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PROCEDURES
 
Pursuant to A.R.S. § 38-431.02, notice is hereby given to the members
of the Goodyear City Council and to the general public that the Council
of the city of Goodyear will hold a meeting open to the public. Public
body members of the city of Goodyear will attend either in person or by
telephone conference call and/or video communication. The Goodyear
City Council may vote to go into Executive Session, pursuant to A.R.S.
§ 38-431.03(A)(3), which will not be open to the public, to discuss
certain matters. Meetings are conducted in accordance with the City
Council Meetings Council Rules of Procedure adopted by Resolution
No. 2025-2441.

THE CITY OF GOODYEAR ENDEAVORS TO MAKE ALL PUBLIC
MEETINGS ACCESSIBLE TO PERSONS WITH DISABILITIES. With
48-hour advance notice, special assistance can be provided for sight
and/or hearing-impaired persons at this meeting. Reasonable
accommodations will be made upon request for persons with disabilities
or non-English speaking residents. Please call the City Clerk (623)
882-7830 or Arizona Relay (TDD) 7-1-1 to request an accommodation
to participate in this public meeting.

Si necesita asistencia o traducción en español, favor de llamar al
menos 48 horas antes de la reunión al (623) 882-7830.
 

  

City Clerk’s Office: 1900 N. Civic Square, Goodyear, AZ 85395 (623) 882-7830
www.goodyearaz.gov/cityclerk 
City Council Meeting Live Broadcast: https://www.facebook.com/goodyearazgov/videos



Monday, May 5, 2025 5:00 p.m. Meeting Agenda

           
CALL TO ORDER
 

ROLL CALL
 

AGENDA ITEMS FOR DISCUSSION
ALL ITEMS LISTED ARE FOR DISCUSSION ONLY. NO ACTION CAN NOR WILL BE TAKEN.
 

1. STRATEGIC PLAN TECHNOLOGY ASSESSMENT  
  Summary
  Council will receive an update on the strategic plan item to evaluate current technology

uses/needs in all departments and identify emerging trends. (Lisa Faison, CIO; Mike
Saldan, DCIO)

 
2. FY2025 STRATEGIC PLAN REMOTE WORK UPDATE  
  Summary
  Council will receive an update on remote work best practices and policies for seamless

customer services. (Lyman Locket, Human Resources Director, Vicki Lackey, Human
Resources Deputy Director)

 
3. FY2025 STRATEGIC PLAN RECRUITMENT PROCESS UPDATE  
  Summary
  Council will receive an update on efforts to streamline the city’s recruitment process.

(Sabrina Dezso, Senior Human Resources Business Parter)
 

ADJOURNMENT

 

POSTING VERIFICATION
This agenda was posted on 4/30/2025  at 6:10 p.m. by VM.



ITEM #: 1. 
DATE: 05/05/2025
AI #:2567
 

CITY COUNCIL ACTION REPORT 
  
SUBJECT: STRATEGIC PLAN TECHNOLOGY ASSESSMENT

 
STAFF PRESENTER(S): Lisa Faison, CIO; Mike Saldan, DCIO

Summary
Council will receive an update on the strategic plan item to evaluate current technology
uses/needs in all departments and identify emerging trends. (Lisa Faison, CIO; Mike Saldan,
DCIO)

FISCAL IMPACT
No financial impact.

BACKGROUND AND PREVIOUS ACTIONS
This strategic plan action item emphasizes consistent evaluation and process improvement of
the City's software applications and hardware during FY2025.  The goal of this action item is to
ensure we maximize our software capabilities to better serve staff and citizens while being
fiscally responsible. Additionally, the action item ensures the City's technology keeps pace with
the private sector, maintains a strong security posture, and minimizes our software footprint
while integrating our systems.  This allows us to streamline support and automate processes
to increase data accuracy, and maintain network infrastructure consistent with emerging
trends and growth. This will enable the City to promote faster innovation and be more efficient
and effective with technology.

STAFF ANALYSIS
Annually, we perform 3 staff surveys to get feedback from all departments, including a general
customer service satisfaction survey that includes staff members that submitted a ticket within
the last 6 months. An IT organization staffing assessment was also conducted, which
examines whether an IT department’s organizational structure, staffing levels, and skill sets
are appropriately aligned with business goals, service needs, and future strategy of the
organization.

