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Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

Letter of Interest
Brian K. O’Connor, Procurement Manager
Town of Davie Purchasing Department
6591 Orange Drive
Davie, FL. 33314
RE: Promotional Testing and Evaluation for Police Department Promotional Positions, RFP B‐16‐159

Dear Mr. O’Connor:
CPS HR Consulting (CPS HR) is pleased to submit this proposal to the Town of Davie (Town) to
provide police promotional selection and testing process services for promotional positions
within the Davie Police Department (Department). CPS HR is uniquely qualified to undertake this
important effort for the Town because of our wide resources and broad experience in public
safety examination development and administration.
We have worked extensively with law enforcement agencies, and our examination services are
recognized among the best in the industry. Throughout the following pages, we describe our
methodology for accomplishing the scope of services required under this contract and our
experience with providing testing services for law enforcement. Our proposal is based upon the
following four elements to accomplish the Town and Department’s goals:
 Developing customized professional products and providing personalized services to
meet the Town and Department’s specific needs;
 Maintaining open communication with the Town and Department to ensure the project
preserves its focus and adheres to the timeline and budget; and
 Providing extensive relevant professional expertise acquired by numerous similar
examination processes provided to police and other public safety agencies, including the
Davie Police Department; and
 Providing a dedicated Project Manager and consultant who will be actively involved in
all aspects of the process in order to maintain continuity and provide consistent
communication.
Points of Contact
CPS HR Consulting
Main Office Information

2450 Del Paso Road, Suite 220, Sacramento, CA 95834
Main P: (800) 822‐4277; F: (916) 263‐3613

Proposal Point of Contact,
Project Manager

Ms. Niki Polk; npolk@cpshr.us;
P: (916) 471‐3382; Cell: (404) 931‐1472; F: (916) 561‐8447;
303 Perimeter Center North, Suite 300
Atlanta, GA 30346
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Principal Contract Point of Contact,
Authorized Company Representative

Ms. Vicki Quintero Brashear; vbrashear@cpshr.us;
P: (916) 471‐3481; F: (916) 561‐7281
2450 Del Paso Road, Suite 220, Sacramento, CA 95834

CPS HR appreciates the opportunity to discuss our proposal with you and provide our services and
expertise to the Town. If you have any questions, please feel free to contact our proposal point of
contact and proposed Project Manager for this engagement, Ms. Niki Polk, at the contact
information provided in the preceding table. We look forward to continuing our long‐standing
professional relationship with you.
Sincerely,

Vicki Quintero Brashear
Director of Products and Services
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Technical Approach
Approach to the Scope of Services
It is our understanding the Town of Davie (Town) is seeking a vendor to provide promotional
testing and evaluation services for the Davie Police Department (Department). The project
deliverables resulting from a contract with CPS HR Consulting (CPS HR) will be designed to be
legally defensible as valid and job‐related procedures and fully comply with the Uniform
Guidelines on Employee Selection Procedures (Federal Register, 1978), Guidelines and Ethical
Considerations for Assessment Center Operations (rev. 2014), Department policy, the
Department’s Collective Bargaining Agreement, and other related professional standards.
To accomplish the objectives outlined in the request for proposal (RFP), the proposed process for
each target rank will include four primary components, which are outlined below and further
described on the following pages. The proposed process is designed to meet the stated objectives
and services discussed in the RFP. Town/Department and CPS HR responsibilities are described
within each section and summarized at the end.
Project Planning, Job Analysis Review, and Examination Plan Development


Schedule and conduct meetings in conjunction with Department personnel and the
Department’s program coordinator



Review job analysis data



Create an examination plan that reflects the job analysis data

Written Examination Development, Administration, and Scoring


Develop a written examination based on the examination plan and required source
materials



Set a pass point/cutoff score



Administer and score the written examination and provide an appeals process for item
review and challenge



Provide statistical and analytical data for the written examination

Assessment Center Development, Administration, and Scoring


Research, develop, and customize at least three job‐related exercises



Conduct a candidate orientation session(s)



Train assessors for the assessment center



Administer the assessment center
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Project Outcomes


Compile and provide rank‐ordered candidate scores



Gather candidate feedback regarding impressions and opinions about the promotional
process



Provide feedback reports for candidates



Provide a final validation report within two months of administration of the promotional
process



Provide technical and litigation assistance and expert testimony, as needed

CPS HR consultants will work closely with the Town and Department in all phases of development
and implementation of this plan.

Project Planning, Job Analysis, and Examination Plan
Development
Project Planning
The first activity of this project will be to hold a project planning/orientation meeting with the
Department personnel responsible for coordinating the test administration in order to discuss
the project schedule, objectives, methods, timetables, and personnel roles for the term of the
contract and define any parts of the project that may require clarification. We will review all
applicable Department materials and any additional information concerning the target ranks at
this time.
CPS HR will also develop a detailed project plan consisting of project objectives, assumptions,
dependencies and constraints, the project structure, roles and responsibilities, a work plan based
on a work breakdown structure (WBS) that identifies key deliverables and associated tasks, and
managerial process plans. The finalized project plan will be submitted to the Department within
two weeks of the first meeting. Project activities will commence upon approval of this plan. As
the project evolves and when time requirements, specifications, major project components,
project constraints, or resources change, CPS HR will revise and update the project plan.
Job Analysis Review
CPS HR’s experience with job analysis is extensive, as it is a critical component of the testing and
assessment practice. Our job analysis studies utilize a task‐based methodology (designed to
comply with all prevailing technical standards and legal guidelines) that ensures completeness
and legal defensibility such that the job analytic data can withstand scrutiny of challenge and/or
question as to its application in any testing process.
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In 2016, CPS HR conducted a job analysis study for the target ranks. The purpose of the job
analysis for each rank was to do the following:
Identify the important and frequently performed tasks and duties associated with
the target rank;
Identify the overall criticality of the knowledge, skills, abilities, and other
characteristics (KSAOs) required to perform the tasks;
Determine the linkage between the critical tasks and KSAOs; and
Determine where and when the KSAOs are acquired and how important they are to
successful job performance for the target rank.

Because the job analytic data are approximately two years old and very thorough, we do not
anticipate any major changes or updates; however, CPS HR will convene a small panel of subject
matter experts (SMEs) to review the data and ensure completeness and applicability to each rank.
Examination Plan Development
An SME panel of Department representatives will be convened to assist in the examination
development process for each target rank. This group(s) of SMEs will be selected by the
Department and may include the same SMEs who participate in the job analysis process.
The first step will be a review of the job analysis results for the target rank. Specifically, those
critically important and/or frequently occurring job behaviors, tasks, and KSAOs that are
amenable to the applicable testing process will be identified. The initial criteria utilized in
reviewing the job behaviors, tasks, and KSAOs will include the following:
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Measurability
• Only those job behaviors/tasks/KSAOs that can be adequately (and reasonably)
measured in the testing process will be considered.

Training Considerations
• Job Behaviors/Tasks/KSAOs that require specific skill training after hire or
promotion in order to be successfully performed will be avoided.

Reliability/Standardization Considerations
• Those job behaviors/tasks/KSAOs that are deemed to be difficult or impossible
to standardize, or to otherwise administer in a consistent manner, will be
avoided.

