BLACK MOUNTAIN TOWN COUNCIL MINUTES
December 31, 2025 | Special Meeting Agenda | Time: 8:30 AM

Town Hall Council Chambers | 160 Midland Avenue, Black Mountain, NC 28711

Black Mountain Town Council held their special meeting agenda on Wednesday, December 31,
2025, at 8:30 AM in the Council Chambers of Town Hall, 160 Midland Avenue, Black Mountain,
NC 28711.

1. CALL TO ORDER

Mayor C. Michael Sobol called the meeting to order at 8:32 a.m. with the following
members in attendance: Mayor C. Michael Sobol, Town Council Member Alice Berry,
Town Council Member Doug Hay, Town Council Member Pam King, Town Council
Member Ryan Stone. Vice Mayor Archie Pertiller was absent.

The following staff members were present: Wesley Barker, Town Clerk and Susan Russo
Klein, Attorney.

2. CLOSED SESSION - NCGS 143-318.11 (A)(3) CONSULT WITH ATTORNEY,
ATTORNEY-CLIENT PRIVILEGE; AND NCGS 143-318.11(A)(6)
PERSONNEL-RELATED.

Council Member Pam King made a motion to go into closed session pursuant to NC
General Statute 143-318.11(a)(3) to consult with an attorney employed or retained by
the public body in order to preserve the attorney-client privilege between the
attorney and the public body, which privilege is hereby acknowledged., and N.C.G.S.
143-318.11 (a)(6): to consider the qualifications, competence, performance, character,
fitness, conditions of appointment, or conditions of initial employment of an
individual public officer. A vote of 4-0 in favor. Vice Mayor Archie Pertiller was
absent.

The Council returned to open session at 9:05 a.m.

Council Member Pam King made a motion to exit closed session now that the purpose
pursuant to NC General Statute 143-318.11(a)(3) to consult with an attorney employed or
retained by the public body in order to preserve the attorney-client privilege between the
attorney and the public body, which privilege is hereby acknowledged., and N.C.G.S. 143-
318.11 (a)(6): to consider the qualifications, competence, performance, character, fitness,
conditions of appointment, or conditions of initial employment of an individual



public officer, has been accomplished and to without a general account of such closed session
so long as releasing the same would frustrate the purpose thereof. A vote of 4-0 in favor. Vice
Mayor Archie Pertiller was absent.

3. DISCUSSION OF EXECUTIVE SEARCH FIRMS FOR TOWN MANAGER
RECRUITMENT

Attorney Susan Russo Klein reviewed Executive Search Firm proposals that had been
received in addition to those from the last meeting. All firms have been recommended by
the NCLM. The proposals received were from the following:

1. Developmental Associates- NC-based full-service firm with a start-to-finish
process including recruitment, stakeholder interviews, emotional intelligence
analysis, and candidate negotiations. They estimate a 60-day period with a two-year
guarantee. The proposed fee is $25,500, not to exceed $27,600. Background
checks of candidates would be at an additional fee.

2. Mercer Group Associates - Florida-based full-service firm, one-year guarantee. A base
fee of $24,000 plus reimbursable expenses not to exceed $5,000.

3. MGT- A full-service firm including advertising and background checks, job boards
listings. A flat fee of $26,000.

4. Piedmont Triad Regional Council - Uses a "word of mouth" recruitment and

networking of managers, not a full-service firm. They would provide feedback on

applicants and resumes received. A proposed fee of $7,500.

Raftelis- Full-service firm with proposed cost of $36,000-39,000.

6. SGR- Texas-based full-service firm, a cost of $28,419 including advertising.
Additional services are al la crate, but with additional costs. A cost of $14,184
would occur for additional interviews if the first-round process is unsuccessful. The
Town would provide costs for the candidates to travel. This would be a 12-week
process with at 1-year guarantee.

7. Slavin Management Consultants- A Georgia-based full-service firm. This would be
a 60-90-day process with a cost not to exceed $25,203. The Town would pay the
costs for candidate travel.

¥

**Copies of these proposals received are included at the end of these minutes.

Discussion ensued among Council Members. Council Member Hay stated he would like to
move forward and narrow down to two firms to move forward with. It was also mentioned
that the interim Town Manager would continue any processes and involvement, after the
permanent Town Manager leaves his role.

Additional discussion ensued concerning the Finance Director position and adding this to
proposals with the search firms, if they would be interested in doing so. It was noted this
would have an additional cost but have a level of commitment.



CONSIDERATION OF INTERIM TOWN MANAGER APPOINTMENT (IF
APPLICABLE)

Council Member Doug Hay stated the Council is continuing discussion of interim Town
Manager candidates. No action taken on this matter.

ADJOURNMENT

It was announced the Town Council would next meet in a special session on Monday, January
5, 2026 at 8:30 a.m. at Town Hall.

With no further business to be discussed, Mayor C. Michael Sobol adjourned the meeting
at 9:32 am.

= LY W

C. Michael Sobol, Maye{r /

Attachments: Copies of search firm proposals received.
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Stephen K. Straus, Ph.D

= Vé‘ DEVELOPMENTAL Heather A. Lee, Ph.D. SPHR.

 ASSOCIATES Lic Holly Bishop, Ph.D.

AN
: www.developmentalassociates.com

510 Meadowmont Village Circle, #299 e Chapel Hill, NC 27517 (919) 812-0132 e skstraus@developmentalassociates.com

COVER LETTER INFORMATION:
Incorporation: As a predominantly female-owned enterprise, Developmental Associates is a
HUB-certified LLC (S) Corporation. We are the only local government search firm located in
North Carolina.
Lead Consultant: Stephen Straus, Ph.D.

December 18, 2025

Mayor Mike Sobol and Black Mountain Town Council
160 Midland Avenue
Black Mountain, NC 28711

Dear Mayor Sobol and Town Council members:
Thank you for requesting our proposal for your upcoming Town Manager search.

We have worked with several jurisdictions in your area to hire their Managers. Three of those
were recent:

e  Mills River (2024)

e Weaverville (2025)

e Asheville (2025)

Three of those have significant longevity:
e Hendersonville (2018)
e Transylvania County (2018)
e Waynesville (2018)

As you review our proposal, you will note that Developmental Associates is not a traditional
"headhunting" firm. Instead, we rely on more objective, systematic, and accurate methods to
recruit, screen, and evaluate candidates, which we refer to as Evidence-Based Recruitment and
Assessment. As an example, we helped the Savannah City Council which had dealt with
significant cleavages, to come to a unanimous vote to hire their new City Manager. We were
able to achieve this outcome when the Council had fired two national search firms who had
been unsuccessful in their efforts. https://www.wtoc.com/2021/07/23/savannah-interim-city-
manager-announces-resignation/#:~:text=SAVANNAH%2C%20Ga. We have listed Savannah
Mayor Johnson as one of our references.

Our approach will provide you with much more detailed and in-depth information about the
candidates than our competitors. Our mission is to enable you to make the most informed
decisions possible.

Experts in Emotional Intelligence to Develop Individuals and Organizations 1



Our approach has three primary goals related to recruitment, screening, and selection.
d 3

2.

Recruit high-quality and diverse candidates.

Employ a multi-method screening approach to get you the best data on your top

candidates.

Apply skill-based assessments and Emotional Intelligence testing to provide you with a

comprehensive assessment that goes beyond the traditional interview-only approach.

Goal #1: Recruit high-quality and diverse candidates

We target individuals with whom we
have had direct experience. Having
worked with thousands of managers
through our consulting and training,
we are well-connected to leading local
government candidates in the region.

We make individual contacts through
social media. We maintain lists of
hundreds of local government
candidates that we can contact
through email blasts, Facebook, and
LinkedIn notices.

We know how to utilize the most
widely referenced professional
journals and websites effectively. We
can enhance the information
provided to those sites by relying on a
comprehensive study of the position
and the organization that enables us
to craft attractive, realistic, and
comprehensive postings.

We have established a national
network through our contract with
NEOGOV, the leading HR application
for governments across the nation.
This service enables us to provide
recruitment and applicant tracking
solutions on a national level.

OUTCOME: We have successfully placed candidates from all over the country, including
Georgia, California, Arizona, New York, lllinois, Florida, Oklahoma, Montana, Alaska, and
Massachusetts. Furthermore, there are no search firms that know candidates in the North
Carolina region better than Developmental Associates. North Carolina has been our home base
for thirty years.

Goal #2: Employ a multi-method screening approach to get you the best data on your top
candidates

We develop a customized application
that candidates must complete online.
We would tailor the application to the
specific challenges facing the Town. In
comparison to traditional cover letters
and resumes, we can then match
candidates with the specific needs of
the Town. Moreover, we are then able
to make "apples-to-apples”
comparisons of candidates rather than
trying to piece together disparate
information from resumes that are
each designed differently.

We conduct intensive interviews with
each of the top candidates (up to 15).
We conduct these interviews using
structured questions tailored to the
Town's needs, along with a detailed
scoring system. We record the
responses of each candidate and
provide them to you for review.

Experts in Emotional Intelligence to Develop Individuals and Organizations




e We also administer online surveys requiring short essay answers from candidates.
These questions generally focus on how candidates have managed more complex
challenges and provide you with an early writing sample before further assessment.

OUTCOME: Many clients tell us that they base final selection decisions on less information
that we provide through our screening process.

Goal #3: Apply skill-based assessments and Emotional Intelligence testing to provide you with
a comprehensive assessment that goes beyond the traditional interview-only approach.

e Skill-based exercises are more valid e In addition to the skills-based
(approximately twice as accurate) assessments, we administer a
than the traditional interview-driven psychological inventory called the
approach. Developmental Associates Emotional Intelligence Inventory (EQi
designs exercises that simulate the 2.0), which we provide on page 10.
responsibilities of the position, such This inventory, validated for
as making budget presentations, employment purposes, provides us
developing written project plans, with information on the candidate's
facilitating staff meetings, conducting critical skills, including problem-
performance-based role-plays, and solving, assertiveness, interpersonal
resolving HR issues with staff, relations, and teamwork. We
allowing direct observation of the administer this inventory
candidate's skills that interviews independently of the skills exercises;
cannot elicit. in other words, the psychologist
administers the EQ without knowing
the results of the other assessments.

OUTCOME: We provide you with the most in-depth and accurate information possible about
the top candidates for this position, enabling you to make the most informed decisions. It is
essential to rely on three familiar and very comfortable methods as a part of the selection
process: 1) reviews of resumes, 2) reference and background checks, and 3) interviews.
Nevertheless, these are the three least accurate methods for determining a candidate’s actual
competencies, and they are the key methods used by our competition.

One of many reasons for the limitations of these methods is that they rely primarily on indirect
or inferential data. For example, resumes tell us what the candidate has done but not how well
they have performed. References often rely on third-party observations that are unreliable and
based more on familiarity than skill assessment. Interviews, when conducted in a systematic
and behavior-based fashion, can reveal specific key attributes, including knowledge, verbal
communication skills, and judgment (when including behavioral questions). Interviews,
however, cannot directly verify other critical skills, such as budget analysis, conflict resolution,
project planning, meeting or group facilitation, problem-solving, writing, or even presentation
skills.

Experts in Emotional Intelligence to Develop Individuals and Organizations 3
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Most importantly, other firms will emphasize their recruitment prowess. We can match their
recruitment, but we think your greatest challenge will be accurate candidate assessments.
Interviews, even presentations, and writing assignments, are incapable of eliciting leadership
skills. They can elicit leadership "talk" but not leadership "walk." Acquiring firsthand evidence
of leadership skills requires dynamic, interactive exercises, such as coaching role-plays and
simulated meetings. Only Developmental Associates offers these assessments among all our
competitors. Moreover, we cross-validate the competencies observed in those exercises with
the results from Emotional Intelligence testing.

We also differ from other firms in that we do not rely on stock interview questions for the final
interviews with the Council. Instead, we would tailor questions specifically to the needs of the
Town and the candidates' performance in the skills assessment exercises. Moreover, we would
design a presentation based on the key challenges facing the Town, which includes a set of
common questions that the Council can ask each candidate.

Please note that these methods do not restrict your discretion. Instead, they enhance the quality
of information you would have at your discretion in making screening, assessment, and final
interview decisions.

Most importantly, | would like to share some data with you. Ninety-six percent (96.4%) of the
over 300 executives we have placed are in the same position, have remained in their positions
for a minimum of five years, or have been promoted to a higher-level position.

Thank you for considering our services. We would be pleased to partner with the Town of Black
Mountain to find an outstanding Manager.

Sincerely,

e e

Stephen K. Straus, Ph.D.
President - Developmental Associates, LLC
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PROPOSAL: THE TOWN OF BLACK MOUNTAIN
RECRUITMENT, SCREENING, AND SELECTION PROCESS:
FOR TOWN MANAGER

December 18, 2025
SECTION I: PROPOSAL CONTENTS PAGES
A. Scope of Services pages 6-9
e Emotional Intelligence Factors page 10

B. Proposed Fees for Services (using the cost proposal form in the RFP) page 11

SECTION II: OVERVIEW OF FIRM

C. Organization and Staffing + Roles on this Project pages 12-13
D. Qualifications and Experience (List of clients) page 13

E. A New Approach to Executive Assessment pages 14-15
F. References pages 16-18

Sample Recruitment Brochure Included

HIRE WITH CONFIDENCE PLEDGE
If Developmental Associates is responsible for recruiting and screening candidates, we
guarantee that the client will find a candidate that it can hire with confidence. If the
selected candidate does not continue employment for at least two years, Developmental
Associates will provide all services originally agreed upon with the client at no additional
charge, except for our out-of-pocket fees. Developmental Associates would continue to
provide these services until the client selects a candidate it can "hire with confidence."
Developmental Associates does not maintain this pledge if it is not responsible for the
recruitment and screening for the position, nor if the client fails to secure final interviews,
background investigations, and final decisions within 30 days of completing the skills
assessment process.

The information provided herein by Developmental Associates, LLC. is proprietary and
confidential, offered to the recipient solely to evaluate its service proposal. The Town should
not disclose the following information to anyone outside the decision-making group without
the company's prior authorization.

