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6.0 STAFFING PLAN

As a dynamic and growing technical services firm of over 150 employees, RGII continually recruits within the marketplace for highly qualified professionals.  As such, RGII has identified current and contingency hire resources that meet or exceed the education and experience requirements of the OCRWM RFP labor categories.  RGII has considerable experience in staffing start-up projects and in transitioning projects from incumbent contractors.  We are ready and able to begin work with this staff during the transition period.  Our transition plan includes identifying, interviewing, recruiting and hiring any incumbent personnel willing to remain on the existing contract.  We intend to interview and offer employment to most incumbent personnel who desire to continue supporting OCRWM.  We believe it is advantageous to both the Government and RGII to retain as many of the current work force as possible.  This provides continuity of support services while retaining the knowledge of the customer’s environment inherent in these individuals. Our priority for acquiring and providing an experienced, qualified staff is as follows:

1. Offering first right of refusal to incumbent staff.

2. Hiring current work force personnel.

3. Reassigning proven RGII employees to the OCRWM contract.

4. Contingency hires.

5. New hiring actions.
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Initially, through word of mouth, RGII will communicate our intention to offer employment to the incumbent personnel.  At contract award, we will provide each with a personal letter and instructions on how to apply for continued employment supporting OCRWM.  In order to secure their assistance, we will also provide a letter to the incumbent contractor companies conveying our willingness to hire their personnel.  RGII will begin actions to hire the current staff immediately and we expect to provide ‘Offer Letters’ by the end of the second week of transition.

RGII has established a personnel database that details the areas of expertise, education, and years of experience of current employees, as well as those of pre-screened candidates, including incumbent personnel.  As we identify vacant position requirements on new or existing contracts/task orders, or if replacements are later required, our PM and Site Managers will determine the availability of current employees ( by skill, education, and experience ( to support the effort.  The Site Manager fills those positions from among qualified individuals in the RGII corporate staffing pool.  We will also make changes to our staff to meet dynamic program requirements over the life of this contract.  RGII will use the recruiting methods and sources shown in Figure 6.1 to accomplish these changes.  We will take all necessary steps to assure that project personnel are professionally qualified and meet all requirements of task orders.  Our qualification verification process ensures that RGII will be able to provide a full complement of qualified personnel.  

To minimize the need for outside personnel resources, RGII continues to build a highly qualified staffing pool in anticipation of business growth.  But in the event that specific qualifications cannot be found within RGII’s personnel database, we will initiate the hiring process enumerated above.  Our preferred source of new hires is through employee referrals of friends and contacts developed in professional settings.  The referral program offers employees monetary incentives to locate the best and brightest “talent” available for our customers. RGII also uses job fairs, open houses, advertising in local papers, government or other out-placement services, and recruiting at local college campuses, to complete our candidate search.  In addition, RGII maintains a corporate web page at http://www.rg2.com that is often used to recruit new employees.  We retain the highest quality resumes we receive in a database for consideration in filling future openings.  If RGII cannot identify appropriate personnel resources to fulfill specialized task order requirements, RGII may request permission to add consultants or subcontractors on a temporary basis until suitable candidates are found.

RGII uses a combination of professional sources to handle staffing of short duration or “surge” workload requirements.  First, RGII will qualify and use existing “float” personnel who work on internal RGII projects as well as surge projects for our numerous support efforts throughout the Federal Government.  If a client requirement is greater than can be provided by the float staff, RGII has numerous relationships with proven consultants and “temp” agencies, which can deliver appropriate staff to meet any project needs.  These personnel will work on a 90-day trial while we evaluate them for potential full time status if needed.  RGII has elected to use this methodology to handle special projects and surge workloads in order to minimize indirect labor.  This reduces overhead rates and allows RGII to be cost competitive, and ultimately reduces our cost to our clients.

The most important predictor of the success of an Information Technology Services contractor is the quality of personnel that can immediately be applied to a support effort.  Risks result from a marginally qualified staff, or one composed of a large percentage of contingency hires.  We have structured our staff to mitigate these risks.  Our Staffing Plan is straightforward and based on RGII’s experience in supporting multifaceted, complex programs.

RGII provides current, permanent employees with the necessary skills required to meet all of OCRWM’s immediate needs, as well as surge requirements.  Figure 6.2 below presents a profile of RGII’s skilled personnel.  Our local support staff in Washington, DC, includes 100 RGII employees and 30 contingency hires, and our local support staff in Las Vegas, Nevada, includes 10 current RGII employees and 20 contingency hires. 
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RGII’s Staffing Plan is used as a Decision Support Management Tool that provides measurable benefits to RGII’s Transition Team and the client.  These benefits include:

· A 30-75% reduction in filling staff positions.

· Accelerates transition schedule, i.e., transitioning OCRWM’s contract to RGII in 30 days versus 60 days.

· A snapshot of staff development schedule.

RGII recognizes that a Staffing Plan alone cannot position a company for a successful contract transition. RGII continues beyond the requirements identified in the staffing plan, by managing resources more intentionally, increasing the emphasis on recruiting, retaining qualified IT professionals, and careful scrutiny of vacancies.
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Effective staff planning and employee retention benefits our clients by maintaining technical depth, increased productivity and maximization of DPLH.  This is turn result in low employee turnover.  Historically, RGII’s project-related turnover rate has been at a low of 5 ½% as shown in Figure 6.3 below, which is 54% below the national average for the entire IT Services industry.
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Figure 6.1	RGII can respond to changing program requirements





Figure 6.2  -  RGII Certified Employees
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Figure 6.3  -  RGII Employee Turnover Rate
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