A hardware assessment (Attachment A) was conducted to gauge user satisfaction with current
computing equipment. Participants provided feedback on overall computer performance,
laptop battery life, and whether their devices were powerful enough for their needs. They also
identified which component they would prioritize for an upgrade, shared their satisfaction with
monitor sizes, and indicated whether they currently use multiple mobile devices such as
iPads, reMarkables, or laptops. Finally, users were asked if they would be interested in a
single device that could perform the functions of multiple devices. The feedback collected will



help inform future hardware upgrade strategies and potential device consolidation
opportunities. A software assessment (Attachment B) was conducted to review applications
used by each department, assessing overall organizational fit, IT health, and
cost-effectiveness.  
This strategic plan action item to evaluate current technology uses/needs in all departments
and identify emerging trends allows the city to continue to improve services to be more
efficient and effective. The attached presentation demonstrates the results of the assessment
and recommendations.

Attachments
Attachment A - Hardware Survey Results 
Attachment B - Software Assessment Results 
Staff Presentation 



Hardware Survey

1. How satisfied are you with the overall performance of your current computer?

2. How satisfied are you with the battery life of your laptop?

3. Do you feel your computer is powerful enough for your needs?

65 Responses 02:17 Average time to complete Active Status

4.06 Average Rating

65
Responses

        

3.55 Average Rating

65
Responses

       

Yes 54

No 11



4. If you could upgrade your computer today, which component would you
prioritize first?

5. How satisfied are you with the size of your current monitors?

6. Do you currently use more than one mobile device (iPad, reMarkable, laptop) in
you daily job function?

7. Would you be interested in a single device that can possible achieve the same
job?

RAM (Memory) 7

Hard Drive (Storage space) 3

Processor (Faster) 25

Battery (Longer use unplugged) 30

3.91 Average Rating

65
Responses

       

Yes 44

No 21

Yes 23

No 21



Snapshot Grouping 2

Key
Total Reward >75% Improve 50-75%

100% 30% 40% 20% 10% Remediate 25-50% Critical Need 0-25%

Departments, Business Units Criticality
Total 

Number 
of Apps

Number of Apps 
Not Managed by 

IT

Organizational 
Value and Fit

Technical 
Health

End-User 
Perspective

Total Cost of 
Ownership

Overall Score
(5-point scale)

Grouped Score  
(5-point score 

quartiles)

City Clerk Supporting 8 0 3.03 3.93 3.79 4.81 3.72 74%
City Managers Office Supporting 10 2 3.12 4.18 3.17 4.86 3.73 75%
Development Services High Value 17 1 3.31 4.23 3.80 4.82 3.93 79%
Digital Communications High Value 12 5 3.14 3.91 3.68 4.91 3.74 75%
Economic Development High Value 6 1 3.24 4.31 3.40 4.80 3.86 77%
Engineering High Value 12 1 3.17 4.19 3.72 4.75 3.85 77%
Finance Supporting 20 6 3.11 3.89 4.06 4.81 3.78 76%
Fire Mission Critical 14 1 3.44 4.52 3.50 4.93 4.03 81%
Human Resources Supporting 14 6 2.97 3.70 3.28 4.92 3.52 70%
Information Technology Supporting 54 0 2.94 4.37 3.98 4.92 3.92 78%
Legal Services Supporting 9 2 3.28 4.10 3.50 4.88 3.81 76%
Municipal Court Mission Critical 3 0 2.88 4.13 3.67 5.00 3.75 75%
Parks & Recreation High Value 12 2 3.24 4.04 3.60 4.90 3.80 76%
Police Mission Critical 33 5 3.47 4.45 3.23 4.93 3.96 79%
Public Works Mission Critical 17 3 3.25 3.93 3.44 4.92 3.73 75%
Water Services Mission Critical 20 8 3.01 3.65 3.16 4.93 3.49 70%

Total Weighting (must equal 100%) =  

Category Weighting (must equal 100%)

Adjust the weighting of the evaluation criteria to match your values and risk profile. The Results worksheet is calculated automatically from the "Group 2 Alignment Matrix" and "Rationalization Inputs" 
worksheets.Each application evaluation score is averaged by evaluation category to estimate current support for your key business functions. The Results columns identify ranked performance for each 
business function to help identify where attention may be needed.
WARNING: You CANNOT sort, move cells, or insert/delete cells/columns/rows. Doing so will break the hidden calculation sheets and proper alignment of inputs and results.

