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Welcome to DG&A 
 

February 3, 2016 
 

Mayor and City Council City of Gunnison 

201 West Virginia Avenue 

P.O. Box 239 

Gunnison, CO 81230 

City Manager Recruitment 

Attn.:  Gail Davidson, City Clerk 

 

Dear Mayor & City Council, 

 

David Gomez & Associates, Inc. (hereinafter referred to as DG&A) is proposing to assist the City of Gunnison (hereinafter 

referred to as CITY OF GUNNISON) to recruit and hire City Manager.  

 

Our team will find only the most exceptional candidates: Ideal candidates will assumes full responsibility 

for planning, administering, directing, overseeing, and evaluating the activities and operations of the City of Gunnison including 

public safety, community development, administrative services, operations and maintenance, parks, recreation, facilities, and 

administration; provides policy guidance to and coordinates the activities of management staff; facilitates the development and 

implementation of long and short range plans, policies, goals, objectives, and programs to provide the City with technical and 

Administrative direction in meeting and maintaining City services standards; ensures public services are delivered in an efficient 

and effective manner; and provides highly complex administrative support to the City Council including implementing policy 

decisions made by the City Council. DG&A will achieve this objective for the CITY OF GUNNISON by executing the following 

services: 

 

 Conduct meetings with the CITY OF GUNNISON’s Mayor & City Council & search team to determine their vision for, 

expectations of, and commitment to the recruiting efforts. 

 Develop or improve upon a job description that ensures proper priority is given to the candidate’s specific responsibilities, 

skills, and education requirements. 

 Develop a consistent, customized set of candidate assessment criteria to be used by DG&A recruiters. 

 Identify a target market for pursuing candidates with the appropriate skill mix and educational background. 

 Conduct candidate screening, behavioral interviews, reference and background checks, and leadership, talent, and cultural 

analysis. 

 Present detailed interview results on each candidate to narrow the field to the top finalists. 

 Assist in determining job offers, including salary negotiations, benefits, and commencement dates. 

 Monitor the transition of candidates into their new position to ensure satisfaction has been achieved. 

   

As a certified Hispanic Business Enterprise, DG&A is one of the fastest-growing MBE retained executive search firms in the 

United States. We recognize the value of inclusivity in executive searches and strive to present a comprehensive slate of top 

professionals who reflect that mindset. We designed and utilize an inclusive methodology that enables us to provide the top talent 

in the Executive Search industry. 

   

Our boutique status allows us to extend the resources necessary to give a personal touch to each and every client. By choosing 

DG&A as your search partner, we engage a team of professionals whose sole job is to execute this contract.  

 

Thank you for the opportunity to serve; we would be honored to become your search partner for this upcoming project. 

 

Best Regards, 

 

 
David P. Gomez, President & CEO 

David Gomez & Associates, Inc. 
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City Manager, Functions and Duties 

 
The City Manager shall be the chief administrative officer of the City. He shall be held responsible to the 
City Council for the following functions and duties, any of which may be delegated at his discretion: 
 

 For the efficient administration of all administrative departments of the City; 
 

 To see that all laws and ordinances are enforced; 
 

 To appoint the heads of the several City departments whose appointment is not otherwise specified in this 
Charter, and to direct and supervise such department heads; 

 
 To give to the proper department or officials ample notice of the expiration or termination of any franchise, 

contracts or agreements; 
 

 To see that all terms and conditions imposed in favor of the city or any of its inhabitants in any public utility 
franchise, or in any contract, are faithfully kept and performed; 

 
 To recommend an annual budget to the Council and to administer the budget as finally adopted under the 

policies formulated by the Council, and to keep the Council fully advised at all times as to the financial conditions 
of the City; 

 
 To recommend to the Council for adoption such measures as he may deem necessary or expedient; and to 

attend Council meetings with the right to take part in discussions but not to vote; 
 

 To exercise and perform all administrative functions of the city that are not imposed by this Charter or 
ordinance upon some other official; 

 
 To be responsible for the maintenance of a system of accounts of the city which shall conform to generally 

accepted principles and procedures of governmental accounting. He shall submit financial statements to the 
Council quarterly, or more often as the Council directs; 

 
 To act as Purchasing Agent for the city and in such capacity to purchase all supplies and equipment and dispose 

of same in accordance with procedures established by the Council; 

 
 To establish, subject to approval by the Council, appropriate personnel rules and regulations governing officers 

and employees of the City;  

 
 To perform such other duties as may be prescribed by this Charter or required of him by ordinance or by 

direction of the Council.   
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Due Diligence – Understanding City of Gunnison Needs 
 

Through our in-depth due diligence meetings with select stakeholders at the CITY OF GUNNISON, we will want to learn more 

about the points below.  We will take your lead regarding the specific individuals who will be involved in up-front due diligence 

discussions. 