Submitted by: Stephen K Straus, President

Company: Developmental Associates, LLC

Phone/Fax: (919) 812-0132 (919) 929-6883

Email Address: skstraus@developmentalassociates.com

Experts in Emotional Intelligence to Develop Individuals and Organizations



A: SCOPE OF WORK
BLACK MOUNTAIN TOWN MANAGER

RECRUITMENT AND SELECTION
Menu of Offerings

Directions: Below are the steps outlined in the proposed Scope of Services, along with the

estimated completion dates for each step. This plan includes four meetings with the Council.

STEPS IN THE RECRUITMENT, TIMELINE
SCREENING, AND SELECTION (Required
PROCESS PURPOSE OF THE PROPOSED STEPS meetings in
red)
Step 1: Conduct job and 1) Provides a foundation for defining the Day 1
organizational analyses to identify competencies sought in recruitment and in
expectations and competencies for designing the selection process.
the position by meeting with the 2) Builds stakeholder buy-in and perspective into
following groups: the selection process.
e The Town Council 3) Conducting a job analysis is essential for legal
e The outgoing Manager. defensibility.
& Matribers of tha Town staff. 4) Conducting the organizational analyses
e Other stakeholders, as identifies future challenges for a proactive
requested by the Council. Towm Manager.
We can conduct these sessions in
focus groups or via surveys.
Step 2: Build a candidate profile 1)  Review Town plans, priorities, and goals, as Day 4
and post written job well as the organizational structure and budget,
advertisements on leading to identify the appropriate executive
professional websites, list serves, professional qualities and skill sets desired.
and social media. 2) DA would post ads and charge the Town back
for those out-of-pocket fees.
3) Developmental Associates would also develop
an electronic brochure that highlights the
community and the organization. (Sample
included with this proposal.)
Step 3: Conduct targeted 1)  We have direct access to several thousand local | Through Day 30
recruitment of leading candidates government executives across the country. We
and seek diverse candidates. will send a mass email to all these executives
and establish direct contact with a select
number of those we believe would be a good fit
for the Town.
2) By targeting candidates and making individual
contacts, Developmental Associates can
supplement the candidate pool with candidates
who possess excellent credentials, both
nationally and locally.
3)  We can provide recruitment updates to the

Council on a predetermined schedule.

Experts in Emotional Intelligence to Develop Individuals and Organizations



STEPS IN THE RECRUITMENT,
SCREENING, AND SELECTION

PROCESS PURPOSE OF THE PROPOSED STEPS TIMELINE
Step 4: Conduct the initial (first) 1) First-level screening involves a structured Day 35
level screen of candidate process for evaluating resumes and supporting Meeting with
applications/resumes documents. We require all candidates to post the Council in
e A media (Google) search their applications through NEOGOV to ensure closed
(mentions of candidates in the they are responding to the specific session.
news media) of the top requirements of the position and not just
candidates at this stage of the submitting a general resume.
screening process. 2) The organizational/job analysis provides the
e Follow-up: Notify all basis for developing a structured screening
candidates of their standing guide to ensure consistent application of the
after the initial screening. selection criteria to each resume.
3) Narrow the field of candidates to a number
that can be screened more intensively (through
the secondary screening process described
below).
4) Provides detailed and uniform information to
the Council to enable you to make an informed
decision about which candidates proceed in the
process.
Step 5: Conduct a second-level 1) Such advanced screening methods are Day 47
screening of candidates for the beneficial when there is a large group of Meeting with
position. We employ two methods qualified candidates or when the Town is the Council in
in the secondary screen. To ensure unfamiliar with many of the candidates. closed
objectivity, a different member of 2) The results of the organizational/job analyses session.
our staff would conduct each (Step 1) drive the screening criteria.
technique, and we keep a 3) Upon completion, the Council would be ready
“firewall” between these methods. to identify the finalists (up to 5) to participate in
These methods are as follows: the final assessment process.
e Telephone interviews 4) Provides detailed and uniform information to
e Electronic survey questions the Council to enable you to make an informed
(short essays on decision about which candidates proceed in the
accomplishments) PISEEES
e Notify all candidates of their
standing.
Step 6: Design the hiring process 1) The hiring process should be valid (job-related) By Day 47
e Develop skill-based exercises, to identify the best candidates.
such as budget 2) The hiring process should provide an
presentations, simulated opportunity to assess the most critical
meetings, and written competencies required for the position,
assignments. including the candidate's ability to meet the
e Administer and evaluate primary challenges facing the Town and the
the Emotional Intelligence position.
Inventory 3) The hiring process should assess both
Emotional Intelligence (El) and technical skills.
7
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STEPS IN THE RECRUITMENT,
SCREENING, AND SELECTION

PROCESS PURPOSE OF THE PROPOSED STEPS TIMELINE
Step 7: Recruit assessors to 1) The types of assessors recruited depend upon By Day 47
evaluate the candidates (Assessors the types of exercises the candidates would
can be identified and approved by perform. Assessors would include other local
the Council). government managers and, potentially,
members of the Black Mountain community.
2) Assessors must complete a Statement of
Confidentiality. Moreover, no single assessor
will be aware of the overall outcome of the
process. That information is provided to the
Council only.
3) We will train assessors on how to apply
behavioral-based rating systems when rating
candidates.
Step 8: Conduct selection 1) We will ensure that the assessors conduct the Days 60-61
exercises to evaluate the (up to 5) exercises in a reliable and unbiased manner. It
finalists is the hallmark of Developmental Associates to
ensure that assessors provide objective
Analyze EQl in-depth behavioral feedback.
2) We will send candidates preparatory
information and provide them with thorough
explanations in advance of the process.
3) The exercises will assess the strengths and
weaknesses of each candidate, enabling you to
determine which candidates possess the
necessary skills to fill the position.
Step 9: Facilitate the debrief with 1) Provides expertise to the Council in making Day 61
the Town Council and facilitate decisions. Meeting with
their decision-making to identify 2) We would also design a presentation based on the Council in
the top 2-3 candidates to invite to actual challenges facing the Town. closed
Black Mountain for in-person session.
finalist interviews.
Step 10: Facilitate thorough We would coordinate the investigations and report Upon

background investigations

detailed findings to the Council. This would be a
thorough, comprehensive (FBI-type) investigation.

completion of

a conditional
offer of

employment.

Experts in Emotional Intelligence to Develop Individuals and Organizations



STEPS IN THE RECRUITMENT,
SCREENING, AND SELECTION

PROCESS PURPOSE OF THE PROPOSED STEPS
Step 11: Provide executive 1) The assessment process and the organizational TBD
coaching to the successful analysis provide rich information suitable for
candidate executive coaching.
e Review the challenges facing 2) The new Town Manager will be facing exciting

but formidable new challenges. They can
benefit from professional guidance in
developing a plan of action to meet those

the community and
organization

e Analyze the results of the
selection process challenges successfully.
o Analyze the findings of the 3) Feedback to internal candidates who are not

EQi selected often helps with their professional
development and acceptance of the decision.
Such feedback also paves the way for greater
support of the candidate chosen by
incumbents.

e Develop a plan of action

e We can provide
developmental feedback to
internal candidates not
selected for the position. This
coaching includes a review of
EQi and skills assessment
results.

Experts in Emotional Intelligence to Develop Individuals and Organizations 9



A.1: EMOTIONAL INTELLIGENCE FACTORS*

SELF-PERCEPTION REALM

EQ-i Scale The El Competency Assessed by the Scale
1. Emotional Self- Ability to be aware of and understand one’s feelings and their impact
Awareness
2. Self-Regard Ability to respect and accept one’s strengths and weaknesses
3. Self-Actualization Ability to improve oneself and pursue meaningful objectives
SELF-EXPRESSION REALM

EQ-i Scale The El Competency Assessed by the Scale
4. Emotional Expression Ability to express one's feelings verbally and non-verbally
5. Independence Ability to be self-directed and free of emotional dependency on others
6. Assertiveness Ability to express feelings, beliefs, and thoughts in a non-destructive way

INTERPERSONAL REALM

EQ-i Scale The El Competency Assessed by the Scale

7. Interpersonal Ability to develop and maintain mutually satisfying relationships
Relationships
8. Empathy Ability to recognize, understand, and appreciate the feelings of others
9. Social Responsibility Ability to contribute to society, one’s social group, and to the welfare of
others
DECISION MAKING REALM

EQ-i Scale The El Competency Assessed by the Scale
10. Impulse Control Ability to resist or delay an impulse, drive, or temptation to act
11. Reality Testing Ability to remain objective by seeing things as they are
12. Problem-Solving Ability to solve problems where emotions are involved

STRESS-MANAGEMENT REALM

EQ-i Scale The El Competency Assessed by the Scale
13. Flexibility Ability to adapt one's feelings, thinking, and behavior to change
14. Stress Tolerance Ability to effectively cope with stressful or difficult situations
15. Optimism Ability to remain hopeful and resilient despite setbacks

EQ-i 2.0, Multi-Health Systems (2011), All Rights Reserved
Adapted from The EQ Edge
Steven J. Stein, Ph.D., and Howard E. Book. M.D.
Third Edition (2011)
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B: PROPOSED FEES FOR THIS PROJECT

BASIC FEE

ADDITIONAL OPTIONS (Including Maximums)

$25,500

EQi- Analysis @ $350 per candidate (up to 5)
Coaching and Feedback @ $350 for the successful candidate

MAXIMUM TOTAL FEE: $27,600 does not include the following:
e Additional work requested by the client but not included in this proposal would
be billed at $300 per hour.
e Background @ approximately $2250 per candidate*
e Coaching for internal candidates who apply but are not selected @$350 each.
e Out-of-pocket advertising fees (typically $1,500-52,500)

*This fee would be paid directly to US ISS Agency if the client wishes to use their services.

With our virtual process, the client would have no fees or expenses other than the cost of

bringing the finalists on-site for final interviews. Nevertheless, if the Town wants us to be on
site for any part of our process, we will ask to be reimbursed for all reasonable out-of-pocket

expenses.

"~ We expect clients to process billing for payment (net 30) after the skills-assessment process.

Litigation support, expert witness testimony, and depositions would be billed hourly at $250.00
per hour unless Developmental Associates is responsible for losing a grievance or legal case. In
that event, there would be no charge for litigation support.

Experts in Emotional Intelligence to Develop Individuals and Organizations
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Il. OVERVIEW OF FIRM
C: ORGANIZATION AND STAFFING

Steve Straus would be the lead consultant on this project. He would lead a diverse team with
Heather Lee, Andrea Surratt, Derwick Paige, and Holly Danford-Bishop. This team is diverse in
gender and race.

Steve Straus, Ph.D., is the President and Founder of North Carolina-based Developmental
Associates. He earned his Bachelor's Degree from the Wharton School of Business at the
University of Pennsylvania, a Master of Public Administration from the University of North
Carolina at Chapel Hill, and a Ph.D. in Political Science from Duke University. Dr. Straus is a
former Assistant City Manager in Southern Pines. Steve has been a long-time member and
frequent presenter with the NC City and County Managers Association. For 26 years, he has
taught in the Master of Public Administration programs at North Carolina State University and
the University of North Carolina at Chapel Hill. He has served on the faculty at the University of
North Carolina at Chapel Hill's School of Government. He has published in the leading public
sector journals.

Heather Lee, Ph.D., is a Partner with North Carolina-based Developmental Associates, where
she has worked since 2004. Heather earned an M.S. and a Ph.D. in Industrial/Organizational
Psychology from North Carolina State University. Dr. Lee earned her undergraduate degree in
Psychology with a minor in Social Work at Florida State University. Heather, a Certified Senior
Professional in Human Resources (SPHR), is an organizational consultant with a focus on the
nonprofit, governmental, and educational sectors.

Heather has served as a faculty member and Manager at the NC Center for Women in Public
Service as well as for the William Peace University Human Resources degree program. She is a
former Vice-President of Human Resources with the NC Easter Seals Society. Heather has
consulted extensively with local governments and is the co-designer of and a faculty member in
the North Carolina Public Managers Program.

Andrea Surratt is the former Hickory Assistant City Manager. She also served as the City
Manager of Bozeman, Montana and Sandy Springs, Georgia.

Derwick Paige is the former Wake County and Winston-Salem Deputy Manager.

Holly Danford-Bishop, Ph.D., is our Operations Management partner. Holly has worked in
various capacities with DA since 2013. As Client Services Manager, Holly collaborates with
employers and candidates to address questions, coordinate schedules, and deliver exceptional
customer service. She takes the lead in analyzing the qualifications of candidates during the
screening process.

Holly holds a BA in Political Science, a Master’s in Public Administration, and a Ph.D. in Public
Administration, all from North Carolina State University. Holly has worked in federal, state, and
local government capacities for almost 20 years. She is a US Air Force veteran and teaches State
and local government as an Adjunct Professor at North Carolina State University. Her
background is in Public Health and Veterans Affairs.
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ROLES IN THIS PROJECT

Lead consultant: Stephen K. Straus, Ph.D.

ROLE

PERSON(S) RESPONSIBLE

Job/Organizational Analysis

Andrea Surratt

Design of Job Ad

Heather Lee, Ph.D.

