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1. Purpose
The Metropolitan Mosquito Control District (MMCD) is seeking qualifications from experienced leadership-development firms to help MMCD design and implement a comprehensive, sustained leadership-development and change-management program.
MMCD plans to make a significant investment in leadership development. We are seeking a partner that can build on the strengths of our current leaders and prepare them to lead the organization through continued change.
The initial phase will focus on MMCD’s Senior Leadership Team and People Leaders. The program is expected to expand later to Field Operations Supervisors (FOS). Respondents should describe their recommended approach for all three groups and separately identify costs associated with the initial phase and any future FOS phase.
MMCD seeks a sustained approach that carries learning into the workplace and influences how leaders guide the organization.
2. About MMCD
MMCD is a metropolitan public agency serving the seven-county Twin Cities metropolitan area. The District protects public health and improves outdoor quality of life through mosquito control and vector-borne disease surveillance.
MMCD employs approximately 60 full-time employees. Approximately 200 seasonal employees join the organization during its peak operating season. The District is governed by a Commission of 18 county commissioners.
MMCD benefits from an experienced workforce. Its employees have substantial institutional knowledge and a strong commitment to MMCD’s mission. Many leaders have grown professionally within MMCD and bring significant technical and operational expertise to their roles.
MMCD has adopted a strategic plan that establishes an ambitious direction for the organization. The District is also investing in its facilities, technology, workforce, and operations. MMCD seeks to build on leaders’ experience, equip them with additional tools for the future, and create greater consistency in leadership across the organization.
A major desired outcome is a common leadership approach that helps MMCD work effectively across the organization and strengthens the connection between day-to-day work and MMCD’s strategic direction.
3. Goals
MMCD wants this initiative to strengthen leadership at both the individual and organizational levels. The program should help MMCD:
Build a common understanding of leadership at MMCD;
Strengthen communication between leaders and employees;
Strengthen collaboration and alignment among leaders and across leadership levels;
Improve coaching and employee development;
Strengthen accountability and performance management;
Build confidence in difficult conversations;
Improve collaboration across the organization;
Strengthen MMCD’s ability to lead change;
Develop future leaders; and
Connect leadership decisions to MMCD’s mission and strategic direction.
MMCD is interested in practical development. Participants should leave the program with tools they can use in their daily work. MMCD also wants the program to support long-term organizational development. The goal is not simply to complete leadership training; MMCD wants the learning to become part of how it operates.
4. Leadership Groups
Senior Leadership Team
The Senior Leadership Team provides overall direction for MMCD and consists of six members. Development for this group should focus on leadership at the organizational level and strengthen the team’s ability to establish direction and create alignment.
Change leadership should be a significant component. Leaders need to understand how their decisions affect the organization and have practical tools for successfully leading major change. The program should also strengthen how senior leaders work together and their relationships with other levels of leadership.
People Leaders
People Leaders supervise MMCD’s full-time employees. They play an important role in connecting employees with the broader organization. There are nine People Leaders.
MMCD wants to build on the experience these leaders already bring to their positions. Development should strengthen core leadership and management skills, including communication, coaching, delegation, feedback, and accountability.
People Leaders should work effectively with one another and with senior leadership. They should understand how their role connects to other leaders across MMCD. They also help employees understand MMCD’s priorities, bring employee perspectives into organizational discussions, and help their teams navigate change.
Field Operations Supervisors
MMCD expects to expand the program to Field Operations Supervisors after the initial work with the Senior Leadership Team and People Leaders. There are 32 FOS positions.
FOS development should build from the same leadership framework. The focus should be practical frontline leadership and reflect the responsibilities of supervisors who work closely with permanent and seasonal employees.
5. Change Management
MMCD is particularly interested in firms with experience in change management. The organization expects continued change as it implements its strategic plan, and its leaders will play an important role in that process.
MMCD wants leaders to better understand how people experience change and to have practical tools for leading employees through it. The program should address employee involvement and communication during change and help leaders recognize concerns and respond appropriately.
MMCD wants change management to become part of its leadership practice, not a stand-alone training topic.
6. Program Approach
MMCD is open to different leadership models and approaches. Respondents should recommend the approach they believe will best meet MMCD’s needs.
MMCD expects the program to include facilitated learning and is also interested in other development methods, such as assessments, coaching, peer learning, practical exercises, and follow-up activities. Participants should have opportunities to apply what they learn to actual leadership challenges.
Reinforcement will be important. MMCD wants development to continue beyond the classroom. All MMCD staff have a LinkedIn Learning account, and use of that resource is one option for additional engagement.
MMCD is open to a program occurring over several months or longer. MMCD prefers to build leadership capability over time rather than concentrate the entire effort into a few training days.
7. Information Requested
Please submit a concise response addressing the items below. Responses should not exceed 20 pages, excluding a cover letter, resumes, references, and pricing detail. Supporting materials may be included as appendices only when directly relevant to the proposed approach.
7.1 Firm and Experience
Provide an overview of your organization and describe your experience with leadership development. Include relevant experience with public-sector organizations, if applicable.
7.2 Recommended Approach
Describe the approach you recommend for MMCD, including the proposed sequence, estimated timeline, and approximate duration of each component.
Explain how you would approach the three leadership groups. Identify areas that should be common across the groups and areas in which development should differ. Clearly distinguish:
The recommended initial phase for the Senior Leadership Team and People Leaders; and
The recommended future phase for Field Operations Supervisors.
7.3 Leadership Development
Describe the leadership framework or methodology you recommend. Identify the major leadership capabilities you would emphasize and explain how participants would practice and apply those capabilities in their daily work.
7.4 Change Management
Describe your approach to change management. Explain how you develop leaders who can successfully guide employees through organizational change.
7.5 Customization and Discovery
Explain how you would learn about MMCD before beginning the work. Describe how the program would be adapted to MMCD and how MMCD examples, priorities, and leadership challenges would be incorporated into the program.
7.6 Reinforcement and Sustainability
Describe how learning would be reinforced after formal training. Identify any coaching, follow-up sessions, peer learning, LinkedIn Learning content, or other methods you recommend.
7.7 Assessment and Measurement
Describe any assessments you recommend. Explain how you would measure progress. MMCD is particularly interested in methods that evaluate changes in leadership behavior and organizational practice, rather than participation alone.
7.8 Proposed Team
Identify the individuals who would work directly with MMCD. Describe their relevant leadership-development and change-management experience. Identify who would facilitate training and who would provide coaching, if applicable.
7.9 Pricing
Provide a clear, itemized estimated cost for the recommended approach. Identify major costs separately, including training, assessments, materials, coaching, travel, licensing, and any other anticipated expenses.
For each pricing option, identify:
Whether the price is fixed, not-to-exceed, or based on hourly or daily rates;
The applicable rate schedule, if any;
Key assumptions and exclusions;
Any optional services; and
Separate pricing for the initial phase and the future FOS phase.
Identify options that would allow MMCD to phase the work over time.
7.10 References
Provide references for two or three organizations where you have completed similar work. For each reference, include the organization’s name, the contact person’s name and title, email address, telephone number, dates of service, and a brief description of the work performed.
8. Evaluation and Selection
MMCD will evaluate responses using a best-value, qualifications-based assessment. MMCD may consider the following factors:
Demonstrated experience in leadership development, including public-sector experience where relevant;
Demonstrated experience in organizational change management;
Understanding of MMCD’s needs and quality of the recommended approach;
Ability to customize the program to MMCD’s organization, leadership groups, and strategic direction;
Qualifications and experience of the individuals proposed to work directly with MMCD;
Strength of the proposed methods for reinforcement, sustainability, assessment, and measurement;
References and record of similar work; and
Proposed cost and overall value.
MMCD may invite one or more respondents to participate in interviews or discussions. Those discussions may allow MMCD to provide additional organizational context and allow respondents to explain their recommended approach in greater detail.
MMCD may select the respondent that it determines is best qualified and offers the best overall value to MMCD. MMCD may then negotiate a final scope of work, schedule, fees, and agreement with the selected respondent. Selection under this RFQ does not create a contract or obligate MMCD to enter into a contract.
9. Procurement Schedule
MMCD anticipates the following schedule. MMCD may modify this schedule at its discretion.
	Milestone
	Date/Time

