


























































































































































PROFESSIONAL SERVICES AGREEMENT 

This Agreement is for PSPC to conduct a classification and compensation study. 

SCOPE OF SERVICES TO BE PROVIDED TO THE COUNTY 

The project includes a management and employee communication plan; partnership with the Human 
Resources Manager, Commi;ssioners Court, and project designee(s); occupational, organizational, and 
operational familiarization; Job Analysis Questionnaire (JAQ) and job amaly~is for all classifications; po~ition 
classification and job ~itle recommend;ations for all employees and classifications; FLSA designations; EZ 
COMP™; intern<?! equity and external competitiveness evaluation; compensation survey and 
competitiveness analysis; salary range recommendations; fiscal impact estimates; upd_ated classification 
and coinpen.s~tion plan and one year of classification I compensation plan implementation support for all 
included classifications. · · 

PROJECT DURATION 

PSPC and the County will partner to complete the study prior to December 31, 2017. 

PROJECT COST AND PAYMENT 

The total cQntract for the ~tudy shail iJofeXceed $43,500 without further County approv~l and modification of 
this agreement On-site desk audits or W£trviews can be added $1,500 per day, and job dr;Jscriptions can be 
added for $100 each. PSPC will provid13 the County with morith)y invoices for serviet;s provided and out..,of
poe;ket expenses incurred during the month. Th~ County agrees to pay the invoices within thirty (30) c;lays of 
their receipt. 

SEVERABILITY 

That should any word, sentence, paragraph, subdivision, clause, phras~ or section pf this Agreement, be 
adjudged or held to be void or unc;:onstitutional, the same shall. riot affect the validity of.thfi} remaining portions 
of said agreement; which shall remain in fl!ll force ;and effect. 

The Jaws of tiJe stat~ of Texas shall govern the interpretation, validity,_ performance and enforcement of this 
Agreement. The parties agr~e th~t this Agreement is performable in Hunt County, Texas and that exclusive 
venue shall lie In Hunt-County, Texas. 

TERMINATION_ 

This. Agreement may be terminated by either party with 30 days written notice. 

ASSIGNMENT 

The assignment of this Agreement by any party is prohibited without the prior written consent of the other 
Party. 

AMENDMENT 

Any amendment of this Agreement must be in writing and will be effective if signed by the authorized 
representatives of the Parties. 



NOTICES 

Any notices under this Agreement will be effective if transmitted tp a Party by confirmed telecopy or via US 
Postal Service, postage prepaid, certified, to the address of the Party indicated below: 

~(..(. /k;A~C = lb?;v-1' 
Hunt County 
2507 Lee Street 
Greenville, Texas 75401 

NO tHIRD PARTY BENEFICIARIES 

PSPC (national office) 
Matthew Weatherly 
President 
Public Sector Personnel Consultants, Inc. 
1215 W. Rio Salado Parkway#109 
Tempe, Arizona 85281 

Nothing in this Agreement, express or implied, is intended to c()nfer any rights, benefits, or remedies under or by 
reason of this agreement lJPOn person or entity, other than the County and PSPC. 

AP~ROVE.D FO~ 
PUB.LiC SECTOR PERSONNEl CONSULTANTS, INC. 

By: 

Na Name: 

Title: GvNq <J~ M..1.£· Title: President 

Date: _ ~ ..-z.d ' 2& I 7 Date:-

·-i 



CERTiFiCATE OF .INTERESTED PARTIES 
1295 FORM 

1 of 1 

Complete Nos. 1 - 4 and 6 if there are interested parties. OFFICE USE ONLY 
Complete Nos. 1, 2, 3, 5, and 6 if there are no interested parties. CERTIFICATION OF FILING 

1 Name of business entity filir1g form, arid the city, state and country of the business entity's place Certificate Number: 
of business. 2017-227231 
Pu_blic Sector Personnel Consultants, Inc. 

Tempe, AZ. United States Date Filed: 

2 Name of governmental entity or state agency that is a party to the contract for which the form is 06/2lJ2017 
being filed. 

Hunt County Date Acknowledged: 

3 Provic,Je the identification number used by the governmental entity or state ~gency to track or identify the contract, and provide a 
description of the services, goods, or other property to be provided underthe contract. 

