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Strategic Plan Action Item
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Good evening Mayor and Council
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Presenter Notes
Presentation Notes
Good evening Mayor & Council, Sabrina Dezso Sr HR Business Partner and I am here to talk about our strategic plan action item of evaluating and implementing best practices for streamlining the hiring process



Presentation Overview

• Evaluation of Process

• Best Practices

• Streamlined Process 
Implementations
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Presentation Notes
Our presentation overview, I will be going over what we have done to evaluate our recruitment process, what we have done to implement best practices and what we are continuing to do to reinforce those practices 
Evaluation of process:




Lean/Continuous Improvement
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Process Evaluation 

Rapid Improvement Events

• Mapped the Process

• Voice of the Customer

• Gathered Baseline Data

• Identified Streamlining Opportunities

Presenter Notes
Presentation Notes
To understand and evaluate the current state, We held several rapid improvements events the recruitment process and needs of the organization. During these meetings, events and work sessions we 


Process Mapping:�We created a detailed map of the end-to-end recruitment process, from job requisition to onboarding.
2. Data Analysis:
Reviewed historical hiring timelines, cost-per-hire, and vacancy durations
Analyzed drop-off rates and time spent at each stage
3. Stakeholder Consultations:
Conducted interviews and surveys with:
Hiring managers
HR staff
Recent hires
Candidates who declined offers
4. Benchmarking:
Compared our processes against industry best practices and standards from similar councils or organizations

Key Findings
Delays in Approval and Advertising: Job requisitions took too long to be approved and posted.
Redundant Steps: Multiple rounds of screening and unclear criteria caused delays.
Lack of Automation: Manual data entry slowed progress and increased error rates.
Communication Gaps: Candidates experienced long silences between stages.












New Target: 

46 days

Recruitment Process Evaluation 
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Re cruitme nt  Flow Chart

Baseline
69 Days

Time-to-Fill
Non-Sworn
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First we had to evaluate our time to fill, In recruitment, Time to Fill refers to the number of calendar days it takes to fill a job opening —At the City of Goodyear, WE define  time to fill is defined as when the job requisition is officially approved to when a contingent job offer is accepted by a candidate.

This metric is a key indicator of how efficiently and effectively we are able to move candidates through the hiring process.

⏱️ Why It Matters:
It helps organizations track how long it takes to secure talent.
It supports planning around business needs and resource allocation.
It provides insight into potential bottlenecks in the hiring process.

our baseline for time to fill in starting our evaluation was averaging 69 days. As part of our ongoing evaluation of the flow of recruitment we engaged in an activity called PROCSS MAPPING

We created a detailed map of the end-to-end recruitment process, from job requisition to onboarding---THE GRAPHIC is not meant to be read but does show the visual of the variation of steps in the process

In our mapping we identified waste in the process- redundant steps and areas that we could adjust to maximize efficiency- CONT JOB POSTINGS – now standard is 7 or 14 day timeframe with the ability to readjust if needed

After mapping entire process – and all factors considered we came to a target of 46 days to hire 






Recruitment 
Process Evaluation

• Actual Results
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Quarter
Actual 

Non-Sworn 
Time-to-Fill

Target

Q1 55
46 

Days
Q2 56
Q3 37

Average 49

Time-to-Fill Benchmark
1st Quarter

Peer 
Group

50 
Days

75 
Days

55 
Days

69 
Days

46 
Days
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With our process mapped out and our target time to fill timelines identified, we began to measure our actual results. 

As you can see in tracking our time to fill in FY25 we have an average time to fill of 49 days along side our target time of 46 days. 

In comparison to peer municipalities nationwide of similar size, we are averaging a time to fill of 14 days quicker than those peer organizations. 






Recruitment Process Evaluation

May 5, 2025Work Session 7

Time-to-Fill – Public Safety

Quarter Public Safety
Time-to-Fill

Q1 125
Q2 146
Q3 104

Avg. 125

Benchmark Data

Presenter Notes
Presentation Notes
As part of our efforts to streamline and clean up the recruitment process, we recognized the importance of making our data more meaningful and accurate—particularly in relation to time to fill. To achieve this, it was essential to distinguish between sworn and non-sworn positions when tracking time to fill.




Process Evaluation 
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Time-to-Fill

Police
51 days

Fire
61 days

Presenter Notes
Presentation Notes
To identify a target time to fill for both Police & Fire sworn roles, we worked with each respective departments assigned recruitment team to map out their process similar to what we did in the process mapping phase with non sworn. 

