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Regular Workshop

One or more members of the City Council may be unable to attend the Workshop or Executive 

Session Meeting in person and may participate telephonically, pursuant to A.R.S. § 38-431(4).

CALL TO ORDER

WORKSHOP SESSION

GENERAL PLAN AMENDMENT GPA16-01 - ENVISION GLENDALE 2040

Staff Contact and Presenter:  Jon M. Froke, AICP, Planning Director

Guest Presenter:   Celeste Werner, AICP, Vice President, Matrix Design 

Group

Guest Presenter:   Rick Rust, AICP, Vice President, Matrix Design Group

16-0391.

POWERPOINT - REGULAR WORKSHOP - GENERAL PLAN AMENDMENT - ENVISION GLENDALE.pptxAttachments:

CENTERLINE DEVELOPMENT TOOLS

Staff Contact and Presenter:  Jon M. Froke, AICP, Planning Director

Staff Contact and Presenter:  Jean Moreno, Economic Development Officer

16-0272.

POWERPOINT - REGULAR WORKSHOP - CENTERLINE DEVELOPMENT TOOLSAttachments:

CITY CLERK EXECUTIVE SEARCH

Staff Contact:  Jim Brown, Director, Human Resources and Risk 

Management

16-0533.

CPS HR Consulting Proposal

The Mercer Group, Inc. Proposal

Waters & Company Proposal

POWERPOINT - REGULAR WORKSHOP - CITY CLERK RECRUITMENT

Attachments:

CITY MANAGER’S REPORT
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February 16, 2016City Council Workshop City Council Workshop Agenda

This report allows the City Manager to update the City Council. The City Council may only 

acknowledge the contents to this report and is prohibited by state law from discussing or 

acting on any of the items presented by the City Manager since they are not itemized on the 

Council Workshop Agenda.

CITY ATTORNEY'S REPORT

This report allows the City Attorney to update the City Council. The City Council may only 

acknowledge the contents to this report and is prohibited by state law from discussing or 

acting on any of the items presented by the City Attorney since they are not itemized on 

the Council Workshop Agenda.

COUNCIL ITEMS OF SPECIAL INTEREST

Councilmembers may indicate topic(s) they would like to have discussed by the Council at 

a future Workshop and the reason for their interest.  The Council does not discuss the new 

topics at the Workshop where they are introduced.

MOTION TO GO INTO EXECUTIVE SESSION

1.  CALL TO ENTER INTO EXECUTIVE SESSION

EXECUTIVE SESSION

1.  LEGAL MATTERS

A.  The City Council will meet with the City Attorney for legal advice, discussion and consultation 

regarding the city’s position in pending or contemplated litigation, including settlement 

discussions conducted in order to avoid or resolve litigation. (A.R.S. § 38-431.03(A)(3)(4))

B.  Council will meet to discuss and consider records exempt by law from public inspection and 

are specifically required to be maintained as confidential by state or federal law. (A.R.S. § 

38-431.03(A)(4))

Upon a public majority vote of a quorum of the City Council, the Council may hold an executive session, which will not be 

open to the public, regarding any item listed on the agenda but only for the following purposes:

(i)  discussion or consideration of personnel matters (A.R.S. § 38-431.03(A)(1));

(ii)  discussion or consideration of records exempt by law from public inspection (A.R.S. § 38-431.03(A)(2));

(iii)  discussion or consultation for legal advice with the city’s attorneys (A.R.S. § 38-431.03(A)(3));

(iv) discussion or consultation with the city’s attorneys regarding the city’s position regarding contracts that are the 

subject of negotiations, in pending or contemplated litigation, or in settlement discussions conducted in order to avoid 

or resolve litigation (A.R.S. § 38-431.03(A)(4));

(v)  discussion or consultation with designated representatives of the city in order to consider its position and instruct 

its representatives regarding negotiations with employee organizations (A.R.S. § 38-431.03(A)(5)); or

(vi) discussing or consulting with designated representatives of the city in order to consider its position and instruct its 

representatives regarding negotiations  for the purchase, sale or lease of real property (A.R.S. § 38-431.03(A)(7)).

Confidentiality
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Arizona statute precludes any person receiving executive session information from disclosing that 

information except as allowed by law. A.R.S. § 38-431.03(F). Each violation of this statute is subject to a civil 

penalty not to exceed $500, plus court costs and attorneys’ fees. This penalty is assessed against the person 

who violates this statute or who knowingly aids, agrees to aid or attempts to aid another person in violating 

this article. The city is precluded from expending any public monies to employ or retain legal counsel to 

provide legal services or representation to the public body or any of its officers in any legal action 

commenced for violation of the statute unless the City Council takes a legal action at a properly noticed open 

meeting to approve of such expenditure prior to incurring any such obligation or indebtedness. A.R.S. § 

38-431.07(A)(B).
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City of Glendale

Legislation Description

5850 West Glendale Avenue
Glendale, AZ 85301

File #: 16-039, Version: 1

GENERAL PLAN AMENDMENT GPA16-01 - ENVISION GLENDALE 2040
Staff Contact and Presenter:  Jon M. Froke, AICP, Planning Director
Guest Presenter:   Celeste Werner, AICP, Vice President, Matrix Design Group
Guest Presenter:   Rick Rust, AICP, Vice President, Matrix Design Group

Purpose and Policy Guidance

Since 2014, Planning staff has been working with Matrix Design Group and the General Plan Steering
Committee on the city wide update of the General Plan. The city’s General Plan is required by state law to be
periodically updated and the Planning Division began this process approximately two years ago.

As part of the General Plan Update, the effort has been assisted by Matrix Design Group and the Steering
Committee which is made up of citizens, interested parties and stakeholders in the community.

Background

The General Plan is required by state law and serves as the official policy statement of the city to guide the
public and private development of the community through new development and redevelopment initiatives.
Elements of the General Plan, those required by state law as well as elements specific to Glendale make up
the plan, along with goals, objectives, and policies for each element.

City of Glendale last updated its General Plan in 2001-02. This General Plan, “Glendale 2025 The Next Step”,
was adopted by the City Council on May 28, 2002 and ratified by Glendale voters with 86% approval on the
November 5, 2002 General Election. Council adoption and voter ratification is required for the 2016 update
as well.

Preliminary work on the General Plan Update began in 2013 and will continue through the rest of this year.
At the beginning of this process staff developed the framework and a working title for the 10 year update to
be known as “Envision Glendale 2040”. So far the Steering Committee has played an important role in the
formation and development of this planning endeavor and their work will continue for another seven months.

Staff intends to update the text and mapping of the current plan to reflect current conditions such as the
development of the Sports and Entertainment District along the Loop 101 and construction of the Loop 303
and Northern Parkway. In addition, new elements and sections required by State Statutes which were not
required at the time of earlier General Plans such as the 1980, 1989 and 2002 General Plan will be included.
Glendale 2040 will recognize the Loop 101 Scenic Corridor which was recommended for approval at the
February 4, 2016 Planning Commission meeting.

Since this is considered a major general plan amendment two (2) public hearings are required before the
Planning Commission and one of the hearings must be held at an off-site location. Additionally state law
City of Glendale Printed on 2/3/2016Page 1 of 2
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Planning Commission and one of the hearings must be held at an off-site location. Additionally state law
requires general plan updates be considered by the voting public.

Conclusion

This is an opportunity for Staff to provide an update to Council in advance of future workshops and public
hearings.
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Envision Glendale 2040
General Plan Update
Glendale City Council Workshop
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General Plan
 The City’s current General Plan, Glendale 2025, was 

adopted by the City Council and approved by voters in 
2002

 The General Plan:
 Is required by state law
 Serves as the official policy statement of the city to guide 

the public and private development of the community
 Guides new development and redevelopment initiatives
 Must be updated approximately every 10 years
 Many Valley cities have recently completed their General 

Plan updates or are in the process of doing so
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General Plan Update
 Staff is updating the current General Plan

 The update will reflect current conditions such as the development 
of employment and transportation corridors of Loop 101, Loop 303 
and Northern Parkway

 Will recognize existing plans and the Sports & Entertainment District
 Furthers Glendale’s partnership with Luke Air Force Base

 Work on the update began in 2013 with assistance from the Council 
appointed General Plan Steering Committee and the City’s consultant 
Matrix Design Group

 Planning Commission & City Council approval

 Voter approval is also required 

 Primary Election is planned for August 30, 2016



Glendale Municipal Planning Area (MPA)

Where Does The General Plan Apply?



How long will this process take?

Spring / Summer 
2014

• Compilation of data

• Background research

• City Council kickoff 
meeting

Fall 2014  / 
Spring 2015

• Existing conditions 
(Map Atlas)

• Issues / opportunities

• Fact sheet  1

• First public workshop

Spring 2015 / 
Spring 2016 

• Alternatives 
development

• City Council district 
meetings

• Fact sheet

• Second public workshop

• Public draft

• Public review period

• Planning Commission & 
City Council Public 
hearings

Summer 2016

• Finalized General Plan

• Primary Election Vote
August 2016

Public Outreach, Meetings and Workshops



Steering Committee
 As part of the development of Envision Glendale 2040 the 

General Plan Steering Committee was formed

 The Steering Committee so far has assisted staff and built 
capacity for support of this planning endeavor

 Since 2014 the Steering Committee has met 11 times

 Their input has been invaluable to this endeavor



Next Steps

 This year the Steering Committee will continue to work 
closely with staff and the planning consultant

 The remaining schedule is as follows:  

 Planning Commission (remote location):  Saturday, April 23rd

 Planning Commission (public hearing):  Monday, April 25th

 City Council (voting meeting):  Tuesday, April 26th

 Primary Election:  Tuesday, August 30th
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City of Glendale

Legislation Description

5850 West Glendale Avenue
Glendale, AZ 85301

File #: 16-027, Version: 1

CENTERLINE DEVELOPMENT TOOLS
Staff Contact and Presenter:  Jon M. Froke, AICP, Planning Director
Staff Contact and Presenter:  Jean Moreno, Economic Development Officer

Purpose and Policy Guidance

This is a request for City Council to review and provide guidance regarding their interest in developing formal
policies to implement additional attraction, development, and redevelopment tools for properties located
within the Glendale Redevelopment Area (Orangewood Avenue to Maryland Avenue, 43rd Avenue to 67th

Avenue). Staff is specifically seeking direction on the following program options that address business and
event attraction as well as place-making activities:

· Infill Incentive District and Infill Incentive Plan

· Centerline Event Fee Waiver Program

· Parklet Program

Background

In 1989, the City Council adopted a General Plan and a Downtown Urban Design and Revitalization Plan that
called for specific development of the Glendale Avenue corridor in the city’s downtown. Subsequently, the
City Council participated in a process to fill in the framework that had been established by these two plans
with the intent of identifying the types of businesses that should be present between 51st and 62nd avenues.
The process included several visioning sessions and significant public participation which ultimately led to the
development of The Magnetic Mile Vision Document (1991). In 2002, the City Council adopted both the
Glendale City Center Master Plan, which identified future land use designations and developed a market
approach to defining projects, and the city’s Redevelopment Area (pursuant to A.R.S. 36-1473).

In 2007, the City Council reinvigorated the mission to create a vibrant city center which ultimately culminated
in the development of the Centerline project. Over the course of roughly two years, the City Council and staff
participated in a variety of community activities to include discovery research tours, Business Breakfast
engagement, Congress of Neighborhoods, Vision Fair, ASU Community Workshop, Traveling Information
Booth, Property Owners breakfast, and Business Owners breakfast to gather key stakeholder and community
input regarding the continued development of the Glendale Avenue corridor. The result of these efforts was
the development of key objectives for Centerline which included broadening the view of downtown, creating
a brand for the Glendale Avenue corridor, establishing economic partnerships, developing a new core identity
for the area, and advancing an ongoing redevelopment strategy and support tools.

Over the course of the next two years, staff worked to develop a comprehensive zoning tool that provided an
alternative set of development standards that would facilitate private development. This activity culminated
in the Council adoption of the Glendale Centerline Overlay District (GCOD) in 2011. GCOD created four
City of Glendale Printed on 2/9/2016Page 1 of 6
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in the Council adoption of the Glendale Centerline Overlay District (GCOD) in 2011. GCOD created four
distinct Character Areas that are defined by specific criteria which apply to permitted land use, development
standards, performance standards, and parking. Property owner participation in GCOD is elective and is not
required. The adoption of GCOD was a great first step towards establishing the type of flexibility needed to
facilitate private business investment, job creation, and the development of shopping and recreational
opportunities in the Centerline redevelopment area.

Currently, the only other tool in the city’s toolkit to aid in attracting desired development and encouraging
redevelopment is the city’s Commercial Visual Improvement Program (VIP). The City of Glendale has had the
VIP in place since 1994 for the purpose of improving the aesthetic appearance of commercial/industrial
properties in an effort to avoid or mitigate blight. The program is intended to encourage business retention,
adaptive reuse, and private capital investment. The program, which is currently funded through the
Community Development Block Grant program, allows for the reimbursement of up to 50% of eligible,
preapproved exterior improvement costs for qualifying commercial properties located in the City's
Centerline/Redevelopment Area.

GCOD and VIP are both great tools to have in the city’s toolkit. Since inception, a total of 14 properties have
opted into GCOD to take advantage of the benefits of this tool. During that same time period (FY2010-11
through FY2014-15) almost $200,000 in VIP funding has been awarded to business/property owners in
Centerline which resulted in exterior improvements valued at over $400,000. Although both programs have
demonstrated results, the implementation of additional tools is necessary to provide as many opportunities
as possible to encourage, attract, and execute projects that will achieve Council’s vision for the Centerline
area which includes quality development, an aesthetically attractive community, and a vibrant center of
activity.

Analysis

In an effort to both address Council’s goals for Centerline and to proactively address components of the city’s
General Plan development, staff is seeking direction from City Council on whether there is interest in
continued research and implementation for the following programs:

Infill Incentive District and Infill Incentive Plan

What is it?
Arizona Revised Statute 9-499.10 Infill Incentive Districts allows a city to designate an infill incentive district in
an area in the city if it meets at least three (3) of the following requirements:

1. There is a large number of vacant older or dilapidated buildings or structures.
2. There is a large number of vacant or underused parcels of property, obsolete or inappropriate lot or

parcel sizes or environmentally contaminated sites.
3. There is a large number of buildings or other places where nuisances exist or occur.
4. There is an absence of development and investment activity compared to other areas in the city or

town.
5. There is a high occurrence of crime.
6. There is a continuing decline in population.
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If established, the city shall then adopt an Infill Incentive Plan to encourage redevelopment in the district and
the plan may include any of the following as incentives for such:

1. Expedited zoning or rezoning procedures.
2. Expedited processing of plans and proposals.
3. Waivers of municipal fees for development activities as long as the waivers are not funded by other

development fees.
4. Relief from development standards.