150-17 
Personnel Consulting 

-

Nature ofinterest -
4 

Name of Interested Party City, State, Country (place of business) (check applicable) 

Ci:>nth:illing l_ilterriledil(lry 

Weatherly, Matthew Tempe, AZ United States X 

. 

5 Check only if there is NO Interested Party. D 
6 _AFFIDAVIT 1 swear, or affirm, under penalty of perjury, that the above disclosure is true and correct 

• lORIZ. GIB.BY . - .·· ' r:=J_ 
olaty'Pu~H<:,J!.tal<!. 9f Arizona u~w~ ' 

•' 

Mancopa Co.unty 
My Commis11ion EliPires 

May 20,2018. 
_signature of authorized~~ contrac~usiness entity 

~ 

AFFIX NOTARY STAMP I SEAL ABOVE 

Sworn to and subscribed before me, by the said ? ~\~ L .e"" f'-IC---'Ie_ , this the tz..s rt\ day of ~j~rk . 
20 \I , to certify which, witness my hand and seal of office. 

t~JA~~Aw1 LO\i z.. G~lh~l 12,u~ ot~ (\[VLflrM.Q{ 
Sign~'lfof offit:~ministering ~ath Printed name of officer adminiJ>terlng oath Title_ of-officer administer1ngjath 

' 

Forms prov1ded by Texas EthiCS CommiSSion www.eth1cs.state.tx.us Vers10n V1.0.277 
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January 4, 2017 

Ms. Cheryl Lowry 
Purchasing Agent 
Hunt County 
2507 Lee Street, Room 1 06 
Greenville, TX 75401 

Dear Selection Team, 

PUBLIC 
SECTOR 
PERSONNEL 
CONSULTANTS 

Pursuant to your request, we are pleased to prc;>Vide you with our proposal and qualiffcations to assist the 
County with a classification and compensation project. We specialize in these services, and have implemented 
classification and compensation plans for more than 1,000 public employers nationwide, including more than 75 
public employers in Texas and nearly 100 county governments nationwide. · 

Current and recently completed projects include: 

City of Frisco 
City of Galveston 
City of Grand Prairie 
City of Grapevine 

City of Haslet City of Waco 
City of Longview Rockwall_County 
City of Piano Town of Addison 
City of Saginaw Town of Fairview 

We believe our firm, in business for more than 30 years, is uniquely qualified for this study. We will utilize only 
• full-time, certified Human Resources professionals for the study, with combined greater than 100 years of. 

experience in the fields of human resources, compensation, and labor relations. 

Our proposed approach will be customized to meet your project needs. We are confident that our extensive 
public employers classification and compensation experience, knowledge of public employers in Texas, large 
specialized and highly qualified full time staff, proven methods, unique EZ COMP™ application to ensure your 
~elf-sufficiency, and one. year of implementation support and assistance at no cost, will achieve all of the stated 
objectives for an important project of this nature. 

We appreciate your consideration of our proposal. I will be your primary contact for this submittal, act as our 
firm's responsible agent with authority to bind our firm, and below is my contact information. We would welcome 
the opportunity to further present our qualifications and interest in person should that assist with this important 
decision. 

Matthew Weatherly, President 
(888) 522-7772 
mweatherly@compensatfonconsulting.com 

Regional Offices in Dallas and Austin 
National Office: 1215 W. Rio Salado Parkway #109 Tempe, AZ 85281· 

888.522.1772 • FAX (480)970-6019 • www.compensationconsulting.com 

PAGE 1 



PURCHASING DEPAR1MENT 
2507 Lee Street, Room 104 
Greenville, TX 7 540 I~ I 097 

County of Hunt 
STATE OF TEXAS 

ADDENDUM# ONE 

-
PHONE: (903) 408-4148 

FAX: (903) 408-4242 
clowry@huntcounty.net 

RFP #150-17: Proposal Request for Salary, Compensation and Classification Study for Hunt CountY 

December 1, 2016 

The following information is being provided to clarify the proposal requirements and address questions received 
as of this date: · · 

Questions: 

1. How many jobs will be included in the study? 

Response: All positions/jobs. 

2. How many employees? 

Response: Approximately 370. 

3. Total scope of jobs to be reviewed? 

Response: Approximately 120. 

4. Number of existing job descriptions? 

Response: Approximately 70. 