Departments, Business Units Snapshot
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Information Technology
Technology Assessment – Strategic Plan

Evaluate current technology uses/needs in 
all departments and identify emerging 

trends



Information Technology – Technology Assessment

2

Trends Then and Now

2009
Business 

Intelligence 
Becomes 

Top Priority

Last 5 yrs.
• AI Programs
• Automation & 

coding
• Cloud based 

apps
• IT Security & 

Compliance

2020
Big data & 

analytics hit 
records 

high – data 
is more 

accessible

2012
Federal 

Gov 
promotes 
“Big Data” 

& Stem 
programs

May 5, 2025Work Session 



• September 
2024

• Sent to 640 

• 109 responded 
(17%)

• Includes all 
levels

3

 Survey of City Staff

May 5, 2025Work Session 



1. Software Assessment 

2. Hardware Analysis

3. City’s Data Center Future

Three areas of focus to evaluate current 
tech needs/uses in all departments

4

Information 
Technology

Technology Assessment

Baseline

May 5, 2025Work Session 



Software 
Assessment

Evaluated 167 applications
Four categories:
1. Organizational Fit
2. Technical Health
3. End-User Perspective
4. Total Cost of Ownership

5
Te

ch
ni

ca
l H

ea
lth

High

High

Low Low

May 5, 2025Work Session 



Software Assessment Insights

• Increase integration & 
automation

• Incorporate AI where 
appropriate

• Classify Data
• Become a data driven city

6May 5, 2025Work Session 



Hardware Analysis
Current State

• Transitioned to bulk ordering
More accessible
 Lower Cost Point

• Mobile device first 
(Laptops/iPads)

• Standardize – Better Support

• Life Cycle Technician

7May 5, 2025Work Session 



Hardware Survey

 Right hardware

 Supports business

 Fiscally responsible

May 5, 2025Work Session 8

Top Staff Responses

• Overall happy with laptops

• Poor battery life

• Need multiple device

• Willing to consolidate

• Want enhanced performance

Hardware Assessment Insights



IT Data Center 
Assessment

 Hybrid 
 Network & Storage
 Consolidated Tech
  Eliminate 

Unsupported & 
Outdated 
technology

9May 5, 2025Work Session 

BEFORE AFTER



IT Recommendations

10

Software Assessment
• Maintain – 30%
 Prioritize upgrade, new features, 

enhancements

• Refocus – 48%
 Retrain, refresh, fix root cause of low value

• Consolidate/Retire – 22%
 Cancel any enhancements, feature 

requests, transfer users onto other systems
 Reduce/eliminate duplicative software

May 5, 2025Work Session 



• Switch laptops to a 3-year 
replacement 
 Address poor battery life & enhance 

performance with latest technology

• Identify a single mobile device 
(combines iPad & laptop)
 Consolidate multi-device users 

• Continue timely replacements
 Reduction of tickets & calls by replacing 

timely

Hardware Assessment

11

IT Recommendations Cont.

May 5, 2025Work Session 



IT Recommendations Cont.

12

IT Data Center - Network
• Continue Hybrid
 Balance between managing software in the cloud and on premise to mitigate space sprawl

• Implement Redundancy 
 Have more than on space with failover to maintain uptime for software 

• Standardize
 Ensure new physical hardware in the data center is standardize to maintain space & use existing 

• Disaster Recovery Site
 Mitigate catastrophic failure when a disaster hits the greater part of Goodyear

May 5, 2025Work Session 



13

Information Technology

Technology Assessment – Strategic Plan

Evaluate current technology uses/needs in all 
departments and identify emerging trends

May 5, 2025Work Session 



ITEM #: 2. 
DATE: 05/05/2025
AI #:2382
 

CITY COUNCIL ACTION REPORT 
  
SUBJECT: FY2025 STRATEGIC PLAN REMOTE WORK UPDATE

 
STAFF PRESENTER(S): Lyman Locket, Human Resources Director, Vicki

Lackey, Human Resources Deputy Director

Summary
Council will receive an update on remote work best practices and policies for seamless
customer services. (Lyman Locket, Human Resources Director, Vicki Lackey, Human
Resources Deputy Director)

FISCAL IMPACT
There is no fiscal impact.