 

 Each key business and functional area in the organization – what is working effectively and what might require more 

attention for the candidate to continue ongoing improvement. 

 The history, current dynamics, and future plans for the CITY OF GUNNISON and other key strategies.  

 The right skill set needed in CITY OF GUNNISON’s future hired candidate given current initiatives and future 

strategic plans. 

 Your preferred search process. (Please see Search Process in the following section that we will want to review with you 

in detail during our early meetings.) 

 The expected compensation factors, including the relocation assistance that can be a critical contributor to closing 

a search in light of today’s real estate dynamics.  

 

The town of Gunnison got its name from the first known explorer of the area, John W. Gunnison. He was searching for a route 

for the transcontinental railroad in 1853 and only stayed for three days before traveling west to Utah. Gunnison saw its first 

population increase in the 1870s, due to the mining surge throughout the state. The railroad arrived soon after in 1880 to 

appreciative miners, ranchers, and farmers. 

In the early 1800s, the groups moving into the Gunnison area were mainly fur trappers and mountain men, trying to make a 

living for themselves in the rocky mountain terrain. But a drop in fur prices in the 1840s essentially cut out the need for their 

jobs. 

The late 1850s saw the start of people joining the hunt for gold in Gunnison County. Miners were in search of placer gold, but 

with the growing numbers of white men in the area, this brought conflict between the Ute tribes still around the county. At least 

several miners were killed by these tribes and this caused some of the miners to flee the area, caring more for their lives than 

potential gold bonanzas. 

With the mining boom, Gunnison began to see an increase of people around the 1870s. Along with the miners coming in, 

ranchers and farmers were among the others that lead to the Ute people becoming forced out of the area. The mining camps in 

Gunnison and around the county reportedly produced about 130,000 ounces of gold from the beginning of the gold rush through 

1959. At the start this was mostly from placer deposits, but the largest amounts were from a by-product of silver-lead ore. The 

largest deposits were found along the Taylor River, as well as the Tincup and the Washington Gulch districts. 

Before the railroad reached Gunnison in 1880, there was a debate as to which railroad line would claim the town as their 

territory. The D&RG and DSP&P were both battling for control over the area. This split the town into two sides, both 

disagreeing as to where the railroad depots should be placed in town. The "old" and "new" sides of town ended up agreeing to 

disagree and were happy to have any railroad come through town. Both lines ended up coming through town anyway, although 

the DSP&P shortly discontinued service to Gunnison. The D&RGW railway also was a prominent line to Gunnison for about 

seventy years and served as the primary means of transportation for the townspeople. 

Also in 1880, the cattle industry in Gunnison was established. Realizing the poor conditions for farming (with only about eleven 

inches of rainfall annually and the short growing season due to the high elevation and alpine environment) the local farmers 

turned to ranching and began breeding cattle. To do this effectively, they had to clear and level fields for grazing purposes. 

Irrigation ditches also had to be cut into the ground to properly irrigate the fields in order to grow hay for the horses and cattle. 

Many of these practices are still in use, which can be seen while driving through and around the town to the various ranches that 

are still in operation.   
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Company Profile 
Headquartered in Chicago since 1978, David Gomez & Associates, Inc. (DG&A) is a 

retained executive search firm with clients spanning multiple industries across the United 

States. DG&A offers expert executive search services and human capital consulting 

(including diversity and succession planning). Through our unique, proprietary search 

process, we deliver only the most exceptional executive and managerial candidates: 

business leaders adept at navigating the complexities inherent to the global economy. As 

a Hispanic Business Enterprise, we are especially mindful of the value of diversity for 

an organization's vitality, creativity, and success. DG&A recruits the highest quality 

executive-level candidates in the market to meet the demands of our clients’ leadership 

structure.  

Having developed and refined our proprietary search process since our inception over thirty years ago, we retain our edge by 

consistently uncovering high-performance professionals to meet your organizational needs. We conduct business with integrity, 

building lasting partnerships that benefit the companies, communities, and individuals we serve. 