All vendors are required to sign andretum a copy of this addendum with each Proposal for RFP #150-17, 
· Salary, Compensation & Classification Study for Hunt County. 

Company Name: \)-.J8UC. St=:c:~tt.. ~t(l.So~~eL CbN.SLU-1\'\~~, il'l L 

Date: \ l ~ l r1 

RFP #150-17,Salary, Compensation & Classification Page 1 of 1 



HISTORY AND FACTS ABOUT OUR FIRM 

e HISTORY OF OUR FIRM 

Public Sector Personnel Consultants (PSPC) originated in 1972 with the Public Sector Group of the 
international · human resources consulting firm of Hay Associates. PSPC was established as an 
independent firm in 1982. We are a single-owner, debt-free subchapter-S corporation. 

• REGIONAL STAFF 

We have regional offices or affiliates in Austin, TX, Dallas, TX, Seattle, W A, San Diego, CA, Los Angeles, 
CA, Sacramento, CA, Santa Fe, NM, Columbus, OH, Chicago, IL, Denver, CO, Kansas City, MO, St. Paul, 
MN, and Tempe, AZ.. 

• SPECIALIZED IN COMPENSATION SERVICES 

We ar:e "super-specialists" in compensation, providing services in job analysis, position classification, job 
content evaluation, compensation, and directly related services. Over 98% of our classification anc;l 
compensation studies have been successfully implemented by our clients. 

• SPECIALIZED IN PUBLIC SECTOR CLIENTS 

We provide services exclusively to public sector employers including municipalities, counties, utility 
districts, library districts, special districts, state governments, housing and redevelopment agencies, airport 
authorities, school districts, higher education, and tribal governments. 

. . 
• SPECIALIZED COMPENSATION STAFF 

Our staff is comprised of eight (8) full time and an additional five (5) part time senior human resources 
professionals ·with very extensive experience as compensation managers and consultants for public 
employers. Our staff has more than 100 years of combined experience working for and consulting to public 

. sector employers. · 

• OVER 1,000 PUBLIC EMPLOYERS SERVED 

Our staff members have provided compensation, human resources, training and related consulting services 
to more than 1,000 public and 200 private employers throughout the U.S. 

• AMERICAN COMPENSATION ASSOCIATION PARTICIPATION (ACA) (NOW WORLDA TWORK) 

Our consultants are active members of ACA, including serving as instructors for the ACA certification 
courses_, 

~ SPECIALIZED COMPENSATION AND RELATI;D RESOURCES 

We utilize our EZ COMP™ salary survey and plan program, modified FES point-factor job evaluation · 
system, AEP™ performance evaluation plan, and SNAP™ staffing needs analysis program. 

• FIRST YEAR IMPLEMENTATION WARRANTY 

We provide our clients with extensive implementati~n support during the first year, and we will analyze, 
evaluate, classify, and provide a salary rang·e recommendation for any new or changed position or entire 
job class, at no additional cost. 

PUBLIC SECTOR PERSONNEL CONSULTANTS 
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TEXAS EMPLOYERS SERVED BY MEMBERS OF OUR STAFF 

Allen, City of 

Alice, City of 

Austin Community College 

Austin Housing Authority 

Balcories Heights, City of 

Baylor University 

Baytown, City of * 

Bee Cave, Village of 

Benbrook, City of 

Carrizo Springs, City of 

Carrollton, City of 

Cedar Park, City of 

Colleyville, City qf 

Comm~nity Assoc. of the Woodlands 

Corinth, City of 

' Dallas County 

Dallas Housing Authority 

Eagle Pass, City of * 

" El Paso County 

El Paso, City of * 

Fairview, Town of 

Frisco, City of* 

Galveston, Port of 

Georgetown, City of 

' Grayson, County of 

Grapevine, City_ of* 

Grarid Prairie, City of 

Haltom City, City of 

'-Harrison County 

' Hays County 

Horseshoe Bay, City of* (Lake LBJ MUD) 

* "repeat" clients - multiple projects performed 

Houston Housing Authority * 

\ Jefferson County * 

Jefferson County Appraisal District 

Kerrville, City of 

Killeen, City of 

Lakeway, City of* 

League City, City of * 

Longview, City of *- -

Midland, City of 

Nederland, City of 

New Braunfels, City of 

_ Odessa, City of . 