Candidate Recruitment

Chris Blue

Initial Candidate Screening

Holly Danford-Bishop, Ph.D. and Heather Lee

Secondary Candidate Screening

Holly Danford-Bishop and Andrea Surratt

Assessor Recruitment

Stephen Straus

Exercise Design

Derwick Paige

Candidate Orientation

Stephen Straus

Assessor Training

Stephen Straus

Debrief with the City Council

Stephen Straus and Heather Lee

Initial Negotiation with Finalist

Heather Lee

Coaching of Successful Candidate

Heather Lee

EXxperts in Emotional Intelligence to Develop Individuals and Organizations
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D: QUALIFICATIONS AND EXPERIENCE

Our Clients:
During the last five years, we have either completed or are in the process of working with the

following local governments and universities:

The City of Durham, North Carolina
Wake County, North Carolina

The City of Savannah, Georgia
The City of Williamsburg, Virginia
The City of Danville, Virginia

The City of Suffolk, Virginia

The Town of Blacksburg, Virginia
The City of Statesboro, Georgia
The City of South Fulton, Georgia
The City of Riverdale, Georgia
Southampton County, Virginia
The City of Greensboro, North
Carolina

The City of Winston-Salem, North
Carolina

The City of Fayetteville, North
Carolina

The Town of Chapel Hill, North
Carolina

The Town of Duck, North Carolina
The Town of Apex, North Carolina
The Town of Garner, North Carolina
Durham County, North Carolina
The Town of Holly Springs, North
Carolina

The Town of Wake Forest, North
Carolina

Duke University

NC State University

East Carolina University

The Town of Wrightsville Beach,
North Carolina

The Town of Waynesville, North
Carolina

The University of North Carolina at
Chapel Hill '
The Town of Mills River, North
Carolina

The City of Isle of Palms, South
Carolina

The City of Sanford, North Carolina
Transylvania County, North Carolina
Cumberland County, North Carolina
The City of Wilson, North Carolina
The Town of Stallings, North Carolina
The University of North Carolina —
Pembroke

UNC Charlotte

City of Lexington, North Carolina
The City of Goldsboro, North Carolina
The City of Dunn, North Carolina
Guilford County, North Carolina
The Town of Morrisville, North
Carolina

E: ANEW APPROACH TO EXECUTIVE ASSESSMENT:
TALENT IDENTIFICATION AND ASSESSMENT

Section II.B: A New Approach to Executive Assessment — Talent Identification
and Assessment

These and many other clients are recognizing that Developmental Associates has developed a new,
more thorough, accurate, and comprehensive model for executive processes — which we call Talent
Identification and Assessment. The old "Search Model" makes three outdated assumptions as follows:

Experts in Emotional Intelligence to Develop Individuals and Organizations
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Outdated Search Model

Limitation

Recruitment Methods:
Assumes that the search
firm is in close contact
with top candidates
nationally who will only
apply for the position if
contacted by the firm.

This model overlooks the use of
modern technology in recruitment.

Large national firms also tout their
staff connections throughout the
country, claiming their consultants
will share prospective candidates —
rather than compete with one
another.

DA Talent Identification &

Assessment Solution

Developmental Associates employs
multiple recruitment methods,
including targeting individuals,
placing ads on leading professional
websites and journals, relying
extensively on social media, and
connecting with our national
network through NEOGOV — the
leading public sector technology
solution for recruitment and
selection in the United States.
Moreover, as a "boutique" firm, our
consultants all work together on
each project.

Candidate Screening
Other search firms often
posture that they know
how candidates are
performing in their
current position.

That is a myth. Knowing a candidate,
even befriending one, does not
necessarily mean that the search
firm can accurately assess that
candidate's performance in day-to-
day activities. The search firm does
not directly observe critical
competencies, such as how
effectively the candidate manages
staff, plans, organizes, or resolves
conflicts.

Developmental Associates employs
an extensive, multi-method
screening approach that provides
you with a more comprehensive
understanding of each candidate's
skills and competencies. Because this
process is standardized, it enables
fair comparisons across candidates.

Candidate Assessment:
It presumes that
employers can evaluate
candidates
comprehensively
through interviews.

Interviews are a necessary
component of any selection
process, but they are insufficient to
assess overall executive
competencies. Interviews, when
properly constructed and conducted,
can directly evaluate how well the
candidate communicates, their
knowledge, and judgment. The
interview is too limited to assess
other essential management and
leadership skills, such as writing,
developing budgets, problem-
solving, staff management, and
project management, among
others. Regarding these critical
competencies, interviews reveal
only what candidates say they
would do, not how they actually
perform.

We provide intensive assessment of
candidate skills that other firms do
not offer before the Manager begins
the interview process. This skill-
assessment process enables you to
directly observe the skills of
candidates as they perform a variety
of executive tasks, such as managing
staff, budgeting, dealing with the
media, making presentations, and
facilitating staff meetings.

Experts in Emotional Intelligence to Develop Individuals and Organizations 15




MERCER GROUP ASSOCIATES

MISSION: TO SERVE OUR GOVERNMENT PARTNERS AS THEY SERVE THEIR COMMUNITIES

MERCER GROUP ASSOCIATES

Reaching tfigher 1(R Solutions =

OVERVIEW: TOWN MANAGER EXECUTIVE SEARCH

- Mercer Group Associates understands that partnering with
clients to clearly identify needs and culture of the
organization, as well as challenges and opportunities for the
new position is key to a successful search process.

- Mercer Group understands most organizations are focused
on delivery of services to their citizens/clients. Mercer is
available to assist with the recruitment process from start to
finish so you can focus on serving your team and citizens.

- Mercer Group understands selection of a new Town
Manager is an important decision that will impact the
organization for many years to come. Itis important that the
selection process identifies highly qualified candidates that
truly appreciate the organization and community values.

FEES:
e Base Fee-$24,000
e Services included in base fee include:

O Position Analysis, recruitment brochure development

and advertising of position

O Candidate search, resume review, screening,
telephone interviews, development of short list of

candidates for consideration

O Background and social media checks, interview
packages: candidate reports, interview questions and

coordination with Town and candidates

O Reimbursable expenses not in base fee: (advertising,

travel, background checks, etc.) NTE: $5,000

EXECUTIVE SEARCH EXPERIENCE:

e Mercer Group Associates conducts searches
nationwide. Over the last five years the firm has
conducted 200+ searches to assist local governments
with selection of virtually every level of county and
city management. The Mercer Team will be assigned
will be based on schedules and availability for travel.

MERCER WORK PLAN

Position Analysis: Conduct individual interviews with
the Mayor and Council/Commissioners, Manager,
Dept. Directors and other stakeholders; develop
position profile in the form of a recruitment brochure.

Recruitment Process: Targeted advertising to produce
diverse quality applicants for the position; provide
position profile information directly to candidates in
Mercer data base; direct contacts with persons known
by Mercer consultants. Advertising on websites where
minority candidates may be discovered and
encouraged to apply.

Candidate Resume Review/ Screening: Applicant
information will be evaluated against the position
profile; preliminary screening of the most promising
candidates will be conducted by Mercer to develop a
candidate short-list.

Approval of Semi-finalist List: Short-list of 5-6 qualified
candidates will be presented to the Mayor and Council
for review and approval of a semi-finalist list of 4-5
candidates.

Background Checks: Mercer conducts a background
check of semi-finalists to include checking all
references, education attainment, criminal records,
credit report, work history and social media/internet
check.

Interview Process: Mercer will structure interview
process to meet the organization’s needs. Interview
packages including a report of all candidate information
gathered, candidate questionnaire and interview
questions will be provided; arrange interview times in
coordination with the town.

Negotiations: Mercer, if requested, will assist in
negotiating an employment agreement with the
selected candidate.

The timeline from start to finish is about 90 days.



MCT

Human Capital Solutions

Stronger Teams. Better Outcomes.

We are an expert team with decades of exper
tangible results.

ience and specialized capabilities that deliver

Your business is our priority, no matter the challenges or obstacles you may encounter, and human capital management
is one of the most important drivers of organizational performance with a 93% customer satisfaction rate. We focus on
building your internal talent and processes so that your organization is agile, resilient, efficient, and innovative.

Recruiting Solutions

Tailored, full-service recruiting services customized to
meet each organization’s needs

Flexible options, from Executive Searches to Limited
Scope and Virtual Services, as well as standalone
packages for our national job board to support broader
hiring needs

Staffing Solutions

Skilled interim and long-term staffing support for
management, finance, IT, education, and other public
sector domains

Rapid access to elite IT professionals through flexible
staffing models—short-term, long-term, or contract-
to-hire—delivered quickly to meet your organization’s
needs and scale IT teams effectively

1,500 . 1200+
Recruitments #° Interim Staffing
conducted Placements

Career Center . 300+

17,000+ views #°  Class and Comp
per month studies completed

Classification & Compensation Studies

Classification analysis based on job duties, skills,
and position requirements

Compensation plans with guidelines and related
HR policies

Other Human Capital Consulting Services

Organizational reviews, assessments, and
strategic planning to improve operations and align
with long-term goals

Comprehensive HR services, including audits,
staffing analysis, performance management
systems, and leadership training

Contact: mgt.us | 847-380-3290



MGT

Human Capital Consulting

Empower your workforce with expert guidance from our human capital professionals.

We specialize in navigating the complexities of HR management with tailored solutions that improve
productivity, foster employee engagement, strengthen recruitment and retention, and ensure
compliance with evolving regulations. Our services span the full spectrum of Human Capital needs,
from compensation studies and organizational reviews to HR audits, performance evaluations, and
leadership development. We give your organization practical strategies to support employees and

achieve long-term success.

Our Services:

Classification & Compensation Studies

Leverage our classification and compensation expertise
and strategic recommendations with the latest market
salary and benefits data insights to support workforce
decisions and keep your compensation competitive

and equitable.

Organizational & Staffing Reviews

We assess your structure, workforce allocation, and
operational dynamics to identify opportunities for
improvement. Our data-driven insights help streamline
processes, optimize and forecast staffing levels,

and enhance overall productivity. Our experienced
consultants also conduct comprehensive HR audits.

Leadership Development Training

Our dynamic training programs, including an 8-week
online supervisory course, equip public sector
supervisors with the skills and insights needed to

lead with confidence, foster innovation, and drive
organizational success. We offer additional trainings
and assessments tailored to client needs, providing
flexible options to strengthen leadership at every level.

Workforce & Organizational Strategy

We partner with organizations to strengthen both
workforce practices and organizational direction. Our
services range from strategic planning and change
management to hands-on HR audits, staffing analysis,
and policy review and development. This combination
of strategic and practical support helps leaders improve
compliance, align resources, and build capacity for long-
term success.

Employee Engagement Surveys

Gain valuable insights into morale, motivation, and
workplace satisfaction to create a more engaged and
productive team through our engagement surveys or
workplace climate assessments with our partner at the
University of North Carolina-Chapel Hill.

Succession Planning

We design succession planning strategies that cultivate
leadership potential across your workforce. By aligning
competencies with growth opportunities, we help
organizations develop talent pipelines that support
stability today and adaptability tomorrow.

Contact: Rachel Skaggs | rskaggs@mgt.us | 847-380-3290



MGT

Recruiting Solutions

Comprehensive recruitment for every need.

MGT's team of professionals offers full-service executive recruitment and selection solutions customized to
meet your organization’s challenges. Through our experience with hundreds of placements over the last decade,
we have built a growing pool of highly qualified candidates, supplemented with candidates we reach through our
extensive social media presence and personal outreach who are ready to meet the challenges and expectations

of your organization.

Streamlined Six-Step Process

Our six-step process ensures a streamlined process for quality placements:

‘ STAKEHOLDER l EXTENSIVE | MEDIA
ENGAGEMENT CANDIDATE SCREENING

OUTREACH

Executive Recruitment

Our Executive Recruitment is a premium, 1-year
guarantee service that identifies top-tier candidates
through a comprehensive six-step process for critical
positions. The service includes beginning-to-end
support, such as position promotion, candidate
evaluations, video interviews, background checks, and
negotiation assistance.

Virtual Recruitment

Our Virtual Recruitment service is designed for
organizations seeking a remote-friendly process.
We post the position, evaluate candidates, and
present top candidates, offering a cost-effective
option without compromising quality.

Contact: Charlene Stevens | cstevens@mgt.us | 320-262-0303

| LIVE, REFERENCE CLIENT
TWO-WAY CHECKS & INTERVIEWS

INTERVIEWS BACKGROUND

VERIFICATION

Limited Scope Recruitment

Our Limited Scope Recruitment service identifies
top-tier candidates through a streamlined four-
step process. Our experts extensively promote
the position, evaluate applicants, conduct video
interviews, and provide a narrowed list of top-tier
candidates for your review.

Career Center

Our Career Center attracts more than 17,000
monthly visitors and connects you with engaged
public sector professionals. Flexible packages
include individual postings, annual subscriptions,
and enhanced marketing options to broaden your
organization’s reach..



MGT

Connect with Top Public

Sector Talent Today!

A l S

S el

Finding the right talent can transform your organization, and our job board is designed to make it easy. Whether you're
seeking short-term visibility or an expanded recruitment boost, we offer flexible options to showcase your opportunities
to highly engaged public sector job seekers. From 30 or 60-day postings to comprehensive marketing packages, your
listing includes social media promotion, email outreach, and branding that puts your organization in the spotlight. MGT's
Career Center attracts 17,000 visitors a month and is a trusted resource for public sector job seekers.

Job Board Options and what is included:

30-Day Individual Job Posting: $250

« One Standard Job Posting for 30 days
« Promotion across our Social Media Platforms
« Company Logo Featured on Job Board

60-Day Individual Job Posting: $500

+ One Standard Job Posting for 60 days

« Promotion across our Social Media Platforms

+ Company Logo Featured on Job Board

* Included in our Weekly Job Newsletter (2 editions)

Job Board Unlimited Subscription: $1,000

+ Unlimited Job Postings for the Year, with Each Post
Active for 30 days

+ Career Page

+ Promotion across our Social Media Platforms

+ Included in our Weekly Job Newsletter (4 editions)
« Company Logo Featured on Job Board

Start reaching the talent you need today!

For more information, contact:

Cristina Cram
Recruitment Manager | ccram@mgt.us

30-Day Job Posting & Marketing Package: $3,000

+ One Standard Job Posting for 30 days

« Promotion across our Social Media Platforms

+ Included in our Weekly Job Newsletter (4 editions)
« Company Logo Featured on Job Board

+ Option to Attach Brochure to Job Listing

+ One list of Recommended Ad Sources

+ Ad Copy Review and Edits

+ Publish Job Posting on LinkedIn Job Slot

+ Sparkhire One-Way Video Interview Platform for Up
to 5 Candidates

60-Day Job Posting & Market Package: $5,000

+ One Standard Job Posting for 60 days

+ Promotion across our Social Media Platforms

* Included in our Weekly Job Newsletter (6 editions)
« Company Logo Featured on Job Board

+ Option to Attach Brochure to Job Listing

+ One list of Recommended Ad Sources

+ Ad Copy Review and Edits

+ Publish Job Posting on LinkedIn Job Slot

+ Sparkhire One-Way Video Interview Platform for Up
to 8 Candidates



MGT

Staffing Solutions

Staffing solutions for every challenge.

