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Executive Summary 

L-3 named for (Frank Lanza, Robert LaPenta, and Lehman Brothers) formed in 1997 from the purchase of 10 (numbers 10 and above in copy form are in numerical format) former Lockheed Corporation business units when Lockheed merged in 1996 with Martin Marietta.1 The new Lockheed Martin was uninterested in owning these 10 units. L-3 has continued to grow since then through numerous acquisitions to become one of the top 10 U.S. government contractors.<source to support this contention? 

L-3 Communications Corporation is a leading supplier of a broad range of products and services used in a substantial number of aerospace and defense platforms. They are also a major supplier of systems, subsystems and products on many platforms, including those for secure networked communications and communication products, mobile satellite communications, information security systems, shipboard communications, naval power systems, missiles and munitions, telemetry and instrumentation and airport security systems. 2 

L3 has become a prime system contractor for aircraft modernization and operations & maintenance (O&M), Command, Control & Communications (C3), Intelligence, Surveillance and Reconnaissance (ISR) collection systems and services, training and simulation, intelligence services and government support services. Its customers include the U.S. Department of Defense (DOD) and its prime contractors, the U.S. Department of Homeland Security (DHS), U.S. Government intelligence agencies, major aerospace and defense contractors, allied foreign government ministries of defense, commercial customers and certain other U.S. federal, state and local government agencies. 

L3 Communications is headquartered in New York, NY, with over 66,000 employees which delivers specialized services and advanced technology in support of intelligence and enterprise information technology solutions for government and commercial entities around the world. 

L3 Stratis is one of three divisions of L3 and with 5,000 employees and nearly $1.4B in revenue, and is among the largest divisions of global defense leader, L-3 Communications; it also has the worst turnover rate of the L3 divisions. Because of the nature of the government contract business, little may able to be done about the contractual negotiations, but being in a government environment there are mandatory training requirements to keep bond? contractually. 
This report will assist L3 Stratis with improving its hiring practices and employee retention rate. Although mainly staffed by government contractual workers, its average employee tenure is 3 – 5 years, and puts the companies training expenses past the budgetary limits. This report should provide quality training alternatives that will minimize the cost and time required for training. Quality and timeliness are an integral part of L3’s business so the solutions provided should provide a product (L-3 Communications Holdings, Inc, 2011) that lives up to its motto “Powered by Excellence”. 
L3 Communications’ Core Values are as follows; 
* Integrity | To know what is right and to do what is right | 
* Excellence | To achieve excellence in our people, processes, programs, and solutions | 
* People  | To create a collaborative working environment that emphasizes employee development and recognizes employees for their contributions to STRATIS’ success | 
* Customers | To work in partnership with our customers to provide high quality solutions that satisfy their needs | 

Recently winning a large DoD contract, L3 Communications has still not become a leading competitor in the services division. Although they are still within the top 10 of the most profitable top 100 contactors maintaining its eighth place among the group it doesn’t seem to make ground as its major competitors (1105 Media, Inc, 2011). Although their core values indicate “To create a collaborative working environment that emphasizes employee development and recognizes employees for their contributions to STRATIS’ success” there are interviews of prior employees, that makes you believe that the company is strictly out to win the current contract at any cost, by underpaying on salaries to be awarded the contract at any cost. Top L-3 Communications Holdings, Inc. competitors are Honeywell International Inc., Lockheed Martin Corporation, and Raytheon Company and they have all consistently out sourced them in contracts for the DoD. 
Senior VP of Strategies Bruce Burton has spearheaded an organization approach unique to L3 which uses a modified 4 P’s analysis approach that it takes. This was a balanced framework approach constructed as follows: (L3 Commnications The 4 P's , 2011) 
* Performance – Achieve Operational Excellence 
* People – Become an Employer of Choice 
* Prospects – Support Double-Digit Growth through a Loyal, Expanding Customer Base 
* Processes – Achieve Practice Excellence 