~alestine, City of 

Pearland, City of* 

Plano, City of 

Port Neches; City of 

Prosper, Town of * 

Rockwall, City of 

Rowlett, City of 

San Angelo, City of * 

San Jacinto College District 

San Marcos, City of 

Schertz, City of -

South Padre Island, Town of 

State Bar of Texas 

Texas Department of Banking 

Texas Department of Transportation 

Texas Office of Attorney General 

Texas Water Development Board 

Tomball, City of 

Waco, City of 

PUBLIC SECTOR PERSONNEL CONSULTANTS 
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COUNTIES SERVED BY OUR FIRM AND STAFF 

Adams County, CO 
Apache County, AZ 
Baltimore County, MD 
Boone County, MO 

, Brazoria County, TX 
Broward County, FL 
Chaves County, NM 
Chesterfield County, VA 
Churchill County, NV 
Clackmas County, OR 
Clark County, NV 
Clatsop County, OR 
Cochise County, AZ 
Contra Costa County, CA 
Dade Metro County, FL 

.r Dallas County, TX 
DeKalb County, GA 
Denver County, CO 
Dodge County, GA 
Dona Ana County, NM 
Douglas County, NV 
DuPage County, IL 
Eau Claire County, WI 
Eddy County, NM 
Elko County, NV 
Emery County, UT 
Fayette County, IL 

. Franklin County, WA 
Gila County, AZ 
Grant County, WI 
Greene County, OH 
Greene County, PA 
Greenville County, SC 
Grundy County, lA . 
Hamilton County, TN 

...-: Harrison County, TX 
., Hays County, TX 

'Hennepin County, MN 
. Henrico County, VA 
Honolulu County, HI 
Jackson County, MO 

· , Jefferson County, TX 
Kalamazoo County, Ml 
Kane County, IL 
Kankakee County, IL 
King County, WA · 
Lake County, IL 

Laramie County, WY 
Lea County, NM 
Lewis County, WA 
Linn County, lA 
Lorain County, OH 
Los Alamos County, NM 
Maricopa County, AZ (PW) 
Marion County, IN 
Martin County, MN 
McHenry County, IL 
McKinley County, NM 
Mercer County, NJ 
Midland County, Ml 
Missoula County, MT 
Multnomah County, OR 
Natrona County, WY 
Nashville-Davidson County, TN 
Navajo County, AZ 
New Iberia Parish, LA 
Nez Perce County, ID 
Peoria County, IL 
Pima County, AZ 
Pinelas County, FL 
Pitkin County, CO 
Prince George's County, MD· 
Ramsey County, MN 
Renesselear County, NY 

,....Rockwall County, TX 
Sacramento County, CA 
Sandoval County, NM 
San Juan County, NM 
Santa Cruz County, AZ 
Santa Fe County, NM 
Scott County, lA 
Solano County, CA 
St. Bernard Parish, LA 
St. Louis County, MO 
St. Lucie County, FL 
Walsh County, ND 
Walworth County, WI 
Ward County, ND 
Waukesha County, WI 

·Wayne County, Ml 
Whiteside County, IL ~ 

Williams County, ND 
Wood County, TX 
Yuma Courity, AZ 

PUBLIC SECTOR PERSONNEL CONSULTANTS 
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SHORT LIST - REPRESENTATIVE PROJECT REFERENCES 

'Following is a listing of agencies which are representative of more than 1,000 employers for whom members of 
our firm have services similar to those requested by the County. 

FRISCO, CITY OF, TX 
Ms. Lauren Safranek, HR Director 
61 01 Frisco Square Boulevard 
Frisco, TX 75034 
(972) 292-521 0 
lsafranek@friscotexas.gov 

FY 2017 Salary and Benefits Survey and Pay Plan 
2014 Surveys; Annual Salary Survey Update Support; 
Position Classification and FY 2002 Salary Plan 

GR~PEVINE, CITY OF, TX 
Mr. Bruno Rumbelow, City Manager 
200 S. Main Street 
Grapevine, TX 76051 
(817) 410-3104 
Brumbelow@grapevinetexas.gov 

FY 2015 Compensation Study 
FY 2012 Compensation Study 
FY 2011 Staffing Study 

GALVESTON, CITY OF, TX 
Mr. Kent Etienne, HR Director 
P.O. Box 779 
Galveston, TX 77553 
(409) 797-3655 
EtienneKen@cityofgalveston.org 