MGT delivers flexible staffing support to help organizations bridge workforce gaps and sustain operations. We serve
cities, counties, school districts, and nonprofits with professionals across management, finance, IT, public safety,
education and more. With decades of experience, we connect clients to skilled talent quickly, ensuring continuity, stability,
and confidence.

MGT Staffing Solutions

Municipal & Education Staffing Information Technology Staffing Key Roles We Successfully Place

Our municipal and education staffing Our IT staffing solutions connect you with MGT has placed top-tier talent in leadership
services connect cities, counties, and a large network of qualified professionals and support positions across public

school districts with skilled professionals available on a temporary, long-term, or agencies and schools. Our experience

to keep essential operations running. contract-to-hire basis. We place candidates includes finance directors, HR leaders, IT
From administrators and finance directors quickly to meet evolving technology needs specialists, city managers, public safety

to educators and paraprofessionals, and provide the expertise required to chiefs, and school superintendents, along
we provide interim, project-based, and maintain secure systems, support critical with many other essential roles that sustain
temporary placements that ensure projects, fill specialized roles, and scale vital services and strengthen organizational
continuity and uninterrupted support for teams with confidence. performance across communities.

the communities you serve.

Staff
Transition
Services

Temporary Long Term
Staffing

Direct Talent on

Placement Demand Staffing

MGT is a trusted partner for organizations seeking to solve complex workforce challenges. We are committed to
understanding your unique needs and provide flexible, tailored solutions that meet your goals and exceed your expectations.
Contact us today to schedule a free consultation and learn how we can support your Human Capital priorities.

Learn more at MGT.us. For information on Staffing Solutions contact Jay Gillis at jgillis@mgt.us or Ambica Kaul at
akaul@mgt.us. For all other Human Capital inquiries, contact Senior Vice President Joellen Cademartori at
jcademartori@magt.us.



4 PIEDMONT TRIAD REGIONAL'COUNCIL

1398 CARROLLTON CROSSING DEIVE
KERMWERSVILLE, NC 27284

(336) 904-0300
MATTHEW L. DOLGE + EXECUTIVE DIRECTOR

January 7, 2025

Ms. Susan Russo Klein

North Carolina State Bar Board Certified Specialist in Employment Law
Roberts & Stevens, P.A.

City Centre Building

301 College Street, Suite 400,

Asheville, NC 28801

Dear Ms. Klein:

Thank you for calling on the Piedmont Triad Regional Council (PTRC) to assist you with
management services. It is my understanding that you are interested in assistance with the
recruitment and selection of a Town Manager. Please find enclosed a proposal that details the
scope of work we anticipate. We are proposing to do the work for a fee of $7,500.00. When you
are ready for us to begin please return a signed proposal that acknowledges your acceptance and
agreement of the scope of work and terms. If you have any questions about the scope of work,
terms or desire a different format please contact me.

The PTRC’s mission is to serve our local governments and their affiliates by being accessible
and providing high quality services. We provide these services from a unique position and
familiarity with this region. You can expect the highest degree of expertise and precision from
our staff.

I very much appreciate you giving us an opportunity to submit this proposal. I am available to
discuss this project with you at your convenience.

Sincerely,

VP

Matt Reece
Assistant Director

Enclosures



PROFESSIONAL SERVICES OFFERED TO
THE TOWN OF BLACK MOUNTAIN

FOR FACILITATION OF AN EXECUTIVE SEARCH FOR TOWN MANAGER

Work Elements

As part of the facilitation of the executive search process the PTRC agrees to conduct the
following work elements:

A.

Meet with the Town Council to discuss the desired candidate profile and search
process. (This phase can be accomplished through virtual meetings and online
surveys)

. Collect information to share with candidates about the Town.

Develop position profile describing the community, organization, and the positions
being recruited. This serves as an information and promotional material.

Use PTRC’s online application portal to receive applications and to link to
professional social media networks such as Indeed. This allows for boosting of
recruitment reach and a method to record and process applications.

Screen and filter candidates per the direction of the search committee and/or town
representatives applying the selection criteria.

Develop and gain consensus of the methods for the review and assessment of
applicants, this process may include criteria based review of applicant pool, "in-box
exercises" or task oriented screening, response to written questions, response to mock
scenarios, presentations by candidates, structured interviews, and other methods
useful to determine candidate selection.

Meet with search committee and/or town representatives to review and discuss the
following issues: expectations of the results, areas of assessment, confirmation of job
relevancy, and overall gain a mutual understanding of the candidate assessment
process.

Facilitate the formal interview and candidate assessment process.

Assist the town regarding the hire decision.

Provide miscellaneous technical assistance with background search, offer, and the
transition of the final successful candidate.
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Proposal to the Town of Black Mountain for facilitation of an executive search

II. Staff Qualifications

The staff members that will be working on the project are experienced in local
government personnel work. Matt Reece will be the project manager. Matt serves as
PTRC’s Assistant Director. Matt directs the management services, general
administration, IT and HR functions for the Regional Council. He has extensive
experience providing technical assistance to local governments throughout the state. He
regularly conducts a variety of management studies including group facilitation,
executive searches, policy analysis, and personnel classification and compensation
analysis. As a past-president of regional and statewide professional organizations, Matt
has directed and organized research and discussion on a variety compensation and HR
management topics. Matt has also served as adjunct faculty in the Master of Human
Resources Management program for Webster University at their Fort Bragg facility. He
is a member of ICMA, recognized with 30 years of public service, and upholds the code
of ethics. Matt has a Bachelor of Arts in Political Science and a Master of Public Affairs,
both from the University of North Carolina at Greensboro.

Management consultants Ray Smith, Terri Rivers, Ronda Tatum and Kim Newsom are
also available for consultation. All are retired North Carolina local government
professionals. To be concise in the presentation of this proposal their qualifications are
available upon request.

I11. Fee for Services

A fee, not to exceed, $7,500 will be billed to the Town of Black Mountain at the
conclusion of the process.

IV.  References
The PTRC has been involved in technical assistance and management consultation for

four decades. The following is a list of local governments for executive searches have
been prepared recently:

City of Asheboro Town of Jamestown
City of Randleman Town of Lewisville

City of Thomasville Town of Mocksville
Town of Biscoe Town of Mount Pleasant
Town of Bermuda Run Town of Spencer

Town of Denton Village of Clemmons
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Proposal to the Town of Black Mountain for facilitation of an executive search

Acceptance and Confirmation of Proposal

If you are in agreement with the terms of this proposal please indicate by signing below
and returning a signed original to the offices of the PTRC. PTRC staff will begin work as
soon as we are notified of your acceptance. This confirms the Town’s intention to accept
the scope of work as indicated in the proposal presented by the PTRC, provide assistance
and otherwise meet the responsibilities outlined, and confirms the authorization and
encumbrance of funds sufficient to pay the fee for service.

Accepted for the Town of Black Mountain Title

Date

This instrument has been pre-audited in the manner required by the Local Government Budget
and Fiscal Control Act.

(Signature of finance officer).

Date
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= RAFTELIS

Executive
Recruitment

We understand the challenges of recruiting and retaining a high quality and
highly skilled workforce. We know the local government and utilities, hiring,
and retention environment. We care about the well-being of our clients and
that concern is imbedded in all that we do in our engagements.

We develop a customized recruitment plan and conduct targeted outreach to potential
candidates. Our team leverages our extensive professional networks to attract the best
talent nationwide. We do all the work, so you don’t have to - screening, facilitating
interviews, aiding in offer negotiations, and more. From start to finish, we are your
partner in finding an outstanding person to add to your team.

What does the recruitment process look like?

1 2 3
Develop Outreach Selection
Candidate Profile — and Recruitment — and Support
ooo 1 1 1
EO} Discovery (FI“<] Begin outreach Db Facilitate
meetings after posting interview
with client, and selection
leadership process
staff, and key
stakeholders 2 @ 2
E Screen and Conduct
vet candidates background
. 2 and reference
Develop checks
recruitment 3 3
materials !&1 Candidate Assist with
review meeting offer and
negotiation




Why use Raftelis as your recruiter?

Our executive recruitment team shares your passion for

high functioning local governments and utilities and we

are dedicated to finding candidates who add value to your
organizational culture and effectively contribute to strategic
goals and initiatives.

Choosing to work with our executive recruitment team ensures

that your organization will receive several benefits including:

Tailored recruitment plan

A fair and impartial process

Unbiased review of all candidates, both internal and
external

Ongoing guidance, support, and advice throughout the
recruitment

Confidentiality of applicant pool

Experience in negotiating employment offers and contracts
Reduced conflict of interest and maximized staff capacity

Who is our executive recruitment team?

Our executive recruitment team consists of accomplished
local government professionals who are committed to
assisting local governments and utilities throughout the
entire recruitment process.

We have completed hundreds of executive recruitments for
local governments and utilities across the country, ranging in
size from 1,000 to over 1 million residents. We have helped
communities recruit executive leaders including their chief
administrative officer, department directors, and other
management positions. Additionally, we often work with
local governments and utilities to find the right candidate for
difficult to fill or highly technical and specialized positions.
Our executive recruitment team has experience in recruitment
and prior careers in many of the fields where we search for
candidates. This combined expertise allows our team to
deliver the best and brightest prospects to our clients.

Raftelis offers a full range of services to
assist local governments and utilities.

What makes
different?

The quality of an organization’s
leaders is critical to its health
and long-term success. Raftelis
focuses on outreach of passive
candidates which is critical in
this market. We identify and
attract candidates that are
underrepresented in leadership
positions in local government
so they can be considered
by our clients. Our recruiters
have decades of experience
and are interacting directly
with prospects, candidates,
and clients. Our goal is to find
qualified professionals and
help our clients select the right
employee to be successful long
after they’ve been hired.

+ Organizational Excellence Services: Strategic
Planning, Organizational Assessments, Strategic

Communications, Technology

Learn more at www.raftelis.com

Executive Services: Executive Recruitment, Executive

Coaching, Facilitated Performance Evaluations

Financial Services: Rate, Fee & Cost-of-Service
Studies, Financial & Capital Planning, Affordability
Analysis, Financial Condition Assessments




Q RAFTELIS TRUSTED ADVISORS TRANSFORMING COMMUNITIES

Executive performance
evaluations - Doing it right

Feedback is a gift. But it has to be done right to be useful. Without regular
feedback, it is easy for expectations to be misunderstood, recognition for
what is going well to slide by, and goals to become unclear.

Raftelis provides facilitated executive performance evaluations to help governing
bodies evaluate their executive and set clear goals for the future. It can be both
time-consuming and confusing to figure out how to do an evaluation with a multi-
member governing body. Some governing body members have not conducted

an evaluation, and most have not evaluated an employee as a group. Gathering
useful, timely feedback to help assess past performance and set measurable goals

for the next year is difficult.

The chief executive and other council/board appointees are sometimes the only
employees who are not being evaluated annually or given helpful feedback. A
facilitated evaluation takes the pressure off the governing body. It assures all
voices are included equally, and that there is a document containing the results of
the evaluation and consensus on goals for the coming year.

S

Raftelis has experienced
facilitators who use a proven
process to conduct executive
performance evaluations.

Our process provides for two-
way discussions between

the governing body and the
executive. It is an avenue for the
governing body and executive
to strengthen their partnership
in carrying out their respective
roles. The result of our process
is a collective view of the
executive’s performance and
goals for the coming year.

The facilitator’s role throughout this
process is to serve as a neutral party in
gathering feedback from the governing
body, summarizing the results, facilitating
a productive discussion in a closed session,
and documenting agreements resulting
from the process.

Strong leaders welcome feedback that will
help them understand what their governing
body appreciates about their leadership,
where there is opportunity for growth, and
to ensure alignment on goals.

Governing bodies benefit by a smooth and
efficient process that enables voices to be
equally heard, is productive, and results in
valuable feedback for the executive.



The key elements of our process are shown below:

Self- Interviews Confidential Closed session Goals and
assessment with governing report facilitated expectations
by executive body prepared documented

prepared conducted

The primary purpose of the
performance evaluation is to
enhance the executive’s ability
to be most successful in their
organization.

It is about two-way discussions, meaningful
feedback, and a clear understanding of
expectations from the governing body, as well
as what the executive needs to most effectively
carry out their roles.

Your local government or utility
agency can get started now by
engaging Raftelis to work

with your leaders and aspiring leaders.

Raftelis offers a full range of services to
assist local governments and utilities.

Learn more at www.raftelis.com

Catherine Tuck Parrish Jan Perkins
Vice President Vice President

ctuckparrish@raftelis.com jperkins@raftelis.com

Organizational Excellence Services: Strategic
Planning, Organizational Assessments, Strategic
Communications, Technology

Executive Services: Executive Recruitment, Executive
Coaching, Facilitated Performance Evaluations

Financial Services: Rate, Fee & Cost-of-Service
Studies, Financial & Capital Planning, Affordability
Analysis, Financial Condition Assessments



PROPOSAL FOR
EXECUTIVE RECRUITMENT SERVICES

Town Manager

Town of Black Mountain, North
Carolina

December 30, 2025
This proposal is valid for 60 days

Strategic Government Resources
P.O. Box 1642, Keller, Texas 76244
Office: 817-337-8581

RebeccaFleury@GovernmentResource.com

S’GR Rebecca L. Fleury, President of Executive Recruitment
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December 30, 2025

Hon. Mayor C. Michael Sobol and Members of the Town Council
Town of Black Mountain, North Carolina

Dear Mayor Sobol and Town Council Members,

Strategic Government Resources (SGR) is thankful for the opportunity to submit this proposal to assist
the Town of Black Mountain in your recruitment for a Town Manager. Our nationwide reach, deep
municipal expertise, and servant leadership mindset help us deliver tailored recruitment services that
will strengthen your culture and community.