SCOPE OF SERVICES 

EXECUTIVE SEARCH: An organization’s talent management is its single best sustainable competitive advantage. Using our 

proprietary database and expert sourcing and research strategies, we provide an accurate assessment of the available talent for a 

particular role, industry, and location. The Result: Our recruiting efforts fit seamlessly with our client’s internal processes 

and align with their organizational strategies.  

HUMAN CAPITAL & DIVERSITY INCLUSION CONSULTING: DG&A provides a broad range of consulting solutions 

that are instrumental to enhancing our clients’ recruiting strategies. We provide Diversity Consulting which focuses on providing 

minority leadership to your organization, Team Talent Analysis which measures the effectiveness of your current talent pool, and 

an organizational culture analysis which ensures the appropriate candidate-client fit. The Result: DG&A finds solutions to our 

client's human capital needs. 

BOARD PLACEMENT: DG&A assists our clients in building powerful, experienced and diverse boards. DG&A provides a 

full range of Board Placement services including appointing non-executive chairmen; advising on board succession and corporate 

governance issues; and offering behavioral & cultural board assessment services. The Result: With our proprietary database 

and inclusive methodology, we place qualified individuals who add value to the boards they join. 

EXECUTIVE CAREER & LIFE COACHING: With over 36 years of experience, David Gomez, the award-winning founder, 

CEO, and President of David Gomez & Associates, Inc. is passionate about cultivating talent and helping our candidates identify 

and achieve their career and life goals. DG&A offers one-on-one executive career & life coaching, resume rewrites, LinkedIn 

profile updates, and cover letter rewrites. The Result: David and our Senior Career Coaching Consultants assist our clients 

with moving toward a greater level of career fulfillment and personal success. 

 
CORPORATE OFFICE 
1400 16th Street 

Suite 200 

Oak Brook, IL 60523 

 

REGIONAL OFFICE 
5501 Lyndon B Johnson Freeway  

Suite 600  

Dallas, TX 75240 

 
 

http://www.google.com/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&docid=fzo6RVf6bFV_0M&tbnid=8V8IRpoQgyHhKM:&ved=0CAcQjRw&url=http://parking.chicago.com/&ei=3YYgVK3WAoGvyASr0oHADw&bvm=bv.75775273,d.aWw&psig=AFQjCNGOzx8YBZjqhoK3Z7Wq2a6h-xux4w&ust=1411503983789373
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Diversity Expertise & Inclusive Methodology Consulting 
 

DIVERSITY EXPERTISE 

Since 1978, DG&A has successfully completed more than 650 diversity-related executive searches for our clients in a wide 

range of industries, including healthcare, government, consumer goods, nonprofit, education, and financial services. 

 

DG&A INCLUSIVE METHODOLOGY 

 

As a certified Hispanic & Minority Business Enterprise, DG&A recognizes the value of 

inclusivity in executive searches and strives to present a comprehensive slate of top 

professionals who reflect that mindset. We provide the best and brightest candidates first and 

foremost while utilizing an inclusive methodology. 

 

Using our proprietary database and expert sourcing and research strategies, we provide an 

accurate assessment of the available talent for a particular role and location. To that end, we 

make sure that our recruiting efforts fit seamlessly with our client’s internal processes and align 

with their organizational strategies.  

 

SUBJECT-MATTER EXPERTS 

 

While recognized for transforming DG&A into an Inc. 500 Fastest Growing Company, President/CEO David Gomez’s expertise 

in diversity consulting also earned him a consistent and prominent presence in the pages of national and trade publications 

including the Wall Street Journal as well as Latino Leaders and Dinero magazines. He was selected as the United States Hispanic 

Chamber of Commerce’s (USHCC) Convention Chair for the September 2013 Annual National Convention in Chicago after 

serving as the USHCC’s Finance Chair, Nominations Chair, and on their Executive Committee. Gomez was appointed to the 

Board of the Directors for the USHCC after identifying its CEO, Javier Palomarez. David also assisted in the formation of the 

New America Alliance (NAA), an organization of Latino business leaders. 

 

As the Corporate Board Chairman of the NAA, Gomez crafted the joint venture between Hispanic Association on Corporate 

Responsibility (HACR) and NAA in order to create the first Board of Directors Program at the University of Southern California’s 

Marshall School of Business as well as Harvard Business School’s first Best Practices in Corporate Governance curriculum. 