After mapping out their processes and identifying some improvements, we identified a time to fill of 61 days for sworn Fire and 51 days for sworn Police positions. After seeing what the average so far each quarter this fiscal year may seem aggressive as a part of our process we collaboratively worked on process improvements to assist in meeting our target time to fill goals. Some of those improvements include:

How we were posting theses positions- Sworn Fire had a job posting open for an average of 45 days, during our process we agreed to experiment with actively recruit for sworn firefighter positions with a job posting duration of 21 days utilizing social media and advertising outlets to alert that the position will be posted soon. 
Use of Public Safety Answers allows fire recruits and lateral candidates to record their interviews at any time from any location
Online interviews allow us to view up to 8 times more candidates in ourr first round interviews vs traditional in person interviews in a much smaller time frame, eliminating candidate need to come out of state or taking time off of current jobs. 


In PD- we were using a continuous recruitment job posting which allowed the position to stay open and collect applications while going through multiple testing and interview phases. This was not giving us accurate data for time to fill since our time to fill is defined as job req approval to contingent offer- we were reporting off of the very original approval which had an extended open period. We now open a recruit or lateral position open for 14 days and move through the interview and testing process. 

The Police Dept has implemented i-Swift process for lateral officer recruitment process. iSWIFT allows applicants to work directly with the recruiting team to select interview and fitness testing dates that work around the applicant's schedule. Plus, initial interviews can be done either via online TEAMS meetings, which is great for out-of-state applicants. This process isn’t only convenient, it can expedite the hiring process by several weeks!
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Process Evaluation 

This Photo by Unknown Author is licensed under CC BY-SA

64.7%

14.7%

20.6%

Was the timeframe to fill for your recruitment met?

Yes Not Sure No

Presenter Notes
Presentation Notes
After conducting a needs assessment survey from all departments and each hiring manager, we were able to identify areas of the recruitment that is working well and areas that may need improvement. 

When surveying our internal customers about whether the time to fill expectations were met during their recruitment efforts, 64.7% responded that the timeframe was met, 20% indicated it was not, and 14% were unsure. These results highlight an opportunity to provide further education on the recruitment process, including clear expectations for each step involved.

https://www.picpedia.org/highway-signs/s/survey.html
https://creativecommons.org/licenses/by-sa/3.0/


Recruitment 
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Best Practices

• Process Efficiency

• Candidate Experience

Presenter Notes
Presentation Notes
We continue to evaluate the efficiency of our recruitment process, ensuring alignment with current best practices in the field. 

Our ongoing focus remains on two key areas: improving overall process efficiency and enhancing the candidate experience.




Visual Management

• Performance Tracking

• Workflow Disruptions

• Team Alignment
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Presenter Notes
Presentation Notes
By embedding evaluation into our recruitment cycle, we ensure our practices stay relevant, efficient, and candidate-friendly.

One way we track and evaluate our process and performance is by daily visual management. A 5-10 minute overview each day of active recruitment activity

Visual Management gives 

1. Real-Time Visibility
Shows current status of vacancies, candidates in pipeline, interview scheduling, and offer stages
Helps teams and leaders see where attention is needed without delays
2. Early Problem Detection
Bottlenecks (e.g., approval delays, pending interviews) are quickly identified
Allows proactive resolution instead of reactive firefighting
3. Team Accountability & alignment 
Clearly shows who owns which step
Drives accountability through transparency and shared visibility
4. Prioritization
Makes it easier to prioritize critical or time-sensitive roles
Helps balance workloads among recruiters or departments

Daily visual management makes our recruitment process more transparent, agile, and aligned with business priorities—it turns data into daily action.
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Best Practices 

Candidate Experience 

Transparency Timeliness Communication

Presenter Notes
Presentation Notes
An employee’s relationship with their organization begins before their first day of work. The experience an organization provides to candidates during the recruitment process directly influences how likely they are to accept a job offer.

Gallup recently surveyed employees who had changed their job in the last 12 months- according to their data, timeliness and efficiency of the process had the second largest impact of their decision to take a job offer with the interview process being number 1- monitoring our time to fill metrics supports the efficiency in the process for the candidate.

A CareerPlug  2025 Candidate Experience Report showed that 66% of candidates said a positive experience influenced their decision to accept a job offer. In that same report job seekers said they want transparency in the process and communication and efficiency in the process. In our final streamlining steps you will see what we have done to support transparent and timely communication with our candidates. 









Streamline 
Implementation 

• Automation 
Opportunities

• Enhanced candidate 
experience 

• Candidate Sourcing
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Presenter Notes
Presentation Notes
We have implemented several initiatives to streamline the recruitment process, including:



Automation Opportunities

• System utilization

• Pre-screening 

• Analytics & Reporting
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Presenter Notes
Presentation Notes

Another point of our streamlined approach has been to improve candidate experience by adding convenience to the candidate. 