We would like to highlight some key aspects that set SGR apart from other firms:

® Local government experience: Our team brings decades of direct local government experience,
giving us an insider's understanding of your unique challenges. We've conducted executive
searches for over 450 local governments across 37 states, including recent experience with Wake
County, NC; Durham County, NC; Apex, NC; and Fayetteville, NC. This experience provides us
with valuable insight into the unique needs of recruiting a Town Manager in North Carolina.

o National reach and candidate pipeline: With over 21,000 LinkedIn followers, 35,000 subscribers
to our Servant Leadership e-newsletter, and over 5,000 Municipal & County Management Job
Alert subscribers, your SGR recruitment will be seen by a vast audience engaged in the
profession.

o Active engagement in the profession: As recognized thought leaders in local government
management, we are directly involved in the latest operations, challenges, and best practices.
This ongoing engagement ensures we are attuned to the evolving skills and leadership qualities
needed in today’s local government leaders.

Marsha Reed, Senior Vice President, will serve as your Executive Recruiter and primary contact for this
recruitment. Marsha has 38 years of experience in city management, including six years as a City
Manager.

We are eager to partner with the Town of Black Mountain to identify your next leader. We look forward
to the opportunity to discuss our proposed approach in more detail and are available for a meeting at
your convenience.

Respectfully submitted,

—_—
SRyt Tinpy
Rebecca L. Fleury, President of Executive Recruitment
RebeccaFleury@GovernmentResource.com

PO Box 1642, Keller, TX 76244 817-337-8581 www.GovernmentResource.com
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About SGR

Strategic Government Resources, Inc. (SGR) exists to help local governments become more
successful by recruiting, assessing, and developing innovative, collaborative, and authentic
leaders. SGR was incorporated in Texas in 2002 with the mission to facilitate innovative
leadership in local government. SGR is fully owned by former City Manager Ron Holifield, who
spent two high-profile decades in city management and served as a City Manager in several
cities.

SGR’s business model is truly unique. Although we are a private company, SGR operates like a
local government association. Most of SGR’s principals are former local government officials,
allowing SGR to bring a perspective and depth of local government expertise to every project
that no other firm can match.

SGR’s Core Values are Customer Service, Integrity, Philanthropy, Continuous Improvement,
Agility, Collaboration, Protecting Relationships, and the Golden Rule.

SGRis a full-service firm, specializing in providing solutions for local governments in the areas of
recruitment and retention, leadership development and training, innovation and future
readiness, and everything in between.

With 21 full-time employees, 21 recruiters, 18 facilitators, and multiple consultants who
function as subject matter experts on a variety of projects, SGR offers comprehensive expertise.

The company operates as a fully remote organization, with team members located in Texas,
Arizona, California, Colorado, Florida, Georgia, Maine, Michigan, Montana, Nevada, New York,

North Carolina, North Dakota, Ohio, Oklahoma, and South Carolina.

View all SGR team members and their bios at: GovernmentResource.com/Meet-the-Team
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SGR’s Unique Qualifications

Extensive Network of Prospects

SGRis intent on being a leader in executive recruitment and firmly believes in the importance of
proactively building a workforce that reflects the diversity of the communities we serve. We
leverage an extensive and diverse network to reach potential applicants.

® Your position will be announced in SGR’s Servant Leadership e-newsletter, which reaches
over 35,000 subscribers across all 50 states.

o We will send targeted emails to over 5,000 opt-in subscribers of SGR’s Municipal &
County Management Job Alerts.

® Your position will appear on SGR’s Website which attracts approximately 20,000 visitors
per month. GovernmentResource.com/Open-Recruitments

® Your position will be posted on SGR’s Job Board which typically has over 2,000 job
listings at any given time and receives approximately 16,000 unique visitors per month.
SGRJobs.GovernmentResource.com

® SGR implements a comprehensive social media marketing campaign that includes
custom-made graphics and distribution on SGR’s LinkedIn page.

e We frequently collaborate with various local government associations, including the
League of Women in Government, Alliance for Innovation, and the National Forum for
Black Public Administrators.

® Approximately 65% of semifinalists selected by our clients learn about open
recruitments through our website, servant leadership e-newsletter, job board, job alert
emails, social media, or personal contact.

Collective Local Government Experience

Our recruiters have decades of experience in local government, as well as regional and national
networks of relationships. Our executive recruiters leverage the professional networks of all SGR
recruiters when recruiting for a position, enabling outreach to a wide and diverse array of
prospective applicants. SGR team members are active on a national basis in local government
organizations and professional associations. Many SGR team members frequently speak and/or
write on issues of interest to local government executives. SGR can navigate relevant networks
as both peers and insiders.

Equal Opportunity Commitment

SGR does not discriminate and believes that equal opportunity is an ethical issue. SGR will not
enter an engagement with an entity or organization that directs bias or expects bias to be
demonstrated on any basis other than factors that affect the ability of the candidate to do the
job. Although SGR cannot guarantee the makeup of the semifinalist or finalist groups, SGR has
relationships and contacts nationwide to encourage the meaningful participation of
underrepresented groups, and we continue to evaluate and improve our processes by
embedding a lens of equity and inclusion into our recruitment practices.
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Listening to Your Unique Needs

SGR devotes significant time to actively listening to your organization and helping you define
and articulate your needs. We work diligently to conduct a comprehensive recruitment process
tailored specifically to your organization. SGR dedicates a prodigious amount of energy to
understanding your organization’s unique culture, environment, and local issues to ensure an
alignment in terms of values, philosophy, and management style perspectives.

While we have established systems for achieving success, we are a “boutique” firm capable of
adapting to meet a client's specific needs and providing insights on the pros and cons of their
preferred approach.

Trust of Candidates

SGR has a track record of providing remarkable confidentiality and wise counsel to candidates
and next-generation leaders, earning their trust. As a result, we can bring exceptional prospects
to the applicant pool. Candidates trust SGR to assess the situation accurately, communicate
honestly, and maintain their confidentiality to the greatest extent possible.

Accessibility and Communication

Your executive recruiter will keep you informed of the search status and will be readily
accessible throughout the recruitment process. Candidates and clients can reach the recruiter
at any time via cell phone or email. Additionally, the recruiter maintains communication with
active applicants, ensuring they are well-informed about the community and the opportunity.

Comprehensive Evaluation and Vetting of Candidates
SGR offers a comprehensive screening process designed to ensure a thorough understanding of
candidate backgrounds and to minimize surprises. Our vetting process for a full-service
recruitment includes the following key components:

® Prescreening questions and technical review of resumes

e Cross-communication among our recruiters regarding candidates who have been
involved in previous searches, providing greater insight into their background and skills.

Written questionnaires to gain insights beyond what is available through a resume.
Recorded semifinalist interviews.

Media search reports incorporating both internet and social media results tailored to
each candidate based on their previous places of residence and work.

e Thorough, automated, and anonymous reference checks that provide feedback on
candidates from a well-rounded group of references.

® Background checks completed by a licensed private investigation firm.

Executive Recruitment Clients

SGR has partnered on executive recruitments with more than 450 local government clients in 37
states. We take great pride in the long-term relationships we have developed with many of our
clients who continue to partner with us on future recruitment needs.



Project Personnel

Marsha Reed, Senior Vice President

Email: marshareed@governmentresource.com
Phone: 806-789-9641

Marsha has worked in public service for 38 years prior to her retirement. She is a two-time
graduate of Texas Tech University having earned her Bachelor of Science Degree in Civil
Engineering in 1988 and her Master's in Public Administration in 2000. Marsha recently retired
from the great City of Chandler, Arizona, after six years as the City Manager and two years as
Assistant City Manager. Prior to working for Chandler, Marsha worked for the City of Lubbock,
Texas for 20 years in a number of positions with the last six years as the Chief Operating Officer.
Marsha also spent ten years at the Texas Department of Transportation.

Marsha is a licensed engineer in both Texas and Arizona and has won a number of awards in her
career including the Top 3 Public Works Leaders of the Year Award by the Texas Chapter of the
American Public Works Association and Engineer of the Year by the South Plains Chapter of
Texas Society of Professional Engineers. Marsha has served in a number of leadership positions
including President of the Texas Chapter of APWA and the President of the South Plains Chapter
of TSPE. Marsha has also served on the Texas Municipal League Board of Directors and is a
current member of the Arizona City Managers Association.

In her spare time Marsha enjoys being with her family, traveling, and doing anything outdoors.
Marsha has also volunteered her time on Church mission trips, and with a number of non-profit
organizations.
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Option 1: Full Service Recruitment

Approach and Methodology
A full-service recruitment typically entails the following steps:

1. Organization/Position Insight and Analysis
o Project Kickoff Meeting and Develop Anticipated Timeline
o Stakeholder Interviews and Listening Sessions
o Develop Recruitment Brochure
2. Recruitment Campaign and Communication with Candidates
o Advertising and Marketing
o Sourcing Prospective and Active Candidates
o Communication with Prospective Applicants
o Communication with Active Applicants
3. Initial Screening and Review by Executive Recruiter
4. Search Committee Briefing to Review Applicant Pool and Select Semifinalists
5. Evaluation of Semifinalists
o Written Questionnaires
o Recorded Semifinalist Interviews
o Media Searches
6. Search Committee Briefing to Select Finalists
7. Evaluation of Finalists
o Background Investigation Reports
o DiSC Management Assessments (if desired, supplemental cost)
o First Year Plan or Other Advanced Exercise
o Press Release Announcing Finalists (if requested)
8. Interview Process
o Face-to-Face Interviews
o Stakeholder Engagement (if desired)
o Deliberations
o Reference Checks (may occur earlier in process)
9. Negotiations and Hiring Process
o Determine Terms of an Employment Offer
o Negotiate Terms and Conditions of Employment
o Press Release Announcing New Hire (if requested)



Step 1: Organization/Position Insight and Analysis

Project Kickoff Meeting and Develop Anticipated Timeline

SGR will meet with the organization at the outset of the project to discuss the recruitment
strategy and timeline. At this time, SGR will also request that the organization provide us with
photos and information on the community, organization, and position to assist us in drafting the
recruitment brochure.

Stakeholder Interviews and Listening Sessions

Stakeholder interviews and listening sessions are integral to SGR's approach. SGR devotes
tremendous energy to understanding your organization’s unique culture, environment, and
goals to ensure you get the right match for your specific needs. Obtaining a deep understanding
of your organizational needs is the crucial foundation for a successful executive recruitment. In
collaboration with the organization, SGR will compile a list of internal and external stakeholders
to meet with regarding the position. These interviews and listening sessions will identify
potential issues that may affect the dynamics of the recruitment and contribute to a
comprehensive understanding of the position, special considerations, and the political
environment. This process fosters organizational buy-in and will assist us in creating the position
profile.

Develop Recruitment Brochure

After the stakeholder meetings, SGR will develop a recruitment brochure, which will be
reviewed and revised in partnership with your organization until we are in agreement that it
accurately represents the sought-after leadership and management attributes.

View sample recruitment brochures here: GovernmentResource.com/Open-Recruitments

Step 2: Recruitment Campaign and Communication with Candidates

Advertising and Marketing

The Executive Recruiter and the client work together to determine the best ways to advertise
and recruit for the position. SGR’s Servant Leadership e-newsletter, with a reach of over 35,000
subscribers in all 50 states, will announce your position. Additionally, we will send targeted
emails to opt-in subscribers of SGR’s Job Alerts, and your position will be posted on SGR’s
website and Job Board. SGR provides a comprehensive social media marketing campaign that
includes custom-made graphics and distribution on SGR’s LinkedIn page. Furthermore, we will
provide a recommended list of ad placements to be approved by the client, targeting the most
effective venues for reaching qualified candidates for that particular position.

Sourcing Prospective and Active Candidates

SGR's innovative recruitment strategies are designed to give our clients a competitive edge in
attracting and retaining top-tier talent. By employing a dual approach of passive and active
candidate sourcing, we tap into a broader talent pool that includes high-caliber professionals
who may not be actively job-seeking. Our advanced technology and deep industry connections
enable us to identify candidates with the precise skills and cultural fit for your organization. We
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round out sourcing efforts through personalized candidate engagement and outreach with a
constant focus on transparency and relationship building.

Communication with Prospective Applicants

SGR maintains regular communication with interested prospects throughout the recruitment
process. Outstanding candidates often conduct thorough research on the available position
before submitting their resumes. As a result, we receive a significant number of inquiries, and it
is crucial for the executive search firm to be well-prepared to respond promptly, accurately, and
comprehensively, while also offering a warm and personalized approach. This initial interaction
is where prospective candidates form their first impression of the organization, and it is an area
in which SGR excels.

Communication with Active Applicants

Handling the flow of resumes is an ongoing and significant process. On the front end, it involves
tracking resumes and promptly acknowledging their receipt. It also involves timely and
personalized responses to any questions or inquiries. SGR maintains frequent communication
with applicants to ensure they remain enthusiastic and well-informed about the opportunity.
Additionally, SGR communicates with active applicants, keeping them informed about the
organization and community.

Step 3: Initial Screening and Review by Executive Recruiter

SGR uses a triage process to identify high-probability, medium-probability, and low-probability
candidates. This triage ranking is focused on overall assessment based on interaction with the
applicant, qualifications, any known issues concerning previous work experience, and evaluation
of cultural fit with the organization.

In contrast with the triage process mentioned above, which focuses on subjective assessment of
the resumes and how the candidates present themselves, we also evaluate each candidate to
ensure that the minimum requirements of the position are met and determine which preferred
requirements are satisfied. This sifting process examines how well candidates’ applications align
with the recruitment criteria outlined in the position profile.

Step 4: Search Committee Briefing to Review Applicant Pool and Select Semifinalists

At this briefing, SGR will conduct a comprehensive presentation to the Search Committee and
facilitate the selection of semifinalists. The presentation will include summary information on
the process to date, outreach efforts, the candidate pool demographics, and any identified
trends or issues. Additionally, a briefing on each candidate and their credentials will be
provided.

Step 5: Evaluation of Semifinalists

The review of resumes is a crucial step in the executive recruitment process. However, resumes
may not fully reveal an individual's personal qualities and their ability to collaborate effectively



with others. In some instances, resumes might also tend to exaggerate or inflate
accomplishments and experience.

At SGR, we understand the significance of going beyond the surface level of a resume to ensure
that candidates who progress in the recruitment process are truly qualified for the position and
a suitable match for the organization. Our focus is to delve deeper and gain a comprehensive
understanding of the person behind the resume, identifying the qualities that make them an
outstanding prospect for your organization.

