Human Resource Advisor (HRA) Roles and Responsibilities

   OMB Circular No, A-76, May 29, 2003

Attachment B, PUBLIC-PRIVATE COMPETITION
A. Preliminary Planning
  8d.  Human Resource Advisor (HRA).  The HRA shall (1) be an inherently governmental agency official and a human resource expert; (2) comply with this circular; (3) be independent of the Contracting Officer (CO), Source Selection Authority (SSA), Performance Work Statement (PWS) team, and Source Selection Evaluation Board (SSEB); (4) participate on the most efficient organization (MEO) team; and (5) be responsible for the following:

(1) Employee and Labor-Relations Requirements.  The HRA shall, at a minimum perform the following (a) interface with directly affected employees (and their representatives) from the date of public announcement until full implementation of the performance decision; (b) identify adversely affected employees; (c) accomplish employee placement entitlements in accordance with 5 C.F.R. Part 351 (reduction-in-force procedures); (d) provide post-employment restrictions to employees; (e) determine agency priority list(s) in accordance with 5 C.F.R. Part 330; and (f) provide the CO with a list of the agency’s adversely affected employees, as required by this attachment and FAR 7.305(c) regarding the right of first refusal for a private sector performance decision.

(2) MEO Team Requirements.  The HRA shall assist the Agency Tender Official (ATO) and MEO team in developing the agency tender.  During development of the agency tender, the HRA shall be responsible for (a) scheduling sufficient time in competition milestones to accomplish potential human resource actions in accordance with 5 C.F.R. Part 3351; (b) advising the ATO and MEO team on position classification restrictions; (c) classifying position descriptions, including exemptions based on the Fair Labor Standards Act; (d) performing labor market analysis to determine the availability of sufficient labor to staff the MEO and implement the phase-in plan; (e) assisting in the development of the agency cost estimate by providing annual salaries, wages, night differentials, and premium pay; (f) assisting in the development of the timing for the phase-in plan based on MEO requirements; and (g) developing an employee transition plan for the incumbent agency organization early in the standard competition process. 