Financial Considerations
• Job Behaviors/Tasks/KSAOs that would entail a prohibitively high financial
outlay to simulate will be avoided.
Based on these considerations, CPS HR staff will work with the SME panel(s) to select the job
behaviors, tasks, and KSAOs to incorporate into a series of performance exercises appropriate to
each target rank. Each examination development process will be guided by CPS HR staff to ensure
that the procedures are standardized; that the KSAOs/job behaviors are measurable and/or
observable; that the criteria for evaluating these KSAOs/job behaviors are clear; and that a lucid,
reasonable scoring method is produced.

Written Examination Development, Administration, and
Scoring
Develop a Written Examination
It is our understanding that there will be a timed, multiple‐choice, job‐knowledge examination
consisting of approximately 100 items created as part of this project for each target rank.
CPS HR staff will coordinate with Department SMEs to finalize a reading list to be used by
candidates for preparation for the written test and to be used as the basis for the development
of the written test (in accordance with the applicable exam plan based on the job analysis data).
CPS HR will work with the SMEs to identify acceptable source materials (including those sources
that are internal to the Town/Department) from which the test items will be developed. We will
review previously used bibliographies and recommend changes, if necessary. Due to our
nationwide presence, CPS HR staff is very familiar with the vast array of law enforcement reading
materials available in the market today and will make every effort to recommend source
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materials that facilitate the learning of meaningful knowledge and skills by the candidate group.
This will, in turn, better prepare candidates for promotion and better differentiate the best‐
qualified candidates from less‐qualified candidates, rather than merely identifying superficial
reading materials that lead to an exercise in the memorization of trivial facts and figures.
Test items will then be developed by CPS HR’s pool of trained item writers and identified as to
source, edition, and page in accord with the examination reading list. In order to ensure the
integrity and security of the examination process, CPS HR will develop a larger pool of items than
necessary for review by SMEs. The SMEs (under a confidentiality agreement and if approved to
do so by the Department) will then review the entire group of test items, eliminating those that
are not relevant, appropriate, or applicable and editing others as necessary. Following review of
the test items, CPS HR will choose those items to be included in the final version of the
examination, thus limiting the exposure of test materials to members of the SME committee and
protecting against the possibility of a security breach. We have utilized this methodology with
other organizations and have found it to be both highly successful and well‐accepted in the
testing community.
Pass Point Setting
If it is determined that a pass point is necessary for a written examination based on the
examination plan, the size of the candidate pool, and/or business need, then prior to the
administration of a written examination, a suggested pass point will be determined by a
statistician using a Modified Angoff procedure. With this procedure, SMEs rate each examination
item according to the extent to which the KSAO measured by the item is necessary for job
success, the relationship between the difficulty of the item and the difficulty of the associated
on‐the‐job behavior, and the probability that a minimally‐qualified candidate would get the item
correct. These ratings are mathematically combined to establish a Minimal Acceptable
Competence (MAC) level for each item. The MAC levels are then used to calculate the pass point
for the examination. Pass points can also be established for individual sections within the written
examination. According to the Uniform Guidelines and case law, the only legally defensible way
to establish a pass point is by utilizing a formal methodology such as the one described above.
Therefore, CPS HR cannot recommend a cut‐off score without conducting this procedure with
SMEs.
Administer and Score the Written Examination
Once the final version of a written examination is developed, CPS HR will be on‐site to administer
the examination to candidates. CPS HR has extensive experience in the administration of written
tests and will provide all materials necessary for the administration of the examination, including
proctor’s instructions, test booklets, item appeal forms, and answer sheets in order to maintain
the security and integrity of the testing process.
Immediately following the administration of the written examination, candidates will have the
opportunity to appeal any items they feel may be unfair or inconsistent with the source material.
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CPS HR staff and SMEs will review the appeals and provide a decision as to each outcome on a
case‐by‐case basis. If the Department would prefer a longer appeals period (or if Department
policy dictates a longer appeals period), CPS HR will work with the SMEs to render judgments on
the appealed items upon completion of the appeals period. CPS HR can accommodate any length
of time for appeals.
Following the administration of the written test and appeals process, CPS HR will electronically
score the tests and evaluate the item and test statistics (i.e., reliability estimates, standard error
of measurement, mean, standard deviation, etc.). Additionally, item difficulty statistics and
discrimination indices will be used to identify questionable items and to evaluate internal
consistency reliability. Furthermore, CPS HR will again review all appeals from candidates
regarding the testing process against the resulting test statistics. Based on the outcome of the
appeals processes and item statistics evaluation processes, CPS HR will either rekey (i.e., allow
for more than one correct answer) or eliminate (i.e., give all candidates one point) items as
needed. CPS HR will then compute the candidate scores and provide a ranked list of results
(according to Department policy) within 72 hours of examination administration.

Assessment Center Development, Administration, and
Scoring
Develop an Assessment Center
There will be an assessment center process comprised of exercise components created as part of
this project for each target rank and for those candidates who pass the written examination. CPS
HR will work with the SME panel(s) to design and develop the content and structure of each
individual exercise. Based on the job analysis data and associated study materials, organizational
level of the target rank, the actual number of candidates to be tested, policy, and the input of
the Department, varying possibilities can be used and are described below; this list is not
exhaustive. Regardless of which exercises are chosen, all of them will be customized to meet the
needs of the Department and the target rank.
1. Critical Incident (typically recommended for both ranks)
This type of exercise is designed to assess one’s ability and readiness to take command of
and run an emergency scene or tactical situation. Candidates are given
scenarios/problems to which they must respond. These can be evolving or independent
from one another. CPS HR staff has extensive experience in creating emergency scene
scenarios and tactical situations for use in promotional testing processes, including those
involving computerized presentation and/or interactive communications.