During the evaluation of semifinalist candidates, we take the initiative to follow up when
necessary, seeking clarifications or additional information as needed. This approach ensures
that we present you with the most qualified and suitable candidates for your unique
requirements. At SGR, our ultimate goal is to match your organization with individuals who
possess not only the necessary qualifications but also the qualities that align with your
organizational culture and values.

Written Questionnaires

As part of our thorough evaluation process, SGR will request semifinalist candidates to complete
a comprehensive written exercise. This exercise is designed to gain deeper insight into the
candidates' thought processes and communication styles. Our written instrument is customized
based on the priorities identified by the Search Committee. The completed written instrument,
along with cover letters and resumes submitted by the candidates, will be included in the
semifinalist briefing book.

Recorded Semifinalist Interviews

Recorded one-way or two-way interviews will be conducted for semifinalist candidates. This
approach provides an efficient and cost-effective way to gain additional insights to aid in
selecting finalists to invite for an onsite interview. The interviews allow the Search Committee to
evaluate technological competence, demeanor, verbal communication skills, and on-camera
presence. Additionally, virtual interviews provide an opportunity for the Search Committee to
ask candidates questions on specific topics of special interest.

Media Searches

Our media search process involves web-based and social media research, enabling efficient and
thorough vetting of candidates and minimizing the risk of overlooking critical information. These
media reports have proven helpful by uncovering issues that may not have been previously
disclosed by prospective candidates. The recruiter will communicate any “red flags” or
noteworthy media coverage to the Search Committee as part of the review of semifinalists with
the Search Committee.

Step 6: Search Committee Briefing to Select Finalists

Prior to this briefing, SGR will provide the Search Committee with links to the recorded online
interviews and a briefing book on the semifinalist candidates. The briefing book includes cover
letters, resumes, and completed questionnaires. The objective of this meeting is to narrow the



list to finalists who will be invited to participate in onsite interviews.

Step 7: Evaluation of Finalists

Background Investigation Reports

Through SGR’s partnership with a licensed private investigation firm, we are able to provide our
clients with comprehensive background screening reports that include the detailed information
listed below.

e Social security number trace e County wants and warrants for counties where
e Address history candidate has lived or worked in previous 10 years
e Driving record (MVR) e County civil and criminal search for counties where
e Federal criminal search candidate has lived or worked in previous 10 years
e National criminal search e Education verification

e Global homeland security search e Employment verification for previous 10 years (if
e Sex offender registry search requested)

e State criminal court search for states where e Military verification (if requested)

candidate has lived in previous 10 years e Credit report (if requested)

DiSC Management Assessments (if desired, supplemental cost)

SGR utilizes the DiSC Management assessment tool, which is among the most validated and
reliable personal assessment tools available. The DiSC Management assessment provides a
comprehensive analysis and report on the candidate’s preferences in five crucial areas:
management style, directing and delegating, motivation, development of others, and working
with their own manager.

For assessments of more than two candidates, a DiSC Management Comparison Report is
included, offering a side-by-side view of each candidate's preferred management style.

First-Year Plan or Other Advanced Exercise

SGR will collaborate with your organization, if desired, to create an advanced exercise for the
finalist candidates. One such example is a First-Year Plan, where finalist candidates are
encouraged to develop a first-year plan based on their current understanding of the position’s
opportunities and challenges. Other exercises, such as a brief presentation on a topic to be
identified by the Recruiter and Search Committee, are also typically part of the onsite interview
process to assess finalists’ communication and presentation skills, as well as critical analysis
abilities.

Step 8: Interview Process

Face-to-Face Interviews
SGR will arrange interviews at a date and time convenient for your organization. This process
can be as straightforward or as elaborate as your organization desires. SGR will aid in
determining the specifics and assist in developing the interview schedule and timeline. We will
provide sample interview questions and participate throughout the process to ensure it runs
smoothly and efficiently.



Stakeholder Engagement

At the discretion of the Search Committee, we will closely collaborate with your organization to
involve community stakeholders in the interview process. Our recommendation is to design a
specific stakeholder engagement process after gaining deeper insights into the organization and
the community. As different communities require distinct approaches, we will work together to
develop a tailored approach that addresses the unique needs of the organization.

Deliberations

SGR will facilitate a discussion about the finalist interviews and support the Search Committee
in making a hiring decision or determining whether to invite one or more candidates for a
second interview.

Reference Checks

SGR uses a progressive and adaptive automated reference check system to provide insights on
candidates’ soft skills from a well-rounded group of references. References may include elected
officials, direct supervisors, direct reports, internal organizational peers, professional peers in
other organizations, and civic leaders. SGR’s reference check platform is anonymous, proven to
encourage more candid and truthful responses, thus providing organizations with more
meaningful and insightful information on candidates. SGR delivers a written summary report to
the organization once all reference checks are completed. The timing of reference checks may
vary depending on the specific search process and situation. If finalists’ names are made public
prior to interviews, SGR will typically contact references before the interview process. If the
finalists’ names are not made public prior to interviews, SGR may wait until the organization has
selected its top candidate before contacting references to protect candidate confidentiality.

Step 9: Negotiations and Hiring Process

Determine Terms of an Employment Offer
Upon request, SGR will provide draft employment agreement language and other helpful
information to aid in determining an appropriate offer to extend to your preferred candidate.

Negotiate Terms and Conditions of Employment

SGR will assist to whatever degree you deem appropriate in conducting negotiations with the
chosen candidate. SGR will identify and address any special needs or concerns of the selected
candidate, including potential complicating factors. With our experience and preparedness, SGR
is equipped to facilitate win-win solutions to resolve negotiation challenges.

Press Release (if requested)

Until employment negotiations are finalized, you should exercise caution to avoid the
embarrassment of a premature announcement that may not materialize. It is also considered
best practice to notify all senior staff and unsuccessful candidates before any media exposure.
SGR will assist in coordinating this process and in crafting any necessary announcements or
press releases.
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Satisfaction Surveys

SGR is committed to following the golden rule, which means providing prompt, professional and
excellent communication while always treating every client with honor, dignity and respect. We
request clients and candidates to participate in a brief and confidential survey after the
completion of the recruitment process. This valuable feedback assists us in our ongoing efforts
to improve our processes and adapt to the changing needs of the workforce.

Post-Hire Services

As part of our commitment to ensuring long-term success, SGR is pleased to offer a
complimentary, four-hour, leadership development workshop for your organization within 12
months of the successful completion of the executive search. SGR Executive Recruitment clients
would be responsible for the travel costs associated with facilitation only—no professional fee
(a cost savings of up to $4,750)! Leadership development workshops are designed to support
the newly appointed leader and foster a servant leadership culture within your team, enhancing
collaboration and alignment across the organization. Standard leadership development
workshops include the following topics:

e Creating a Servant Leadership e Team Building
Culture e Strategic Planning
e Governance e Strategic Visioning

We offer additional post-hire services such as executive coaching, team-building retreats, and
performance review assistance at the six-month or one-year mark. For more information or to
request a customized proposal, please email training@governmentresource.com or visit
GovernmentResource.com/leadership-and-professional-development/leadership-development-
services/.

Full Service Recruitment: Placement Guarantee

SGR is committed to your satisfaction with the results of our full service recruitment process. If,
for any reason, you are not satisfied, we will repeat the entire process one additional time, and
you will be charged only for expenses as described in the Fee Proposal under Supplemental
Services. Additionally, we promise not to directly solicit any candidate selected under this
engagement for another position while they are employed with your organization.

In the event that you select a candidate fully vetted by SGR, who subsequently resigns or is
released for any reason within 12 months of their hire date, we are committed to conducting a
one-time additional executive search to identify a replacement. In this case, you will only be
charged for related expenses as described in the Fee Proposal.

If your organization circumvents SGR's recruitment process and selects a candidate who did not
participate in the full recruitment process, the placement guarantee will be null and void.
Additionally, SGR does not provide a guarantee for candidates placed as a result of a partial
recruitment effort or limited scope recruitment.

1"
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Full Service Recruitment: Typical Timeline

The timeline below is an example only, and we will work with you to finalize and approve a
timeline, with adjustments made if needed after the position is posted. *

Initial Steps Prior to Posting Position:

Deliverable: Recommended Ad Placements
Organization Approves Ad Placements
Search Committee Reviews and Approves Brochure

Task Week

® Post Position and Firm up Timeline
e Recruitment Campaign and Outreach to Prospective Applicants Weeks 1-4
e Initial Screening and Review by Executive Recruiter

e Contract Execution

e Kickoff Meeting to Discuss Recruitment Strategy and Timeline

e Organization/Position Insight and Analysis

e Stakeholder Interviews and Listening Sessions Timing varies.

e Deliverable: Draft Recruitment Brochure Estimated to take 2 weeks.
[ ]

[ ]

[ ]

e Search Committee Briefing to Review Applicant Pool and Select

Semifinalists Week 5

e Questionnaires
e Recorded Semifinalist Interviews Week 6
e Media Searches

e Deliverable: Semifinalist Briefing Books via Electronic Link

e Deliverable: Recorded Interviews Week7

e Search Committee Briefing to Select Finalists Week 8

e Background Investigation Reports
e Disc Management Assessments (if desired, supplemental cost) Weeks 9-10
e First-Year Plan or Other Advanced Exercise (if desired)

Deliverable: Finalist Briefing Books via Electronic Link Week 11

Face-to-Face Interviews
Stakeholder Engagement (if desired)
Deliberations Week 12
Reference Checks (may occur earlier in process)
Negotiations and Hiring Process

* Timeline is dependent upon Search Committee availability and Holidays. Organization agrees to timely provide
photos/graphics and information necessary to develop recruitment brochure, narrow candidate field, and conduct
candidate screening; failure to do so, may in SGR’s reasonable discretion, extend timeline and can negatively impact
the outcome of the process.



Full Service Recruitment: Fee Proposal
Not-to-Exceed Price: $28,419

Not-to-Exceed Price is comprised of:
o Fixed Fee of $25,919
e Up to $2,500 in Ad Placements (billed at actual cost)

The Fixed Fee includes:
e Stakeholder Interviews and Listening Sessions

® Production of a Professional Recruitment Brochure

e Recruitment Campaign and Outreach:

Outreach to Prospective Applicants

Custom Graphics for Email and Social Media Marketing

Announcement in SGR’s Servant Leadership e-Newsletter

Post on SGR’s Website

Ad on SGR’s Job Board

Two (2) Targeted Job Blasts to SGR’s Opt-In Subscriber Database
o Promotion on SGR’s LinkedIn

e Application Management, Screening, and Evaluation

o O O O O

e Semifinalist Evaluation:

O Questionnaires for up to 15 Semifinalists

o Recorded Interviews for up to 15 Semifinalists

o Media Searches for up to 15 Semifinalists
Semifinalist Briefing Books via Electronic Link
Background Investigation Reports for up to Five (5) Finalists
Finalist Briefing Books via Electronic Link
Reference Checks for up to Five (5) Finalists

Up To Two (2) Onsite Visits by the Recruiter for 1-3 days each, of Travel Costs

Reimbursable Expenses included in the not-to-exceed price:
e Ad placements up to $2,500 will be billed at the actual cost with no markup for
overhead and are incorporated into our not-to-exceed price.

Reimbursable Expenses not included in the not-to-exceed price:
e Ad placements over and above $2,500 will be billed back at actual cost with no markup
for overhead.

Supplemental Services/Other Expenses not included in the fixed or not-to-exceed price:

e There may be additional charges for substantial and substantive changes made to the
recruitment brochure after the brochure has been approved by the Organization and the
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position has been posted online. Organization would be notified of any supplemental
costs prior to changes being made.

e At your request, SGR can conduct an online stakeholder survey for $1,531 to help
identify key issues or priorities that you may want to consider prior to launching the
search. SGR provides recommended survey questions and sets up an online survey.
Stakeholders are directed to a web page or invited to take the survey by email. A written
summary of results is provided to the Organization. Please note that this type of survey
may extend the recruitment timeline.

e Additional questionnaires over and above the 15 included in the Fixed Fee - $230 per
candidate.

e Additional recorded interviews over and above the 15 included in the Fixed Fee - $256
per candidate.

e Additional media search reports over and above the 15 included in the Fixed Fee - $766
per candidate.

e Additional background investigation reports over and above the maximum of five (5)
included in the Fixed Fee - $511 per candidate.

o Additional reference checks over and above the maximum of five (5) included in the
Fixed Fee - $256 per candidate.

e DiSC Management assessments - $179 per candidate.

e Semifinalist and finalist briefing materials will be provided to the Organization via an
electronic link. Should the Organization request printing of those materials, the
reproduction and shipping of briefing materials will be outsourced and be billed back at
actual cost.

e Additional onsite visits by the recruiter over and above the quantity included in the fixed
price are an additional cost. Travel time and onsite time are billed at a professional fee of
$1,021 per day. Meals are billed back at a per diem rate of $18 for breakfast, $20 for
lunch, and $32 for dinner. Mileage will be reimbursed at the current IRS rate. All other
travel-related expenses are billed back at actual cost with no markup for overhead.

e SGR Executive Recruitment clients wishing to utilize the complimentary leadership
development workshop would be responsible for the travel costs associated with
facilitation only. Meals are billed back at a per diem rate of $18 for breakfast, $20 for
lunch, and $32 for dinner. Mileage will be reimbursed at the then-current IRS rate. All
other travel-related expenses are billed back at actual cost with no markup for overhead.

e The organization bears the cost of candidate travel, and candidates are reimbursed
directly by the organization.

e If the organization desires any supplemental services not mentioned in this fee proposal,
an estimate of the cost will be provided at that time, and no work shall be done without
approval.

