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143 Bostwick Avenue NE

Grand Rapids, MI  49503-3295

Purchasing Department

PH: 616-234-3850  FAX: 616 234-3855

November 11, 2009
09/10 Total Compensation Project

RFP #0910-11042

         Addendum 1
A. SPECIFICATION CLARIFICATIONS / REVISIONS
The following is an addition to section 3.2 of the RFP.
In addition to the 8 community college sources, please include two local, public institutions of higher education to be used as sources for compensation data.  

B. QUESTIONS/ANSWERS


1. What is the budget for this study?
a. We currently have $40,000 - $60,000 budgeted.  
2. What is the budget for implementation of the results of this study?
a. We do not have any budget established for the implementation of the results of the study at this time.  Budget development for 2010-2011 will not begin until after this study begins.   We anticipate that any changes as a result of the study would take effect on July 1, 2010 (52 week positions) and the beginning of 2010-2011 academic year (for positions tied to the academic calendar) as this is the time of year for annual compensation changes.  
3. What is the impetus behind this study at this time?
a. The motivation for the study is a desire to benchmark our total compensation and remain competitive.  We, like many institutions, will scrutinize all budget dollars (not just compensation) as budgets get tighter and tighter.   
4. Are employees currently aware of this study and why it is being conducted? 
a. Employees were notified of the study and have received an update regarding the work of the Total Compensation Study Team.   It is our intent to continue to update the employees regarding the study.  Per the RFP, we would like the consultant to review the scope of the Total Compensation Study Project with all employees on January 5, 2010.
5. What kind of union involvement do you anticipate for this project?
a. Union leaders are part of the Total Compensation Study Team.  It is our intent to have the Team involved in the entire process.  The Team will be aware of any and all communication between the consultant and the Human Resources department, including sending all job descriptions and wages schedules from collective bargaining agreements and handbooks.

6. What is your current compensation philosophy? Is it formal or informal?
a. Our current compensation philosophy is informal.  We believe that it has been our intention to compensate our employees above average pay for comparable positions.  One of the potential outcomes from this study is the development of a more formal policy for the institution.
7. What types of employee communication methods have you used successfully in the past? 
a. Email, face-to-face meetings, and GRCC Today (web newsletter).  
8. Are GRCC’s current job descriptions in an editable (MS Word or similar) format?
a. It is our intent to have current job descriptions kept in Human Resources.  Yes, they are electronic versions.

9. Does the College wish to continue using the current job evaluation system, or are you requesting the chosen consultant to recommend and develop a new system?
a. Recommend and develop a new system.  We would want to internally continue the system established by the consulting firm.  (see page 10, item #3 and page 11, #6)

10. Item 2 under the “Outline of Needs,” (page 10) in the RFP asks the consultant to provide, “at least 4 community college salary survey sources within Michigan, and 4 community college salary survey sources within the Midwest Region…” Please clarify this requirement. Does the College wish to ensure that four Michigan and four Midwest community colleges are used as peers in the custom survey? Or, does this refer to published salary survey sources?
a. Yes to the first question; we expect to see data from four community colleges in Michigan who are of similar size to GRCC and four community colleges within the Midwest Region who are of similar size to GRCC.  No to the second question, we do not want to see published salary surveys. 

11. Does the College wish to include published salary survey data in addition to custom survey data in the market study?
a. We are interested only in the 8 community college sources and two local, public institutions of higher education sources.  Actual data should be shared with the Total Compensation Study Team.

12. There is a form at the end of the RFP requesting payroll data on all company employees and “persons of color.”  Is this form required of all bidders or only those with minority-owned/female owned status? Please define the phrase, “persons of color. Is this inclusive of African American staff only, or also include other protected classes such as Hispanics?

a. GRCC requests the return of the The Fair Employment Practice Agreement for monitoring purposes only. Submission of the form is requested from all, but is not mandatory.

b. Persons of color refers to African-American or Black, Asian-Indian American, Asian-Pacific American, Hispanic (non-European), or a documented Native American Indian.
13. The RFP requests company financial statements.  Should these be included with the proposal, or only provided by the selected consultant? How many years of financial statements does the College require?
a. Yes all bidders should include with their submission a corporate financial statement for the most recent past fiscal year. This information should be marked “proprietary” if it is to be treated as such, per the instructions in section 1.1.6 of the RFP. 