Page | 8

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

2. Roll Call Exercise (typically recommended for Sergeant)
This type of exercise allows each candidate the opportunity to present information as if
he/she is conducting an actual roll call/briefing. Standardized questions of the candidate
may be asked following the presentation of information.
3. Role‐Play Exercise (typically recommended for both ranks)
This type of exercise requires the candidate to interact with one or more role players in
connection with a specific job‐related problem such as subordinate counseling, conflict
resolution, citizen interaction, etc.
4. Presentation Exercise (typically recommended for Lieutenant)
This type of exercise requires the candidate to plan and organize his/her thoughts and
make notes for a short presentation on a specific job‐related issue (e.g., presentation of
a new Department policy or procedure to subordinates or presentation of information to
a citizen group) or plan for a specific audience (e.g., presentation of ways to address a
departmental concern to Chief Officers). Standardized questions of the candidate may be
asked following the presentation of information.
5. In‐Basket Exercise (typically recommended for Lieutenant)
The In‐Basket Exercise can be either written (narrative response) or verbal in nature – the
different methods are described below. We can review the pros and cons of each
methodology if so desired by the Department.
a. Verbal In‐Basket Exercise
This exercise provides job‐related materials for review and action by the
candidate. It is designed to test the candidate’s ability to “think on his/her feet”
by providing a brief opportunity to review the materials (approximately seven –
10 items), formulate a plan of action, and verbally provide information regarding
his/her actions, rationale for the actions, and priority level assigned to each item.
Standardized questions may be asked following each candidate’s presentation of
the materials.
b. Written In‐Basket Exercise
In this methodology, candidates review in‐basket materials, but communicate
actions, rationale, and priority level in writing. Typically, this type of exercise
contains more items and requires between one to six hours of response time. This
can be combined with other exercises to create a “Day‐in‐the‐Life” experience for
candidates and include a follow‐up structured interview.
6. Structured Interview (typically recommended for Sergeant)
This type of interview requires that the aspects of the process be as similar as possible for
each candidate. Candidates are asked a predefined set of questions that may be general,
behavioral, or situational. The standardization of questions ensures that each candidate
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is evaluated in a consistent fashion and critical KSAOs are assessed through job‐related
questions.
7. Problem‐Solving Exercise (typically recommended for Lieutenant)
This type of exercise allows each candidate the opportunity to prepare for and respond
to different problem situations (approximately two – four) that may be faced on the job.
These situations may consist of subordinate issues, administrative issues, etc.
8. Memo/Report Writing Exercise (typically recommended for both ranks, as written
communication skills are pertinent to the successful performance of all law enforcement
personnel)
This exercise can take any number of forms, each designed to focus on the candidate’s
ability to communicate job‐related knowledge and skills in a written format, such as
preparing a follow‐up memo on a situation discussed or dealt with in the In‐Basket or
Role‐Play Exercise. A Written Exercise can be developed and administered as a stand‐
alone exercise (e.g., a Written In‐Basket) or as part of another exercise.
We have customized and administered these exercises in different combinations for all of our
assessment clients, and we have found them all to be job‐related and effective in allowing
candidates to demonstrate their readiness for promotion. CPS HR will work with SMEs to
determine the content of which each exercise will be comprised (based on the job analysis data),
and the SMEs will ensure the validity by linking each exercise to the appropriate KSAO. CPS HR
will draft the exercises and scoring criteria and then meet with the SMEs for a final review of all
exercise components for the target rank.
Conduct a Candidate Orientation Session(s)
Prior to the administration of an assessment center (or prior to the administration of a
written examination, if desired), CPS HR will provide a candidate orientation session for
candidates to gain valuable written and verbal information regarding the promotional
process. We anticipate the orientation session being one to two hours in length. The
orientation session will be designed to familiarize eligible candidates with a definition and
overview of the testing process and specific assessment activities, the assessment dimensions
that are the focus and basis of the testing process, guidance as to expected behavior and how
to perform one’s best during the testing process, etc. Candidates will also have an
opportunity to ask general questions of the CPS HR consultant(s). Further, candidates will be
provided with a manual to review and study.
This orientation process can be videotaped and/or conducted on more than one occasion in order
to accommodate candidate work schedules and the Department’s operational needs.
Furthermore, extra copies of the manual associated with the orientation will be left with the
Department to be distributed to those candidates who are unable to attend the orientation(s).
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Train Assessors
It is our understanding that the Department will recruit assessors for each promotional process
and handle all associated expenses (e.g., meals, lodging, travel, etc.). CPS HR has a nationwide
network of trained and highly skilled assessors who have participated in our assessments and
have demonstrated professional, unbiased, and consistent expertise; therefore, CPS HR can assist
in recruiting a gender, age, and ethnically diverse group of qualified assessors to assist in the
evaluation of each candidate group, if requested. Based on our experience with similar
promotional processes and assessment centers, we recommend having two assessors serve on
each exercise panel, plus role players (if applicable).
Prior to the administration of any assessment exercises created as part of this project, CPS HR
will develop and conduct a four‐ to eight‐hour training session for the assessors. A training
manual for each assessor will be provided, and the training session will involve the assessment
techniques developed as part of this project and ensure that the assessors are competent in
observing, recording, classifying, and evaluating candidate behavior. In addition, relevant
information concerning the Department and its operational philosophy and procedures will be
presented. During the training, assessors will be allowed to practice observing and rating
performance and behavior through a series of exercises. Through this process, the assessors’
familiarity with the operational definitions of the specific assessment dimensions (i.e., KSAOs)
will be enhanced. The assessors will also be able to standardize their evaluation process and
begin to function as a team. The training agenda will include such topic areas as the following:
 Review of applicable Department information;
 Review of the assessment schedule and administrative procedures, including assessor
responsibilities, site logistics, applicable forms, etc.;
 Review of the KSAOs/assessment dimensions to be evaluated, their operational
definitions, and the assessment model utilized; and
 Behavioral observation, classification, and evaluation methods, including assessor
training exercises.
Administer the Assessment Center
CPS HR project staff will be on‐hand to administer all components of any assessment center
developed as part of this project. CPS HR has extensive experience in the administration of public
safety promotional assessments and will provide all materials needed for the administration of
the exercises, including candidate instructions and materials, assessor materials, exercise
administration and rating materials, and any additional materials or resources deemed
appropriate by the Town/Department in order to maintain the security and integrity of the
process. CPS HR will ensure the shipping of all materials is secure and that only CPS HR
consultants will have access to all assessment documents.
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All candidates will receive the same exercises, and security will be ensured through
confidentiality agreements and appropriate scheduling. Assessors will remain on their assigned
exercise panel throughout the assessment process. Based on our experience with administering
public safety promotional processes, candidates and assessors typically prefer live scoring, and it
provides the best depiction of on‐the‐job performance; this is also our preference, however, if
the Department prefers a video‐based assessment process, we can accommodate that request.
Candidates will be scored on a five‐point Likert‐type scale across each dimension for each
assessment exercise, and each group of assessors will be required to agree on a consensus score
for each applicable dimension associated with their exercise – final scores will be on a 100‐point
scale.
Upon completion of the administration of each assessment (i.e., the last administration day), CPS
HR will hold a debrief session discussing the overall process with Town/Department
representatives and the assessors who observed and scored the candidates. CPS HR will also
review the overall averages of candidate scores for each dimension and provide feedback to the
Department regarding areas of strength and potential areas for improvement – this will assist
the Department with planning for training and development of personnel. Because CPS HR will
be calculating scores in “real time” throughout the assessment center administration, final
candidate scores (combined with other applicable scores and associated weightings) will be
available to the Town/Department at the debrief session.