What key priorities would this address?
The development and implementation of an Infill Incentive District would address the following Council key
priorities: Creates transparency through the development of a statutory tool and incentive options for the
Centerline Area; encourages economic development and adds a tool to the city’s development toolkit; and
specifically addresses Council’s desire to establish policies necessary to continually improve business and
citizen attraction to the downtown core and Centerline.

How does it work?
Some of the cities that have adopted an Infill Incentive District and Plan include Apache Junction, Avondale,
Chandler, Florence, Scottsdale, Sierra Vista, and Tucson. Other communities have adopted incentive
programs for their downtowns outside of the statutory opportunity as well. Each of the communities have
created plans that are unique to their circumstance with some cities incorporating specific design standards
or developing very specific requirements on the types of projects that will be considered, while others require
Council approval of a Development Agreement for each project. Each city varies greatly in terms of how they
offer the benefits of the district including how fee waivers are addressed. Glendale can develop a flexible
Infill Incentive Plan that meets the needs of our community utilizing any combination of the incentive items
addressed in the statute. It should be noted that the reference to fee waivers would apply only to Community
Development Fees listed in the fee schedule and would not apply to Development Impact Fees (DIF).

Budget and Financial Impacts:
The adoption of an Infill Incentive District and Infill Incentive Plan could potentially create the following
impacts:

1. The city already provides the opportunity for expedited zoning and plan review/permitting on projects
as a normal course of business which has proven to be highly beneficial in securing many projects. The
decrease in staffing levels over the years combined with the increase in the number of projects has the
potential to impact the city’s ability to provide expedited services. Should expedited services be a part
of the Infill Incentive Plan, staffing levels in departments responsible for plan review/processing will
need to be examined on an annual basis to ensure that the service can continue to be provided as part
of the plan.

2. Providing fee waivers of Community Development Fees for Centerline projects may mean that some
departments may not fully recover costs in their fee structure. The law specifies that fee waivers can
be provided as long as the waivers are not funded by other development fees. In an effort to gauge
what the potential impact could be, staff examined project/permit fees collected for Centerline
projects as compared to city-wide collections. The table below demonstrates that for the past five
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projects as compared to city-wide collections. The table below demonstrates that for the past five
years, Community Development Fee collections in Centerline have only been 2-4% of collections
citywide. It is important to note that the purpose of a program that incorporates fee waivers would be
to attract additional projects, therefore the goal would be that this number shows incremental
growth. Should development proceed to the point where an incentive program is no longer required
to attract development, or there is a need to ensure complete cost recovery for departments, the Infill
Incentive Plan could be modified or abolished according to Council direction.

Centerline as
Centerline Total Citywide Total% of Citywide

FY2011   $56,098  $1,590,217 4%
FY2012    $58,544  $2,749,422 2%
FY2013    $75,986  $2,732,705 3%
FY2014  $116,939  $3,359,750 3%
FY2015    $84,529  $5,285,838 2%

Staff Recommendation:
Preliminary research indicates that the City would be able to meet the statutory requirements to create an
Infill Incentive District and Infill Incentive Plan. The use of an Infill Incentive District and Infill Incentive Plan
would provide an additional economic development tool to generate interest from the open market and
encourage adaptive reuse of underutilized or vacant properties. This would be one tool that could be added
to our toolkit easily without a funding allocation. In order to stay true to the “time is money” philosophy and
to create a speed to market advantage over our competitors, staff recommends that any Infill Incentive Plan
adopted by Council be crafted in such a way that it gives Council confidence that it can be effectively
administered by the City Manager or designee.

Next Steps:
Should Council opt to move forward with the development of an Infill Incentive District and Infill Incentive
Plan, staff will continue best practices research and convene internal stakeholders to address components to
be included in the plan. The proposed plan would be presented to Council at a workshop session for feedback
and would then proceed to voting meeting for adoption.

Centerline Event Fee Waiver Program

What is it?
This would be an independent city initiative that would provide the City Manager or designee with
authorization to waive or rebate Community Development fees for events taking place on public or private
property in the Centerline area upon a finding that the fee waiver or rebate is in the best interests of the City.

What key priorities would this address?
The development and implementation of a Centerline Event Fee Waiver Program would address the following
Council key priorities: Transparency in how the city addresses fee waivers associated with events and
activities that are not sponsored by the city; and, it specifically addresses Council’s desire to establish policies
necessary to continually improve business and citizen attraction to the downtown core and Centerline.
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How does it work?
Currently any event producer may apply to the city to hold a Special Event on a Public Facility (city land, parks,
streets, sidewalks, parking lots, and rights of way) in accordance with City Code Chapter 29.2 Special Events;
or, on private property in accordance with the city’s Minor and Major Event process. In the case of this
program, the application processes and procedures would still apply; but, a fee waiver for application, plan
review, and permit fees would create an incentive for Centerline business or property owners to plan and
execute events independent from the city. Examples of events include Farmer’s Markets or other Seasonal
Sales and festivals. All events would still be subject to city zoning and safety regulations. In order to qualify
for the fee waiver, the event would have to be sponsored or produced by a Centerline business or property
owner and offer free admission for the public. In the case of street closures, the event producer would have
to comply with existing policies regarding barricade permits.

Article I. Sec. 2-3.c of the Glendale City Code currently allows for the waiver or rebate by the Council of any
Community Development fees as an economic development incentive upon a finding that the waiver or
rebate is in the best interests of the City of Glendale. The ordinance further authorizes the City Manager to
administratively approve waivers or rebates up to fifty thousand dollars ($50,000.00). Because this section is
exclusive to economic development incentives the best practice would be to specifically address a Centerline
Event Fee Waiver Program as its own sub-section within that Article.

Budget and Financial Impacts:
The adoption of a Centerline Event Fee Waiver program would have minimal impact on staffing as the
processes related to events on public or private property are standard operating procedure. The processing
of a fee waiver request would likely generate only a few hours of staff time to process per event. There have
been relatively few privately produced events in Centerline and so comprehensive data on past fee collections
is not available; however, staff recently estimated Community Development fees for a project of this nature
that involved a street closure over multiple dates and the average fee per event date was $450-550.

Staff Recommendation:
The use of a fee waiver policy for events in Centerline (aside from the temporary fee waiver already approved
by Council for activity in Murphy Park), would provide additional opportunities for the community to plan,
organize, and execute events that are privately funded and promoted whether on Public Facilities or private
property. Specifically, this policy would be encouraging to business and property owners interested in taking
a leadership role in creating attraction opportunities in Centerline.

Next Steps:
Should Council opt to move forward with the creation of a Centerline Event Fee Waiver program, staff will
work with the City Attorney’s office to draft the ordinance amendment for Council consideration at a future
voting meeting.

Parklet Program

What is it?
A “parklet” is the conversion of on-street parking that creates an extension of gathering space into the street.
Parklets create a unique opportunity for community driven place-making under the provision of regulatory
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requirements that enables the city to maintain the health, welfare, and safety of the general public.

What key priorities would this address?
Research of a Parklet Program would address Council’s key priority to establish policies necessary to
continually improve business and citizen attraction to the downtown core and Centerline.

How does it work?
A variety of communities around the nation have implemented Parklet and “Streatery” programs. Some
examples include San Francisco, Seattle, Sacramento, Charlotte, and locally here in Phoenix. Parklets provide
an additional opportunity to create open space on city streets and create opportunities for pedestrians,
shoppers, and business patrons to gather, socialize, and relax. Generally, a Parklet program allows business or
property owners the opportunity to engage in unique place-making near their business at their cost. In most
cases, Parklets are only appropriate on streets that have a posted speed limit less than 25 miles per hour and
would encourage pedestrian activity.

Staff Recommendation:
The development of a Parklet Program would require a significant amount of staff research and community
outreach, but the creation of a pilot program, a Parklet design competition, allowing temporary use of
Parklets in certain areas, or allowing Parklets on a case-by-case basis could create a unique community and
business engagement opportunity for the Centerline area with specific emphasis on the downtown core if the
business or property owners are interested in this opportunity. It is worth noting that there are significant
public safety concerns that would have to be studied and addressed given the nature of eliminating a barrier
between vehicular traffic and the sidewalk. Additionally, impacts to available public parking would also need
to be considered.

Next Steps:
Should Council request additional study on this concept, analysis would occur in multiple phases with each
Phase being brought back to a workshop for Council consideration. A Phase I analysis would likely include
business outreach to determine the level of community interest, comprehensive research and analysis of
other successful programs, and an examination of all impacts (safety, parking, program administration, etc.),
and a detailed analysis of budget and financial impacts. A Phase II analysis would likely include defining the
area in which the program would be implemented, the duration/nature of the program (i.e. temporary,
permanent, one-time), design guidelines (access, construction, etc.), and other internal process that would
need to be administered (application, permitting, contract execution/management, fee schedule, insurance
requirements, maintenance monitoring/enforcement etc.)

Community Benefit/Public Involvement

All three of the proposed Centerline development tools have the potential to create new opportunities for
capital investment, development, and additional attractions for Centerline. Creating an attractive and vibrant
downtown is not only important to the residents, business owners, and property owners within the Centerline
area; but, the revitalization of downtown is a benefit to the entire community because it is the hallmark of
Glendale’s origins and is a key indicator of the overall health of the community.
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Presentation Outline

• Centerline Overview

• Existing Tools

• Proposed Tools
• Infill Incentive District

• Centerline Event Fee Waiver Program

• Parklet Program
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Centerline Overview

• Continuation of 1990’s revitalization efforts

• 2007-08 City Council Goal – Vibrant City Center

• Centerline Key Objectives:
• Broaden view of downtown

• Create a “brand” for Glendale Avenue corridor

• Establish economic partnerships

• Develop new core identity for the area

• Advance an ongoing redevelopment strategy & supportive tools
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•Glendale Centerline 
Overlay District (GCOD)
• Alternative development 

standards
• Provides flexibility & 

expediency
• Supports development 

and redevelopment
• 14 properties (FY2011-15)

•Commercial Visual 
Improvement Program 
(VIP)
• Grant program (50% 

match)
• Exterior improvements
• Community Development 

Block Grant funding
• $200,000 (FY2011-15)

Existing Tools

5



Infill Incentive District
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Qualifying Criteria

• Authorized by A.R.S. 9-499.10

• Must meet at least 3 of 6 requirements
• Large number of vacant, older, or dilapidated buildings or structures

• Large number of vacant or underused parcels of property, obsolete or 
inappropriate lot or parcel sizes, or environmentally contaminated sites.

• Large number of buildings or other places where nuisances exist or occur.

• Absence of development and investment activity compared to other areas in 
the city or town.

• High occurrence of crime.

• Continuing decline in population.

7



Incentive Options

• Requires development of Infill Incentive Plan

• Allowable incentives:
• Expedited zoning/rezoning

• Expedited processing of plans and proposals

• Waiver of municipal fees for development activities

• Relief from development standards.

8



Plan Specifications

• Determined by the city

• Alignment with General Plan or Specific Area Plans

• Infill Incentive Plan components:
• Purpose

• District boundaries

• Goals and objectives

• Incentives offered

• Qualifying projects

• Ineligible projects

9



Benefits:

• Establishes incentive policy

• Creates attraction tool

• Plan can target specific 
development types

• No budget allocation

Considerations:

• Cannot increase fees to pay for 
the program

• Departments may not fully 
recover cost of providing plan 
review/permitting services

Analysis

10



Next Steps

• Develop proposed Infill Incentive Plan

• Review proposed plan with Council

• Adopt Infill Incentive District 

Staff recommends moving forward with the development of a draft 
Infill Incentive Plan and the subsequent adoption of an Infill 
Development District and is requesting Council direction.

11



Centerline Event Fee Waiver Program
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Overview

• Encourage community ownership in Centerline/downtown events

• Allows community to define events that will be beneficial 

• Enable implementation of smaller-scale events

• Potential to increase the number of events

• Potential to increase visibility and pedestrian activity

• Eliminates city fees as a barrier to entry

13



Proposal

• Only eligible for events in Centerline

• Must be sponsored by business or property owner

• Must be free to the public

• No use of Glendale marks or logos

• Must align with the Council’s objective to improve business and 
citizen attraction to the downtown core and Centerline

• Community Development Fee Waiver:
• Application

• Plan review

• Permits

14



Benefits:

• Addresses community need

• Makes small-scale/small-budget 
events feasible

• Addresses Council priority to 
attract citizens to the downtown 
core and Centerline

• No budget allocation

Considerations:

• No control over event quality 
(this is regardless of whether 
fees are waived)

• Street closure requests must be 
carefully evaluated and 
monitored

Analysis

15



Next Steps

• Establish administrative program criteria, guidelines, and process

• Adopt amendment to Article I. Sec. 2-3 of the Glendale City Code

Staff recommends moving forward with the implementation of the 
Centerline Event Fee Waiver Program and is requesting Council 
direction.
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Parklet Program
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Overview

• Conversion of on-street parking

• Extension of gathering space

• Community driven place-making

• Transition to pedestrian environment

• Means to support local businesses

• Opportunity for public space/art

• Variety of uses & styles

18



Photo credit:  City & County of San Francisco, CA

Permanent Public Art Space Permanent Café Seating
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Photo credit:  City & County of San Francisco, CA

Portable Seating Space
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Benefits:

• Model programs exist

• Creates extension of space for 
businesses

• Develops unique character

• Encourages transition to 
pedestrian environment

Considerations:

• Undetermined community 
interest

• Will require intensive regulation
• Construction/design

• License agreements

• Insurance

• Risk mitigation

Analysis

21



Next Steps

• Business outreach/interest

• Comprehensive analysis:
• Best practice programs

• Impacts

• Resources needed

• Budget implications

Staff is requesting feedback to determine if Council has interest in 
exploring a Parklet program.

22



City of Glendale

Legislation Description

5850 West Glendale Avenue
Glendale, AZ 85301

File #: 16-053, Version: 1

CITY CLERK EXECUTIVE SEARCH
Staff Contact:  Jim Brown, Director, Human Resources and Risk Management

Purpose and Policy Guidance

This is a request for City Council to review information and provide guidance to city staff regarding the
executive search process for the City Clerk position.
.body
Background

The current City Clerk has notified City Council of her intent to retire from the City of Glendale on July 6, 2016.
The Glendale City Charter provides for the appointment of the City Clerk.  The Charter states:

Art. IV. Administrative Departments, Offices, and Employees, Sec. 2. City clerk
The council shall appoint an officer of the city, who shall have the title of city clerk, and who shall give
notice of all council meetings, keep the journal of the council’s proceedings, authenticate by his
signature and record in full in books kept for the purposes all ordinances and resolutions, and shall
perform such other duties as shall be required by this charter or by ordinance. He will serve at the
pleasure of the council.