BACKGROUND AND PREVIOUS ACTIONS
During the pandemic, Goodyear successfully implemented telework to ensure business
continuity and employee safety. As we transitioned out of the pandemic, we adopted a hybrid
work environment, allowing employees in eligible roles to telework up to two days per week.
This hybrid model strikes a balance between flexibility for employees and the operational
needs of the business.

STAFF ANALYSIS
The research and analysis conducted for this strategic plan action item offer valuable best
practice recommendations that will strengthen our approach to telework. As we move forward,
our hybrid work environment will be built on a foundation of increased accountability and
clearly defined expectations, ensuring continued success. Telework remains a privilege
designed to enhance flexibility while maintaining high standards of effectiveness, productivity,
and efficiency. By fostering a culture of trust and performance, we are committed to creating a
work environment that supports both organizational excellence and employee well-being.

 

Attachments
Staff Presentation 



May 5, 2025Work Session 1

Strategic Plan Action Item
Remote Work



1
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• Provide historical context for telework

• Share best practices

• Align best practices with service 

delivery and employee engagement

3
This Photo by Unknown Author is licensed under CC BY-NC

Work Session May 5, 2025

https://www.duperrin.com/english/2020/08/04/in-remote-work-the-employees-engagement-levers-change/
https://creativecommons.org/licenses/by-nc/3.0/


U.S. Workplace

4

State of Remote/Telework 

Hybrid models are 
likely to remain 

dominant

Loss of telework would 
negatively impact 

retention

9 a.m. to 5 p.m. is a 
thing of the past

"The class of 2025 
only knows hybrid or 

remote work” 

Work Session May 5, 2025



5

Goodyear Telework History

2001
Guideline 
Creation

2025
Best 

Practices

2020
COVID

2021
Return to 
the OfficeHistory

# 
Teleworkers 0 Approx.

37%
Approx 

15%
Approx 

22%

Work Session May 5, 2025



Why it matters

May 5, 2025Work Session 7

Employees in a 
Hybrid work 
environment 
are 33% less 
likely to quit 

their jobs
Recruitment & 

Retention
Continuity of 
Operations

Employee 
Wellbeing & 
Engagement

Office Space 
Management 

& 
Environmental 
Sustainability

Productivity 
Enhancement



Why it matters
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Employees in a 
Hybrid work 
environment 
are 33% less 
likely to quit 

their jobs
Recruitment & 

Retention
Continuity of 
Operations

Employee 
Wellbeing & 
Engagement

Office Space 
Management 

& 
Environmental 
Sustainability

Productivity 
Enhancement

Telework allows 
us to exercise 

our capabilities 
to ensure that 

essential 
functions 
continue



Why it matters
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Recruitment & 
Retention

Continuity of 
Operations

Employee 
Wellbeing & 
Engagement

Office Space 
Management 

& 
Environmental 
Sustainability

Productivity 
Enhancement

More than four 
in 10 in the U.S. 

telework at 
least some of 

the time



Why it matters
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Recruitment & 
Retention

Continuity of 
Operations

Employee 
Wellbeing & 
Engagement

Office Space 
Management 

& 
Environmental 
Sustainability

Productivity 
Enhancement

Hybrid work 
environments 
are a tool to 

address space 
management 

challenges



Why it matters
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Recruitment & 
Retention