Project Outcomes
Compile and Provide Candidate Scores
CPS HR will compile and provide rank‐ordered overall candidate scores/promotional lists upon
the last administration day of each promotional process. Scores will be based on any terms set
forth in Department policy and will include all applicable scores for the rank, such as written
examination and assessment scores. The total score will be based on the appropriate weighting
of each component based on the examination plan and/or Department policy. CPS HR will
provide the scores in the format deemed appropriate by the Department (e.g., in a spreadsheet).
Gather Candidate Feedback Regarding Each Promotional Process
As each candidate exits his/her promotional process, he/she will have the opportunity to provide
information regarding his/her overall impressions of the process. Candidates are encouraged to
document their feedback regarding their perceived fairness of the process, the applicability of
the process to the Department and position for which they are testing, whether or not the
candidate orientation session(s) was beneficial, overall comments/concerns, etc. (They have the
ability to provide this information anonymously.) This data will be compiled, and a final document
will be provided to the Department to be used as documentation of candidate feedback for the
current process and guidance for future processes.
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Provide Candidate Feedback Reports
Following the administration of each promotional process, CPS HR will provide the
Town/Department with individual feedback reports to distribute to each participating candidate.
These reports will include applicable scores and information detailing each candidate’s strengths
and weaknesses across the testing dimensions and against the group average. Furthermore, they
will include information on how each candidate can better his/her performance in future
assessments and on the job.
Provide a Final Validation Report
Within two months of the conclusion of the test administration process for each rank, CPS HR
will develop and provide a final validation/project report. Each report will contain full content
validity documentation (including the results of the applicable job analysis, the linkage between
the job analysis data and the intended assessment components, and support of the methodology
used); the test plan (including any necessary source materials); analysis of items and
demographics; a breakdown of candidate performance data across assessment components;
analysis of the assessment exercises; analysis of overall results; and any other information
necessary to fully report project outcomes.
Provide Technical and Litigation Assistance and Expert Testimony, As Needed
CPS HR consultants will be available on brief notice to provide technical and professional
assistance to Town and Department representatives and expert testimony throughout the life of
the agreement. Furthermore, besides assisting the Town in responding to questions and inquiries
regarding the promotional processes, we will provide, without charge, four hours of consulting
time in defense of the processes if they are legally challenged and/or litigated within six months
of administration. Additional hours will be at the rate listed in the section of this proposal
entitled, “Pricing.”
In addition, CPS HR has a professional relationship with Dr. David Friedland, who is available to
provide expert testimony if his services are desired by the County. Dr. Friedland is an expert in
job analysis, test development and validation, statistics, and equal employment opportunity
issues. He is recognized by the Court as an expert in employment discrimination litigation and
government compliance reviews. Dr. Friedland has served as a litigation consultant in more than
30 cases, including several landmark employment discrimination cases. He has been retained by
defense counsel in approximately 60 percent of cases and plaintiff counsel in 40 percent,
including counsel for government compliance agencies. Litigation cases have included individual
and class action cases involving charges of discrimination based on race, sex, national origin, age,
and disability. Litigation issues have included hiring, promotions, layoffs, wrongful termination,
compensation discrimination, and improper application of personnel policies. Dr. Friedland has
testified in both state and federal courts as well as in arbitrations and labor‐management and
civil service hearings.
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Required Resources
The following table outlines requested personnel and resources from the Department for each
project task. CPS HR will work with all involved parties to ensure that schedules and resources
are not significantly impacted throughout the course of the contract. These are only requested
and not required; the information within the table can be negotiated and adjusted to guarantee
efficient and cost‐effective promotional processes. Further, CPS HR will provide at least one
Master’s level consultant for all project tasks from contract commencement through final
reporting. CPS HR will also provide all necessary materials to successfully develop and administer
each promotional process.
Project Component for Each Rank
Kick‐Off/Orientation Meeting
(approx. four hours)

Davie Police Department Resources
 At least one liaison

Job Analysis Review Meeting
(part of kick‐off meeting)

 SME panel consisting of six – eight staff

Exam Plan Creation/Review
(approx. one hour)

 SME panel consisting of two – five staff

Development/Review/Pass Point Setting of
Written Examination
(approx. four hours)

members
members
 SME panel consisting of two – five staff

members

Administration of Written Examination
(approx. three hours)
Candidate Orientation Session(s)
(approx. two hours per session)
Development/Review of Assessment
Exercises
(approx. four hours)
Assessor Training
(approx. four hours)
Administration of Assessment Exercises
(approx. 10 – 12 candidates per day)

N/A
 At least one liaison
 SME panel consisting of two – five staff

members
 SME panel consisting of two – three staff

members for assessor training
 SME to be available via phone for

assessment administration (for technical
assessor questions)

Reporting of Scores

N/A

Final Validation Report

N/A
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Project Schedule
As is our practice, CPS HR will provide ongoing formal and informal updates to Town‐ and
Department‐assigned liaisons throughout each promotional process. The following timeline is
provided as an example for planning purposes. Each engagement will be subject to negotiation
and revision at the time of request and agreement of the involved parties and in consideration
of Department policies (e.g., required application/study periods).
Sample Timeline
Week

Task

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

Project Planning, Job Analysis Review, and Examination Plan Development
Contract Start



Project Planning



Job Analysis Review



Examination Plan



Written Examination Development, Administration, and Scoring
Develop Written Exam














Pass Point Setting
Administer and Score
Exam
Provide Statistical Data




Assessment Center Development, Administration, and Scoring
Develop Assessment
Conduct Candidate
Orientation1
Train Assessors


















Administer Assessment
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Project Management
Project Management Approach
Overview
CPS HR uses a comprehensive approach for planning, organizing, directing, and controlling
consulting engagements. Our approach is designed to ensure a focused and efficiently
executed project. We use sound project management procedures and ongoing
communication to ensure project success.
CPS HR is convinced that the key ingredient to a successful consulting assignment is an
effective combination of sound project management procedures, high‐quality project team
members, and good customer service. Effective project management is required to provide
for the orchestration and timely flow of activities, an ongoing feedback and adjustment
mechanism, and the judicious use of time. Our project management process includes three
primary components.
 Providing ongoing monitoring and control of project activities
Unforeseen developments or changes in circumstances may warrant changes in
emphasis, revisions to the approach in certain areas, or other modifications of planned
work activities. Active project management provides greater assurance that such
redirection will occur when warranted by circumstances.
 Ensuring the optimum management of the time available to complete the project
Effective time management is a skill required of experienced professionals. Sound project
management can optimize the overall effectiveness of the project team's efforts and
provide a greater assurance of meeting milestones and budgets.
 Providing for the continuous reinforcement of the project's objectives
A major role of project management is to ensure that the consulting team consistently
adheres to the proper perspective in facilitating the project.
CPS HR is dedicated to the commitment of its full complement of resources for the success of all
projects. The team members who will be working on this project will be readily accessible and
are committed to meeting all deadlines and scheduled timeframes.
Provide Oversight and Quality Assurance
We are committed to meeting the highest professional standards of quality. Team members are
selected for their relevant experience and professional maturity in dealing with project
environments such as this. Each will spend an appreciable portion of his or her effort in the
review, constructive challenge, and direction of assigned responsibilities.
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Our quality assurance procedures include executive level and/or independent peer review of
results and progress on a scheduled basis by senior professionals or technical advisors. These
individuals provide a critical challenge to the direction and results of project efforts to ensure the
project is comprehensive in its breadth and thorough in its depth.
Peer review of engagement reports and documentation is critical to our success. At least one
knowledgeable person other than the consultant preparing the document/product must review,
critique, and understand the document/deliverable before it is considered ready for delivery to
the client. CPS HR’s Project Manager is directly involved in preparing and submitting project
deliverables. No documents or materials of any kind are delivered to the client without the
Project Manager’s review and approval.
We firmly believe the most important factors in ensuring the highest quality of client satisfaction
are the commitment the consultant brings to the engagement and the experience of the firm and
the individual consultants working on the engagement.
Respond in a Timely Manner
Beyond the communication capabilities and routine project management practices identified
above, our project team also has the depth and breadth necessary to meet time requirements of
projects. It is our policy to make the best possible use of working time both on‐ and off‐site. Our
work schedules are completely flexible, and the client liaison (Project Manager) assigned to the
project must be accessible from 7:00 AM to 7:00 PM EST. Furthermore, as part of our practice,
client calls and e‐mails will be addressed no later than 24 hours upon receipt, if not earlier.
Meet and Exceed the Town’s and Department’s Expectations
The vision and values of CPS HR as an organization and for all of its personnel is centered around
two primary values.
 Satisfy the Client. We will exceed client expectations whenever possible. We commit to
quality and will assure that clients feel they have received a valuable service or product
for the fee paid.
 Value Ethical Behavior. We model and reinforce honest and ethical behavior in all
business relationships, including interactions with the Board members, clients, CPS HR
staff, vendors, and the general public.
Our goal, therefore, is to ensure that our project team will meet or exceed the Town’s and
Department’s expectations for all phases of the project, and we will work diligently with
Town/Department staff to meet fully the objectives of the project. We intend to accomplish this
through our combination of sound project management procedures, good customer service, and
solid communication strategies.
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Progress Reporting Procedures
When a project begins, one of our first activities is to ensure that we have an accurate estimate
of the level of effort required of each professional. These estimates are used to monitor the
progress of each consultant against the work plan and project schedule. On a weekly basis
throughout the project, professional hours are collected, accumulated, and distributed against
project tasks so we can compare actual with budgeted performance.
An additional element related to the area of project control is the role of the Project Manager in
monitoring the field work. The Project Manager is continuously involved in the review of ongoing
activities to ensure that cost, schedule, and quality objectives are met. The Project Manager
maintains frequent communication with project team members to coordinate ongoing activities
and exchange pertinent information.
Periodic progress reports are another element of our project management and control system.
The objective of project management is to provide close control and management of the team's
efforts. It is our practice to provide the client with verbal and written interim progress reports
based upon our project tracking.
Additionally, per the previous section, “Technical Approach,” additional reports will be provided.
Specifically, upon immediate completion of the assessment process (i.e., the last administration
day), CPS HR will provide the Town a rank‐ordered list of candidates for each rank assessed.
Further, within two months of the conclusion of the test administration process, CPS HR will
provide a final validation report for each rank for which a selection process is developed and
administered.