Analysis

The Council may choose to have the search process conducted by an outside executive search firm. The
Human Resources Department has received estimates from three executive search firms with the appropriate
experience in local government appointed official recruitments. The three search firms are as follows in no
particular order:

CPS HR Executive Search - Mr. Frank Rojas

CPS HR has 30 years of experience in providing executive searches for organizations. They have successfully
completed searches for executive positions in Chandler, AZ, Coconino County, AZ, Dallas, TX, Gilbert, AZ, and
many others. Frank Rojas will be the project manager assigned to the Glendale search. Mr. Rojas has
significant experience placing corporate leaders, executive, professional, and technical staff including
individual contributors for government sector, non‐profits, aerospace, architectural and engineering,
information technology, petroleum and chemical, energy, power, civil/structural, transportation and private
industry. CPS HR is located in Sacramento, California and has previously conducted searches for the City of
Glendale.

The cost to utilize CPS HR is $17,000 for a partial recruitment (profile development and advertising) and
$23,500 for a full recruitment (profile development, advertising, and selection process). CPS has estimated a
City of Glendale Printed on 2/8/2016Page 1 of 3
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$23,500 for a full recruitment (profile development, advertising, and selection process). CPS has estimated a
time frame to complete the full process at 16 weeks.

The Mercer Group - Mr. Jim Mercer

Jim Mercer has over 25 years of experience as a recruiter, has conducted over 2,000 searches for executives in
the public and private sectors, and has worked with Glendale in the past on the recruitment of an Assistant
City Manager. Jim has also worked with other cities such as Goodyear, Arizona and Fountain Hills, Arizona for
their City Manager recruitment and is well known in this industry. Mr. Mercer works out of Santa Fe, New
Mexico.

The cost to utilize the Mercer Group for this process is $24,500. Mercer has estimated a time frame to
complete the full process at 17 weeks.

Waters & Company - Mr. Art Davis

Waters & Company (W&C) recently merged with Springsted Incorporated, establishing one of the largest
public sector executive recruitment and organizational management firms in the United States. Their principal
corporate office is located in Saint Paul, Minnesota, with regional offices located in Dallas, Texas; Milwaukee,
Wisconsin; Cleveland, Ohio; Des Moines, Iowa; Kansas City, Missouri; Richmond, Virginia; Denver, Colorado
and Los Angeles, California.

The Recruitment Project Team Leader for this project is Art Davis. He was the owner of a small executive
recruitment consulting firm for 10 years when he was hired by Waters & Company on September 2, 2015.
Mr. Davis is currently working on five executive recruitments at various stages of completion.

The cost to utilize Waters and Company for this process is $24,500. Waters has estimated the time frame to
complete the full process at 10 weeks.

Details on the pricing and process used by these firms are attached to the Council Report.

The Council may also choose to have the Human Resources Department conduct the City Clerk search
process. The cost for would be approximately $2,000 for advertising, brochures, postage, and other
administrative items.  Staff time would be approximately 50 hours.

Previous Related Council Action

In the January 19, 2016 Council workshop, Councilmember Turner requested that the Human Resources
Department provide information to Council as to whether the executive search process may be facilitated by
the Human Resources staff or through an external executive search firm.

Budget and Financial Impacts

The costs of an internal or external recruitment for a City Clerk are not a budgeted item and will be funded
from a yet‐to‐be‐determined General Fund account. Depending on Council direction, the cost for the City
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Clerk executive search will be up to $24,500.
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February 1, 2016 

Raymond Tapia, HR Analyst 

City of Glendale 

5850 W. Glendale Avenue 

Glendale, AZ 85303 

Submitted via email to: RTapia@glendaleaz.com 

Dear Mr. Tapia: 

CPS HR Consulting (CPS HR) is pleased to have the opportunity to submit a proposal to assist the 

City of Glendale (City) with the recruitment of a new City Clerk.   We are uniquely qualified to 

undertake  this  effort  as we have  vast  experience  in  assisting public  agencies with  executive 

search, screening, and placement.   

We understand the City is interested in selecting an executive search firm to provide recruitment 

services for a new City Clerk.  CPS HR is prepared to work with the City to provide full executive 

search services for this position, from recruitment kickoff to appointment.  Should the City opt 

for a partial recruitment, the end of Phase II will result in a summarized report of the recruitment 

process  and  a  list  of  recommended  candidates  for  further  consideration  by  the  City.    Cost 

implications  for  both  a  full  and  a  partial  recruitment  are  included  in  the  Professional  Fees, 

Expenses, and Guarantee section of this proposal. 

We possess a number of important strengths to assist the City in accomplishing the goals for this 

recruitment, including: 

 Broad recruitment experience for public sector executive and managerial positions.  CPS 

HR has recruited executives and managers for a variety of positions with cities, counties, 

special districts, and nonprofit entities.  We have extensive experience in the recruitment 

of all types of local government, executive and professional staff, including council/board 

appointed  executives,  department  directors,  and  key  professional  and management 

positions.  We will apply this expertise to your recruitment project. 

 A  proven  track  record  with  more  than  1,700  recruitments  for  600+  clients.    We 

understand and appreciate the intricacies of managing the executive recruitment for an 

organization and bring that expertise and knowledge to the recruitment process.  For this 

recruiting engagement, we will custom‐tailor a program to  fit your needs to provide a 

strong, competitive pool of candidates.  

 In‐depth understanding  of  all  state  and  local  government  operations,  programs,  and 

services.  This understanding has been gained through consulting engagements with local 

government agencies throughout the United States. 
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It is our commitment to work in partnership with your organization to a successful result.   

Thank you for the opportunity to be considered for this assignment.  Should you have questions 

or comments about the  information presented  in this proposal, please contact Frank Rojas at 

frojas@cpshr.us or (916) 471‐3111. 

Sincerely, 

 

 

Vicki Quintero Brashear 

Director of Products and Services 
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Methodology 
Key Stakeholder Involvement 
The City Manager must be intimately involved in the search for a new City Clerk.  For this reason, 

our approach assumes his direct participation in key phases of the search process.  Additionally, 

at the discretion of the City Manager, other key stakeholders and representatives  from three 

work shifts will be invited to participate in three round‐table meetings to provide input for the 

development of the candidate profile.   

City’s Needs 
A  critical  first  step  in  a  successful  executive  search  is  for  the  City Manager  to  define  the 

professional and personal qualities required of the City Clerk.  To be certain this occurs, we have 

developed a very effective process  that will permit  the City Manager  to clarify  the preferred 

future direction  for City;  the  specific  challenges City  is  likely  to  face  in  achieving  this  future 

direction; the working style and organizational climate the City Manager wishes to establish with 

the City Clerk; and ultimately, the professional and personal qualities that will be required of the 

City Clerk. 

Aggressive, Proactive, and Robust Recruitment 
We take an aggressive approach in identifying and recruiting the best available candidates.  There 

are  those  candidates who would  gladly  rise  to  the professional  challenge  and  apply  for  this 

position; however, some of the best candidates are often not actively seeking a new position and 

may only consider a change once we present your opportunity.  Evoking the sense of vision and 

opportunity in qualified persons is among the responsibilities of CPS HR, and we pride ourselves 

in our efforts to reach the best available potential candidates. 

Selection 
The selection of the best available candidate requires the use of tools specifically designed to 

evaluate each candidate against  the personal and professional qualities  identified by  the City 

Manager.  For this reason, we tailor our selection techniques to the City’s specific requirements.  

In addition, we also assume responsibility for administering the selection process for the City. 
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Three-Phase Project Approach for Success 
Our proposed executive  search process  is designed  to provide  the City with  the  full  range of 

services required to ensure the ultimate selection of a new City Clerk who is uniquely suited to 

the City's needs.   

 

Phase I: As desired by the City, our consultant will meet with the City Manager and other City 

stakeholders to ascertain the City’s needs and  ideal candidate attributes, to target our search 

efforts, and maximize candidate fit with the City.   

Phase  II:  The  recruitment process  is  tailored  to  fit  the City’s  specific wants  and needs, with 

targeted  advertising,  combined  with  personal  contacts  with  qualified  individuals  from  our 

extensive database. 

Phase III: The selection process is customized for the City.  CPS HR will work with the City 

Manager to determine the process best suited to the City of Glendale. 

 

   

Develop 
Candidate 
Profile and 

Recruitment 
Strategy

Phase I
Aggressive, 

Proactive, and 
Robust
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Phase 
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Project Tasks 
Phase I - Develop Candidate Profile and Recruitment Strategy 

Task 1 - Review and Finalize Executive Search Process and Schedule 

The first step in this engagement is a thorough review of the following with the City Manager: 

 City’s needs, culture, and goals. 

 Executive search process. 

 Schedule. 

This will ensure that the City’s needs are met in the most complete manner possible.   

Task 2 - Additional Key Stakeholder Meetings 

As  desired  by  the  City,  CPS HR  is  prepared  to meet with  any 

additional  key  stakeholders  including  members  of  three 

workshifts  to  obtain  input  in  developing  the  ideal  candidate 

profile  and  to  assist  CPS  HR  in  understanding  key  issues  and 

challenges that will face a new City Clerk.  The specific nature of 

the  involvement  process would  be  developed  in  consultation 

with  the  City.    The  results  of  the  above  activities  will  be 

summarized by CPS HR and provided to the City as an additional 

source of information for developing the candidate profile and selection criteria.   

Task 3 - Development of Candidate Profile and Recruitment Strategy 

This task will be accomplished during a workshop session involving the City Manager and CPS HR.  

It will  result  in  the  identification of  the personal and professional attributes  required  for  the 

position and will include the following activities: 

 The City Manager will identify key priorities for the new City Clerk. 

 CPS HR will assist the City Manager in identifying the conditions and challenges likely to 

be encountered in achieving the priorities identified above. 

 The City Manager will describe the type of working relationship he wishes to establish 

with the City Clerk. 

 CPS HR will assist the City in generating lists of specific competencies, experiences, and 

personal attributes needed by the new City Clerk in light of the analyses conducted above. 

 CPS  HR  will  present  several  recruitment  and  selection  strategies  for  the  City’s 

consideration.  The City will choose the recruitment and selection process most likely to 

produce the intended results. 

  



Proposal to the City of Glendale  
Executive Recruitment for City Clerk 

Page | 4  
 

 

Task 4 – Develop Recruitment Brochure  

Following the completion of the workshop session, CPS HR will work with a professional graphic 

artist to design a recruitment brochure and present  it to the City  for review prior to printing.  

Please refer  to Appendix A  for a sample brochure.   Additional examples are available on our 

website at www.cpshr.us/search.   

Task 5 – Place Advertisements 

Advertisements (which will include a direct link to your brochure) will be prepared and placed for 

publication  in  appropriate magazines,  journals,  newsletters,  job  bulletins,  social media,  and 

websites to attract candidates on a nationwide, regional, local, or targeted basis, depending on 

the preference of the City.      

CPS HR will also prepare an email distribution list containing prospective candidates and referral 

sources.   These  individuals will receive a  link to the City Clerk brochure along with a personal 

invitation to contact CPS HR should they have any questions about the position.  

CPS  HR  is  focused  on  reaching  a  diverse  candidate  pool  and  would  recommend 

publications/websites  that  are  targeted  to  minority  and  female  candidates.    CPS  HR  will 

specifically research other jurisdictions and agencies in which the demographics mirror those of 

the Maricopa County area, and target outreach to those individuals.  In addition to placing ads 

on  websites  aimed  at  minority  candidates,  we  will  contact  leaders  within  appropriate 

associations to gain their insight and referrals of possible candidates. 
 

 

 

 

  

Within the past five years, we have successfully placed more than 170 
minority and female candidates in executive level positions. 
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Phase II – Aggressive Recruitment 
Task 1 - Identify and Contact Potential Candidates 
This very crucial task will include a variety of activities.  CPS HR will: 

 Contact  respected  and  experienced  industry  leaders  to  identify  outstanding  potential 

candidates on a referral basis.  CPS HR maintains a comprehensive, up‐to‐date database 

of such professionals; however, we do not rely solely upon our current database.  We also 

conduct  specific  research  to  target  individuals  relevant  to  your  specific  needs  and 

expectations to ensure that we are thorough in our efforts to market this position to the 

appropriate  audience  and  to  garner  a diverse  and quality  pool of  candidates.    These 

individuals, as well as other potential candidates, are typically contacted very soon after 

they  have  received  a  recruitment  brochure  in  order  to maximize  the  impact  of  the 

multiple contacts. 

 Select top quality candidates for consideration from past recruitments. 

 Provide each potential candidate with a copy of the recruitment brochure. 

 Contact potential  candidates by  telephone  to  explain  the  career opportunity,  answer 

questions,  and  encourage  them  to  submit  a  resume.    Oftentimes  this  component 

necessitates multiple conversations with the same person to pique his/her interest and 

to answer his/her questions sufficiently. 

As a consulting firm that  interacts with hundreds of public 

sector executives during engagements, we have a cadre of 

individuals who we inform of recruitments, both to increase 

the  visibility  of  the  opening  and  to  attract  appropriate 

individuals  who  fit  the  special  needs  of  the  client.  

Communication with  these  professionals  ensures  that  an 

accurate picture of the requirements of the job is apparent 

and  proliferated  throughout  their  professional  networks.  

The  approach  utilized  by  CPS  HR  employs  the  following 

techniques: 

 Communicating to candidates, through advertising materials and verbal conversations, a 

strong  sense of  the purpose and  strategy of  the City.    For many  talented  individuals, 

understanding  these  aspects  is  one  of  the  key  motivators  to  compete  in  such  an 

environment. 

 Providing guidance and resources to candidates regarding the area’s cost of living, mean 

and median housing prices, higher education opportunities, K‐12 education information, 

and other aspects of  interest to those who are considering relocating to the area.   We 

have found that potential candidates sometimes make the decision not to apply based on 

rumored  information,  rather  than  facts  and  research.    It  is  our  job  to  ensure  the 

candidates we are in communication with have accurate and helpful information. 
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 Actively seeking individuals who are highly visible in the field – widely published, frequent 

presenters and/or thought leaders – who are seemingly ready for the challenge.  These 

highly qualified candidates may be attracted by the prospect of collaboration with other 

City departments, providing exceptional  leadership to the City, or continuing to ensure 

the public confidence in the integrity of the City. 

Task 2 – Resume Review and Screening Interviews 

All resumes will be submitted directly to CPS HR for initial screening.  This screening process is 

specifically designed to assess the personal and professional attributes the City is seeking and will 

include: 

 A  thorough  review  of  each  candidate's  resume,  and  if  applicable,  supplemental 

questionnaire responses and other supporting materials. 

 Interviews with the candidates who appear to best meet the City’s needs.   CPS HR will 

spend extensive time ascertaining each candidate’s long term career goals and reasons 

why the candidate is seeking this opportunity, as well as gaining a solid understanding of 

the candidate’s technical competence and management philosophy.  We will also gather 

data on any other unique aspects specific to this recruitment based upon the candidate 

profile. 