 

David's professional contributions have earned him accolades, including Minorities in Business magazine’s “Entrepreneurial 

Spirit Award” and Hispanic Business magazine’s “Corporate Elite.” Gomez is a sought-after speaker, bringing his 

entrepreneurial and industry insight to audiences, including the National Society of Hispanic MBAs and the National Black 

MBA Association. 

Over the past 20+ years, DG&A’s recruiting team has developed a deep understanding of how to successfully utilize an 

inclusive methodology in order to recruit a diverse slate of candidates. Our consultants utilize their expertise on our client’s 

goals and the individual candidates to find qualified professionals who reflect a client’s fit for industry experience, certifications 

required, and multicultural background.  
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The DG&A Team 
 

DAVID GOMEZ, CHIEF EXECUTIVE OFFICER 
Office: (630) 686-1410 

dgomez@dgai.com  

 

David Gomez has been in Executive Search for over 30 years. He had driven DGA to INC. 500 fastest 

growing status as well as built two other businesses during his career. As CEO of DGA he has been called 

upon by his clients to help them locate senior talent to help navigate through our changing economy. Most 

recently he has been applauded by the search community for spearheading an Inclusive Methodology that 

has been recognized as best in class. He is also on the Executive Committee of the United States Hispanic Chamber of 

Commerce and one of his first assignments was to locate their new CEO. Since joining the board the USHCC has celebrated 5 

years of unprecedented growth. David takes pride in his work and his family. Married for forty years with six children and 

sixteen grandchildren, he is a pillar in the Community of Chicago. He has attended Harvard, University of Southern California 

and University of Chicago business schools pertaining to Board placement.  

 

 

CHRISTOPHER GOMEZ, PARTNER 

Office: (630) 686-1414 

cgomez@dgai.com 

 

Christopher Gomez has eight years of experience across research, recruiting, and business development 

roles at David Gomez & Associates. In his time at DG&A, Christopher has established strategic 

relationships with the nation’s leading companies, providing them with the talent critical to continued 

business success. Chris is focused on delivering superior retained executive search and human capital 

consulting within public and private sectors. He is devoted to ensuring client satisfaction and is dedicated to 

an interactive candidate experience. 

 

As Vice President and a Partner, Christopher is responsible for new business development and search execution across multiple 

industries and functional verticals. He is a sales & marketing operative expert for the organization with a secondary emphasis in 

recruitment execution, where he works to build teams of people that add value to client’s organizations. Previously the Vice 

President of Talent Acquisition, Christopher has managed the full cycle of search processes, which includes assessments and 

negotiations for executive projects, client communication, strategy development, research, and interviews. Christopher earned 

his Bachelor’s degree from University of Illinois and a Master of Business Administration degree from DePaul University. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

mailto:dgomez@dgai.com
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DR. DAWN LEHMAN, VICE PRESIDENT OF STRATEGY 
Office: (312) 279-2017 

dlehman@dgai.com 

 

Dr. Lehman is a Vice President with the firm. She holds a B.A. degree in communications and M.A. and Ph.D. 

degrees in medical anthropology. Dawn has conducted multidisciplinary research and developed train-the-

trainer programs to help organizations identify and address workforce issues associated with employee wellness, 

aging, and family caregiving responsibilities and needs. She has designed cultural competency training and 

professional development programming for healthcare workers, and her research has led to health promotion campaigns in 

communities. Dawn will conduct organizational culture assessments to help our clients articulate their employee value proposition 

to hard-to-hire candidates and conduct candidate assessments including MBTI Instrument), as well as interview final candidates 

and provides candidate recommendations. 

 

 

LINDA CATILIN, LICENSED CULTURAL ANTHROPOLOGIST 

Office: (312) 346-5525  
lcatlin@dgai.com 

  
Linda Catlin has over 30 years of experience in organizational change dynamics, evaluation, management 

training, and educational administration. Her management experience includes positions as Associate Dean of 

Instruction at the Dallas County Community College District and Administrative Director for the Biochemistry 

Department at Southwestern Medical School/University of Texas Health Science Center.  She also was the 

Management Training Director at Shepard’s/McGraw-Hill. Since 1992 she has been an Independent Consultant 

working with organizations in Healthcare, the Nonprofit Sector, and Private Industry.  

  

Linda will conduct organizational culture assessments to help our clients articulate their employee value proposition to hard-to-

hire candidates and conduct candidate assessments as well as interview final candidates and provides candidate 

recommendations. 