Use of Subcontractors or Vendors
Given the technical specialty of the scope of work and the need to ensure the highest test
integrity and confidentiality, CPS HR will perform all work resulting from a contract with the
Town. CPS HR has the staff, capacity, and expertise to successfully accomplish all project
objectives without the need for additional outside support.

Resources
In the previous section, “Technical Approach,” we describe the resources that are requested from
the Department. Outside of the assistance of a Department Project Manager and the availability
of SMEs, CPS HR will provide the necessary staffing and resources for all aspects of the project.
Staffing qualifications are provided in the next section, “Organizational & Assigned Personnel
Qualifications.”
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Organizational & Assigned Personnel
Qualifications
Organizational Qualifications
Corporate Structure
CPS HR occupies a unique position among its competitors in the field of government consulting;
we are a Joint Powers Authority (JPA) whose charter mandates that we serve only public sector
clients. We actively serve all government sectors including federal, state, local, and non‐profit
organizations and special districts. This singular position provides CPS HR with a systemic and
extensive understanding of how each government sector is inter‐connected to each other and to
its community. That understanding, combined with our knowledge of public and private sector
best practices, translates into meaningful and practical solutions for our clients’ operational and
business needs.
CPS HR is headquartered in Sacramento, California, with satellite offices in Atlanta, GA (which is
where all work for this project will be executed); Austin, Texas; and Rockville, MD. Our Chief
Executive Officer (CEO) reports to a Board of Directors representing diverse public sector
agencies across the nation. The following executive staff report to our CEO: Information Systems
Director, Chief Financial Officer, Human Resources, Director of Products and Services, Marketing
and Business Development Director, and Senior Practice Leaders. Our products and services
managers are direct reports to the Director of Products and Services.
With more than 100 full‐time employees, as well as 200+ project consultants and technical
experts nationwide, CPS HR delivers breakthrough solutions that transform public sector
organizations to positively impact the communities they serve.
Experience and Expertise
CPS HR staff members include industrial/organizational psychologists, experienced
measurement specialists, and highly trained technicians and support staff. Our testing services
include test research and development; test validation; test rental and scoring; test logistics and
administration; statistical analysis; and the design, development, and administration of
assessment centers and performance examinations. Our staff is thoroughly familiar with the
professional and regulatory standards in the testing area and has extensive experience in fair
employment, the Uniform Guidelines on Employee Selection Procedures (Federal Register, 1978),
the Standards for Educational and Psychological Testing (American Educational Research
Association, American Psychological Association, and National Council on Measurement in
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Education, 1999), the Principles for the
Validation and Use of Personnel Selection
Procedures of the Society for Industrial and
Organizational Psychology (2003), and the
Guidelines and Ethical Considerations for
Assessment Center Operations (rev. 2014). In
fact, several staff members have served on
national committees reviewing these
documents
and
published
articles,
monographs, and textbook chapters on
testing and selection.

Strict Compliance with
Professional and Legal Standards

 The Standards for Educational and Psychological
Testing (American Educational Research Association,
American Psychological Association, and National Council
on Measurement in Education, 1999)

 The Principles for the Validation and Use of Personnel
Selection Procedures (Society for Industrial and
Organizational Psychology, 2003

 The Uniform Guidelines on Employee Selection
Procedures (Federal Register, 1978)

 Guidelines and Ethical Considerations for Assessment
In more than 30 years of employment
Center Operations (rev. 2014)
testing, we have not had a successful
challenge to our selection instruments. CPS HR’s approach is designed to comply with all
aforementioned prevailing technical standards and legal guidelines. We utilize these standards
and guidelines to ensure best‐practice in all of our assessment and selection engagements. CPS
HR has been extremely successful in performing job analyses, developing examinations, and
administering and scoring examinations for public safety positions, including those within the
Town and Department.
CPS HR has been extremely successful in performing job analyses, developing examinations, and
administering and scoring examinations for public safety positions that are congruent with the
needs of the Town and Department. In addition, our specific focus on the public safety arena
provides us with an in‐depth level of knowledge about the jobs we study. In the past year, we
provided over 40,000 entry and promotional public safety exams for at least 200 clients, and in
the past 10 years, we provided more than 350 public safety promotional processes for at least
80 clients throughout the United States and Canada.
Financial Capacity
CPS HR is in good financial standing. We maintain significant reserves (in excess of $17.3 million)
in order to maintain long‐term business continuity and ensure client obligations are always met.
There are no financial conditions that may impede our ability to complete the services we are
proposing for the Town’s project. We will gladly provide financial statements upon request.

Assigned Personnel Qualifications
About the Project Team
CPS HR is committed to providing the Town and Department with exemplary service from start
to finish on every testing process. We recognize that needs may vary based on rank, candidate
count, timeline for services, etc.; CPS HR can provide the necessary contract personnel at any
given time without sacrificing quality of service. Because of the size of our organization and
Page | 20

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

experience at managing promotional processes for public safety clients, we have the depth and
breadth of staff to be responsive to your needs without using subcontractors or outside
personnel.
CPS HR has assembled a strong project team, with each
member selected for his/her specific expertise and
professionalism. We have selected Ms. Niki Polk, M.A., SPHR,
SHRM‐SCP, PMP, to be the Project Manager for this assignment
because of the strong project management skills and depth of
experience with work of this nature that she possesses. She will
serve as the main point of contact for the Town and
Department, manage CPS HR’s project team, provide oversight
for project assignments, manage the timeline and budget, and
actively participate in all project deliverables. Ms. Polk will be
accompanied by Ms. Breana Lopez and Ms. Amy Bigone, M.B.A.,
SPHR, who will be actively involved in the development of
project deliverables.

Key Relevant Experience
Ms. Polk, the proposed Project
Manager, has over 17 years of
experience in the development
and administration of
promotional processes. She has
served as the Project Manager
for the Town of Davie and the
Davie Police Department since
2008.