(L3 Commnications The 4 P's , 2011) 
In my experience with the DoD contracts turnover is more probable than not due to the contract bidding process, the likelihood that there are always new technologies emerging, and other governments’ leadership are going in different directions depending on the person in charge. On exit surveys, HR has noticed that there were several areas where constantly being subjected to scrutiny by former employees (Glassdoor, Inc. , 2008-2011). The vast majority of the surveys identified a lack of support from the company in obtaining suitable positions and subsequently let go because the contract either came to a close or was lost to another company. 
As a result of this nature of business” for L3 Stratis, employee turnover incurs opportunity costs to employers. As experienced workers are replaced by new hires, productivity can drop dramatically. Not only are new hires very unproductive compared to experienced workers, but trainers' productivity drops during training periods as well. The cost of placing employment ads and paying external recruiters headhunters (old word for them) must be factored in, as well. 
Research has provided a hybrid change model that is designed to assist with the increase of employee retention within L3 Stratis. This model provides an exciting methodology that will definitely bring a welcome change to L3 Stratis. Below are the stages of the model: 
1: Stimulating Work 
* Variety of assignments 
* Autonomy to make decisions 
* Resources and support provided to do good work 
* Opportunity to learn 
* Feedback on results 
* Understanding the significance of one's personal contributions 
2: Motivational Leadership 
* Champion change and are open to new ideas 
* Inspire a share vision of organization direction 
* Motivate and recognize contributions 
* Develop the capabilities of others 
* Model behavior that reflects organization values 
3: Recognition & Reward 
* Say "Thank you" for a job well done 
* Reinforce desired behaviors 
* Create an emphasis and focus on recognition 
* Celebrate successes 
* Build self-esteem 
* Enhance camaraderie and teamwork 

(Competitive Advantage Consultants, Inc. , 2011) 
An attempt to contact personnel engaged in the effort to retain or discuss the turnover rate was futile given the time allotted for the study. There where studies previously accomplished that were made available and cited in the work study. 
Since 1997 L3 Stratis has identified a problem with employee turnover and different initiatives where born. Great strides where taken to improve its retention rate but to no avail. There was a STRATIS Employee Engagement Champion put into place whose charter was to (see appendix 3). 
* Enable and facilitate changes related to employee engagement 

* Conduct in-depth analysis and interpretation of engagement levels 

* Identify key business partners to execute engagement strategies 

* Establish mechanisms for improved engagement accountability 

* Report directly to Company president 

Simply put, the Employee Engagement Champion is a link to the STRATIS Executive Management Team. The Employee Engagement Champion is a revolving position; a different person will rotate into the job on a yearly basis to keep engagement ideas fresh and to give as many people a voice as possible. From the beginning, the goal has been to reach every office in the division and to create a welcoming organization for all employees. Soon, another champion will be called upon to take this challenge for STRATIS. With a lot of energy and employee guidance, STRATIS will become an even better place to work. 
Most people believe a happy employee is a good investment in a company’s future, and the longer the employee is with the company the more that person feels like a part of something. That should determine the value of that individual to the company. All employees can’t be satisfied, but if we have an environment that is driven to help all people feel good about what they do, they will more than likely want to stay in this culture. According to the American Management Association, the overall cost to replace an employee who’s trained and leaves is conservatively, 30 percent of their annual salary. For those with higher skills in a more demanding field the cost can rise to a staggering 1.5 times per annual salary to replace them (Employee Retention Strategies , 2011). 
It looks like L3 Stratis has a good plan to retain its employees, with the increase in tuition assistance and provisions such as the PTO venture. (William A. Howatt, 2011). I see no undertakings from the company in engaging the families of the workers, and maybe not just engaging the employee, but maybe their family as well. 
I’ve only been with the company for a few months, but the training costs can be minimized by making a few classes web-based, as when I went through training, everything was classroom based. This approach re-energizing the employee champion should be looked at, because during my tenure, and since my researching this, I have yet to find out whom are those individual(s) or any other information on them. But found was a definition of role which included in appendix 3. (L3, 2011) 
Surveying employees on a more rigorous format would definitely put the company in a position to determine what direction would benefit them in maintaining a solid change in the retention rate. An example survey (Appendix-3) shows a popular series of questions that assist the company determine a direction of change for retention. 
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L3 Stratis’ goals are very idealistic and employee oriented, most employees whose interviews where found and where accessible, proved to be happy with the company in some manner. Although increasing in revenue every year for the past 5 years, they a still subject to the rules of the DOD and federal government which limits their control of the contractual agreements awarded to them. One solution to enhance employee retention can be to increase salaries for those employees that are contracted by the DOD or Federal Contractors. 
I suspect due to the DOD/Federal contractual process, not much will change, contracts are bid on every 2-3 years, with the government option to renew or rebid. Unfortunately L3 Communications or any other Contract company has control over this process; their only influence is to perform above expectations. 
I know the contract I worked on 3 months ago, was in place for 9+ years, which was 4 different rebids, won by L3 those 4 times over the whole IT contract for a major DOD contract. This was a case that was rarely heard of and then just this past year, the contract was rebid and the DOD went a different route to rebid. The government broke up the contract into “Towers” and no one contractor could win more than one “Tower”. This made the contractor life a hectic one for all non-employee contractors. 
From the research done, the reality of it is that not much will likely change on the government side of things. With L3 Stratis’ main source of revenue being Government Contracts, they are subject to the rules and regulations governed by them. 
L3 Stratis has and continues to provide quality service to its customers, but in my opinion they will always be subject to the employee turnover, simply because of their situation. 

