish our mission without the creative energies of all people who bring with them different approaches, solutions and innovations.”

RGII is committed to create a work environment that is representative of the cultural mix of the community; and to develop a cultural awareness and sensitivity in our staff.   Our commitment to diversity is essential in recruitment and retention of qualified staff of diverse backgrounds to serve a customer base with unique and diverse requirements.

3.8 Corporate Training Program and Related Courses

RGII conducts regular in-house training programs for both new and existing employees.  Furthermore, we encourage our employees to pursue higher education and additional technical training outside of RGII's existing in-house training programs as summarized below.  As stated in the Benefits section, RGII offers educational and seminar assistance to all employees.  The in-house corporate training enables our staff and management personnel to augment their technical excellence, skills, and knowledge in three general areas: 1) Technical, 2) State of the Art Technology, and 3) Management /Supervisory.  

RGII's Corporate Training Programs are summarized as follows:    

	Technical Courses

	Application Conversions
	Distributed Databases

	Fast Track to PowerBuilder
	Networking Fundamentals

	ORACLE Concepts & Facilities
	Programming C++/COBOL/SQL, etc.

	Systems Development
	Documentation of Systems

	Hands-On Microsoft Office Users Course
	Hands-On Exchange Users Course

	Migrating to Client/Server
	Basic and Advanced INFOSEC

	Client Relations

	Politics
	Roles in Client Organizations

	Communications
	Kick-Off Meetings

	Project Planning

	Project Management Plan
	Forecasting

	Monitoring
	Scheduling of Deliverables

	Contracts

	Legal Aspects
	Personal Services/Gratuities

	Security
	Subcontracts

	Contract close-out
	DD250

	Types of Contracts
	Changes In Regulations

	General Information and Role of Project Managers

	Challenges - The Unexpected
Objective Setting
	Ethics
Persistence & Flexibility

	Quality Assurance Plan
Workload Surges
	Intra-Company Work Assignments
Editing

	Role of PM within RGII

	Role of Various Internal Organizations

	Leadership

	Delegation & Task Assignments
	Responsibility, Authority, & Accountability

	Recruiting and Hiring
	Career Development

	Corporate Culture
	Training

	Finance

	RGII's Accounting System
	Timesheet Management

	Establishing Charge Numbers
	Revenue Projections


3.9 Technical Library

It is and RGII requirement that our employees remain current in State of the Art Technology through continuous training, memberships in technical and professional organizations (i.e.: IEEE Computer Society, Local Computer Group Chapters, National Computer Society) and through utilization of RGII's Technology Library.  Located at corporate headquarters and at our various outlying sites, our library includes publications that address both hardware, software, and network technologies.  Over 30 different periodicals are subscribed to as well as industry newsletters and magazines such as Information Security and LAN Times.  

Selected RGII library publications are submitted as follows:

	Selected RGII Library Publications

	System Development & Application Strategies
	Software Development for Client Server Applications

	FIPS Program Publications and Guidelines
	The Complete Software Development Life Cycle and Configuration Solution

	The Technical Journal for ORACLE Product Users
	Designing COBOL Applications

	CICS Application Design

	Database & Client Server Solutions

	Embedded Systems & Application Programming
	Database Programming & Design

	Application Development Statistics
	Software Architectures Analysis Methods (SAAM) Development

	Migrating from Mainframe to Client / Server Technology: Pros & Cons
	Key Issues for Selecting Software Development Tools

	Strategic Data Planning Methodologies
	Mainframe to Client/Server Application Solutions

	Guide to Microsoft Development
	UNIX Programmer Guides (various additions)

	LINUX Programming 
	SUN Systems Platform, Users, and Programming Guides

	Macintosh Bible
	Navy, Army, DoD, and Commerce INFOSEC Guides

	Oracle Design Guide
	Introduction and Advanced guides to C++

	Guide to Visual Basic
	X-Windows Guide

	Windows NT Application
	IBM-Based Enterprise Wide Computing


Figure 3.9-1 Selected RGII Technologies’ Library Publications

3.10 Clearances 

RGII has a SECRET corporate clearance and facility security clearances issued by Defense Investigative Security Clearance Offices (DISCO).  Further, we are currently in process of upgrading our facility clearance to TOP SECRET to support the expanded requirements of a new contract with the US Coast Guard.  Because of the existence of established security procedures, we are well versed in dealing with the complications of obtaining personnel security clearances.  As part of our standard recruiting process, we determine the level of previous or current clearances held by the individual candidate.  Another effective resource we use is to network our existing personnel to seek out individuals who currently hold clearances and who might be interested in joining our company’s superior IT solutions for your business.