  

mailto:dlehman@dgai.com
tel:312-346-5525


  

10 | P a g e  

Client References 
 

Councilman Reverend Ricky V. Burgess, Chair - Board of Commissioners 

Housing Authority of the City of Pittsburgh 

Phone:        (412) 255-2137 

Email:   ricky.burgess@city.pittsburgh.pa.us 

Services:       Full Life Cycle Executive Search 

Positions:      Executive Director, Chief Operations Officer, General Counsel, Director of Human Resources, Director of 

Section 8 Housing 

 

Caster Binion, Chief Executive Officer  

Housing Authority of the City of Pittsburgh 

Phone:        (412) 456-5012 

Email:   caster.binion@hacp.org 

Services:       Full Life Cycle Executive Search 

Positions:      Executive Director, Chief Operations Officer, General Counsel, Director of Human Resources, Director of 

Section 8 Housing 

 

Marilyn D. Jefferson, Vice President of Organizational Effectiveness 

Chicago Housing Authority 

Phone:  (312) 913-7718 

Email:  mjeffers@thecha.org 

Services: Full Life Cycle Executive Search 

Positions: Chief Housing Officer, Chief Financial Officer, Executive Vice President of Development, Budget Director 

 

Dan Ferris, Senior Vice President & CFO, Finance 

Ruth Santiago, Vice President of Human Resources 

Port San Antonio 
Dan Ferris  (210) 439-4907 

dan.ferris@portsanantonio.us 

Ruth Santiago   (210) 383-5759 

ruth.santiago@portsanantonio.us 

Services:           Full Life Cycle Executive Search  

Position:        Vice President of Real Estate Management, Chief Building Official, General Manager, Railport 

 

Eileen Timmins. PH.D., Chief Human Resources Officer 

Muscular Dystrophy Association 

Phone:  (312) 260-5915 

Email:  etimmins@mdausa.org 

Services:  Full Life Cycle Executive Search  

Positions: Chief Information Officer, Vice President of Fund Raising, Vice President of Human Resources 

 

Paula Blacklock, Search Committee Chair  

Workforce Solutions Alamo 

Phone:           (210) 414-8725 

Email:  paula@salighthouse.org 

Services:              Full Life Cycle Executive Search 

Position:              Executive Director 

 

 

 

 

 

 

mailto:ricky.burgess@city.pittsburgh.pa.us
mailto:caster.binion@hacp.org
tel:%28312%29%20913-7718
mailto:mjeffers@thecha.org
mailto:dan.ferris@portsanantonio.us
mailto:ruth.santiago@portsanantonio
mailto:etimmins@mdausa.org
mailto:paula@salighthouse.org
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Representative Sampling of Governmental & Public-Sector Searches 
 

Non Profit       Government 
 

Ada S. McKinley Community Services, Inc.   Chicago Minority Supplier Development  

Chief Executive Officer      Senior Fundraising & Business Development  

 

Aunt Martha’s       Community and Economic Development  

Chief Medical Officer      of Cook County, Inc. 

Chief Executive Officer 

Chicago Family Health Center 

Chief Executive Officer, Chief Operating Officer,    Dallas/Fort Worth International Airport 

Chief Financial Officer, Sr. Director of HR    Vice President of Human Resources 

 

Chicago Health Systems      Housing Authority of the City of Pittsburgh 

Chief Executive Officer      Executive Director, General Council Director of HR 

Chief Operating Officer 

 

Cook County Health & Hospitals System    MetroSouth Medical Center 

Director of Business Development     Chief Financial Officer 

Public Relations & Community Affairs      

Port San Antonio 

Gads Hill Center      Certified Chief Building Officer 

Chief Executive Officer      Vice President of Real Estate Management 

General Manager of Eas6t Kelly Railport 

 

La Causa Charter School     Society of Hispanic Engineers 

Chief Executive Officer      Chief Executive Officer 

 

City Colleges of Chicago      The Public Health Institute of Metropolitan  

Master Services Agreement for Executive Search Services  Communications Manager 

Chief Financial Officer 

         

Metro South Medical Center     United States Hispanic Chamber of  

Chief Financial Officer Chief Executive Officer 

Board Directors 

 

Norwegian American Hospital      

Chief Financial Officer, Director of Quality                                             Chicago Housing Authority 

        Chief Housing Officer, Executive Vice President  

United Neighborhood Organizations    Chief Financial Officer 

Chief Executive Officer                                                                              Budget Director 

         

        Richmond Housing Authority 

Chief Operating Officer 
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Case Study 
 

HOUSING AUTHORITY OF THE CITY OF PITTSBURGH: EXECUTIVE DIRECTOR 

Below is an example of an Executive Director search DG&A conducted for the Housing Authority of the City of Pittsburgh. 