 Internet research on each candidate interviewed. 

Task 3 – City Manager Selects Finalists 

At the conclusion of the previous tasks, CPS HR will prepare a written report that summarizes the 

results of the recruitment processes and recommends candidates for further consideration by 

the City.  Typically, the report will recommend five to eight highly qualified candidates, and will 

include resumes and a profile on each interviewee's background.  CPS HR will meet with the City 

Manager to review this report and to assist the City in selecting a group of finalists for further 

evaluation. 
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(NOTE: Phase III would not be included in a partial recruitment) 

Phase III – Selection 
Task 1 - Design Selection Process 

Based on the results of the meeting conducted  in Phase I, CPS HR will design a draft selection 

process.  CPS HR will meet with the City to review this process and discuss the City’s preferred 

approach in assessing the final candidates.  The selection process will typically include an in‐depth 

interview with each candidate, but may also include other selection assessments such as an oral 

presentation, preparation of written materials, and/or problem‐solving exercises.   

Task 2 - Administer Selection Process 

CPS HR will coordinate all aspects of the selection process 

for  the  City.    This  includes  preparing  appropriate 

materials  such  as  interview  questions,  evaluation 

manuals, and other assessment exercises; facilitating the 

interviews;  assisting  the  City  with  deliberation  of  the 

results;  and  contacting  both  the  successful  and 

unsuccessful candidates. 

Task 3 – Final Preparation for Appointment  

Following  the  completion of  the  selection process, CPS HR will be available  to  complete  the 

following components: 

 Arrange Follow‐up Interviews/Final Assessment Process: Should the City wish to arrange 

follow‐up interviews or conduct a final assessment in order to make a selection, CPS HR 

will coordinate this effort. 

 Conduct In‐Depth Reference Checks: The in‐depth reference checks are a comprehensive 

360 evaluation process whereby we speak with current and previous supervisors, peers, 

and direct reports.  (It is our policy to not contact current supervisors until a job offer is 

made  contingent  upon  that  reference  being  successfully  completed  so  as  not  to 

jeopardize the candidates’ current employment situation.)  The candidates are requested 

to provide a minimum of six reference sources.   CPS HR  is able to ascertain significant, 

detailed  information from reference sources due to our assurance and commitment to 

each individual that their comments will remain confidential, which leads to a willingness 

to have an open and candid discussion, resulting in the best appointment for the City.  A 

written (anonymous) summary of the reference checks is provided to the City. 

 Conduct  Background  Checks: We  will  arrange  for  a  background  records  check  of  a 

candidate’s driving record, criminal and civil court, credit history, education verification, 

newspaper article publishing’s, and other sensitive items.  Should anything negative or  
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questionable content appear during these checks, CPS HR will have a thorough discussion 

with the finalist(s) and will present a full picture of the situation to the City for further 

review. 

Task 4 – Contract Negotiation 

Successful  negotiations  are  critically  important  and  we  are  available  to  serve  as  your 

representative  in  this  process.    With  our  expertise,  we  can  advise  you  regarding  current 

approaches  to various components of an employment package.   We can also  represent your 

interests with  regards  to  salary,  benefits,  employment  agreements,  housing,  relocation,  and 

other aspects, with the ultimate goal of securing your chosen candidate.  

Commitment to Communication 
Throughout the recruitment process, we are strongly committed to keeping you fully informed 

of our progress.  We will collaborate with you to provide updates on the status of the recruitment 

via your preferred method of communication (phone conference, email, etc.).   

In addition, during each phase in the process we are corresponding with candidates and advising 

them  of  their  status.   We  place  the  highest  level  of  importance  on  customer  service  and 

responding  in a  timely manner  to all client and candidate  inquiries.   Our previous clients and 

candidates have expressed a sincere appreciation for our level of service and responsiveness to 

the management of the recruitment process; as a result, we have many long term relationships 

with clients that have resulted in the opportunity to assist them with multiple recruitments. 

CPS HR’s communication extends once you have selected the new City Clerk.   We will contact 

both the City Manager and the newly appointed City Clerk within six months of appointment to 

ensure an effective transition has occurred. 
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Project Timeline 
The project team CPS HR has selected is prepared to begin work upon receipt of a fully‐executed 

contractual  agreement.    All  search  activities  for  a  full  recruitment  up  to  and  including  the 

selection of a new City Clerk can be completed in 14 to 16 weeks.  Should the City opt for a partial 

recruitment, the process would be completed in 10 to 12 weeks.  In both instances, the precise 

schedule will depend on the placement of advertising in the appropriate professional journals, 

and the ability to schedule, as quickly as possible, the initial meeting.  A proposed schedule of 

major milestones is presented below. 

Task Name  Month 1  Month 2  Month 3  Month 4 

Weeks  1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16 

Initial Meeting/Candidate 
Profile  

       

Draft Brochure                     

Brochure Approved/Printed 
Place Ads  

                        

Aggressive Recruiting                           

Final Filing Date                           

Preliminary Screening                

Present Leading Candidates 
to City  

(End of Phase II) 

                       

City Interviews           

Reference/Background 
Checks 

                       

Appointment                                      

Weeks  1  2  3  4  5  6  7  8  9  10  11   12  13  14  15  16 
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Executive Recruitment Team 
CPS HR has assembled a strong project team with each member possessing extensive recruiting 

experience and a direct, in‐depth understanding of local government.  For this engagement, Mr. 

Frank Rojas has been selected to serve as the project manager.  Ms. Pam Derby and Mr. Stuart 

Satow will be available as additional  resources  throughout  the  recruitment efforts.   Their  full 

resumes follow. 

Role/Project Assignment  Name  Phone  Email 

Senior Executive Recruiter/Project Manager  Frank Rojas  916‐471‐3111  frojas@cpshr.us 

Senior Executive Recruiter  Pam Derby  916‐471‐3126  pderby@cpshr.us 

Senior Executive Recruiter  Stuart Satow  916‐471‐3134  ssatow@cpshr.us 

 

Frank Rojas 

Profile 

Frank Rojas is a Senior Executive Recruiter with CPS HR Consulting.  Frank brings more than 30 

years of recruiting experience from the highly competitive direct placement and contract labor 

industries as well as the corporate environment.   Mr. Rojas has significant experience placing 

corporate  leaders, executive, professional, and technical staff  including  individual contributors 

for  government  sector,  non‐profits,  aerospace,  architectural  and  engineering,  information 

technology, petroleum and chemical, energy, power, civil/structural, transportation and private 

industry.    In  addition  to  just  completing  recruitments  for  Orange  County  Transportation 

Authority, City of Moreno Valley, City of Anaheim, City of Garden Grove and the City of San Jose, 

recent successful efforts  include positions of Director of Human Resources and Organizational 

Development,  City  Manager,  Finance  Director,  Chief  Executive  Officer,  Corporate  and 

Government Controllers, General In‐House Counsel, and Director‐level hires for Administrative 

Services,  Community  Development,  Engineering,  Emergency  Services,  Fleet,  Environmental, 

Regulatory Compliance, Training, and Division/Site General Managers.  Mr. Rojas has established 

a strong client and customer base through trust, effective recruiting, relationship building, and 

teamwork. 

Mr. Rojas began his career in Contract Labor and over the next 20+ years launched seven start‐

up offices  in  several  states and  locations providing direct placement and contract  support  to 

hundreds of clients in virtually all industries and levels of talent.  He continued his career in the 

non‐profit  environment managing  and  building  talent  acquisition  support  during  significant 

growth periods.  Having been a speaker at several networking and career coaching venues, Frank 
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believes in utilizing traditional recruiting methodology with social media.  He was named in the 

top 1% viewed profiles on LinkedIn.  

Employment History 

 Senior Executive Recruiter, CPS HR Consulting 
 Employment Director and Senior Recruiter, PRIDE Industries 
 Corporate Recruiter, EMF Broadcasting 
 Branch Manager and Acting Vice President, Fastek Technical Services 

Professional Experience 

 Managed and led recruiting efforts including client interface to define and write position 
descriptions, profiles, and goals.  Responsible for creating marketing plans, screening and 
selection strategies, conducting  interviews and participating  in  final hire and post‐hire 
activities including reference and background checks.  

 Assisted  in  salary  evaluation  and  competitive  comparisons.    This  includes  candidate 
negotiations,  travel  and  relocation  (if  appropriate),  benefits,  and  confirmation  and 
acceptance of any requirements prior to the submittal process and acceptance of offer.  

 Managed in‐house staff to ensure adherence of company policies and legal compliance.  
Developed  and  maintained  positive,  team‐building  methodologies  that  increased 
productivity, created a positive, productive staff, and maintained cooperativeness and 
trust.  

 Recruited and identified senior‐level management for several federal locations including 
General Managers, Assistant General Managers, HR Directors, Site Controllers, Quality 
Managers, T‐4 Water and Environmental Director and Departmental Leadership at Fort 
Bliss, El Paso; Fort Polk, Louisiana;  Joint Base McGuire‐Dix‐Lakehurst; New  Jersey; Los 
Angeles Air Force Base; Cape Canaveral, Florida; and the Lawrence Livermore National 
Laboratory.   

 Set up  staff procedures  and office  functions; negotiated  service  agreements, ensured 
EEO, safety/OSHA quality, and all local, state, and federal compliance policies.  Migrated 
and implemented several Applicant Tracking Systems including participation as Systems 
Administrator.  

 Initiated  effort  to  define  the mission  and  business  plans  of  expanding  organizations.  
Developed road maps to build client base, relevant labor pools, and resources to sustain 
growth for the entire enterprise.  Started corporate recruiting department and initiated 
recruiting strategies, hiring processes, retention, and integrated cost‐effective marketing 
tools. 

 Hired  and motivated  in‐house  talent  and  created  cross‐functional  business/sales  and 
recruiting  process  allowing  for  growth,  skills  development,  and  achievement  to meet 
customer needs and provide for an effective team‐oriented environment. 

Education 

 B.A., Political Science, University of California at Berkeley, Berkeley, CA 
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Pamela H. Derby 
Profile 

Since joining CPS HR Consulting in 2003, Pam Derby has conducted a wide range of recruitments 

for  county,  city,  special  district  and  association  executives  including  city  attorney,  executive 

director,  general  manager,  city  manager,  assistant  and  deputy  city  manager,  police  chief, 

community  and  economic  development  director,  human  resource  director,  finance  director, 

public works director, registrar of voters, library director, and director of information technology 

in addition to specialized support positions. 

Prior to joining CPS HR, Ms. Derby served as the Aide to the Yuba County Board of Supervisors 

serving as the Board’s liaison to County Department Heads, the community, and the media.  This 

experience provided her with a unique perspective into the special circumstances that exist in a 

Board/Council‐Manager  relationship  and  a  keen  awareness  of  the  inner  workings  of  local 

government.  She is sensitive to balance the wants of the community with the needs of the client 

so as to tailor a recruitment process that reaches out to the most appropriate candidates and 

ensures a diverse group of  individuals  from which  to make a  selection.   She has  successfully 

employed these techniques in jurisdictions ranging from under 10,000 to 10 million.  Moreover, 

she employs a firmly‐held personal philosophy that candidates must be treated with the same 

respect and careful consideration as her client.   Previous to her  local government service, Ms. 

Derby served in the private sector and with several non‐profit lobbying associations where she 

was responsible for the management of several large consumer groups.  

Employment History 

 Senior Executive Recruiter, CPS HR Consulting 

 Professional Management Consultant, CPS HR Consulting 

 Administrative Technician, CPS HR Consulting 

 Aide to the Board of Supervisors, Yuba County, CA 

 Special Cases Manager, Consumer Relations, The Money Store, CA 

 Supervisor, Trailing Documents, The Money Store, CA 

 Executive Assistant, Randlett Associates, CA 

Professional Experience 

 Project  manager  for  local  government,  special  district,  and  non‐profit  executive 

recruitments.  Responsible for all facets of process including proposal interviews, all client 

meetings, creating marketing and advertising materials, conducting candidate screening 

interviews and developing finalist candidate interview processes. 

 Assisted executive  recruiting  team  in  the  recruitment of  local  government  and public 

agency executives. 



Proposal to the City of Glendale  
Executive Recruitment for City Clerk 

Page | 13  
 

 

 Managed  staff  responsible  for addressing escalated customer complaints.   Negotiated 

and mediated pre‐litigation settlements with attorneys, state regulators, and other state 

agencies, involving home improvement loans.  Served as department fraud coordinator. 

 Provided  administrative  support  to  SVP,  including  drafting  correspondence,  report 

writing,  and  special  projects  as  assigned.    Supervised  department  receptionist, 

responsible for interfacing with vendors and facilities management. 

 Provided  administrative  and  research  support  for  private  professional  lobbying  firm.  

Researched  legislative  bills,  corresponded  with  professional  association  members 

regarding legislative proposals. 

Education 

 California State University, Chico, major course emphasis – Physical Education/ English 
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Stuart Satow 

Profile 

Since  joining  CPS  HR  Consulting  in  2002,  Stuart  Satow  has  conducted  over  250  successful 

recruitments covering all areas of public sector executive search  including city, county, state, 

special district, and regional governments.  Mr. Satow has extensive experience  in conducting 

high‐level recruitments for council/board appointed positions.  

Previously, as a sportscaster for ABC affiliate KXTV Channel 10, Mr. Satow interviewed hundreds 

of management‐level executives, university officials, and professional and amateur athletes.  He 

is a popular public speaker and emcee who has long been involved in community events in the 

Sacramento region.  With a BA degree in Communication Studies from California State University, 

Sacramento  and  27  years  of  experience  in  the  communications  industry, Mr.  Satow  is  an 

experienced writer and interviewer who has excellent people skills and a positive track record in 

staff and project management. 

Employment History 

 Senior Executive Recruiter, CPS HR Consulting 

 Sports Director, KXTV‐10, Sacramento, CA 

 Sports Reporter / Weekend Sports Anchor, KXTV‐10, Sacramento, CA 

 Sports Reporter / Weekend Sports Anchor, KNTV Channel 11, San Jose, CA 

 Sports Reporter / News/Sports Photographer, KTXL, Channel 40, Sacramento, CA 

Professional Experience 

 Conducting public sector recruitments for executive level positions (includes upper‐ and 

mid‐management, department directors, and council/board appointed positions). 

 Managing  entire  recruitment  process:  develop  and  submit  responses  to  proposals, 

meet with clients to understand their recruitment needs and develop a project plan, 

develop marketing brochures for recruitments, place advertisements, and research and 

identify  potential  candidates.    Proactively  contact  potential  candidates; market  the 

position to them.  Conduct screening interviews.  Facilitate the entire interview process.  

Perform  thorough  reference  checks  and  oversee  extensive  background  checks  on 

candidates.  Negotiate employment agreements.   