Continuity of 
Operations

Employee 
Wellbeing & 
Engagement

Office Space 
Management 

& 
Environmental 
Sustainability

Productivity 
Enhancement

Gallup 
research shows 

that 
employees 
working in a 

hybrid 
environments 

are more 
engaged



• Director feedback Sessions/ 
Survey

• Q12 Survey

• Benefits Consultant/Broker

• Benchmark City Data

• Employee Insights from PMP
12

Best Practice 
Research

Methods Private 
Sector 

Director 
LTM 

Feedback

Q12 Survey 
Data

PMP 
Committee

Public Sector

Work Session May 5, 2025



• Hybrid – Minimum 3 days per week in office

• Position and individual performance driven

• Coverage requirements

• Leverage technology

May 5, 2025 Work Session 13

Current State

City of 
Goodyear 

Mission

Role 
requirements 

and 
Performance

Department/
Division
Team 

objectives



Customer Service 
Expectations

Flexible Work 
Environment

Managing a Hybrid 
Workforce Maximize Technology

Best Practices

14

Best Practices

Customer Service Expectations

• Timely responses regardless of 
location

• Visible coverage

Work Session May 5, 2025



Customer Service 
Expectations

Flexible Work 
Environment

Managing a Hybrid 
Workforce Maximize Technology

Best Practices

15

Best Practices

Managing a Hybrid Workforce

• Review/renew agreement annually

• Clearly defined expectations of:
• Supervisor
• Employee

• Director autonomy

• Monitor results

         

Work Session May 5, 2025



Customer Service 
Standards

Flexible Work 
Environment

Managing a Hybrid 
Workforce Maximize Technology

Best Practices

16

Best Practices

Flexible Work Environment

• Customer Centric Philosophy

• Optimum Balance – No More than 
Two Days

• “Office” Coverage

This Photo by Unknown Author is licensed under CC BY-SA
Work Session May 5, 2025

https://www.mundoerp.com/blog/best-practices-or-my-practices/
https://creativecommons.org/licenses/by-sa/3.0/


Customer Service 
Expectations

Flexible Work 
Environment

Managing a Hybrid 
Workforce Maximize Technology

Best Practices

17

Best Practices

Maximize Technology

• MS Teams
• Chat
• Virtual meetings
• Phone

• Utilize Status Notifications

• Email

Work Session May 5, 2025



• Update guideline to include best practices

• Publish Customer Service Expectations

• Citywide education

• Shared responsibility for success

May 5, 2025Work Session 18

Next Steps

Aligned with 
Service Delivery 

Goals

Accountability

Customizable 
by Role and 
Department



ITEM #: 3. 
DATE: 05/05/2025
AI #:2381
 

CITY COUNCIL ACTION REPORT 
  
SUBJECT: FY2025 STRATEGIC PLAN RECRUITMENT PROCESS UPDATE

 
STAFF PRESENTER(S): Sabrina Dezso, Senior Human Resources Business

Partner

Summary
Council will receive an update on efforts to streamline the city’s recruitment process. (Sabrina
Dezso, Senior Human Resources Business Parter)

FISCAL IMPACT
There is no fiscal impact.

BACKGROUND AND PREVIOUS ACTIONS
To strengthen our competitiveness in today's job market, Human Resources has focused on
continuous improvement initiatives aimed at enhancing the candidate experience and
streamlining the recruitment process. These efforts have successfully integrated our culture
into the selection process while refining workflows to eliminate inefficiencies and gaps. Over
the past three years, the recruitment team has consistently hired an average of 338
employees per year. As we continue to grow and face increasing demand for skilled talent and
technical expertise, ongoing improvement efforts will be essential to expanding our capacity
and maintaining a high standard of recruitment excellence.

STAFF ANALYSIS
The research and analysis conducted for this strategic plan action item provide valuable best
practice recommendations to enhance our recruitment strategy. Moving forward, our approach
will be built on a foundation of transparency, accountability, and clearly defined hiring
expectations to ensure continued success. Recruitment is a critical function that fuels
organizational growth, and we are committed to attracting top talent while maintaining high
standards of efficiency, effectiveness, and inclusivity. By fostering a culture of engagement
and innovation, we will create a hiring experience that strengthens our workforce and drives
long-term organizational excellence.
 

Attachments
Recruitment Process Presentation 
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Strategic Plan Action Item
Recruitment Process

Presenter Notes
Presentation Notes
Good evening Mayor and Council



1

May 5, 2025Work Session 2

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

May 5, 2025Work Session 3

Presenter Notes
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

May 5, 2025 4

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 

5

Re cruitme nt  Flow Chart

Baseline
69 Days

Time-to-Fill
Non-Sworn

May 5, 2025

Presenter Notes
Presentation Notes
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

6

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

Work Session May 5, 2025

Presenter Notes
Presentation Notes
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
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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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Academy’s
Grow Our 

Own 

Volunteer 
Program

Skillbridge 
Partner
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Presenter Notes
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.
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