We have highlighted our client’s challenge, DG&A’s actions, and the results of the search. The HACP was so impressed with 

our work that they retained us once again to fill their Chief Operating Officer role.   

 

CHALLENGE 

The Housing Authority of the City of Pittsburgh retained us to help them find an Executive Director that would be 

responsible for all aspects of the housing authority’s operations including administration, management, development, and 

financial control. The Executive Director would guide the agency in the operations and administration of the various housing 

programs. Crucial to this role was the ability to ensure the agency maintains a high level of visibility within the community 

and will serve as a housing advocate for those in need. The Authority is governed by a board of Directors, which establishes 

goals, approves policy and budgets, and provides general direction to the Executive Staff. 

ACTION 

We met with the client to identify the core competencies for the position. Our team benefited from having the preliminary 

search discussion with senior leadership as well as the Board of Directors that had to give their approval in the final hiring 

decision. From these discussions, it became clear that the company was after a certain profile: Candidates with effective 

communication skills, experienced in leadership and management. The ideal candidate would have organizational 

development skills and experience working with programs.  
 

RESULTS 

In less than 45 days, our team was able to contact over 200 qualified candidates.  The individuals presented all exhibited 

a track record of exceptional leadership, commitment, effective communication skills, and were responsive and accountable. 

The selected individual had over 20 years of progressive experience in the field of housing and community development. 

This candidate had excellent management, supervisory, leadership, resource development, and program and organizational 

development skills.  They also had excellent problem solving and program assessment ability as well as the capability to 

problem solve, formulate policy, and respond with an effective plan of action in problematic circumstances, including when 

presented with adversarial situations.   
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Sample Work Plan 
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Sample Candidate Presentation 
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DG&A Approach: Tailored Project Management  
 

Our approach to executive search services is 

tailored project management.  

Every David Gomez & Associates client 

manager leverages project management 

software to guide each of our executive search 

engagements through a proprietary 142 step 

process. This is conducted in three phases: 

Strategy, Execution, and Close.  

Phase I: Strategy 
 

INITIAL CONSULTATION  
Each project begins with a kickoff meeting that 

includes the Board/Search Committee, DG&A Executive Team Member, and DG&A Project Lead. This step in the 

process consists of spending time onsite with our clients to build the framework for a successful search by conducting a 

thorough needs analysis. Our meeting focus is on understanding our client’s operations and objectives, culture, and the 

technical requirements of the role. We also want to define the dimensions for job success, specific experiences, 

competencies, knowledge, and personal characteristics required to build a thorough candidate pipeline.  

Throughout the process, we find it vital to hold weekly meetings with the Search Committee members to discuss the 

status, candidate pipeline, changes and any market intelligence gathered. 

SEARCH DOCUMENTS 

We take the information gathered from the kick-off 

meeting and draft a search overview, role description, and 

interview guide.  

The search overview, as seen to the right, is a document 

that is generated from our project management software. It 

is a detailed, step by step guide that leads a search 

committee through an executive search process. In order to 

successfully complete an engagement in less than 90 days, 

one of the biggest challenges is keeping everyone aligned 

and held accountable. Our search overviews allow a search 

committee the ability to participate by planning ahead for 

each step along the way. 

Additionally we help our client’s by recreating their role descriptions. We typically find that the versions we receive 

from our clients do not possess the right information, or they provide too much of the wrong information. While drafting 

our role descriptions, we make sure that we detail the company, department/division, summarize the role, and concisely 

list requirements, responsibilities, goals, and key challenges of the position.  

Once the role description has been developed, we will create an interview guide that is comprised of traditional and 

behavioral based questions. Our traditional questions are asked in all of our engagements and have been perfected over the 

past 37 years of search work; they ensure there are no snags in the process. The second portion of our interview guides 

consist of behavioral based interview questions. We feel the most accurate predictor of future performance is past 

performance and we extract this information from candidates.  

Strategy

Execution

Close
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Phase II: Execution 
 

CHANNELS OF SOURCING 

Successful identification of exceptional talent 

requires active investigation and direct recruitment. 