 Coordinating activities of the Sports Department for local television news station 

 Reporting on  local sports events/teams of  interest  including high school, college and 

professional sports (and others) 
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 Liaison to local and regional sports contacts (including local and bay area professional 

teams,  universities/colleges,  high  school  athletic  directors/coaches,  and  other  key 

sports contacts) 

Education 

 Bachelor  of  Arts  degree,  Communication  Studies  (with  honors),  California  State 

University, Sacramento  
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References 
We provide below a partial  list of clients we have recently worked with  in providing executive 

recruitment  services.    We  are  confident  that  these  public  sector  clients  will  tout  our 

responsiveness  and  ability  to  successfully  place  candidates  that  were  a  good  fit  for  their 

organization’s needs.  

 

CLIENT/POSITION  CONTACT 

Garden Grove, City of 
11222 Acacia Parkway 
Garden Grove, CA 92842 
 
City Manager (2015) 

Bao Nguyen, Mayor 
(714) 741‐5104 
baon@ci.garden‐grove.ca.us 
 
Laura Stover, HR Director 
(714) 741‐5010 
lauras@ci.garden‐grove.ca.us 
 

 
Anaheim, City of 
201 S. Anaheim Blvd., Suite 501 
Anaheim, CA 92805 
 
Engineering Manager ‐ Design Services (2015) 

 

Ed Cruz, Senior HR Analyst 
(714) 765‐5243 
ecruz@anaheim.net 

 

Compton, City of 
205 S Willowbrook 
Compton, CA 90220 
 
Director of Community Development (2014) 

 

Kelly Montgomery, Assistant City 
Manager 
(310) 605‐5500 
kmontgomery@comptoncity.org 
 
Mario Beas, Interim HR Director 
(949) 293‐6626 
 
Johnny Ford, Interim City Manager 
(310) 605‐5500 

 
Goodyear, City of 
190 N Litchfield Rd 
Goodyear, AZ 85338 
 
Engineering Director (2014) 
 

Vicki Lackey, HR Business Partner 
(623) 882‐7752  
Vicki.Lackey@goodyearaz.gov 
 
Bob Beckley, Deputy City Manager 
Bob.Beckley@goodyearaz.gov 
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Professional Fees, Expenses, & Guarantee 
Professional Fee 
Our professional flat fee for a full recruitment covers all CPS HR services associated with Phases 

I, II, and III of the recruitment process, including the necessary field visits (up to six*) to develop 

the candidate profile and recruitment strategy, assist the City in finalist selection, and facilitate 

candidate interviews with the City.   

*Field visits typically include three visits, however we are including three additional site visits to 

accommodate separate meetings with staff for all three shifts. 

Should the City desire a partial recruitment, CPS HR services will be associated with Phases I and 
II, as outlined, and would include up to five field visits. 

Reimbursable Expenses 
Actual  out‐of‐pocket  expenses  for  such  items  as  consultant  travel,  advertising,  marketing, 

printing/copying, and postage/delivery charges are reimbursable at cost.  There is no mark‐up on 

expenses and we will work proactively with the City to ensure that the dollars being spent for 

expenses are in keeping with the City’s expectations.  Travel expenses for candidates who are 

invited  forward  in the  interview process are not  included under our reimbursable range.   The 

listed reimbursable expenses range includes a background check on the selected finalist candidate. 

Professional Fee & Reimbursable Expenses* 

Full Recruitment 

Professional Flat Fee  $17,000 

Reimbursable Expenses – Full Recruitment, Not to Exceed 

Approximate recruitment costs include: 

 Brochure Design and Printing ($1,000) 
 Advertising ($2,500) 
 Other potential expenses, i.e. supplies, travel, shipping ($1,100) 

 

$5,500 ‐ $6,500 

Full Recruitment: Not‐to‐Exceed Total $23,500 

 

Partial Recruitment Fees are listed on the following page. 
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Professional Fee & Reimbursable Expenses* 

Partial Recruitment 

Professional Flat Fee – Partial Recruitment  $12,500 

Reimbursable Expenses – Partial Recruitment, Not to Exceed 

Approximate recruitment costs include: 

 Brochure Design and Printing ($1,000) 
 Advertising ($2,500) 
 Other potential expenses, i.e. supplies, travel, shipping ($500) 

 

$4,000 ‐ $4,500 

Partial Recruitment: Not‐to‐Exceed Total $17,000 

*Professional fees and reimbursable expenses would be billed and paid monthly. 

Two Year Guarantee 
If  the employment of  the  candidate  selected and appointed by  the City, as a  result of a  full 

executive recruitment (Phases I, II, and III), comes to an end before the completion of the first 

two  years  of  service,  CPS  HR  will  provide  the  City  with  professional  services  to  appoint  a 

replacement.   Professional consulting services will be provided at no cost.   the City would be 

responsible only  for  reimbursable expenses.   This guarantee does not apply  to  situations  in 

which the successful candidate is promoted or re‐assigned within the organization during the 

two‐year period.   Additionally, should the  initial recruitment efforts not result  in a successful 

appointment, CPS HR will extend the aggressive recruiting efforts and screen qualified candidates 

until an offer is made and accepted.  CPS HR does not provide a guarantee for candidates placed 

as a result of a partial recruitment effort. 
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Qualifications 
CPS HR  specializes  in  the  recruitment  and  selection  of  key  professionals  for  cities,  counties, 

special districts, and non‐profits.  Working in partnership with the governing body or selection 

team, we develop customized search strategies that focus on  locating and recruiting qualified 

candidates who match the agency’s unique needs.   Our wealth of recruitment experience has 

been  gained  through more  than  13  years of placing  top and mid‐level  executives  in public 

agencies throughout the United States. 

 Unmatched Recruitment Experience for Government Agencies 

CPS HR has  extensive  experience  in  recruiting  executive‐level professionals  for public 

agencies across the United States.  As a public agency ourselves, we understand how to 

work with and within government.  Our understanding of public sector culture and policy 

uniquely sets us apart from our competitors. 

 Seasoned Executive Recruiters 

Our recruiters possess a high level of expertise in recruiting and placing executive‐level 

professionals.  Our staff of experts includes an exceptional group of full‐time employees 

as well as a full complement of subject matter experts, intermittent employees, and part‐

time employees with a variety of public and private sector experience. 

 Detailed Needs Assessments 

We conduct a detailed needs assessment to identify 1) future organizational direction; 

2) challenges facing the position; 3) the working style and organizational climate; and 4) 

required  core  and  job  specific  competencies  as  well  as  personal  and  professional 

characteristics. 

 Vast Pool of Public Agency Contacts 

CPS  HR  maintains  a  database  of  candidates  and  an  extensive  network  of  external 

resources to leverage for executive‐level positions.  We utilize our vast pool of public and 

non‐profit contacts  to deliver a  strong  list of competitive candidates who will be well 

prepared to assist you in the accomplishment of your specific mission and goals.  

 Success Recruiting Non‐Job Seeking Talent 

We  recognize  that  the  very  best  candidates  for  some  types  of  positions may  not  be 

looking  for  a  career  change,  therefore, our  recruitment  team  takes  a  very  aggressive 

approach to identify and recruit such candidates. 

 Diversity Sensitivity 

CPS HR encourages applicant diversity and incorporates a variety of activities to attract 

the best available candidates.   We have successfully recruited and placed minority and 

female candidates for a variety of executive‐level positions. 



Proposal to the City of Glendale  
Executive Recruitment for City Clerk 

Page | 20  
 

 

 Cost Effective 

The  combination of CPS HR’s  seasoned  recruitment management and highly qualified 

staff enable us to reliably deliver successful results on time and on budget. 

 Satisfied Clients 

Our client satisfaction rating averages 4.6 on a scale of 5.  While many companies talk 

about client satisfaction, how many measure the impact of that through assessing client 

satisfaction by distributing written surveys and tying the results of these surveys to their 

performance management system?  CPS HR Consulting does.  A client satisfaction survey 

is sent at the end of every engagement requesting feedback on the quality of our staff, 

deliverables, and the overall consulting relationship.   

 Strong Base of Repeat Clients 

We make sure we understand our client’s challenges and customize our process  to  fit 

their needs.  As a result, we have a long and growing list of returning clients who seek our 

services for multiple engagements.  
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About CPS HR Consulting 
CPS HR Consulting has been assisting organizations with their talent management needs for 30 

years.    We  have  unique  expertise  in  delivering  HR  management  and  consulting  services, 

employment  testing,  and  assessment  services  to  government  agencies  throughout  North 

America.  

CPS HR’s core competency is its knowledge of and expertise in 

the  public  sector.    As  a  public  agency, we  understand  the 

challenges  and  issues  facing  our  client  base.    As  a  self‐

supporting  public  entity, we  also  understand  the  need  for 

innovative yet practical results.  CPS HR can provide expertise 

that  is unique because we share with our clients a common 

perspective.  There is no competitor in the industry that can 

make this claim. 

CPS HR offers clients a comprehensive range of competitively priced services, all of which can be 

customized to meet your organization’s specific needs.   We are committed to supporting and 

developing strategic organizational  leadership and human resource management  in the public 

sector.   We offer expertise  in  the areas of organizational strategy, recruitment and selection, 

training and development, and organization and workforce management.  

CPS HR is a public agency governed by regulations and public sector concerns.  We understand 

what it is to work with and within government.  Unlike other public sector organizations, CPS HR 

is self‐supporting.  We employ the strategy, innovation, and flexibility found in the private sector 

to the client’s advantage.   CPS HR’s unique position  in the public arena attracts professionals 

from both public and private sectors who are driven to help the client reach  its organization’s 

vision  and mission.   We work  collaboratively with  the  client  to  generate  solutions  that  are 

creative yet practical, to meet the organization “where it is” while also moving it to the next level.   

CPS HR currently has a staff of 80+  full‐time employees and more  than 1,200  subject matter 

experts and contract employees who have a wide variety of government, public, and private 

sector human resources experience.  CPS HR has worked with more than 1,200 government and 

public/non‐profit clients throughout the United States and Canada.   

Our headquarters are located in Sacramento, California.  We have regional offices in Rockville, 

Maryland and Austin, Texas.   

   

● ● ● 

OUR VISION: 

Enabling people to realize 
the promise of public service 

● ● ● 
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CPS HR  Consulting  offers  a  comprehensive  range  of  products  and  services.   Our  systematic 

approach  to  human  resource  management  ensures  that  the  solutions,  strategies,  and 

methodologies we implement improve your organization.  For more information on our services, 

please visit our website at www.cpshr.us. 

 

 
 

 

 

 

We thank you for your consideration of our proposal.  We are committed to 

providing high quality and expert solutions and look forward to partnering with 

the City of Glendale in this important endeavor. 

  

CPS HR CONSULTING SERVICES 

ORGANIZATIONAL STRATEGY  TESTING, RECRUITMENT & SELECTION 

 Workforce & Succession Planning   Job Analysis  

 Organizational Assessment, Redesign and Re‐
Engineering  

 Develop/Deliver Assessment Center 
Services  

 Performance Management    Executive Search  

 Employee Engagement    Test Development*  

 Change Management    Test Administration*  

 Complaint Investigations & HR Outsourcing  *(for employment and licensing certification) 

CLASSIFICATION AND COMPENSATION  TRAINING AND DEVELOPMENT 

 Classification   Training   

 Compensation   Coaching  

    Accelerated Leader 360° Assessment™ 

    Leadership Development  
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Appendix A – Sample Brochure 
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Waters & Company 
9229 Ward Parkway, Suite 104 
Kansas City, MO  64114 

Tel:  816.333.7200 
FAX:  816.333.7299 
www.waters-company.com 

LETTER OF TRANSMITTAL 
 
 
February 1, 2016 
 
 
 
Mr. Raymond Tapia, HR Analyst 
City of Glendale 
5850 West Glendale Avenue 
Glendale, AZ 85301 
 
Re: Request for Proposal to Provide Executive Recruitment Services 
 
Dear Mr. Tapia, 
 
I appreciate the opportunity to submit our proposal for executive recruitment services for the City of 
Glendale’s next City Clerk.  Our extensive experience in providing executive recruitment services to 
cities, counties and other public sector organizations nationwide will be beneficial for this recruitment and 
allow us to find the ideal candidate for the City of Glendale. 
 
We know that you have options for using other recruitment firms.  However, we believe that our approach 
sets us apart from our competitors in the following unique ways: 

• Waters & Company will be aggressive and responsive to you – the client - and with prospective 
applicants using an approach of “doing whatever it takes to get the job done right!”  Please notice 
our “Triple Guarantee” in Section III of the Proposal; 

• Management/Leadership Style Assessment Analysis completed by the candidates to determine if a 
candidate’s management style matches the approved management/leadership style profile for the 
ideal candidate; 

• Video candidate interviews through a proprietary system will be made available to the City to 
assist in the selection process; and 

• Utilization of a proprietary online application system exclusively licensed to Waters & Company, 
a Springsted Company (W&C) to facilitate talent management.  The system has been designed by 
W&C to customize applicant flow and tracking.  It allows ease of communication with applicants 
and the ability to conduct database inquiries for candidates based on characteristics important to 
the City such as geographic location and specific experience, expertise and qualifications. 

 



City of Glendale, AZ 
February 1, 2016 
Page 2 
 
 

 

The proposal document will provide you the details about our approach, expertise, client references and 
pricing for this executive recruitment.  If you have any questions, please contact me at 816-868-7042 or 
by email at adavis@waters-company.com.  Our Team would consider it a professional privilege to 
provide these services to the City of Glendale. 
 
Respectfully submitted, 
 
 
 
Art Davis, Senior Vice President 
Consultant 
 
sml

mailto:adavis@waters-company.com
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City of Glendale, AZ 
Proposal to Provide 

Executive Recruitment Services 
 

I. General Information 
Waters & Company (W&C) recently merged with Springsted Incorporated, establishing one of the largest 
public sector executive recruitment and organizational management firms in the United States.  Springsted 
Incorporated, the parent corporation, is a certified WBE.  Three employee-owners lead the firms and their 
70-member staff.  Our principal corporate office is located in Saint Paul, Minnesota, with regional offices 
located in Dallas, Texas; Milwaukee, Wisconsin; Cleveland, Ohio; Des Moines, Iowa; Kansas City, 
Missouri; Richmond, Virginia; Denver, Colorado and Los Angeles, California. 
 
W&C has a team of seven primary recruitment consultants available to meet your executive recruitment 
needs.  Each consultant assigned to this recruitment has experience working with cities and the many 
different disciplines that comprise the City of Glendale organization.  Our consultants bring an 
experienced, participatory and energetic perspective to each engagement; our unique approach and 
personal touch are reflected in our internal standard to provide outstanding services that exceed the City’s 
expectations.  Since 2010 our combined consultant team has conducted more than 475 executive 
recruitments.   
 