Position Classification and FY 2016 Salary Plan 

WACO, CITY OF, TX 
Mr. Jack Harper, Assistant City Manager · 
300 Austin Avenue 
Waco, TX 76702 
(254) 750-5640 
jackh@wacotx.gov 

Position Classification and FY 2016 Salary Plan 

KILLEEN, CITY OF, TX 
Dr. Ann Ferris, Assistant City Manager 
101 N. College Street 
Killeen, TX 76541 
(254 )616-3230 
AF arris@killeentexas.gov 

FY 2017 Survey Sampling and Planning 
FY 2015 Survey and Compensation Plan 

;- ROCKWALL COUNTY, TX 
Ms. Cindy Miller, HR Chief Assistant 
1111 E. Yellowjacket Lane 
Rockwall, TX 75087 
(972) 204-6187 
cmiller@rockwallcountvtexas.com 

FY 2016 Salary Survey and Compensation Plan 

STATE BAR OF TEXAS 
Ms. Amy Turner, Director of HR 
1414 Colorado Street 
Austin, TX 78701 
(512) 427-1463 
Amy.Turner@TEXASBAR.COM 

Ongoing Compensation Plan Maintenance 
Position Classification and FY 2013 Salary Plan 

GRAND PRAIRIE, CITY OF, TX 
Ms. Lisa Norris, HR Director 
318 West Main Street 
Grand Prairie, TX 75050 
(972) 237-8071 
Lnori"is@GPTX.org 

FY 2013 Salary Survey and Compensation Plan 

PUBLIC SECfOR PERSONNEL CONSULTANTS 
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REFERENCES: 

Bidder must furnfsh with proposal, a list of· three (3) references from customers 
(preferably other counties or other government agencie's) with a similar or larger 
operation as Hunt County. References must include contact person, company name, 
telephone number and years of service. 

Contact Name Company Name & Address 

Telephone Years ofService 

Contact Name Company Name & Address 

· Telephone Years of Service 

Contact Name Company Name & Address 

Telephone · Years of Service 

Page 14 
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MATTHEW E. WEATHERLY, PRESIDENT 

Mr. Weatherly has over 15 years of experience as a human resources management professional and 
consultant, specializing in position classification, compensation, recruitment and selection. He has served as a 
Human Resources Manager with Employee Solutions, Inc. and Staffing Consultant with Initial Staffing Services. 

He has completed projects in staff development, recruitment, selection, job descriptions, salary survey, and 
salary plan development. Among his current and recently completed consulting projects are those for: 

Benbrook, City of, TX 
Carrollton, City of, TX 
Colleyville, City of, TX 
Frisco, City of, TX 

Georgetown, City of, TX 
Grapevine, City of, TX 
Haltom City, City of, TX 
Horseshoe Bay, City of, TX 

Lakeway, City of, TX 
Odessa, City of, TX 
Rockwall, City of, TX 
San Angelo, City of, TX 

Mr. Weatherly holds a BS degree in Human Resources Management from Arizona State University. He has 
been a featured speaker at TMHRA and regional City Manager and HR Regional meetings iri Texal?. 

ELIZABETH J. LOCURTO, CCP, VICE PRESIDENT 

Ms. LoCurto has over 30 years of experience as a compensation manager and consultant for public and private 
employers, specializing in job analysis, salary. surveys, and salary plan development. She has served as 
Compensation Research Associate for Hayes/Hill, Inc., Senior Compensation Analyst for AON Corporation, 
Compensation Manager for Loyola University, and Project Manager for the American Compensation 
Association. 

She has conducted projects in job audits, job descriptions, salary surveys, compensation database 
management, compensation plan development, compensation training course development, and compensation · 
trend research. Among her consulting projects are: 

Apache County, AZ 
Austin Community College, TX 
CA Family Health Council 
El Paso; City of, TX 

El Segundo, City of, CA 
Huntington Beach, City of, CA 
Los Alamos County, NM 
Norman, City of, OK. 

OKC Zoological Park 
Sacramento, City of, CA 
State Bar of Texas , 
Texas Office of Attorney General 

Ms: Talamonti holds a BS degree in Business Administration from Arizona State University. She holds the 
Certified Compensation Professional (CCP) designation from the American Compensation Association. 