Billing

SGR will bill the fixed fee in three (3) installments: 35% upon contract execution, 35% after the
applicant pool is presented, and 30% after finalist interviews. Ad placement expenses and
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supplemental services/other expenses will be billed as incurred or provided. Balances that are
unpaid after the payment deadline are subject to a fee of 5% per month or the maximum lawful
rate, whichever is less, on the owed amount every month, charged monthly until the balance is
paid.
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Option 2: Limited Scope Recruitment

Approach and Methodology
A limited scope recruitment typically entails the following steps:

Step 1. Organization/Position Insight and Analysis
o Project Kickoff Meeting and Develop Anticipated Timeline
o Stakeholder Interviews and Listening Sessions
o Develop Recruitment Brochure
Step 2. Recruitment Campaign and Communication with Candidates
o Advertising and Marketing
o Sourcing Prospective and Active Candidates
o Communication with Prospective Applicants
o Communication with Active Applicants
Step 3. Initial Screening and Review by Executive Recruiter
Step 4. Search Committee Briefing to Review Applicant Pool and Select Semifinalists
Step 5. Transition the Search to the Organization

Step 1: Organization/Position Insight and Analysis

Project Kickoff Meeting and Develop Anticipated Timeline

SGR will virtually meet with the organization at the outset of the project to discuss the
recruitment strategy and timeline. At this time, SGR will also request that the organization
provide us with photos and information on the community, organization, and position to assist
us in drafting the recruitment brochure.

Stakeholder Interviews and Listening Sessions

Stakeholder interviews and listening sessions are integral to SGR's approach. SGR devotes
tremendous energy to understanding your organization's unique culture, environment, and
goals to ensure you get the right match for your specific needs. Obtaining a deep understanding
of your organizational needs is the crucial foundation for a successful executive recruitment. In
collaboration with the organization, SGR will compile a list of internal and external stakeholders
to meet with regarding the position. These interviews and listening sessions will identify
potential issues that may affect the dynamics of the recruitment and contribute to a
comprehensive understanding of the position, special considerations, and the political
environment. This process fosters organizational buy-in and will assist us in creating the position
profile.

Develop Recruitment Brochure

After the stakeholder meetings, SGR will develop a recruitment brochure, which will be
reviewed and revised in partnership with your organization until we are in agreement that it
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accurately represents the sought-after leadership and management attributes. View sample
recruitment brochures here: GovernmentResource.com/Open-Recruitments

Step 2: Recruitment Campaign and Communication with Candidates

Advertising and Marketing

The Executive Recruiter and the client work together to determine the best ways to advertise
and recruit for the position. SGR’s Servant Leadership e-newsletter, with a reach of over 35,000
subscribers in all 50 states, will announce your position. Additionally, we will send targeted
emails to opt-in subscribers of SGR’s Job Alerts, and your position will be posted on SGR’s
website and Job Board. SGR provides a comprehensive social media marketing campaign that
includes custom-made graphics and distribution on SGR’s LinkedIn page. Furthermore, we will
provide a recommended list of ad placements to be approved by the client, targeting the most
effective venues for reaching qualified candidates for that particular position.

Sourcing Prospective and Active Candidates

SGR's innovative recruitment strategies are designed to give our clients a competitive edge in
attracting and retaining top-tier talent. By employing a dual approach of passive and active
candidate sourcing, we tap into a broader talent pool that includes high-caliber professionals
who may not be actively job-seeking. Our advanced technology and deep industry connections
enable us to identify candidates with the precise skills and cultural fit for your organization. We
round out sourcing efforts through personalized candidate engagement and outreach with a
constant focus on transparency and relationship building.

Communication with Prospective Applicants

SGR maintains regular communication with interested prospects throughout the recruitment
process. Outstanding candidates often conduct thorough research on the available position
before submitting their resumes. As a result, we receive a significant number of inquiries, and it
is crucial for the executive search firm to be well-prepared to respond promptly, accurately, and
comprehensively, while also offering a warm and personalized approach. This initial interaction
is where prospective candidates form their first impression of the organization, and it is an area
in which SGR excels.

Communication with Active Applicants

Handling the flow of resumes is an ongoing and significant process. On the front end, it involves
tracking resumes and promptly acknowledging their receipt. It also involves timely and
personalized responses to any questions or inquiries. SGR maintains frequent communication
with applicants to ensure they remain enthusiastic and well-informed about the opportunity.
Additionally, SGR communicates with active applicants, keeping them informed about the
organization and community.

Step 3: Initial Screening and Review by Executive Recruiter

SGR uses a triage process to identify high-probability, medium-probability, and low-probability
candidates. This triage ranking is focused on overall assessment based on interaction with the
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applicant, qualifications, any known issues concerning previous work experience, and evaluation
of cultural fit with the organization.

In contrast with the triage process mentioned above, which focuses on subjective assessment of
the resumes and how the candidates present themselves, we also evaluate each candidate to
ensure that the minimum requirements of the position are met and determine which preferred
requirements are satisfied. This sifting process examines how well candidates’ applications align
with the recruitment criteria outlined in the position profile.

Step 4: Search Committee Briefing to Review Applicant Pool and Select Semifinalists

At this briefing, SGR will conduct a comprehensive presentation to the Search Committee and
facilitate the selection of semifinalists. The presentation will include summary information on
the process to date, outreach efforts, the candidate pool demographics, and any identified
trends or issues. Additionally, a briefing on each candidate and their credentials will be
provided.

Step 5: Transition the Search to the Organization

SGR will send emails to retain or release applicants after the briefing with the Search
Committee, and provide application materials of retained applicants to the organization.

Post-Hire Services

We offer additional post-hire services such as executive coaching, team-building retreats, and
performance review assistance at the six-month or one-year mark. For more information or to
request a customized proposal, please email training@governmentresource.com or visit
GovernmentResource.com/leadership-and-professional-development/leadership-development-
services/.

Limited Scope Recruitment: Service Guarantee

SGR is committed to your satisfaction with the results of our Limited Scope Recruitment
process. If, for any reason, you are not satisfied with the applicant pool, SGR must be notified
within three (3) weeks of triage briefing date, and SGR will then coordinate with the
organization to reopen the position, for a maximum of 45 days, at no additional charge to the
organization (with the exception of reimbursable expenses). After the second posting of
position, each additional opening will be charged as a new position for the full fee amount.
Additionally, we promise not to directly solicit any candidate selected under this engagement
for another position while they are employed with your organization.
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Limited Scope Recruitment: Typical Timeline

The timeline below is an example only, and we will work with you to finalize and approve a

timeline, with adjustments made if needed after the position is posted. *

Initial Steps Prior to Posting Position:

Contract Execution

Kickoff Meeting to Discuss Recruitment Strategy and Timeline
Organization/Position Insight and Analysis

Stakeholder Interviews and Listening Sessions

Deliverable: Draft Recruitment Brochure

Deliverable: Recommended Ad Placements

Organization Approves Ad Placements

Search Committee Reviews and Approves Brochure

Timing varies.
Estimated to take 2 weeks.

Task Week

® Post Position and Firm up Timeline
e Recruitment Campaign and Outreach to Prospective Applicants Weeks 1-4
e Initial Screening and Review by Executive Recruiter
e Search Committee Briefing to Review Applicant Pool and Select
e Week 5
Semifinalists

* Timeline is dependent upon Search Committee availability and Holidays. Organization agrees to timely provide
photos/graphics and information necessary to develop recruitment brochure, narrow candidate field, and conduct
candidate screening; failure to do so, may in SGR’s reasonable discretion, extend timeline and can negatively impact

the outcome of the process.
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Limited Scope Recruitment: Fee Proposal

Limited Scope Recruitment Fee: $14,184

* Ad placement costs are not included in the price listed above. Ad placement costs are estimated to be
between $2,000 to $3,000 and shall be added to the total cost of services upon approval from the
organization.

The Limited Scope Recruitment Fee includes:
e Virtual Stakeholder Interviews and Listening Sessions

® Production of a Professional Recruitment Brochure

® Recruitment Campaign and Outreach:

Outreach to Prospective Applicants

Custom Graphics for Email and Social Media Marketing

Announcement in SGR’s Servant Leadership e-Newsletter

Post on SGR’s Website

Ad on SGR’s Job Board

Two (2) Targeted Job Blasts to SGR’s Opt-In Subscriber Database
o Promotion on SGR’s LinkedIn

e Application Management and Screening

o O O O O

e Search Committee Briefing to Review Applicant Pool and Select Semifinalists
e Transition the Search to the Organization

A La Carte Services/Other Expenses not included in the Limited Scope Recruitment Fee:

e There may be additional charges for substantial and substantive changes made to the
recruitment brochure after the brochure has been approved by the Organization and the
position has been posted online. The Organization would be notified of any
supplemental costs prior to changes being made.

o Ad placements are billed at actual cost. No ad placement costs will be incurred without
prior approval of the Organization.

e Stakeholder Survey / $1,531

o SGR will provide recommended survey questions within three (3) business days
of project initiation. SGR will set up an online survey within one (1) business day
after the organization has reviewed and approved the survey questions.
Stakeholders can be directed to a web page or invited to take the survey by
email. SGR and the organization will agree to the open survey time period,
typically ten (10) to thirty (30) days.

o The organization shall be responsible for marketing and promoting the survey to
stakeholders.

o A written summary of results is provided to the organization within three (3)
business days of survey close date. Survey is not validated statistically.

e Questionnaire / $230 per candidate
o SGR develops a written exercise customized to the position. SGR distributes
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guestionnaire to candidates, evaluates questionnaires, and holds a virtual
briefing with Organization after questionnaires are received.

o SGR will provide a draft questionnaire to Organization within three (3) business
days of request. SGR will send questionnaires to candidates within two (2)
business days of Organization's approval of questionnaire. Candidates are
typically given one (1) week to complete the questionnaire. SGR will be prepared
to hold briefing with Organization within three (3) business days after receiving
completed questionnaires from candidates.

o Recorded Interviews / $256 per candidate
o SGR offers recorded one-way or two-way interviews. SGR provides recommended
position-specific questions for the organization's approval, coordinates candidate
interviews, and emails a link to the organization to view the recorded interviews.

o SGRwill provide a link with the candidate interviews within two (2) business days
after interviews are completed.

e Maedia Reports / $1,276 per candidate
O Our media search process involves web-based and social media research,
enabling efficient and thorough vetting of candidates and minimizing the risk of
overlooking critical information. These media reports have proven helpful by
uncovering issues that may not have been previously disclosed by prospective
candidates.

o SGR will provide media report via email within two (2) weeks of receiving
completed release form from candidate.

e Management Style Assessments / $179 per candidate
O SGR uses the DiISC Management psychometric assessment to provide detailed
insights regarding how a candidate would lead and manage an organization. SGR
will also provide a DiSC Management Comparison Report, which presents a side-
by-side view of each candidate’s preferred management style.

o Candidates are typically given two (2) to three (3) business days to complete the
assessments. The assessment reports will be provided to the organization within
two (2) business days of assessment completion by candidates.

e Background Investigation Report / $511 per candidate
o Through SGR’s partnership with a licensed private investigations firm, we are able
to provide detailed comprehensive background reports.

o Background check reports include: SSN trace and address verification; credit
bureau report (if requested); personal information, address, and employment
comparisons; county criminal and civil records search (for counties where the
candidate has lived or worked in the last 10 years); state criminal records search
(for states where the candidate has lived in the last 10 years); county wants and
warrants (for counties where the candidate has lived or worked in the last 10
years); Federal criminal records search; InstaCriminal national search; Global
homeland security search; sex offender records search; driving/motor vehicle
records; education verification for highest degree obtained; employment
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verification (if requested); and military verification (if requested).

o Reference Checks / $256 per candidate
o SGR provides the organization a specific list of contacts to request from the
candidate, based on the type of position. SGR provides a written (anonymous)
summary of reference checks.

e Supplemental Services / $256 per hour
o If the organization desires any supplemental services not mentioned in this
section, an estimate of the cost and hours to be committed will be provided at
that time, and no work shall be done without approval. Supplemental services
will be billed at $256 per hour.

e Should the Organization request printing of those materials, the reproduction and
shipping of briefing materials will be outsourced and be billed back at actual cost

e Travelis not anticipated or taken into consideration in limited scope search pricing. If the
Recruiter and the Organization agree that Recruiter travel is beneficial for the Limited
Scope Recruitment, travel time for the recruiter will be paid at a rate of $256 per hour,
plus $1,021 per day for each day the recruiter is working onsite, regardless of number of
hours worked. Meals are billed back at a per diem rate of $18 for breakfast, $20 for
lunch, and $32 for dinner. Mileage will be reimbursed at the current IRS rate. All other
travel-related expenses are billed back at actual cost with no markup for overhead.