The W&C Recruitment Project Team will partner with the City and designated staff as your technical 
advisor to ensure that the recruitment process for your next City Clerk is conducted in a thorough and 
professional manner.  Our objective is to generate high-quality candidates and assist you with the 
screening and evaluation of these candidates.  
 
We have structured the W&C Recruitment Project Team to draw upon W&C’s and Springsted’s 50-plus 
years of service to the public sector and to leverage W&C’s experience and capacity to focus nationwide  
to find the most qualified candidates.  
 
Physical Address  
Waters & Company, a Springsted Company  
9229 Ward Parkway, Suite 104 
Kansas City, MO 64114 

Office: 816-333-7200 
Fax: 816-333-7299 
 
Respectfully submitted, 
 
 
 
Rollie Waters, Executive Vice President 
Consultant 
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II. Response to Scope of Work 
Task I: Recruitment Brochure Development and Advertising 

 
The development of a comprehensive recruitment brochure that includes a profile of the ideal candidate is 
an important first step in the recruitment process.  This profile includes the required academic training, 
professional experience, leadership, management and personal characteristics related to the success of the 
candidate in the position of City Clerk.  The recruitment brochure will also have a profile that captures the 
essence of the City as a highly-attractive venue for the successful candidate to live and work.   
 
To prepare the recruitment brochure, the Recruitment Project Team Leader will come on site to meet with 
the City and designated staff to discuss the required background, professional experience and management 
and leadership characteristics for your City Clerk position.  We meet with the City to broaden our 
understanding of the position’s leadership and management requirements, current issues, strategic 
priorities and to identify expectations for the City Clerk.  [See example of a recruitment brochure in 
Appendix I.] 
 
Information obtained from these meetings, coupled with our review of the job description and other City 
documents, is used to prepare a position and candidate profile.  The completed profiles will be approved 
by the City before recruitment begins.  The position and candidate profiles will be central to our 
recruitment strategy and outreach to candidates. 
 
The Recruitment Project Team will also work with the City of Glendale to develop an advertising and 
marketing strategy to notify potential candidates about the vacancy and conduct an open recruitment that 
encourages applications from a talented and diverse pool of candidates.  Our Team will place ads in 
appropriate professional publications, websites and local print media, if required.  Additionally, W&C has 
a highly-accessed website that has a special location attracting many potential candidates to upload their 
resumes.  The aggressive advertising and marketing campaign for top talent will include national, state, 
regional and local elements as determined during our initial meetings with the City’s representatives.  Our 
customized mailing list, selected from our extensive database and contacts collected at appropriate public 
sector conferences, will be utilized to further promote the position.   
 

Advertisements for the City Clerk position could be placed with: 
International City/County Management Association 
National Forum of Black Public Administrators 
Hispanic Forum 
Careers in Government (careersingovernment.com) 
Arizona Municipal Clerks’ Association 
League of Arizona Cities & Towns 

 

Project Milestone Deliverables Proposed Date 

Position profile and recruitment 
brochure development.  

• Onsite discussion with City officials (City 
Council and Staff) about the position.  

• W&C will receive information regarding 
the City’s budgets, organizational charts, 
images, logos, etc. 

• Develop draft documents (Recruitment 
Brochure, Advertisement, Marketing 
Letter and Timeline). 

February 16 – March 4 
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Approve brochure, commence 
advertising and distribute 
marketing letter. 

• Brochure sent to the City for final 
approval. 

• Commence advertising and distribution of 
recruitment brochure. 

March 4 

 
Task II: Execution of Recruitment Strategy and Identification of Quality Candidates 

 
Utilizing the information developed in Task I, W&C will identify and reach out to individuals who will 
be outstanding candidates for the position of City Clerk.  Often, well-qualified candidates are not actively 
seeking new employment and will not necessarily respond to an advertisement.  However, if a potential 
candidate is presented with the opportunity directly and in the proper manner, he or she may apply.  We 
take pride in our ability to locate highly qualified candidates across the nation based on the professional 
contacts and relationships we have developed and maintained over many years.  
 
These efforts will be supplemented by the creation of an appropriate database utilizing our extensive, 
interactive applicant database for the City Clerk position.  This will provide the W&C Team with the 
ability to customize applicant flow and tracking, communication with applicants and conduct database 
inquiries for candidates based on characteristics important to the City such as geographic location, 
particular experience, expertise and credentials.   
 
During this part of the process the Recruitment Project Team will work with the City and designated staff 
to reach consensus on the leadership and management style for the ideal candidate.  Our research will 
determine the key competencies, work values and leadership/management style for the position and match 
the candidates to each attribute.   
 
Each candidate submitting a resume is sent a timely acknowledgement by our Team, including an 
approximate schedule for the recruitment.  Throughout the recruitment process, communications are 
maintained with each candidate regarding information about the recruitment progress and their status in 
the process.  We take pride in the many complimentary comments made by candidates regarding the level 
of communication and the professional manner in which they are treated during our recruitments. 
 

Project Milestone Deliverables Proposed Date 

Execution of recruitment strategy 
and candidate outreach.    

• Online data collection and profile 
development. 

• Development of interactive searchable 
applicant database for recruitment of the 
City Clerk.  

• W&C performs direct outreach to 
prospective candidates identified in the 
recruitment strategy. 

• Utilization of extensive applicant 
database to identify applications and 
review applicant pool for 
competencies/demographics. 

March 7 – April 8 
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Task III:  Screening of Applicants and Recommendation of Semi-Finalists 
 

In Task III the Recruitment Project Team, under the direction of Art Davis, will screen the candidates 
against the criteria within the position and candidate profiles and develop a list of semi-finalists for 
recommendation to the City. 
 
The most promising applicants will receive a candidate essay questionnaire to complete that will provide 
additional information about the candidates’ background and experience.  We will then narrow the list to 
a group of 10-15 semifinalists for your review and to select finalists.  
 
Another unique aspect of our recruitment process is our use of online recorded interviews for the screening 
process.  Responses are timed and questions are not provided in advance.  This tool allows our Team to 
develop a more comprehensive understanding of the candidate’s ability to think “on their feet” as well as 
their personal and professional demeanor.  This virtual interview can be scored by individual selection 
team members as well as the consulting team for later review and comparison.  
 
Our Team will provide an online link for the City and others designated, who have input into the hiring 
decision, allowing them to review and rate the recorded responses.  This provides the organization with 
additional candidate assessments that can be customized to fit the unique needs of your City. 
 
Throughout the process, you will have access to our Master Applicant List (MAL), which will provide 
pertinent data for each applicant. 
 

Project Milestone Deliverables Proposed Date 

Applicant screening and 
recommendation of semi-
finalists.    

• W&C compares applications to the approved 
candidate profile developed in our searchable 
applicant database. 

• W&C develops customized candidate 
questionnaire & due diligence questionnaire to 
provide to applicants who most closely meet the 
candidate profile. 

• Top 10-15 candidates identified as semi-
finalists. 

• Semi-Final Report is prepared, including the 
brochure, master applicant list, cover letter, 
resume and completed questionnaire of 
candidates to be considered. 

• W&C and the City reviews and rate video 
interviews. 

• W&C sends links to City to review the aggregate 
responses and ratings. 

• Semi-finalists complete candidate management 
style assessment, responses are reviewed, and 
interview questions are developed. 

• Recruitment Project Team Leader meets with 
the City to review recommended semi-finalists.  
City selects finalists for on-site interviews. 

April 11 – 27 
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Task IV: Conducting Background Checks, Reference Checks and Academic Verifications 
 

When the City approves of a group of finalists for on-site interviews, W&C will begin the process of 
conducting reference checks, background checks, and academic verifications.  A Confidential Reference 
Report is prepared for each finalist to complete our understanding of his/her management and leadership 
characteristics and professional work performance.  
 
For the background checks, W&C will develop information on the candidates in the following areas: 
 

• Consumer Credit  • Bankruptcy 
• City/County Criminal  • State District Superior Court Criminal  
• City/County Civil Litigation  • State District Superior Court Civil Litigation  
• Judgment/Tax Lien  • Federal District Criminal  
• Motor Vehicle  • Federal District Civil Litigation  

 
To ensure that our quality standards are maintained, we require a minimum of ten business days 
between the time that you select the finalists for on-site interviews and when we submit the candidate 
documentation for your final interview process. 
 

Project Milestone Deliverables Proposed Date 

Finalists complete supplemental 
work products. 

• Finalists complete narrative of their two 
most significant professional 
achievements and a critical problem 
analysis. 

Week of May 2 

Design final process with City for 
on-site interviews with finalists. 

• W&C confirms interviews with 
candidates. 

• Travel logistics are scheduled for the 
candidates. 

Week of May 2 

Background checks, reference 
checks and academic 
verification. 

• W&C completes background checks, 
reference checks and academic 
verifications for finalists. 

May 11 

 
Task V: Final Interview Process 

 
Upon completion of Task IV, we will work with you to develop the final interview process.  We will 
provide documentation on each of the finalists which will provide the highlights of their professional 
experience and leadership/management profile (Gap Analysis) as well as a summary of the results of the 
reference checks, background checks and academic verifications.  In addition, the Final Report will 
include guidelines for interviewing the candidates, suggested interview questions and a candidate 
assessment process for your interview panel(s).  
 
The Recruitment Project Team Leader will be available during the final interview process to answer 
questions about the candidates and, if requested, assist with the final evaluation of the candidates.  In 
addition, if the City requests the service, we will assist you with the development of a compensation 
package and related employment considerations and assist with the negotiation of an employment 
agreement. 
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Project Milestone Deliverables Proposed Date 

Final Report prepared and 
delivered to City.  

• Final Report is prepared, including 
brochure, interview schedule, cover letter, 
resume, candidate questionnaire, two 
examples of candidates’ most significant 
professional achievements, suggested 
interview questions, candidate 
assessment form and management style 
probing questions.  

May 12 

On-site interviews with finalists. 

• Interviews are scheduled. 
• Recruitment Project Team Leader 

attends client interviews and is available 
to participate during deliberations of 
candidates. 

Week of May 16 

Offer made / accepted. 

• If requested, W&C participates in 
candidate employment agreement 
negotiations. 

• W&C notifies candidates of decision. 
• W&C confirms final process close out 

items with the City of Glendale. 

Week of May 23 

 
Strategy for Recruitment of Diverse Candidates 

 
Our corporate core values and work environment reflect our broader social aspirations for a diverse 
workforce, equal opportunity, and cross-cultural respect.  We have established strong and credible 
networks with minority and female leaders nationwide.  In addition, we are corporate members of the 
National Forum for Black Public Administrators (NFBPA) and the Hispanic Network and are on their 
National Corporate Advisory Council.  We participate in their membership events on a regular basis. 
 
To that end, we take responsibility for diversity in our organization, our recruitment strategy and our 
candidate pools.  In this recruitment, we will use our established networks to make direct and personal 
contacts with prospective minority and female candidates and encourage them to consider the City of 
Glendale’s City Clerk position.  Because of our performance record in presenting a diverse applicant 
pool, these prospective candidates know they will be fairly considered in the process. 
 
Waters & Company, a Springsted Company, is committed to ensuring equitable participation in our 
business and employment opportunities without regard to race, color, religion, gender, national origin, 
age, disability, veteran status, marital status or sexual orientation.  As a leader in the executive 
recruitment industry, we take positive actions to prevent and to remedy any discriminatory effects of 
business and employment practices.   
 
Springsted Incorporated, our parent company, is a certified WBE. 
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Timeline 
 

Below is an estimated Timeline for the executive recruitment process.  You will be asked during the first 
on-site meeting to review and approve a Timeline for the recruitment project.  It is our intent to conduct 
the recruitment expeditiously, but not at the expense of finding high-quality candidates for you.   
 

CITY OF GLENDALE, AZ 
EXECUTIVE RECRUITMENT  

PRELIMINARY TIMELINE 

The following Timeline represents a preliminary schedule for your executive recruitment based on a commencement 
date of February 16.  Actual target dates will be developed in consultation with and approved by the City.   

Project Milestone Deliverables Target Date 

Profile development, 
advertising and candidate 
outreach.    

• W&C completes on-site interviews with City 
officials to develop candidate profile and 
recruitment brochure; the City approves ad 
placement schedule and timeline. 

• W&C sends draft recruitment brochure to the City. 
• The City returns draft recruitment brochure (with 

edits) to W&C. 
• W&C commences executive recruitment 

advertising and marketing. 
• Online data collection and profile development. 

February 16 –  
March 4 

Applicant screening and 
assessment and 
recommendation of semi-
finalists. 

• W&C commences formal review of applications 
and sends most promising applicants a Candidate 
Questionnaire to provide additional information 
about background and experience.  Candidates 
complete recorded interview online. 

• W&C completes formal review of applications and 
sends selected resumes and questionnaire 
responses to the City for review.  Also candidates’ 
recorded interviews are presented. 

• Semi-finalists complete candidate management 
style assessment and responses are reviewed 
and interview questions are developed. 

• W&C meets with the City and recommends semi-
finalists; the City selects finalists for on-site 
interviews. 

March 7 – April 25 

Comprehensive background 
check, academic verifications, 
and reference checks 
completed for finalists. 

• W&C completes reference checks/background 
checks/ academic verification on finalists. April 26 – May 12 

On-site Interviews with 
finalists. 

• W&C sends documentation for finalists to the 
City. 

• The City conducts on-site interviews with finalists. 
Week of May 16 

Employment offer made / 
accepted. 

• The City extends employment offer to selected 
candidate. Week of May 23 
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III. Proposed Costs 
The all-inclusive professional fee to conduct the recruitment is provided below and includes the cost of 
professional services by the Recruitment Project Team Leader, the project support staff and all project-
related expenses such as advertising, preparation of the recruitment brochure, printing, candidate 
background, reference and academic verification checks and travel expenses for on-site visits.  Travel 
expenses incurred by candidates for on-site interviews with the client are not the responsibility of W&C 
and are handled directly by the client organization.   
 
The all-inclusive professional fee will be billed in four installments:  30% of the fee will be billed at the 
beginning of the recruitment; 30% at the implementation of Phase I; 30% at the implementation of 
Phase II; and 10% upon acceptance of an offer by the candidate.  We are open to negotiate an alternative 
payment schedule if selected for this recruitment. 
 
If candidates from this recruitment process are selected for another position within your organization 
within one year of the close of the recruitment, a fee of 50% of the following proposal amount will be due 
to Waters & Company, a Springsted Company. 
 
All questions regarding the professional fees and project-related expenses should be directed to Art Davis, 
Senior Vice President at adavis@waters-company.com or via phone at 816-868-7042.  
 