Passive talent is focused on driving results for their 

organizations, so in order to reach them you have to 

cut through the chaos of daily procedures. We do so 

by leveraging association networking, the database 

we built over the last 30 years, social media, and by 

heavily focusing on cold calling. 

CANDIDATE SCREENING 

We carefully screen and qualify all potential 

candidates to assess their qualifications, potential to 

perform within the new environment, and 

organizational compatibility. As potential 

candidates are identified, they are taken through the following assessments.  

 

  
 

Passive 
Talent

Cold 
Calling

Social 
Media

Networking

Database 
Search

Behavioral Based 

Interviews 
Reference & Background  

Checks 

Talent Assessments Culture Fit  
Assessments 
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PRESENTING CANDIDATES 

After screening candidates, a couple days prior to a face to face meeting, we send a candidate presentation as 

seen below. During this meeting we outline each recommended candidate’s fit based on work experience, 

knowledge and skills, personal attributes, competencies, leadership abilities, and cultural fit. We also detail any 

concerns that we may have about a candidate so that we can consult you in narrowing in on the pool of 

applicants.  

 

 
SEARCH INSIGHTS 

Our candidate presentations start by 

offering our search committees 

analytics on their search.  

One of the metrics we report on is the 

total number of candidates targeted. 

This metric is always hyperlinked to a 

document in the cloud so our clients 

know exactly who we have targeted 

during our search efforts. 
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CANDIDATE MATRIX 

We then walk through each candidate 

that we are presenting in matrix form.  

This allows our clients to see a side by 

side comparison on how each 

candidate compares to one another 

based on the agreed upon 

qualifications uncovered during the 

initial consultation. 

 

SEARCH COMMITTEE INTERVIEW 

ASSISTANCE  

 

We serve as collaborative advisors to our clients. If 

requested, we assist our clients with all final 

interviews and assessments, interview questions 

and candidate evaluation forms, and consult clients 

in ranking the candidates interviewed. DG&A has 

extensive experience working with a variety of 

search committees. We understand that some 

searches require extensive community 

involvement, and our team has the ability to adapt 

to the needs of all stakeholders involved in a 

search.  

PHASE III: CLOSE 
EXTENDING OFFERS  

We can assist our clients in offer negotiations.  Our strong experience in this stage of the process allows us to 

effectively and quickly negotiate all components of the offer. We counsel both sides with the compensation 

package, contractual issues, and other specific details of employment, including relocation. We are in an ideal 

position to counsel both candidate and client regarding any counter-offer the candidate's current employer may 

extend. 
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CANDIDATE ONBOARDING ASSISTANCE 

Our service extends well beyond the 

finalized offer. We stay in close 

contact with all parties during the 

transition period to address any 

potential difficulties that may arise as 

well as to ensure a smooth transition; 

this occurs with reports at 30, 90, 

180, 270, and 365 days after 

placement.  

 

SERVICE GUARANTEE  

In the event any individual hired 

(from DG&A) voluntarily leaves our 

clients within twelve (12) months of 

start date, DG&A will reinitiate a 

search to fill the position at no additional fee.  
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Proposed Timeline 
 

Throughout the process, DG&A’s staff will play a key role in working with the City of Gunnison’s human resources 

department to determine what is needed to make this process successful and to work toward timely execution of tasks. This 

is a proposed timeline that provides an overview of the customized search process and may be modified to fit the CITY OF 

GUNNISON’s recruitment needs and timeline. 
 

  

Activity 70 Day Time Line 

Week 
 

1 

 

2 

 

3 

 

4 

 

5 

 

6 

 

7 

 

8 

 

9 

 

10 

 STRATEGY                                    EXECUTION                                  CLOSE 

Creating Strategy           

Kick-off Meeting           

Discovery Discussion           

Position Criteria Established           

Core Competencies Established           

Role Description Created           

Name Generation           

Target List Created           

Position Posted            

Targeted Recruiting           

Screening Candidates           

Behavior-Based Interviews           

Cultural Assessments           

Presenting Candidates            

Short List Created           

Search Committee Interviews           

Client Selection of Finalists           

Client Interviews           

Selection           

Preferred Candidate Selection           

Background Checks           

Reference Checks           

Offer           

Negotiation of Final Offer           

Hire & Onboarding           

Acceptance of Offer           

Final Candidate Starts           