	RFQ issued
	September 3, 2026, at 9:00 a.m. Central Time

	Deadline for questions
	September 17, 2026, at 4:00 p.m. Central Time

	MMCD responses to questions/addenda issued
	September 21, 2026

	Response deadline
	September 30, 2026, at 4:00 p.m. Central Time

	MMCD review of responses
	October 1–14, 2026

	Anticipated interviews, if conducted
	October 19–21, 2026

	Anticipated selection
	October 23, 2026

	Anticipated project start
	November 9, 2026


10. Submission Instructions
Please submit one electronic copy of the response in PDF format to:
MMCD Procurement
Metropolitan Mosquito Control District
Procurement@mmcd.org
Responses must be received by the response deadline stated in Section 9. The email subject line should read: RFQ Response – Leadership Development and Change Management – [Respondent Name].
Questions regarding this RFQ must be submitted by email to Procurement@mmcd.org by the deadline stated in Section 9. MMCD may respond to material questions through an addendum distributed or made available to all known respondents. Respondents are responsible for considering all addenda issued by MMCD.
11. Reservations and Conditions
MMCD reserves the right to accept or reject any or all responses; waive informalities, irregularities, or technical defects; request clarifications or additional information; invite one or more respondents to participate in interviews or discussions; negotiate with a selected respondent; modify the scope or procurement schedule; or elect not to proceed with an engagement.
All costs incurred in preparing or submitting a response are the respondent’s responsibility. MMCD is not obligated to reimburse any respondent for those costs.
image1.png
mmerd

METROPOLITAN MOSQUITO CONTROL DISTRICT