PHASE DESCRIPTION OF PROFESSIONAL SERVICES FEES 

Phase I 

Task 1 – Candidate Profile Development/Advertising/Marketing  
(includes one day on site by Recruitment Project Team 
Leader) 

Task 2 – Identify Quality Candidates 

 

Phase II 

Task 3 – Screening of Applications and Submission of 
Recommended Semi-Finalists to Client (includes one  
day on site by the Recruitment Project Team Leader) 

Task 4 – Reference Checks, Background Checks  
and Academic Verifications 

 

Phase III Task 5 – Final Process/On-Site Interviews with Finalists  
(includes two days on site by Project Team Leader) 

 

Conclusion Acceptance of offer by candidate  

 TOTAL ALL-INCLUSIVE PROFESSIONAL FEE $24,500 

 

OPTIONAL SERVICES FOR CONSIDERATION FEES 

On rare occasions, W&C is asked to provide additional search services that are not 
included in this scope of service or to provide more than three on-site visits to the 
City.  Additional work specifically requested by the City which is outside of the scope of 
this project will be invoiced at the hourly rate of $220 plus expenses.  W&C will submit a 
written explanation of the additional services to be provided and the estimated hours that 
will be required prior to commencing any additional services.   

$220 per hour  
plus expenses 

mailto:adavis@waters-company.com
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Triple Guarantee 
 

Our Triple Guarantee is defined as:  (1) A commitment to remain with the recruitment assignment until 
you have made an appointment for the fees and tasks quoted in this proposal.  If you are unable to make a 
selection from the initial group of finalists, W&C will work to identify a supplemental group until you find 
a candidate to hire.  (2) Your executive recruitment is guaranteed for 24 months against termination or 
resignation for any reason.  The replacement recruitment will be repeated with no additional professional 
fee, but only for project-related expenses.  Candidates appointed from within your organization do not 
qualify for this guarantee.  This guarantee is subject to further limitations and restrictions of your state 
laws.  (3) W&C will not directly solicit any candidates selected under this contract for any other position 
while the candidate is employed with your organization. 
 
 

IV. Firm Experience 
References 

 
The Recruitment Project Team Leader for this project is Art Davis.  He was the owner of a small executive 
recruitment consulting firm for 10 years when he was hired by Waters & Company on September 2, 2015.  
Mr. Davis is currently working on five executive recruitments at various stages of completion.  Mr. Davis 
has listed two (2) communities as references for his work with Waters & Company (most recent), and three 
(3) communities as references where he successfully conducted executive recruitments prior to starting 
with Waters & Company.  Additional references can be provided if requested. 
 
City of Fayetteville, North Carolina (210,000)  
2015-2016 

Ms. Rochelle Small-Toney, Deputy City 
Manager 
910-433-1459 
RSmall-Toney@ci.fay.nc.us 

Project:  Selection of Director of Economic and 
Business Development  
 

WaterOne, Kansas (Johnson Co. Water District 
No. 1 –Serving a Population of 400,000) 2015-2016 

Mr. Mike Armstrong, General 
Manager/CEO 
913-895-5517 
marmstrong@waterone.org 

Project:  Selection of Human Resources Director 
(Prior Recruitments:  Human Resources Director 8 
years prior) 

 
City of Lansing, Kansas (11,642) 2015 

The Honorable Gene Kirby, Mayor  
913-240-9873 
mayor@lansing.ks.us 

Project:  Selection of City Administrator 

City of Blue Springs, Missouri (50,000) 2014 
The Honorable Carson Ross, Mayor 
816-655-0496  
cross@bluespringsgov.com 
or 
Mr. Eric Johnson, City Administrator 
816-655-0499 
ejohnson@bluespringsgov.com 

Project:  Selection of City Attorney (Prior 
Recruitments:  Director of Parks & Recreation) 

 
City of Independence, Missouri (118,000) 2014 

Ms. Debra Craig, Director of Human 
Resources 
816-325-7385 
dcraig@indepmo.org 

Project:  Selection of Finance Director (Prior 
Recruitments:  Police Chief, Community Dev. Dir., 
Mgt. Analyst, Asst. Community Dev. Dir.) 

mailto:cross@bluespringsgov.com
mailto:ejohnson@bluespringsgov.com
mailto:dcraig@indepmo.org
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Experience 
 

The following is a partial list of previous Executive Recruitments: 
 
List of Relevant Executive Recruitments:  2011 to Present  
Year Client State Recruitment Population 
2011 City of Dunedin FL City Clerk 35,690 

     
2010 City of Maricopa AZ City Manager 45,508 
2010 Town of Marana AZ Assistant Town Manager 38,290 
2010 Town of Marana AZ Police Chief 38,290 
2011 City of Mesa AZ Deputy City Manager 457,587 
2015 Coconino County AZ Deputy County Manager 136,539 
2015 Coconino County AZ Human Resources Director 136,539 
2015 San Luis AZ Chief of Police 31,180 

2011 City of Dunedin FL City Clerk 35,690 
2010 City of Maricopa AZ City Manager 45,508 
2010 Town of Marana AZ Assistant Town Manager 38,290 
2010 Town of Marana AZ Police Chief 38,290 
2011 City of Mesa AZ Deputy City Manager 457,587 
2015 Coconino County AZ Deputy County Manager 136,539 
2015 Coconino County AZ Human Resources Director 136,539 
2015 San Luis AZ Chief of Police 31,180 

 
 

V. Recruitment Project Team 
Mr. Rollie Waters, Executive Vice President 
Direct Phone: (214) 466-2424 
Email: rwaters@waters-company.com 
 
Recruitment Project Team Leader 
Mr. Art Davis, Senior Vice President 
Direct Phone: (816) 868-7042 
Email: adavis@waters-company.com  
 

Mr. Chuck Anderson, Senior Vice President 
Direct Phone:  (817) 965-3911 
Email:  canderson@waters-company.com 
 
Ms. Regan Brown, Project Coordinator 
Direct Phone:  (214) 466-2445 
Email:  rbrown@waters-company.com 
 

mailto:rwaters@waters-company.com
mailto:adavis@waters-company.com
mailto:canderson@waters-company.com
mailto:rbrown@waters-company.com


 

City of Glendale, AZ – Proposal to Provide Executive Recruitment Services.       11 

Rollie Waters  
Executive Vice President  

 
Rollie O. Waters is an Executive Vice President of Waters & Company, a Springsted Company.  Since 
1976, Rollie has been a management consultant to private and public sector clients.  He has consulted 
with national and international clients in the area of HR Management system design and strategic 
management.  He has given various lectures and seminars for organizations in the areas of compensation 
as it relates to performance management.  He is viewed on a national level as one of the foremost 
authorities in succession planning and performance management system design for the public sector.  He 
has spoken before such organizations as the International City/County Managers Association, American 
Management Association, The Alliance for Innovation, Southern Methodist University, the University of 
Maryland, National Forum of Black Public Administrators, California Institute of Technology, the Texas 
Municipal League (TML), the International Personnel Management Association (IPMA-HR), several 
international companies in Great Britain and various other U.S. public and private sector agencies and 
organizations. 
 
Rollie has been actively involved in the development of competency-based knowledge selection and 
development tools over the past twenty years.  He has been instrumental in ensuring the proprietary 
profiles that he has designed attract the right candidates that fit the organization’s needs.  In addition, 
Rollie’s extensive knowledge of performance management solidifies matching the management style  
most compatible with the organization’s success.  His research on succession planning has led him and  
his team to be able to help shape the future of organizations through their executive recruitment activities.  
 
Rollie has been widely published in national journals and magazines focusing on human resource 
challenges.  His publications include a research article in the Public Personnel Management Journal titled 
“The Impact of Behavioral Traits on Performance Appraisal.”  Prior to founding W&C, Rollie held an 
executive position with Dun & Bradstreet Co., Inc., and a management position with Owens Corning 
Fiberglass.  
 
Areas of Expertise 

• Executive Recruitment 
• Web-based Compensation Support 
• Management Development 
• Organizational Strategy 
• Mentoring Programs 

• Performance Management 
• Competency-based Systems and 

Development Systems 
• Succession Planning 

 
Professional Accomplishments and Education 

Rollie is a member of Mensa, a Strategic Partner with the International City/County Managers Association, 
International Management Consultants, Alliance for Innovation, a member of the National Corporation 
Advisory Council of the National Forum for Black Public Administrators and numerous other professional 
groups.  He has also appeared in several professional directories such as Who’s Who in the World, Who’s 
Who in Finance and History, and many others.  Rollie has an extensive background in the behavioral 
sciences and strategic planning.  He received his MBA at Pepperdine University and his Bachelor of 
Science degree in Psychology from the University of South Carolina.  In addition, he is a Certified 
Management Consultant (CMC); CMC is a certification mark awarded by the Institute of Management 
Consultants USA and represents evidence of the highest standards in consulting and adherence to the 
ethical canons of the profession. 
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Arthur (Art) Davis 
Senior Vice President 

 
Arthur (Art) Davis is a Senior Vice President of Waters & Company, a Springsted Company.  Prior to 
joining Waters & Co., Art successfully started and expanded his own company for 10 years providing 
executive recruitment and organizational management consulting services for cities, counties and 
nonprofits.   
 
Prior to consulting, Art was Associate Director for the Civic Council of Greater Kansas City, a nonprofit 
501c4 membership organization of CEOs representing some of the largest companies in the region.  One of 
his responsibilities was to organize efforts to revitalize Downtown Kansas City, Missouri by coordinating a 
strategic and master planning process involving hundreds of stakeholders, resulting in development of 
strategies, solicitation of start-up funding and implementation of action plans – all contributing toward the 
successful revitalization of Downtown Kansas City. 
 
For nearly six years Art served as City Administrator of Lee’s Summit, a city recognized as the “fastest 
growing” city in Missouri and the Greater Kansas City region at the time.  Earlier positions of responsibility 
include working for the cities of Lenexa, Kansas and Dallas, Texas, at one point serving as Assistant to the 
Mayor of Dallas. 
 
Areas of Expertise 

• Executive Recruitment 
• Leadership/Management Development 
• Strategic Goal Setting & Strategic Planning  
• Organizational Assessment, Design & Development 
• Organization & Community Facilitation 

 

Professional Accomplishments and Education 

Art received his Bachelor of Arts degree in political science and public administration from William 
Jewell College and his Masters of Public Administration from the University of Kansas. 
 
Art has led and participated in a wide variety of community initiatives and on nonprofit boards throughout 
his career.  He was presented with the L.P. Cookingham Award by the Greater Kansas City Chapter of the 
American Society for Public Administration, recognizing his long-term and outstanding contributions in 
the field of public administration.      
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Charles (Chuck) Anderson 
Senior Vice President 

 
Charles (Chuck) S. Anderson is a Senior Vice President of Waters & Company, a Springsted Company.  
Prior to joining the Waters & Co., Chuck worked for local governments and non-profit organizations, 
including City Manager for Dallas, Texas; Executive Director for the Dallas Area Rapid Transit (DART) 
and Executive Director for the Michigan Education Association. 
 
Chuck also served as Director for Local Government Reform for the International City/County Association 
(ICMA), managing a U.S. government contract for the planning and delivery of technical assistance to 
local governments in Central and Eastern Europe.  His last assignment in this role with ICMA was to 
recruit and supervise a team of technical consultants to assist in re-building local governments in Bosnia 
following agreement on the Dayton Accords. 
 
During his service with the Michigan Education Association, Chuck also served as Senior Consultant for 
Urban Planning and Management for Michigan State University’s Institute for Public Policy and Social 
Research. 
 
Areas of Expertise 

• Executive Recruitment 
• Leadership/Management Development 
• Organizational Design 
• Organizational Development 

 
Professional Accomplishments and Education 

Chuck received a Bachelor of Arts degree in political science and human resources management and a 
Masters of Public Administration degree from the University of Kansas.  He received the prestigious 
L.P. Cookingham Award for Development of Young Professionals from the International City/County 
Management Association (ICMA) and the Minority and Women Advancement Award from the 
American Public Transit Association (APTA).  He was also recognized as Public Administrator of the 
Year by the American Society of Public Administration (ASPA) and Outstanding Management 
Innovator (Honorable Mention) by ICMA.  Chuck was recognized in 2007 with the Lifetime 
Achievement Award from his Public Administration Alumni Association at the University of Kansas. 



 

City of Glendale, AZ – Proposal to Provide Executive Recruitment Services.       14 

Regan Brown 
Project Coordinator 

 
Regan Brown is the Project Coordinator at Waters & Company, a Springsted Company.  She is 
responsible for supporting the lead consultants throughout the entire scope of the recruiting process, as 
well as providing administrative support to the Executive Vice President, Rollie Waters. 
 
In this role, Regan coordinates communications with candidates, the handling of resumes and the 
distribution of candidate questionnaires.  She is also responsible for providing support to candidates 
regarding technical and logistic issues.  She assists the consultants in scheduling the semifinalist 
interviews, submitting profiles for background checks and education verifications and notifying the 
finalists.  Her responsibilities extend to editing presentations and proposals, advertisement placements  
and general office administration.  
 
Professional Accomplishments and Education 

Previously, Regan worked in Residential Real Estate and as the Operations Manager for a publically held 
subprime financial services company.  Coordinating between board members, executive staff and 
operations employees, she implemented executive initiatives at all levels of the company.  Regan also 
served as ISO 9001 Management Representative for Halo Financial Services, LLC.; her attention to detail 
and her passion for efficiency allowed for a perfect audit record three years in a row.  Her service 
leadership attitude ensures an exceptional customer service experience. 



 

 

APPENDIX I 

Sample Brochure 



Coconino County has more land area 
than the country of Switzerland.

In 2013 AARP awarded Coconino 
County a "Best Employers for 
Workers over 50" and the American 
Heart Association designated the 
County as a Platinum Achievement 
Fit-Friendly Worksite, among other 
distinctions, for its employee-
centered employment practices.

CANDIDATE PROFILE 

The candidate’s background and experience 
should include a diverse exposure to all 
aspects of human resources management, 
with experience and competency in 
recruitment and staffing, workforce diversity 
strategies, personnel policy/procedure 
development and implementation, 
personnel evaluation, employee 
development, compensation and benefits 
administration, training, organizational 
development, change management, 
employee relations and human resources 
information systems.

Current knowledge and expertise are 
essential in the areas of personnel and 
disciplinary investigations, equal opportunity 
issues, and relevant local, state and 
federal employment laws as they apply or 
potentially apply to Coconino County and 
its workforce. The Director will be required 
to provide services to departments led by 
both appointed and elected officials and 
will exercise tact, diplomacy and appropriate 
control to ensure the best interests of 
the County.  The successful candidate will 
have a demonstrated track record in the 
development and maintenance of a strong 
teamwork and customer service focus in the 
delivery of human resources services. 

Coconino County is also seeking a Director 
of Human Resources with:

•	 Demonstrated leadership, 
administrative and management skills, 
and an extensive level of expertise 
in contemporary human resources 
practices.

•	 A commitment to communicating 
with all levels of the organization 
consistently, accurately and in a timely 
manner. 

•	 A commitment to teamwork, 
collaboration and the highest level of 
customer service to user departments 
and other customers.