Appendix-1 
L3 Retention Task Force 
Initiative | 
Enhanced Educational Assistance 
We have increased educational assistance from an annual maximum of $3,500 to $5,000. | 
Total Compensation Statements 
We will send each staff member personalized statements showing their total compensation, including base salary, value of company-paid benefits, 401(k) data, retirement and other income. These will be mailed to employee homes and made available on-line in a password-protected location. | 
Leadership & Management Training 
We created a new Leadership & Management Development Program, the first phase of which is the “Leadership Snapshot” series. Additional information will be announced by May 1. | 
L-3 Logo-imprinted Items 
We will give L-3 EITS new hires a welcome-aboard kit with logo-imprinted items (e.g., portfolio, lanyard, mouse pad and mug). We will also deliver logo-imprinted items to current employees. | 
PTO Accrual Enhancement 
We have increased PTO accruals for employees with 1 to 20 years of tenure, placing L-3 EITS in line with our competitors and enhancing our work/life balance approach. | 
Paid Time Off (PTO) Purchase Program 
We will make it possible for our employees to purchase PTO, in addition to their accrued PTO. Employees may purchase PTO hours, amortizing the cost over an extended numbers of months through payroll deduction. | 
Enhanced Visibility of Job Openings 
We have now identified a new applicant tracking system (Authoria) with many enhanced features, with implementation scheduled for July. Additionally, we will continue to provide regular email broadcasts of our featured jobs. | 
Employee Activities Committee 
This committee’s charter is under development, with a formal announcement coming to you soon. Regional representatives will interact with the committee to provide site-specific programs and activities, including holiday celebrations, picnics, etc. | 
Community Partnership Committee 
Because Employers of Choice are also good neighbors, and community involvement is critical, we are establishing the Community Partnership Committee to provide representatives and funding to employee requests for these activities. The charter and process is under development. | 
Enhanced Service Award Program 
We are broadening the current program with special recognition and acknowledgment for EITS employees with 1 to 4 year anniversaries. Management staff is reviewing recommendations for these enhancements. | 

Appendix-2 

Survey of RETENTION AS ISSUE IN ORGANIZATIONS 

1. The current availability of skilled manpower in the industries or fields from which 
respondents recruit: 

2.6% Abundant supply 

35.2% Adequate supply 

60.2% Scarce supply 

2. Long-term availability (through the year 2001): 

2.0% Abundant supply 

29.3% Adequate supply 

66.2% Scarce supply 

3. Significance of retention for respondent organization: 

46.0% Very significant 

27.6% Significant 

15.3% Somewhat significant 

4. Current concern about retention compared to last year: 

23.3% Far more concerned 

40.6% More concerned 

28.1% Equally concerned 

4.5% Less concerned 

1.1% Far less concerned 

5. Expectation of importance of retention next year as compared to current importance: 

23.6% Far more important 

41.2% More important 

26.4% Equally important 

4.3% Less important 

1.1% Far less important 

7.1% Hardly significant 

0.9% Not at all significant 

Appendix 3 
Excerpt from Employee Engagement Champion. 
The Findings 
A large part of this person is to travel to STRATIS facilities and customer sites to interview employees and find out what’s really on their mind. They hear about the good as well as the bad, and there seem to be a few common themes: 
* Employees are—for the most part—pleased with their immediate supervisors and the customers they support. 
* Customer-site employees, who comprise a majority of STRATIS’ population, feel disconnected with L-3 Communications at large. 
* Employees appreciate the information provided through the Extranet and would like more information about topics such as: 
* Job openings within STRATIS 
* Program information across the division 
* “What’s Hot” from the division and in business units 
* Updates on re-competes and Win announcements 
* Available benefits (i.e. MindLeaders, Wellness Program, Community Partnership Program, etc.) 
* More feedback from managers 
* Employees want more training or access to technical training 
* Employees want to improve the ability to transfer within STRATIS 
* Employees want to learn more about obtaining security clearances 
* Employees want to be recognized for their contributions