Ms. Polk, Ms. Lopez, and Ms. Bigone will have direct responsibility for fulfilling the terms of a
contract that may result from this proposal. These key project team members are seasoned
testing professionals with a primary focus on the development and administration of public
safety entry‐level and promotional testing processes. Additional professional and
technical/administrative staff will also be involved in the project, as needed, as we commit our
entire organization to meeting the needs of the Town and Department. In the unlikely event that
a team member identified in this proposal needs to be replaced, we will require the same
qualifications and seek approval from the Town and Department prior to the commencement of
work by submitting names, contact information, qualifications, and other pertinent information.
Project Manager Contact Information
Name:
Title:
E‐mail:
Address:
Phone:
Work Hours:

Niki Polk, M.A., SPHR, SHRM‐SCP, PMP
Principal Consultant
Npolk@cpshr.us
303 Perimeter Center Terrace North, Suite 300
Atlanta, GA 30346
(404) 931‐1472
7 AM – 7 PM Eastern Standard Time
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Project Staff Organizational Chart

Role and Responsibilities
Staff
Niki Polk,
M.A., SPHR, SHRM‐SCP, PMP
(80% of project hours)

Roles and Responsibilities
PROGRAM MANAGER:

 Oversees daily operations
 Develops and ensures the project plan is in alignment with the needs of











Breana Lopez
Amy Bigone, M.B.A., SPHR
(15% of project hours)

the Department
Manages costs by ensuring the project remains within the appropriate
scope and expenditure targets
Acts as primary client liaison and interfaces directly with the Board and
Department representatives
Oversees project team
Defines the direction of the team on the project
Identifies and secures the necessary resources and manages tasks/
performance
Uses reports and status meetings to control progress/address hurdles
Ensures project is delivered within budget and scope and on time
Ensures compliance with terms and conditions of contracts
Primary consultant responsible for project activities and deliverables,
including, but not limited to, job analyses, creation of the test plans,
written examination development and administration, assessment
development and administration, and report development
Provides any specialized services that may be needed

PROJECT CONSULTANTS:

 In concert with Project Manager, reviews and approves the project plan
and methodologies

 Assists with the job analyses
 Assists with the development of all project deliverables
 Uses reports and status meetings to control progress/address hurdles
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Staff

Roles and Responsibilities

Administrative Support
(5% of project hours)

ADDITIONAL ASSISTANCE:

 Assists with project deliverables, as needed

Experience at a Glance
Name
Niki Polk

Education




M.A. in Industrial/
Organizational Psychology
B.A. in Psychology

Experience













Breana Lopez



B.A. in Social Science –
Emphasis in Political
Science & Economics







Certifications

Job analysis
Examination and assessment center
development and administration
Facilitating SME panels
Facilitating standard setting panels
Leadership development
360° performance assessment
General survey development and
data analysis
Employee engagement survey
development and feedback
Hiring practices evaluation and
consultation



Examination and assessment center
development and administration
Facilitating SME panels
Facilitating standard setting panels
Job analysis


















M.B.A. in Human
Resources Management
B.A. in Sociology





Amy Bigone




Examination and assessment
development and administration
Classification specification
development/revisions
Facilitating SME panels
Facilitating standard setting panels
Job analysis



Senior Professional
in Human Resources
(SPHR)
SHRM Senior
Certified
Professional
(SHRM‐SCP)
Project
Management
Professional (PMP)
Six Sigma Greenbelt
Professional
Franklin Covey
Facilitator
DiSC Personality
Assessment
Facilitator
Employee
Development
Systems Facilitator
Myers Briggs
Senior Professional
in Human Resources
(SPHR)
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Résumés

Niki Polk, M.A., SPHR, SHRM‐SCP, PMP
Profile
Ms. Polk has more than 17 years of experience analyzing jobs and designing competency‐based
selection systems in both the public and private sectors. She specializes in data collection, job
analysis, and developing testing and assessment tools for professional, supervisory, and
management positions. Ms. Polk also spent a significant amount of time with CPS HR coordinating
and directing assessment activities associated with CPS HR’s work with the U.S. Department of
Homeland Security. She has a Master’s degree in Industrial/Organizational Psychology and is a
certified Senior Professional in Human Resources (SPHR), a SHRM Senior Certified Professional
(SHRM‐SCP), certified Project Management Professional (PMP), and Six Sigma Green Belt
Professional.
Employment History
 Principal Consultant and Project Manager, CPS HR Consulting
 Senior Consultant and Project Manager, CPS HR Consulting
 Consultant, Barger, Cowart & Kenney
 I/O Psychology Practitioner, Corporate Psychology Resources
Professional Experience
 Acts as a project manager for the development and administration of valid, legally
defensible testing and assessment processes used for selection and promotion within
public agencies. Conducts job analyses, develops written examinations, and develops
behaviorally‐based exercises. Writes technical reports documenting the validity of work
performed.
 Facilitates meetings with subject matter expert (SME) panels to obtain
department/position‐specific information for use in the development of assessment
center exercises, written test plans, and job analysis data.
 Develops project pricing and manages and oversees project budgets/costs, scope,
schedule, communications, quality, and resources. Responsible for obtaining new clients,
maintaining client relationships, and acting as sole liaison and project manager of all
related contracts.
 Develops and administers 360‐degree feedback evaluations; develops and administers
leadership development programs; developed training materials and programs to
successfully implement proper training procedures.
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 Acted as a project manager/site director by managing a mobile assessment team (of up
to 35 individuals, including subcontractors) that provided testing to candidates applying
for Federal jobs within the Transportation Security Administration (TSA), as the new
agency brought on its first 50,000 screening personnel in response to the attacks of 9/11.
Communicated all processes and procedures to assessment center staff and was
responsible for all planning and coordination of the assessment center. Oversaw all on‐
site activities and maintained the responsibility of handling all on‐site challenges.
Managed costs, quality, and communications associated with individual assessment
centers.
 Developed competency models to align organizational goals with employee performance
goals. Developed performance appraisals and assessment centers for performance
management, training, and succession planning. Developed attitude/climate surveys to
measure job satisfaction within companies. Developed and/or conducted BEIs and job
descriptions to aid in data collection and selection. Statistically analyzed all incoming data
to address (1) employee performance, (2) employee satisfaction, (3) training needs, (4)
validity of competency models, and (5) predictive and content validity of assessment
centers.
 Assisted in the development of an assessment center for a global Fortune 500 company.
Assisted in the application of predictive validity measures to evaluate selection
instruments.
Education
 M.A., Industrial/Organizational Psychology, University of West Florida
 B.A., Psychology, University of South Alabama
Certifications
 Senior Professional in Human Resources (SPHR)
 SHRM Senior Certified Professional (SHRM‐SCP)
 Project Management Professional (PMP)
 Six Sigma Green Belt Professional
Professional Affiliations
 American Psychological Association (APA)
 International Association of Chiefs of Police (IACP)
 International Association of Fire Chiefs (IAFC)
 Society for Industrial and Organizational Psychology (SIOP)
 Florida Fire Chiefs’ Association (FFCA)
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 Gamma Beta Phi Honor Society, Alumni
 International Public Management Association for Human Resources (IPMA‐HR)
 International Personnel Assessment Council (IPAC)
 Project Management Institute (PMI)
Technical Reports, Webinars, and White Papers (Abbreviated)
 Polk, N. and Hammond, G. (2017). A white paper on assessment centers. Assessment
Centers for Public Safety Agencies.
 Polk, N. (2017). Technical reports describing the development and content validation of
promotional processes. Mobile Police Department 2017 Police Sergeant, Lieutenant,
Captain, and Major Promotional Processes.
 Polk, N. (2016). Technical reports describing the development and content validation of
promotional processes. DeKalb County Police Department 2016 Police Sergeant,
Lieutenant, and Captain Promotional Processes.
 Polk, N. and Thomson, B. (2016). A white paper on 360‐degree assessments. The 360‐
Degree Assessment: A Tool That Can Help Your Organization Maximize Human Potential.
 Polk, N. and Kern, A. (2016). Job Analysis White Paper.
 Polk, N. (2016). A technical report describing the development and content validation of
a promotional process. Cobb County Fire Department 2016 Fire Captain Promotional
Process.
 Polk, N., Burcaw, G., and DeSousa, M. (2015). A webinar on 360‐degree assessments. The
360‐Degree Assessment: How You Can Maximize Human Potential Within Your
Organization.
 Polk, N. (2015). Job analysis report. Santa Clara County Fire Department Fire Captain Job
Analysis.
 Polk, N. (2015). A technical report describing the development and content validation of
a promotional process. DeKalb County Fire Rescue Department 2015 Fire Captain
Promotional Process.
 Polk, N. and Brashear, V. (2015). Internal report. CPS HR Project Management Guidelines.
 Polk, N. (2014). Job analysis report. Fresno Fire Department Firefighter Job Analysis.
 Polk, N. (2014). Technical reports describing the development and content validation of
promotional processes. Lexington Division of Fire and Emergency Services 2014 Fire
Lieutenant, Captain, and Major Promotional Processes.
 Polk, N., Burcaw, G., & North, P. (2014). Internal report. CPS HR Job Analysis Methodology:
Guidelines, Instructions, and Templates for Job Analysts.
 Polk, N. (2014). Job analysis report. Santa Clara County Fire Department Captain Job
Analysis.
 Polk, N. (2014). Job analysis report. Santa Clara County Fire Department
Firefighter/Engineer Job Analysis.
Page | 26