System Utilization:
Self scheduling- this allows the candidate, at their convenience, to schedule a time for a prescreen or interview that is most practical to them. This also gives a detail record of the interview details to that candidate and creates a schedule for our hiring panel
E-offers, E-References- get’s things to the candidate quicker 
Making sure all JD loaded in system – uniform and ease of job posting


PRE Screening – allows for quicker turnaround time for candidates and hiring manager and allows eyes on more candidates in the process by allowing quicker more flexible touchpoints virtually

As we continue toe evaluate our recruitment process Analytics & Reporting will be imperative 
Time to fill, sourcing effectiveness
Diversity metrics 
Quarterly reporting 






Enhanced Candidate 
Experience

• Improved 
Communication 
Touchpoints

• Leveraging Technology

• Feedback

May 5, 2025Work Session 15

Presenter Notes
Presentation Notes
We continue to seek and understand the most current methods of communication with a new and growing workforce. 

Although automation is nice for process improvements – we are COGNIZANT Don’t fully automate candidate communication—balance is key for a human touch.

RECRUTIMENT ANALYST- one point of contact 
Communication Touchpoints-for CANDIDATE & HIRING MGR 
 Notifications throughout the recruitment process which elevate at each point in the process
Recruitment touchpoint meeting for each vacancy 
Interview notes not all writing- engaged with the candidate 

Leveraging Technology- Technology advancements offered innovative tools and platforms to enhance the recruiting process.
Prescreening, Interviews MS TEAMS
iSWIFT; public safety answers

Feedback from the candidates and hiring manager 
Post hire survey



Candidate Sourcing

• Skillbridge Partner
• Grow Our Own
• Volunteer Program
• Agua Fria Southwest 

Academy’s
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Agua Fria 
Southwest 

Academy’s
Grow Our 

Own 

Volunteer 
Program

Skillbridge 
Partner
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Presentation Notes
To remain competitive in a dynamic talent market, we are taking a creative and proactive approach to candidate sourcing. This includes expanding our reach through non-traditional channels, such as industry-specific platforms, incentives for hard to fill positions, employee referral incentives,  and building community partnerships.

A couple of areas that we continue to build on in house are 

Grow or OWN- INDIVDUAL DEV PLANS which encourage and allow employees to grow in their field and career and utilizing mentoring programs such as Goodyear Grows

Volunteer program- awareness of city departments and pipeline in which volunteers have been successfully hired FT 

To build on opportunities for community partnerships:

We ARE a skillbridge official partner- skilbridge partners with military transition offering internships and opportunities- although we have not had anyone places as of yet, it is something that we continue to pursue 

There are many different areas of the organization that we continue to see attrition in and have looked for creative ways of CULTIVATING future candidates. In looking for ways to educate future employees on different fields, we turned to the High Schools for possible partnership. We are lucky to have 3 local HS in our Community with a 4th coming. For the 24/25 school year we partnered with Agua Fria HS District and Buckeye Union to encompass EFHS and worked on direct placement of interns in our WS department. First it takes the commitment of a department and leadership to support the concept, 2nd it takes an ongoing partnership with the schools targeting students who are not sure what their next step after graduation. 

We were able to successfully place 6 interns who worked early morning hours with us each day before going to their school campus. They worked alongside team members who taught and coached them through the trade. The experience was not only meaningful for the students to have a paid working internship and experience, but for us to foster a great place to work ,offer them an on hands experience while Meaningful contributions from the placed interns. The goal if the experience is not only education but creating a pipeline into that line of work, while some have plans of pursuing higher education right away others knew that entering straight into the workforce was their next step. I am happy to report that after an active recruitment for current vacancies three out of our 6 interns have recently been hired into FT positions and will be graduating and starting with us in the next few weeks! 

As we continue our work with the local HS’s we are engaging with closely with the Agua Fria School District Southwest Academy’s to help support and be a resource. We greatly value the contributions and support this partnership has provided and look forward to expanding the program in the next school year bringing two other departments on board which allows for additional opportunities for students.



Coming Soon
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Recruitment Opportunities

Expansion of Agua Fria Southwest Academy 

Intern Program – August/ 2025

EMCC Intern Program Development- Current

Explore Advanced Communication Opportunities 

with Candidates – Oct/ 2025

NEOGOV Integration with Munis – TBD

Presenter Notes
Presentation Notes
We remain committed to advancing our recruitment efforts through ongoing opportunities and strategic initiatives.




	Recruitment Process
	Strategic Plan Action Item
	Presentation Overview
	Process Evaluation 
	Recruitment Process Evaluation 
	Recruitment �Process Evaluation
	Time-to-Fill – Public Safety
	Time-to-Fill
	Process Evaluation 
	Best Practices
	Visual Management
	Candidate Experience 
	Streamline Implementation 
	Automation Opportunities�
	Enhanced Candidate Experience
	Candidate Sourcing
	Recruitment Opportunities