•	 A positive commitment to embracing 
diversity and personnel practices 
that ensure Coconino County is an 
environment that encourages individual 
opportunity and excellence, regardless 
of race, sex, individual or cultural 
differences. 

•	 A willingness to appropriately 
confront issues and make tough 
recommendations and decisions.

•	 An active level of involvement in 
professional personnel-related 
organizations and professional 
networking. 

COCONINO COUNTY, ARIZONA, SEEKS A HIGHLY SKILLED HUMAN RESOURCES 
EXECUTIVE AND LEADER TO PROVIDE EXPERT GUIDANCE AS THE NEXT…

Coconino County, Arizona, is 
geographically the second largest county 
in the nation (after San Bernardino 
County, California), and at 18,661 square 
miles, comprises 16% of the entire state 
of Arizona.  Of its total land area, 12% 
is privately held, with the remainder 
state, federal or tribal land. The current 
population is 136,011, a 16% increase over 
the 2000 census. Coconino County was 
formally established in 1891, with Flagstaff 
designated as the County seat. Located 
at an elevation of 7,000 feet, Flagstaff 
is the largest city in the County, with a 
population of 66,000. Other incorporated 
cities within the County include Page, 
Williams and a part of Sedona, and the 
Towns of Fredonia and Tusayan.

DIRECTOR OF HUMAN RESOURCESTHE COMMUNITY



Coconino County has a diverse and 
educated citizenry, with 32% having 
earned a college degree, and 27% of 
Native American descent, including the 
Havasupai, Hopi, Hualapai, Kaibab-Paiute, 
and San Juan Southern Paiute Tribes, as 
well as a large part of the Navajo Nation. 
Additionally, 14% of the population is 
Hispanic. The residents of the County 
value their local institutions of higher 
education, Northern Arizona University 
(NAU) and Coconino Community College, 
with campuses in Flagstaff and Page. 
The County is also home to the United 
States Naval Observatory (Flagstaff 
Station), the United States Geological 
Survey's Flagstaff Campus, the Museum 
of Northern Arizona and the Arboretum 
at Flagstaff.  Flagstaff was the first 
community designated as an International 
Dark Sky Community. 

Within the County borders are many 
scenic sites. The most renowned and 
impressive is Grand Canyon National Park. 
Other attractions are Oak Creek Canyon, 
Sunset Crater National Monument, 
prehistoric Indian ruins at Wupatki, 
Walnut Canyon, the Navajo National 
Monument, the San Francisco Peaks Ð 
Arizona's highest point at 12,633 feet Ð and 
Lake Powell, with 1,960 miles of shoreline.

The northern Arizona region is rich 
in history, natural beauty, culture and 
diversity, and proud of its tradition 
of multi-jurisdictional and regional 
collaboration and cooperation. The 
County has worked to initiate and nurture 
successful economic development 
initiatives, to include leveraging the 
intellectual property and expertise from 
NAU to incubate start-up businesses and 
industries and to create new centers for 
high-technology and green enterprises.

Coconino County offers a contrast 
between rural and urban areas, with 
distinct perspectives and lifestyles. The 
vast land area of the County provides a 
base for agricultural production, habitat 
for abundant wildlife, watersheds for 
the recharge of aquifers and sources for 
renewable energy.  The County has been 
working on the Four Forest Restoration 
Initiative, a collaborative, landscape-scale 
effort designed to restore fire-adapted 
ecosystems.

Coconino County offers an excellent 
environment to live, work and raise a 
family.

THE COMMUNITY (Continued)

•	 An approachable, friendly, open and 
participatory management style open 
to and respecting input from others.

•	 Outstanding interpersonal and people 
skills, with expertise in consensus 
building, conflict resolution, mediation 
and working with issues for positive 
resolution.

•	 High personal energy, a positive 
approach, self-confidence and a sense 
of humor.

•	 The ability to effectively articulate 
personnel issues, goals and objectives 
to the Board of Supervisors, the 

County Manager, key management 
staff, department directors and other 
County staff, with the concurrent 
ability to translate policy decisions into 
operational action.

•	 The ability to maintain confidentiality 
and build a high level of trust with 
management, supervisory and line 
employees. 

•	 Personal and professional integrity of 
the highest order, demonstrated in both 
the candidate’s public and private life. 

THE POSITION

The position of Director of Human 
Resources for Coconino County, reporting 
directly to the County Manager, presents 
a unique and rewarding professional 
challenge and opportunity. The chosen 
candidate will succeed a Director who is 
retiring after seven years of service.  The 
County Manager is seeking an experienced, 
talented and creative human resources 
professional to perform the daily 
operations of an award-winning Human 
Resources Department and to manage 
continued efforts to develop, enhance and 
implement cutting edge human resources 
services and policies. Coconino County has 
an authorized staff of 1063 FTE, comprised 
of a variety of professional, support, 
administrative, and operational positions 
within 32 County departments.  

The Director of Human Resources will 
have a singular opportunity to put his/
her talents to work in maintaining and 

upgrading the operating practices and levels 
of service provided in the human resources 
arena for the County’s internal and external 
customers. The Director will be an integral 
part of the Coconino County executive 
management team and provide effective 
leadership, partnering with other key staff 
in the implementation and administration 
of personnel policies and procedures, 
organizational development strategies 
to take the organization to a higher level 
of expertise, effectiveness and service, 
while reflecting best practices in personnel 
management. 

The Director supervises a staff of 11, to 
include an Assistant Director, Risk Manager, 
and Human Resources professionals 
assigned to the areas of recruitment and 
retention; classification and compensation; 
employee and organizational development; 
personnel administration; benefits; safety 
and wellness; and employee relations.

CANDIDATE PROFILE  (Continued)



This statement of current issues and 
challenges is based upon interviews with 
the County Manager and other key staff 
members of Coconino County.  It is not 
intended to be all-encompassing, but 
generally identifies some of the key issues 
and challenges the new Director of Human 
Resources will face during the first six to 
twelve months on the job.

•	 The Director will need to gain 
familiarity with key issues and 
human resources-related problems 
to develop and lead appropriate 
programs and strategies.

•	 Organizational development 
and strategic planning will be a 
continued focus for the position.  
The new Director will be key in 
analyzing the current state of 
organizational performance and in 
the recommendation of strategic 
plans for growing and developing the 
organization to address the current 
and future challenges for the County.

•	 The new Director will be expected 
to recruit, develop and retain a high 
quality staff with the competencies 
to meet the needs of all departments. 
The relatively high cost of housing 
and rental housing shortages in a 
college town are ongoing challenges. 
The diversity of the staff, particularly 
reflecting the Native American 
population, is an ongoing concern and 
objective.

•	 The new Director will be expected 
to refine succession plans in order to 
develop internal talent to prepare for 
retirements and other vacancies while 
maintaining an effective working 
environment.

CURRENT ISSUES & CHALLENGES 
•	 Maintenance and updating of the 

compensation plan, to ensure it 
remains both externally competitive 
and internally equitable and to 
manage some compression issues 
currently in place.  

•	 Continued review and 
implementation of supervisory 
training and coaching efforts.  The 
new Director will also continue the 
supervisory training process, effective 
evaluation of personnel, and in the 
establishment of fair and equitable 
merit increases.

•	 Review and updating of 
comprehensive human resources 
policies and procedures and partner 
with departmental directors to orient 
and train staff in those procedures.

•	 Coordination of strategies and plans 
to provide quality employment 
benefits to employees in a cost 
effective and competitive manner. 
The County participates in the 
Northern Arizona Public Employees 
Benefits Trust to manage benefits 
purchases and costs, along with 
the City of Flagstaff, Coconino 
Community College, Flagstaff Public 
Schools, and the Transit District.

•	 Addressing potential challenges of 
the Affordable Care Act as they apply 
to the health care benefits offered by 
the County.

•	 Prioritize departmental workload and 
initiatives to maintain a high level of 
service and responsiveness with a 
lean staff and increasing workload.

•	 Develop a strategic plan around the 
County’s aging workforce with many 
tenured staff in leadership roles 
nearing retirement.

MISSION STATEMENT
Coconino County is a land of vast and endless beauty, home to many cultures. With energy 
and enthusiasm, we commit to:
•	 Conscientiously serve our community and provide our citizens with accessible local 

government;
•	 Provide the most effective and efficient delivery of services;
•	 Challenge, recognize and support our employees because they are the backbone of the 

County;
•	 Protect, preserve and care for our environment.

In our second century of public service, we envision our citizens and staff proud of their 
government and its accomplishments. We look forward to the future – confident that working 
together in an atmosphere of cooperation and trust, we will meet each new challenge with 
creativity and integrity.



EDUCATION & EXPERIENCE

Requirements include a Bachelor’s Degree in Public Administration, 
Business Administration, Human Resources Administration, or 
related field, and five years progressively responsible administra-
tive or supervisory experience in Human Resources administration; 
or any combination of education, training and experience which 
demonstrates the ability to perform the duties of the position. A 
graduate degree in business administration, public administration 
or a related field is preferred. Personnel-related credentials such 
as one or more of SPHR, PHR, CCP, CEBS, IPMA-CP or equivalent 
certifications are preferred, but not required.

Professional experience in a comparable or larger organization 
is preferred. Candidates with service as a Director of Human 
Resources or Assistant Director in corporate environments, non-
profit agencies, or public sector organizations will be considered. 
Although the venue of candidate’s experience will be considered, 
key criteria for selection will be a demonstrated track record of 
excellence in dealing with complex human resources programs and 
issues, a customer service focus, and a collaborative approach.

APPLICATION & SELECTION PROCESS
Qualified candidates please submit your resume online by visiting 
our website at https://waters-company.recruitmenthome.com. 
Interested applicants are strongly encouraged to apply by 
March 6, 2015. Following this date, applications will be screened 
against criteria provided in this brochure and Coconino County will 
consider offering interviews to selected candidates. Interviews in 
Flagstaff will be offered by the County Manager to those candidates 
named as Finalists, with reference checks, background checks 
and academic verifications conducted after receiving candidates’ 
permission. For more information, please contact:

Chuck Rohre
(214) 466-2436 (direct)
(214) 608-7477 (mobile) 
Email: crohre@waters-company.com 

Coconino County is an Equal Opportunity Employer and values 
diversity at all levels of its workforce!

Applicants selected as finalists for this position will be subject to 
a criminal history/credit/driver’s license check prior to interview.  
Information from your resume may be disclosable based on open 
records requests.

Coconino County is governed by a five-member Board of 
Supervisors, each elected from one of five supervisorial districts. 
The Board of Supervisors has legislative authority to establish 
the County budget, manage its General Fund, and approve 
contracts, procurements and expenditures.  The Board is advised 
and assisted in its administrative responsibilities by the County 
Manager, who is delegated broad responsibilities in the areas of 
budget development and administration. The Board appoints the 
County Manager, Public Fiduciary, County Engineer, Public Health 
Officer, and Clerk of the Board, and confirms the appointment of 
other department directors.

Other County officials elected on a County-wide basis are 
the Assessor, Clerk of the Superior Court, Constable, County 
Attorney, Recorder, Sheriff, Superintendent of Schools, and 
Treasurer.

With a FY 14-15 budget of approximately $201 million, and 
a staff of 1063 full-time and 350 temporary employees, the 
County provides a broad array of services to include general/
administration, law and justice, community development, health 
and social services, public works, community services, and parks 
and recreation. The County’s primary sources of revenue include 
Intergovernmental (state/federal grants and state-shared taxes) 
– 43%; Other Taxes (County sales taxes and vehicle license tags) – 
23%; Property Tax – 15%; and Charges for Services – 12%. Coconino 
County has the second-lowest tax rate among Arizona counties.

To learn more about Coconino County, visit www.coconino.az.gov.

COMPENSATION

The starting salary is competitive up to the low $100K range, 
depending upon the background and qualifications of the 
successful candidate.  Coconino County has an exceptional 
benefits package, including medical, dental, life insurance, 
long-term disability, flexible spending account, Arizona State 
Retirement System, vacation, sick leave, wellness program and 
other highly competitive benefits. The working conditions are 
outstanding and the locale is ideal. Relocation assistance will be 
negotiable.

COUNTY GOVERNANCE & 
MANAGEMENT

14285 Midway Road	 Phone:	 972.481.1950
Suite 340	 Toll-free:	 800.899.1669
Addison, TX 75001	 Fax:	 972.481.1951

Springsted Incorporated
380 Jackson Street	 Phone:	 651.223.3000
Suite 200	 Fax:	 651.223.3002
Saint Paul, MN 55101

waters-company.com



City Clerk
Executive Search 
Process
Human Resources

February 16, 2015



Purpose

Discussion and direction on the 
selection of an executive search 
firm for the recruitment of the City 
Clerk.



Scope of Work

This can vary depending on the firm selected however in 
general, most executive recruitments include:

- Development of a candidate profile

- An advertising campaign and recruitment brochure

- Recruitment of candidates

- Candidate interviews and evaluation

- Referencing top candidates

- Recommendation

- Final interviews and background checks

- Negotiations



Time Frame

Depending on the firm selected and process 
implemented, time frames may vary.  In 
general, a successful process may take 70 to 
120 days.



Search Firm Responses
Search Firm Diversity 

Process?
Placement of 
Diverse Candidates?

Advertisement
vs. Established 
Pool 
Placement?

Retention

The Mercer 
Group, Inc.

Yes Approximately 200 
placements of 
candidates from 
protected groups 
since 1985

10%
Advertisements 
90% Established 
Pool

8 years

Waters &
Company

Yes 40% of placements
are from protected 
groups

60%
Advertisements
40% Established 
Pool

3+ years

CPS Yes 32% of placements 
are from protected 
groups

64%
Advertisements
36% Established 
Pool

5+ years



Firm The Mercer 
Group

Waters & 
Company

CPS Executive Search

Experience Over 25 years Over 25 years Over 25 years

Arizona 
Representative

Yes No Yes (resides in CA)

Glendale 
Recruitments

Yes No Yes

Other AZ Cities Goodyear, 
Fountain Hills

Maricopa, Mesa, 
Coconino County

Chandler, Gilbert, 
Surprise, Paradise 

Valley

*Cost $24,500 $24,500 $23,500

Comparison Chart

*Does not include candidate expenses 



Human Resources Process

The city’s Human Resources Department (HR) is also equipped 
to handle this process.  HR’s process would be similar  and 
include:

- Profile development

- Creation of recruitment brochure and advertising campaign 
(includes strategy to draw minority candidates)

- Candidate screening, interviews and evaluation

- Referencing of top candidates

- Recommendation to council

- Final interviews/background checks

- Negotiations

Cost = approximately $2,000 plus candidate expenses



Cost

Approximate cost for City Manager 
recruitment:

- Outside recruitment firm = $24,500

- Process through the Human Resources 
Department = $2,000 

- Candidate travel and other City expenses 
will not exceed $5,000



Questions?
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