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

Breana Lopez, B.A.
Profile
Ms. Lopez spent a significant amount of time with the City of Anaheim responsible for the design,
development, and evaluation of City‐wide employee development and training programs. She
also served as the Public Safety Recruitment Specialist planning and coordinating all selection
and recruitment activities for both sworn and civilian personnel, ensuring decisions were made
in accordance with merit system principles and in compliance with laws, regulations, rules, and
bargaining agreements. Ms. Lopez is qualified in the design, development, and administration of
assessment center processes for public safety promotional opportunities, along with having
experience in test development and assessment center logistics. She develops customized
assessment exercises, candidate orientation materials, assessor scoring criteria, training materials,
and all other work associated with assessment centers. She conducts candidate orientations and
training sessions for assessors.
Employment History
 Senior Human Resources Consultant, CPS HR Consulting
 Public Safety Recruitment Specialist, City of Anaheim, CA
 Organizational Development Specialist, City of Anaheim, CA
Professional Experience
 Designs, develops, and administers valid, legally‐defensible assessment centers used for
selection and promotion within public safety agencies and other public entities
 Conducts job analyses, develops written examination test plans, and develops
behaviorally‐based exercises
 Facilitates meetings with SME panels to obtain department‐/position‐specific information
for use in the development of assessment center exercises, written test plans, and job
analysis data
 Develops customized assessment exercises, candidate orientation materials, assessor scoring
criteria, training materials, and all other work associated with assessment centers
 Conducts training sessions for assessors to learn behavioral scoring and conducts
orientation sessions for candidates to provide them with information regarding their
assessment process
 Develops customized candidate feedback reports documenting candidate assessment
performance
 Developed new Onboarding Process for the City of Anaheim
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 Partnered in the development of a competency model for City of Anaheim to align
organizational goals with employee training and performance goals
 Coordinated annual Citywide Training Catalog and program for the City of Anaheim
 Partnered in the development of a new performance appraisal system for performance
management, training, and succession planning for the City of Anaheim
 Assisted in the development and implementation of Mission, Vision, Values for Public
Safety Departments
Education
 B.A., Social Sciences (Political Science & Economics), California State University, San
Marcos
Certifications
 Franklin Covey (Certified Facilitator) The 7 Habits of Highly Effective People; The Five
Choices; FOCUS
 DiSC Personality Assessment (Certified to Administer)
 Employee Development Systems (Certified Facilitator) Increasing Personal Effectiveness
 Myers Briggs (Certified to Administer)
Professional Affiliations
 International Association of Chiefs of Police (IACP)
 International Public Management Association for Human Resources (IPMA‐HR)
 Southern California Public Management Association – Human Resources (SCPMA‐HR)
 Society for Human Resources Management (SHRM)
 International Personnel Assessment Council (IPAC)
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Amy Bigone, M.B.A., SPHR
Profile
Ms. Bigone is experienced in the design, development, and administration of assessment center
processes for public safety promotional opportunities, along with having expertise in job analysis,
test development, and assessment center logistics. She develops customized assessment exercises,
candidate orientation materials, assessor scoring criteria, training materials, and all other work
associated with assessment centers. She conducts training sessions for assessors, develops
customized candidate feedback reports, and writes technical reports documenting and validating
work performed. Ms. Bigone manages and oversees project budgets, including expenses and project
costs, and ensures all project timelines and deliverables are achieved.
Employment History
 Manager, CPS HR Consulting
 Principal Consultant, CPS HR Consulting
 Senior Consultant, CPS HR Consulting
Professional Experience
 Designs, develops, and administers valid, legally‐defensible assessment centers used for
selection and promotion within public safety agencies and other public entities.
 Conducts job analyses, develops written examination test plans, and develops
behaviorally‐based exercises.
 Facilitates meetings with SME panels to obtain department‐/position‐specific information
for use in the development of assessment center exercises, written test plans, and job
analysis data.
 Develops customized assessment exercises, candidate orientation materials, assessor scoring
criteria, training materials, and all other work associated with assessment centers.
 Conducts training sessions for assessors to learn behavioral scoring and conducts
orientation sessions for candidates to provide them with information regarding their
assessment process.
 Develops customized candidate feedback reports documenting candidate assessment
performance.
 Develops project pricing and manages and oversees project budgets, including expenses
and project costs. Writes technical reports upon request for individual clients
documenting and validating work performed.
Education
 M.B.A. California State University, Sacramento ‐ Human Resources Management
 B.A., University of California, Davis – Sociology
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Certifications
 Senior Professional in Human Resources (SPHR)
Professional Affiliations
 Personnel Testing Council of Northern California (PTC/NC)
 International Public Management Association for Human Resources (IPMA‐HR)
 Society for Industrial and Organizational Psychology (SIOP)
 International Personnel Assessment Council (IPAC)
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References
Client Reference Form
The following page contains the reference form consisting of three references from similar
projects within the last five years.
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Reference Letters from Clients
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Additional Experience
The following table is a comprehensive chart of agencies for whom we have provided public
safety examination services within the past five years that contain a similar scope and complexity
as this project. All of the projects listed in the chart include job analysis, written examination
development and administration, and/or assessment center development and administration.
Please note that because most of our client relationships are ongoing, most of the projects within
the client list below were conducted multiple times across testing cycles – the list specifies only
the ranks that were tested within each Department. Further, those clients in bold are clients with
whom we are currently developing processes or for whom we have developed processes in the
past 12 months.