KATHERINE TILZER, SPH_R 

Ms. Tilzer has more than 15 years of experience as a human resources manager and consultant, specializing in 
employee relations, compensation, and recruitment. She has served as Personnel Manager for Laboratory 
Corporation of America, Director of Human Resources for Plaza Healthcare, Inc., and Director of Human 
Resources for American Baptist Homes. 

Aleutian Housing Authority, AK 
Boone County, MO 
Cochise College, AZ 
Colleyville, City of, TX 

El Paso, City of, TX 
Huntington Beach, CA 
Lake Tahoe College, CA 
Pinal County, AZ 

Pueblo West Metro Dist, CO 
Rowlett, City of, TX 
San Marcos, City of, TX 
Tomball, City of, TX 

She -holds a BS degree in Management from the University of Phoenix; and certification as Senior Professional 
in Human Resources from the Society for Human Resources Management. · 

HCTX. PUBLIC SECTOR PERSONNEL CONSULTANTS . 12/16 
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JUDE WILLIAMS, SPHR 

Ms. Williams has more than 25 years of experience as a human resources manager and consultant for public 
employers, specializing in employee development, classification, and compensation. She has~served as 
Assistant Director of Human Resources for HS Healthcare, Regional Human Resources Director for ManorCare 
Health Services, and Director of Human Resources for the City of Bettendorf, lA. · 

She has completed projects in job analysis, position classification, compensation surveys and plan 
development. Among her consulting projects are those for: 

Austin Community College, TX 
Board of Public Utilities, WY 
Cedar Falls Utilities, /A 
Dallas Housing Authority, TX 

Kansas City, MO (WSD) 
Libertyville, Village of, IL 
Longview, City of, TX 
Muskego, City of, WI 

Ogallala, City of, NE 
Oklahoma City, OK (ZP) 
Santa Cruz County, AZ 
Waukee, City of, /A 

Ms. Williams holds a BS degree in Business Education from the University of -Illinois and designation as 
Professional in Human Resources (PHR) from the Society for Human Resources Management. 

WAYNE BREDE 

Mr. Brede has over 30 years of experience working for the Minnesota Department of Transportation as a 
Workforce Planning Manager and Staffing Services Manager, and has served as a succession planning and 
career ladder consultant for nearly 50 public and private employers. 

He has conducted projects in workforce development, succession planning, job analysis, position classification, 
job evaluation:, compensation surveys, compensation plan development, employee relations, and recruitment.. 
Aniong his recent clierit projects are those for: 

E/ Paso County, TX 
Fresno, City of, CA 
Grand Forks, City of, NO 

· Great Falls, City of, MT 

Hamilton County, TN 
Las Cruces, City of, NM 
Minot, City of, ND 
Northwest Tech College, MN 

Red Lake Indian Reserv., MN 
Rialto, City of, CA 
San Angelo, City of, TX 
San Jose, City of, CA 

Mr. Brede holds a BA degree in Mass Communications from the University of Minnesota and holds certificates in 
. Public Sector Personnel Management and Industrial Relations. · 

SAMUEL HEINZ, MPA, PHR 

Mr. Heinz has conducted projects in job analysis, position classification, job evaluation, compensation surveys, 
_ar;Jd compensation plan development. Among his recent client projects are those for: 

Addison; Town of, TX 
Apache Junction, City of, AZ 
Bismarck, City of, ND 
Carrollton, City of, TX 

DeSoto, City of, TX 
Galveston, City of, TX 
Midland, City of, TX 
Odessa, City of, TX 

Mr. Heinz holds a MA degree in Public Administration from Texas Tech . 

Prosper, Town of, TX 
Teton Cdunty, WY 
The Colony, City of, TX 
Williston, City of, NO 

. PUBLIC SECTOR PERSONNEL CONSULTANTS proposes to utilize only full time members of our firm to 
complete all of the project tasks and objectives. In order to maintain complete control of the project tasks 
and deadlines, we will riot utilize subcontractors for the completion of any projects. 

HCTX PUBLIC SECTOR PERSONNEL CONSULTANTS 12116 
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PROJECT UNDERSTANDING: SUMMARY OF SERVICES FOR THE COUNTY 

PUBLIC SECTOR PERSONNEL CONSULTANTS (PSPC) proposes the following. program of consulting services 
and implementation support to achieve all of the objectives stated in the HUNT COUNTY (the County) Request for 
Proposal to conduct a classification and compensation study. 