Billing

SGR will bill the fee for the Limited Scope Recruitment in two (2) installments: 50% upon
contract execution and 50% upon completion of services. Expenses, including reimbursable ad
placement expenses, and supplemental services will be billed as incurred or provided. Payment
terms are thirty (30) days from date of invoice. Balances that are unpaid after the payment
deadline are subject to a fee of 5% per month or the maximum lawful rate, whichever is less, on
the owed amount every month, charged monthly until the balance is paid.
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Terms and Conditions

e The organization agrees not to discriminate against any candidate on the basis of age,
race, creed, color, religion, sex, sexual orientation, national origin, disability, marital
status, or any other basis that is prohibited by federal, state, or local law.

e The organization agrees to refer all prospective applicants to SGR and not to accept
applications independently during the recruitment process.

e The organization agrees to provide SGR with any candidates that were previously
accepted as applicants for the given position before engaging SGR to conduct the
recruitment for the subject position.

e The organization shall specify how long SGR will accept applications for the position, up
to a maximum of 45 days.

e Within seven (7) business days of application close date, SGR will conduct a virtual
briefing with CLIENT and present candidate evaluations.

e The organization agrees to provide SGR with a list of any candidates to be released
within two (2) weeks following the briefing with SGR. At that time, SGR will release any
candidates that will not continue in the process and email the remaining candidates that
the organization will be the primary contact from that point forward. If the organization
does not provide a list of candidates to be released, SGR will email all candidates and
notify them that the organization will be the primary contact from that point forward.
SGR will then consider services fulfilled.

e |f the organization wishes to place ads in local, regional, or national newspapers, the
organization shall be responsible for paying directly for the ads and for placing the ads
using language provided by SGR.

e The organization bears the cost of candidate travel, and candidates are reimbursed
directly by the organization.
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SGR Similar Recruitments

North Carolina Recruitments, 2022-Present

2025

Wake County, North Carolina (pop. 1,200,000) - Chief Human Resources Officer
Durham County, North Carolina (pop. 337,000) - Library Director

Apex, North Carolina (pop. 80,000) - Police Chief

Wake County, North Carolina (pop. 1,175,021) - Director of Housing Affordability &
Community Revitalization

Wake County, North Carolina (pop. 1,175,021) - Director of General Services
Administration

Wake County, North Carolina (pop. 1,129,410) - Library Director

Fayetteville, North Carolina (pop. 208,778) - Fire Chief

Guilford County, North Carolina (pop. 549,000) - Human Resources Director

High Point, North Carolina (pop. 117,000) - IT Services Director
Orange County, North Carolina (pop. 148,000) - Chief Information Officer

Wake County, North Carolina (pop. 1,100,000) - Chief Information Officer
Cary, North Carolina (pop. 179,000) - Chief of Police

Municipal & County Management Recruitments, 2022-Present

In Progress

Azle, Texas (pop. 15,000 ) - City Manager

Bowie, Maryland (pop. 58,000) - City Manager

Cameron, Missouri (pop. 8,300) - City Manager

Elgin, Texas (pop. 12,800) - City Manager

lowa Colony, Texas (pop. 17,200) - City Manager
Ketchikan, Alaska (pop. 8,200) - City Manager/Ketchikan Public Utilities General Manager
Madisonville, Texas (pop. 4,630) - City Manager

Olathe, Kansas (pop. 149,000) - City Manager

Ottawa, Kansas (pop. 12,630) - City Manager

Palmer Lake, Colorado (pop. 2,600) - Town Administrator
Perryton, Texas (pop. 8,500) - City Manager

Portland, Oregon (pop. 650,000) - City Administrator
Richlands, Virginia (pop. 5,260) - Town Manager
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® Waco, Texas (pop. 140,000) - City Manager
e Wadena County, Minnesota (pop. 14,400) - County Administrator

2025

Aledo, Texas (pop. 7,000) - City Manager

Abilene, Texas (pop. 125,000) - City Manager

Argyle, Texas (pop. 6,000) - Town Administrator
Athens-Clarke County Unified Government, Georgia (pop. 130,000) - County Manager
Battle Creek, Michigan (pop. 52,700) - City Manager
Biddeford, Maine (pop. 22,300) - City Manager

Blaine, Minnesota (pop. 75,900) - City Manager

Bonner Springs, Kansas (pop. 7,600) - City Manager
Canadian, Texas (pop. 2,300) - City Manager

Clay County, Missouri (pop. 260,000) - County Administrator
Dundee, Florida (pop. 5,700) - Town Manager

Finney County, Kansas (pop. 38,000) - County Administrator
Florence, Colorado (pop. 3,800) - City Manager

Garden Ridge, Texas (pop. 5,000) - City Manager

Heath, Texas (pop. 10,400) - City Manager

Jonestown, Texas (pop. 2,500) - City Administrator

La Junta, Colorado (pop. 7,200) - City Manager

Lamar, Colorado (pop. 7,700) - City Administrator

North Central Texas Council of Governments (NCTCOG), Texas - Executive Director
Oak Point, Texas (pop. 6,000) - City Manager

Pacific, Missouri (pop. 7,800) - City Administrator

Plainview, Texas (pop. 20,000) - City Manager

Sedalia, Missouri (pop. 22,000) - City Administrator
Springfield, Missouri (pop. 170,200) - City Manager
Stevenson, Washington (pop. 1,600) - City Administrator
Trinidad, Colorado (pop. 8,100) - City Manager

N
o
N
N

Brunswick, Maine (pop. 21,800) - Town Manager

Chester County, Pennsylvania (pop. 540,000) - Chief Executive Officer
Coffeyville, Kansas (pop. 8,800) - City Manager

Des Moines, Washington (pop. 32,400) - City Manager

Duncan, Oklahoma (pop. 23,000) - City Manager

DuPont, Washington (pop. 10,200) - City Administrator

Edwardsville, Kansas (pop. 4,700) - City Manager

Leander, Texas (pop. 67,000) - City Manager

Leavenworth, Kansas (pop. 37,600) - City Manager
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Manhattan, Kansas (pop. 55,000) - City Manager
Marysville, Kansas (pop. 3,500) - City Administrator
Medford, Oregon (pop. 90,900) - City Manager

Miami, Oklahoma (pop. 12,200) - City Manager

New Rochelle, New York (pop. 80,800) - City Manager
New Smyrna Beach, Florida (pop. 32,400) - City Manager
Orono, Maine (pop. 11,400) - Town Manager

San Juan County, Washington (pop. 18,600) - County Manager
St. Joseph, Missouri (pop. 72,000) - City Manager
Topeka, Kansas (pop. 125,500) - City Manager

Treasure Island, Florida (pop. 6,500) - City Manager

N
o
N
w

Camp Verde, Arizona (pop. 12,000) - Town Manager
Cleburne, Texas (pop. 33,000) - City Manager

Bristol, Tennessee (pop. 27,000) - City Manager

Dobbs Ferry, New York (pop. 11,000) - Village Administrator
Gatesville, Texas (pop. 16,000) - City Manager
Glastonbury, Connecticut (pop. 35,000) - Town Manager
Great Bend, Kansas (pop. 15,000) - City Administrator
Justin, Texas (pop. 5,000) - City Manager

Lafayette, Colorado (pop. 30,000) - City Administrator
Laredo, Texas (pop. 256,000) - City Manager

Largo, Florida (pop. 84,000) - City Manager

Lawton, Oklahoma (pop. 90,000) - City Manager

Mexia, Texas (pop. 7,000) - City Manager

Nassau Bay, Texas (pop. 5,000) - City Manager

Navajo County, Arizona (pop. 106,000) - County Manager
Ottawa, Kansas (pop. 12,500) - City Manager

Parker, Arizona (pop. 3,500) - Town Manager

Rowlett, Texas (pop. 68,000) - City Manager

Shawnee, Kansas (pop. 69,000) - City Manager
Snoqualmie, Washington (pop. 14,000) - City Administrator
Snyder, Texas (pop. 11,000) - City Manager

Stillwater, Oklahoma (pop. 48,000) - City Manager

Trophy Club, Texas (pop. 13,000) - Town Manager
Williston, North Dakota (pop. 29,000) - City Administrator

2022
e Aledo, Texas (pop. 5,500) - City Manager
e Blaine, Washington (pop. 6,000) - City Manager
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Crandall, Texas (pop. 4,000) - City Manager

Dalhart, Texas (pop. 8,500) - City Manager
Edinburg, Texas (pop. 100,000) - City Manager

Fort Collins, Colorado (pop. 175,000) - City Manager
Frisco, Colorado (pop. 3,000) - Town Manager
Graham, Texas (pop. 8,000) - City Manager

Hutto, Texas (pop. 40,000) - City Manager

Johnston, lowa (pop. 24,000) - City Administrator
Kennebunk, Maine (pop. 11,000) - Town Manager
Kennedale, Texas (pop. 9,000) - City Manager

Ketchikan, Alaska (pop. 8,000) - City Manager/Public Utilities General Manager

Klamath Falls, Oregon (pop. 22,000) - City Manager
Leawood, Kansas (pop. 34,000) - City Administrator
Levelland, Texas (pop. 14,000) - City Manager

Live Oak, Texas (pop 16,000) - City Manager
Madisonville, Texas (pop. 4,500) - City Manager
Manor, Texas (pop. 15,000) - City Manager

Marshall, Texas (pop. 23,000) - City Manager

Mineral Wells, Texas (pop. 15,000) - City Manager
Mont Belvieu, Texas (pop. 8,000) - City Manager
Montgomery, Texas (pop. 2,400) - City Administrator
Parkville, Missouri (pop. 7,000) - City Administrator
Rocky Hill, Connecticut (pop. 21,000) - Town Manager
Sunnyvale, Texas (pop. 8,000) - Town Manager
Tolland, Connecticut (pop. 15,000) - Town Manager
Walla Walla, Washington (pop. 34,000) - City Manager
West Lake Hills, Texas (pop. 3,000) - City Administrator
Wethersfield, Connecticut (pop. 26,000) - Town Manager
Wickenburg, Arizona (pop. 7,500) - Town Manager
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TOWN
MANAGER

Town Of Richlands,
Virginia

Are you an innovative Leader with a passion

for driving success in local government and the
communities it serves? The Town of Richlands, VA, is
looking for its next Town Manager—a forward-thinking,
results-driven professional ready to shape the town'’s
future while honoring its rich history.

We're seeking a leader who:

+ Excels in public administration, local government
finance, and economic development

« Communicates with transparency, fostering trust
and collaboration among stakeholders

+ Brings strategic vision, guiding infrastructure,
fiscal sustainability, and operational excellence

Richlands is known as “The Center of a Friendly Circle”
- a town that blends small-town warmth with economic
opportunity. Read on to discover how you can be a part
of its next chapter!

)
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A LEGACY OF COMMUNITY,
A VISION FOR TOMORROW.

Nestled in the scenic Appalachian Mountains, Rich-
lands, VA, is a close-knit town spanning 2.7 square
miles with a population of 5,261 (2020 Census). This
community is rich in history, deeply rooted in tradi-
tion, and brimming with potential.

Bordered by the Clinch River, Richlands is a paradise
for outdoor enthusiasts, offering fishing, kayaking,
hiking trails, and ATV routes. The town also boasts a
vibrant arts and cultural scene, from historic sites to
seasonal performing arts events.

Richlands has evolved from its industrial roots as
the “Pittsburgh of the South” - a former hub for coal,
iron, and timber—into a town focused on sustainable
growth. Today, it features a nationally recognized
historic district, strong educational institutions, and
emerging industries, including manufacturing and
energy development.

Richlands is a town that values community, prog-

ress, and opportunity - a place where history meets
innovation.

Richlands History (@

GOVERNANCE &
ORGANIZATION

Richlands operates under a Council-Manager form of

government. The Mayor, elected for a two-year term, pre-
sides over the six-member Town Council, whose mem-
bers serve staggered four-year terms. The Town Manag-
er, appointed by the Council, oversees daily operations
and ensures the town'’s policies and initiatives come to
life.

Richlands delivers a full spectrum of municipal services,
including public safety, utilities, and community services.

Key employers include
Tadano Mantis Corporation

[ X ) o C X J
Masesttdd
POPULATION
5,261

MEDIAN HOUSEHOLD INCOME
$31,169

B

©

MEDIAN HOME VALUE
$94,800

<3

(crane manufacturing)

CNX Resources
(natural gas development)

Pure Salmon
(an innovative fish farming
initiative)
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THE JOB

As the Town Manager, you will lead the day-to-day
operations of Richlands’' government, ensuring ef-
ficient service delivery, responsible fiscal manage-
ment, and innovative strategic planning. Reporting
to the Town Council, you will:

* Oversee all municipal departments, from
public safety to community services.

+ Develop and manage the town’s operating
and capital budgets.

+ Drive strategic planning, including
infrastructure upgrades and economic
initiatives.

+ Strengthen financial sustainability

through new revenue streams and grant
opportunities.

+ Serve as the town'’s liaison with state,
regional, and local agencies, as well as
community stakeholders.
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KEY PROJECTS FOR 2025

INFRASTRUCTURE: UPGRADE WATER AND WASTEWATER
TREATMENT FACILITIES.

ENERGY: EXPAND NATURAL GAS SERVICE AND EXPLORE
NEW POWER SUPPLY OPTIONS.

ECONOMIC DEVELOPMENT: GROW THE TOWN'S TAX BASE
THROUGH NEW PROJECTS.

PLANNING: UPDATE THE COMPREHENSIVE PLAN TO
BOOST TOURISM AND ECONOMIC GROWTH.

COMMUNITY DEVELOPMENT: ENHANCE PROGRAMS AND
STRENGTHEN CODE ENFORCEMENT.

WORKFORCE: EVALUATE EMPLOYEE ROLES TO ENSURE
THE RIGHT FIT FOR SUCCESS.



THE IDEAL C

We seek a proven leader in municipal administration, financial stewardship, economic development, and
infrastructure planning, who demonstrates integrity, emotional intelligence, and strong communication
skills. They must engage effectively with the Town Council, staff, and residents, fostering trust through
transparency. This individual will be responsive to the Mayor and Council, ensuring timely updates and
follow-through on requests. A strategic problem-solver, they should delegate effectively while driving
long-term initiatives to modernize operations and enhance the town'’s infrastructure and economy.
Strong financial expertise is essential, including budget development, fiscal sustainability, and securing
grants. They must also possess resilience, handling both positive and negative feedback while working
collaboratively to implement innovative solutions that support Richlands' growth.

EXPERIENCE & QUALIFICATIONS

Required:

* Master’s degree in public administration, business management, political science, or a related field
* 3-5years of executive-level municipal management experience

» Expertise in public administration, finance, public works, and economic development

Preferred:

Experience in Virginia local government and familiarity with state municipal statutes

Financial and risk management expertise, including securing grants and capital planning
ICMA Credentialed Manager designation or active involvement in ICMA/VLGMA
Background in engineering or infrastructure projects

Strong foundation in strategic planning and organizational modernization
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SALARY & BENEFITS

* Compensation is dependent on experience and qualifications

* Health Benefits: Medical, dental, and vision coverage for employees and dependents

* Paid Leave: PTO, vacation, holidays, and sick leave

* Retirement: Participation in the Virginia Retirement System (VRS) pension plan

* Professional Development: Support for conferences, training, and continuing education

* Flexible Work Arrangements: As approved by the Town Council

* Additional Benefits: Potential vehicle allowance or mileage reimbursement for official travel

Residency: Residency within the Town of Richlands is required for the Town Manager within a reasonable time frame,
as agreed upon with the Town Council following the start of employment, in accordance with the Town Charter.

The Town of Richlands is committed to fostering a supportive and balanced work environment, ensuring its employees
thrive personally and professionally.

HOW TO APPLY

| sonyere SN

For more information on this position, contact:
Kurt Hodgen Senior Vice President

KurtHodgen@GovernmentResource.com | 540-820-0531

The Town of Richlands is an Equal Opportunity Employer and values diversity and inclusion in its workforce.
Applicants selected as finalists for this position will be subject to a comprehensive background check.
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