Public Safety Clients within the Past Five Years
Public Safety Clients (Past Five Years)
Agency

Service Provided

Abilene Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process
 Lieutenant Promotional Process

Alameda County Sheriff’s Office

 Lieutenant Promotional Process

Anaheim Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process
 Engineer Promotional Process
 Firefighter/Paramedic Assessment Process

Anaheim Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

Aptos La Selva Fire Department

 Division Chief Promotional Process
 Captain Promotional Process

Arizona Department of Public Safety

 Captain Promotional Process

Arvada Fire Protection District

 Captain Promotional Process
 Lieutenant Promotional Process

Baldwin Park Police Department

 Lieutenant Promotional Process

Bloomington Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process
 Firefighter Examination Process
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Public Safety Clients (Past Five Years)
Agency

Service Provided

Boca Raton Fire Rescue Services

 Battalion Chief/Division Chief Promotional Process
 EMS Captain Promotional Process
 Captain Promotional Process
 Lieutenant Promotional Process
 Senior Fire Inspector
 Firefighter/Driver Promotional Process

Boca Raton Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

Broward County Sheriff's Office

 Lieutenant Promotional Process
 Sergeant Promotional Process

California Highway Patrol

 Chief Promotional Process
 Assistant Chief Promotional Process
 Captain Promotional Process

Cobb County Emergency Services (911)
Department

 Operations Supervisor Promotional Process
 Shift Supervisor Promotional Process

Cobb County Fire Department

 Captain Promotional Process

Cobb County Police Department

 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Conyers Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

Davie Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

DeKalb County Fire Rescue Department

 Captain Promotional Process

DeKalb County Police Department

 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Deltona Fire Rescue Department

 Operations Division Chief Promotional Process
 Lieutenant Promotional Process
 Engineer Promotional Process

Denver Fire Department

 Assistant Chief Promotional Process
 Captain Promotional Process
 Engineer Promotional Process

Denver Police Department

 Lieutenant Promotional Process
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Public Safety Clients (Past Five Years)
Agency

Service Provided

Department of Developmental Services

 Supervising Special Investigator II Promotional
Process
 Supervising Special Investigator I Promotional
Process

Dothan Fire Department

 Fire Captain Promotional Process

Dothan Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process
 Corporal Promotional Process

East Fork Fire District

 Battalion Chief Promotional Process

East Palo Alto Police Department

 Sergeant Promotional Process

Eugene Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

Evans Police Department

 Commander Promotional Process

Fort Pierce Police Department

 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Fort Smith Fire Department

 Battalion Chief Promotional Process

Fort Smith Police Department

 Major Promotional Process
 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Fresno Fire Department

 Firefighter Job Analysis

Golder Ranch Fire District

 Fire Chief Promotional Process
 Battalion Chief Promotional Process

Grand Island Fire Department

 Fire Chief Promotional Process

Kennesaw Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process

Kissimmee Fire Department

 Battalion Chief Promotional Process
 Lieutenant Promotional Process

Las Vegas Department of Public Safety

 Corrections Officer Sergeant Promotional Process
 Deputy City Marshal Sergeant Promotional
Process

Lexington Division of Fire and Emergency
Services

 Major Promotional Process
 Captain Promotional Process
 Lieutenant Promotional Process
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Lexington Division of Police Services

 Lieutenant Promotional Process
 Sergeant Promotional Process

Marietta Fire Department

 Lieutenant Promotional Process
 Firefighter Engineer Promotional Process

Mobile Police Department

 Major Promotional Process
 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Monterey Park Fire Department

 Battalion Chief Promotional Process

Monterey Park Police Department

 Captain Promotional Process

North Las Vegas Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process
 Engineer Promotional Process
 Fire Prevention Supervisor Promotional Process

North Las Vegas Police Department

 Corrections Lieutenant Promotional Process
 Corrections Sergeant Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process
 Detective Promotional Process

Oakland Police Department

 Captain Promotional Process

Petaluma Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process

Provo Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process

Provo Police Department

 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process

Rancho Santa Fe Fire Protection District

 Captain Promotional Process
 Battalion Chief Promotional Process

Richmond Fire Department

 Battalion Chief Promotional Process
 Fire Marshal Promotional Process
 Captain Promotional Process
 Engineer Promotional Process
 Fire Inspector Promotional Process
 Firefighter Examination Process
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Sacramento Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process
 Dispatcher III Promotional Process

Sacramento Fire Department

 Fire Chief Promotional Process

San Francisco Sheriff's Department

 Captain Promotional Process
 Lieutenant Promotional Process
 Sergeant Promotional Process
 Senior Deputy Promotional Process

San Joaquin County Sheriff's Office

 Deputy Sergeant Promotional Process
 Corrections Sergeant Promotional Process

Santa Clara County Fire Department

 Captain Job Analysis
 Firefighter Engineer Job Analysis

Seminole County Department of Public
Safety ‐ EMS/Fire Rescue Division

 Battalion Chief Promotional Process
 Lieutenant Promotional Process

South Lake Tahoe Fire Department

 Captain Promotional Process

Tennessee Department of Safety and
Homeland Security

 Lieutenant Promotional Process
 Sergeant Promotional Process
 Trooper Selection Process

Texas Alcoholic Beverage Commission

 Sergeant Promotional Process
 Agent Trainee Selection Process

Tucson Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process
 Detective Promotional Process
 Officer Job Analysis and Written Examination

University of California, Davis Fire
Department

 Division Chief Promotional Process
 Deputy Chief Promotional Process
 Assistant Chief Promotional Process

University of California, Santa Barbara Police
Department

 Lieutenant Promotional Process

Vallejo Fire Department

 Battalion Chief Promotional Process
 Captain Promotional Process

Vallejo Police Department

 Lieutenant Promotional Process
 Sergeant Promotional Process
 Corporal Promotional Process

West Metro Fire Department

 Engineer Promotional Process
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Westminster Police Department

Service Provided
 Sergeant Promotional Process
 Corporal Promotional Process
 Detective Promotional Process
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Required Forms
Price Proposal Form
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Fee Assumptions
 Testing facilities and time of Department personnel assisting in the development of the
assessment processes will be the responsibility of the Department.
 The Department will provide a site for assessor training, candidate orientation, and the
development and administration of examination components.
 The Department will obtain the assessors needed for the assessment processes.
 Travel, food, stipend, and lodging expenses for assessors will be the responsibility of the
Town, unless otherwise requested.
 Consultant expenses (e.g., flight, hotel, printing, shipping, etc.) are included in the costs for
both development and administration.
 The $17,500.00 fee is for the development of all project deliverables, and the
$125.00/candidate fee is for the administration of all project deliverables. CPS HR will honor
these fees for all three contract years.
 Written examination costs are included in the development fees. CPS HR may provide overlap
between the two examinations and use previous questions that are still applicable. The
degree of overlap between ranks and previous examinations will be determined upon mutual
agreement between the Department and CPS HR.
 Besides assisting the Town and Department in responding to questions and/or inquiries
regarding the assessment processes, we will provide four hours of consulting time without
charge in defense of the assessment processes if they are legally challenged and/or litigated.
Additional consulting services will be invoiced at the rate of $350.00 per hour for general
consultant time and/or actual testimony before any governing bodies or courts of law, plus
expenses.
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E-Verify Form
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Employee Background and Verification Affidavit
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Vendor/Bidder Disclosure
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Lobbying Interest
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Acknowledgement of Addenda
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Proposal Signature Page for Corporation
CPS HR is not a Corporation or Sole Proprietor.
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Drug-Free Workplace Program
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Solicitation, Giving, and Acceptance of Gifts Policy
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Source of Information
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Indemnification Clause
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Sworn Statement Pursuant to Section 287.133 (3) (a)
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Anti-Kickback Affidavit
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Non-Collusive Affidavit
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Acknowledgement
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Proposer Questionnaire

Page | 69

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

Page | 70

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

Page | 71

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

Page | 72

Proposal to the Town of Davie
Promotional Testing and Evaluation Services for the Police Department

W-9
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Insurance Sample
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State Registration
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