14. Please provide clarification on the definition of “total compensation.”  Typically, “total compensation” would refer to cash and non-cash compensation.  However, there is no mention of employee benefits or other non-cash compensation elements in the RFP.  What is the intent of the College?
a. The Society of Human Resources Management defines Total Compensation as:

The complete pay package awarded employees on an annual basis, including all forms of money, benefits, services and in-kind payments.  

b. GRCC would like the total compensation comparative data to be presented in the following way:
1) Value of benefits package as a percentage of payroll.  Items to include in benefits would include health insurance, dental insurance, vision insurance, retirement, vacation, holiday, etc.  For example, a community college source should be able to share their benefit package equates to 40% of payroll.
2) Value of additional compensation items.  This includes all other compensation items for all employee groups.   For example, a community college source should be able to share the value of the following items:

a. Longevity service pay for all employee groups.

b. Longevity Training pay for all employee groups.  This applies to our Faculty employee group who receive additional pay for credit classes.  Our Faculty CBA will provide specifics.

c. Degree pay for any applicable employee groups.

d. Overload pay for faculty.

e. Additional compensation for committee work, if applicable.

f. Professional Development funds that are available to employees.

g. Additional compensation for curriculum development work, if applicable.

h. Coaching pay (athletic or musical).

3) Base pay compensation (pay ranges including steps), organized by comparable employee groups.

15.  Please provide clarification on the community college survey sources referenced
  on page 10.  What is envisioned by the College?
a. See item #10 response above.

16. There is reference on page 10 to identifying benchmark institutions to be used in 
the market analysis.  This sounds like a step typically associated with the development of a custom survey.  However, in the next paragraph, reference is made to salary survey sources, which sounds like published surveys.  What is the intent of the College?
a. See item #10 response above.

17. As you may know, we are a newly established company. As a result, we don't
have financial statements that would say much of anything.  Would the submission of our proposal without financials but with the deep and rich experience of the total team be sufficient to meet the requirements of the RFP?
a. Supplier should include a corporate financial statement as stated in section 1.1.6 of the RFP. If not, supplier should provide whatever documentation available to demonstrate financial stability/sustainability.
18.  The proposal uses terminology 'total compensation' and we're wondering if you want to include just salary, or if you want the study to include benefits and other non-monetary perks of employment within GRCC.
a. See item #15 response above

19. The proposal uses a January 5, 2010 date as the anticipated date for kick off.  Knowing GRCC is closed between the date when the successful vendor is notified and the date of the kick off; will there be opportunity to discuss the kick off with the Study Team?
a. Following the final selection no later than 12/23/09, the Executive Director of Human Resources will provide a phone number/contact during the holiday shutdown period.  (She will provide email information to the TCST regarding questions/responses that may arise during the holiday shutdown period.)  The TCST will be available to meet with the selected consultant on Monday, January 4, 2010 to review the consultant’s plan to “kick-off” the work at the Tuesday, January 5, 2010 Learning Day meeting (all staff meeting).

20. Have the four (4) union contracts been successfully negotiated?  If so, what are the terms, and when is the expiration date of the current contracts?
a. The terms of the agreements are as follows:

· Faculty Association:  2007-2010 (with one year extension through 2011)

· Educational Support Professionals:  2008-2011

· CEBA (Custodian, Maintenance group):  2009-2012

· Campus Police:  2008-2011

· Non-union handbook:  updated annually

21. Can you provide background on what prompted the RFP?  Is there a retention/recruiting issue or feeling that pay scales are uncompetitive?
a. See A, #3.  We do not have retention and recruitment issues.  We are not worried that pay scales are too low.

22. Are current pay scales experienced-based (i.e. step systems)? If not, what are the existing job classification systems (e.g., point factor)?  Is there an intention to preserve the current system?
a. With the exception of Executive staff, yes, all current pay scales are step systems.
b. Per the RFP (“Other expectations for vendors”, page 11), we   expect a recommendation for our non-union positions.

