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Inter-Office Memo






TO:		Board of County Commissioners

FROM:		Jerry Visco, Human Resources Director

SUBJ:		Board Report - County Attorney Recruitment		
							  
DATE:		July 29, 2020

Earlier this year Human Resources was asked to prepare proposals for the eventual recruitment of the next County Attorney and options for County Attorney transition plans. Human Resources was asked to conduct this recruitment effort directly, without the services of outside vendors or search firms.
[bookmark: _Hlk46504807]Meetings were held with Commissioners to obtain their input with regard to the qualifications, training and experience they would like to see in the next candidate for County Attorney.  In addition, input on the make up of a Selection Committee, the time frame for recruiting, the salary range to be considered and the elements of a transition plan were also discussed with Commissioners.  The following is a compilation of the feedback received from Commissioners:
County Attorney Minimum Qualifications, Training & Experience 
The following list of qualifications and experience were developed for the next County Attorney Candidate based on feedback provided to Human Resources by Board Members.  This list combines the input received with items already included on the current list of existing requirements found under the Knowledge, Skills and Abilities section of the current County Attorney CD:
•	Member in good standing with the Florida Bar. 
•	Significant experience as lead counsel in all phases of litigation including discovery, dispute resolution, trials and appeals.
•	Ten to fifteen years of experience in the practice of local government law or equivalent government experience. There was consensus that private sector experience was not a critical factor for consideration.
•	Strong critical thinking and strategic skills. 
•	Aptitude for public-speaking.  
•	Negotiation skills. 
•	An ability to identify and resolve complex and sensitive problems innovatively and with professional discretion.
•	Record of continuously updated legal expertise.
•	Exemplary personal and professional integrity and the highest ethical standards.
•	Ability to develop a clear vision and strategy consistent with the County’s mission and best practices.
•	Demonstrated leadership skills that result in the production of high-quality services and exceptional standards.
•	Strategic thinking with the capability of being a leader at the County administrative level.

Selection Committee
It is recommended that the Selection Committee for the recruitment of the next County Attorney should consist of the Director of Human Resources, the County Manager and the County Attorney.  Staff is requesting direction from the Board regarding the participation of a Board Member as part of this Committee.  Staff recommends that the Selection Committee should conduct initial interviews and forward 2-3 (but no more than 6) candidates to the Board for a second round of interviews.
Salary range 
Salary recommendations covered a wide range from $150,000 to $225,000 annual salary.  Current CAO Salary is $180,952. Reported salaries for CAO’s in surrounding Counties (data provided from FAC):
Lake - $175,000
Osceola - $165,000
Orange - $243,297
Polk - $181,200 

Local City Attorney salaries:
Melbourne - $174,804
Palm Bay $174, 070
W.Melbourne - $136,136

Elements of a transition plan
There were a range of options discussed regarding transition planning for this position.  Suggested transition plans included:
· Provide a 6-month period for the new hire to overlap with the Incumbent CAO.  
· The New Hire would run the office with the Incumbent available for assistance during a 6 month overlap period.
· 3 to 6-month transition with the Incumbent CAO to remain in the position and retaining full authority until her retirement in November 2021. 
· Transition period of just 1 to 2-months with the New Hire assuming control of the office halfway through the transition.
· Recruit today for replacement, prefer a short transition period.
Time frame for recruiting
Assuming a 4 to 6-week period to advertise the position produces acceptable candidates for consideration and the schedule out lined below is maintained, the entire recruitment process should take between 3 to 4 months.  If the Board would rather direct a longer transition period (for example 6 months), advertising for this position could begin in January 2021.  This would provide sufficient time for recruiting and transition while allowing for some flexibility if the recruitment phase needed to run longer and the transition period was shortened.
Proposed County Attorney Recruitment Process
There are several additional decision points to be addressed in order for the CAO recruitment process to move forward.  Those points are highlighted below in the various stages of the Proposed County Attorney Recruitment Process:
Advertisement/Pre-Review Period (4-6weeks)
· Attached is a draft Job Description from Human Resources for the Board’s consideration as well as an Advertisement and Recruitment Brochure for review and approval.  
· DECISION POINT #1 - Salary Considerations: The Board can decide to advertise this position with a specified salary, a salary range, or simply state that salary is negotiable commensurate with experience.
· Human Resources posts County Attorney position announcement in SAP Success Factors, the County’s on-line recruiting and advertising system which feeds that information to multiple job sites and career centers throughout the region.  Targeted advertising in appropriate legal venues to include the FL Bar / Fl Association of County Attorneys / FL Association of Counties / Fl League of Cities as well as Commercial recruiting sites (ex/ InDeed; Monster; Linked-In) may also be utilized.
· Application window for County Attorney position closes after 4-6 weeks of advertising.
Recruitment Week 1-2
· [bookmark: _Hlk46836323]DECISION POINT #2 – Applicant Screening: A) County’s Human Resources staff screens applications, compiles a list of candidates meeting the minimum qualifications, and sends applications to the Selection Committee or; B) Alternatively, all applications may be sent to the Selection Committee without pre-screening by Human Resources.
· DECISION POINT #3 – Participation on the Selection Committee:  Staff recommends that the Selection Committee should include the Director of Human Resources, the County Manager and the County Attorney.  As a decision point, The Board may want to consider appointing a Board Member to the Selection Committee as well.  Once in place, the Selection Committee will evaluate the candidate pool to determine whether to move forward with the initial applicants or recommend that County Human Resources re-advertise the position.  If the committee determines that the applicant pool is insufficient to yield a strong short list, the committee could recommend the County extend its application window an additional 30 days.
Recruitment Weeks 3-6
· DECISION POINT #4 - # Of Applicants to be short listed 2-3 (no more than 6?):  Selection Committee reviews applications to develop a tentative short list of candidates.  
· County staff conducts background checks and reference checks on tentative short list
· Selection Committee delivers final report to BOCC including a short list of recommended candidates to interview.
Interview/Selection Period Recruitment Weeks 7-10
· BOCC selects finalists to be interviewed; County’s Human Resources department notifies finalists that they have been selected for an interview.
· County’s Human Resources staff confirms travel arrangements for finalist candidates and arranges for tours of the County with candidates.
· DECISION POINT #5 - Candidate Interviews: BOCC conducts candidate interviews (Individual interviews with Commissioners and/or Public interviews with the entire Board).
· DECISION POINT #6 - Finalist Selection Process: BOCC selects its preferred candidate (All finalists ranked or only top finalists ranked?).
· Human Resources confirms preferred candidate’s willingness to accept the position.
· DECISION POINT #7 – Contract Negotiations: BOCC selects a Board Member to negotiate County Attorney employment contract along with the Human Resources Director and County Manager.
· Human Resources sends employment contract to the preferred candidate.
· DECISION POINT #8 - Transition Plan:  Depending in part on how long the selection process has taken to this point, the availability of the selected candidate to start and/or relocate to Brevard and the pending retirement of the Incumbent CAO, the BOCC must decide on the length of any transition period and the timing for the transfer of authority between the Incumbent CAO and the New Hire.
Based on the Board’s decisions with regard to key points in the recruitment process as outlined above, Human Resources will move forward with the recruitment of the next County Attorney as directed. 

Attachments:
[bookmark: _GoBack]CD #100 – County Attorney Job Description
Draft CAO Recruitment Brochure
FAC County Attorney Salary Survey
Phone (321) 633-2031 ● Fax (321) 633-2036
Website: www.brevardcounty.us 
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