23.  How long has the current system been in place? When it was last updated? Was it updated internally or using external resources?
a. Non union positions were studied and results implemented July 1, 2004.  The four union groups have not been formally studied, as a whole, by external resources.
b. As stated above, non union study was implemented 7/1/2004.  Maintenance of the system has been conducted by a reclassification team.
c. We used external resource for our non union study.

24. Who determines current job grade assignments (e.g., a committee within HR, head of HR, etc.)?
a. Job grade level recommendations are made via committee for non union positions and Educational Support Professional positions. 

25.  Do all jobs have job descriptions, and if not, what percentage have them? Are the job descriptions current; when were they last updated? Who maintains them?
a. Yes, all jobs have descriptions

b. We (HR) ask for annual updates.

c. Human Resources maintains electronic copies of job descriptions.
26. Do the current job titles and job descriptions accurately represent the roles in the organization; is there overlap or redundancy?
a. Yes, we believe current job titles and job descriptions accurately represent the roles in the organization.  It is not our intent to have overlap or redundancy, but it may exist in some areas.
27. We understand your request to provide local and regional survey data sources; in addition to these are there any surveys in which the College currently participates?
a. No, we are not requesting local or regional survey data sources.  See item A, #10 for clarification.

28.  Communication of the project can include various levels of involvement – can you expand on what role you would like the consultant to play in terms of communication strategy, ongoing communications with employees, and program implementation?
a. Communication strategy.  We would like the consultant to recommend to the TCST communication updates.  The TCST will send those updates to employees.

b. Ongoing communications with employees.  As stated, the consultant will recommend to TCST, and the Team will send updates.

c. Program implementation.  We would like the consultant to recommend implementation strategy to the TCST.  (Human Resources responsible for tasks to implement final, approved results.)

29. The number of people interviewed will impact the budget – do you have a sense of how many employees and supervisors would be a part of the interview process?
a. We do not have a sense of how many employees and supervisors would be a part of the interview process.  We would expect the consultants to explain their process and based on their experience, we would learn the potential numbers of interviews.

30.   To what extent will this project involve pricing executive positions?
a. Per the chart on page 3 of the RFP, we have 5 Executive positions to study.

31.   Will the consultant be involved in the appeal of any job classification decisions?
   If so, to what extent?
a. Yes, to design process (see page 11, item #5 in RFP) but we do not anticipate the consultant being involved in the appeal decisions.

32. Item 2 on page 10 of the RFP refers to Grand Rapids Community College’s
(GRCC) “existing classification and total compensation structure”.  Does GRCC currently have a point-factor job evaluation (i.e. not-market based, or combined with a market system) system of any type for any of the employee groups?
a. We have a job classification system for two of the employee groups (non union and ESP).  Both systems have factors/competencies and points are assigned based on the work.  Total points determine grade level.

Following the study, we anticipate that we will continue the new system that will be used by the consultants for this project.
33. Does GRCC currently intend or prefer to emerge with a point-factor job evaluation system (or a point factor job evaluation system combined with market data) for any of the seven employee groups that are included within this project?
a. As stated above, yes, we anticipate that we will continue the new system that will be used by the consultants for this project.
34.   If the answer to the previous question is no, we are of the understanding that
 item 6 on page 11 of the RFP means that the job classification review model for future positions or classification requests will be a methodology for competitive market analysis for use in assigning new or redesigned jobs into the grade structure.  Please let us know if this is correct.
a. As stated, we will continue the methodology (system) that will be established by the consultants for future (new or redefined) reclassifications.
35. Does item 2 on page 10 mean that GRCC expects a custom survey of selected community colleges to be undertaken?  Or, does this primarily involve specific data cuts (e.g. Midwest, More than XX thousand FTEs, etc.) from the survey sources that are used in the project?
a. Yes, we expect 10 colleges to be used for comparative data.  See item that provides further information.
Please acknowledge receipt of this addendum, where indicated, with your bid submission.