Project Planning and Communication 
1. On-site project planning and scheduling meeting with County's HR staff, County Officials, designee(s) 
2. On-site policy input and project direction meeting and briefing with Elected Officials, Commission 
3. On-site project briefing presentation for Commission, Officials, employees, and County's project leaders 
4. Assistance with management and employee communication throughout class and comp project phases 
5. Consultations with and progress reports for the County's project leaders and I or project designee(s) 

Classification Review Phase 
6. Occupational familiarization by review of County's current job descriptions and compensation plans 
7. Organizational familiarization by review of County organization charts, budgets, and annual reports 
8. Job Analysis Questionnaire (JAQ) customized for gathering County emp.loyee occupation data 
9. On-site meetings to distribute JAQ, explain project for all County officials and employees 
10. Worksite job desk audits I field observations with representatives of each job classification (option) 

11. Determination of job classification and FLSA Exempt I Non-Ex:empt designation for each position 
12. Recommended title modifications and reclassifications for consideration by department heads 
13. Review of position classification recommendations with County's project staff, respective departments 
14. Updated_ classification specifications for each included job classification (option if needed) 

Compensation Phase: Custom and Comprehensive Market Compensation Survey 
· 15. Identification of County's competitive employment areas for compensation surveys, for County approval 

16. Identification of County occupations to utilize as survey benchmark job classifications (target 60%+ jobs) 
17. Development of compensation survey data collection, tabulation, and quality control protocql · 
18. Solicitation of comparator employers and agencies for participation in external compensation survey 
19. Extraction of data from public employer compensation plans, questionnaires, reliable published surveys 
20. Consolidation of data froin all sources and calculation of prevailing rates for benchmark jobs 
21. Computation of extent County's compensation offerings vary from external prevailing rates 
22. Review of competitiveness analysis with County Commission, County Officials and project designees 

Compensation Phase Continued: Compensation Plan Development . . . 
23. Construction of optional salaiy range structures for review and selection by County's project leaders 
24. Assignment of job classes to salary range_s by internal equity and external competitiveness 
25. Assistance with County Commission identification of desired, affordable salary competitiveness policy 
26. Fiscal impact estimates at various levels of external prevailing rates competitiveness policies 
27. Review and critique of draft salary plan with County Commission, HR staff and County's project leaders 

Communication of Results and Implementation Strategies 
28. Preparation and presentation of a final project reports for County Commission, staff, County Officials 
29. Development of a plan for the implementation of County's updated classification and compensation plan 
30. Uploading of EZ COMP™ program files on a Human Resources Department computer and staff training 
31. Development and provision of process for ongoing plan maintenance and subsequent plan updates 
32. Assistance with communicating the County's updated plans for all County officials and employees 
33.· One year classification and compensation plan maintenance assistance at no cost to th.e County 

· HCTX PUBLIC SECTOR PERSONNEL CONSULTANTS 
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PROJECT APPROACH AND METHODOLOGY 

Following is our overall work plan and approach to achieving the County's objectives for the conduct of a 
comprehensive Classification and compensation study, meeting all of the stated objectives from the RFP. 

A. OBJECTIVES OF THE PROJECT 

The recommended plans, programs, systems and administrative procedures will . meet these ten most 
important criteria. 

-Internally equitable - Financially responsible 
-Externally competitive -Efficiently administered 
- Readily understood - Inclusive of employee input 
- Easily updated & maintained - Reflective of County's values . 
- Legally com pliant & defensible - Reflective of prevailing "best practices" 

B. SCOPE OF THE PROJECT 

The project includes a management and employee communication plan; partnership with the Human 
Resources Manager, Commissioners Court, and project designee(s); occupational, organizational, and 
operational familiarization; Job Analysis QuestionneJire (JAQ) and job analysis for all clas~,ifications; position 
classification and job title recommendations for all employees and classifications; FLSA designations; 
updated classification. specifications; EZ COMP™; internal equity and external competitiveness evaluation; 
total compensation survey and competitiveness analysis; salary range recommendations; fiscal impact 
estimates; updated classification and compensation plan and one year of classification I compensation plan 
implementation support for all included classifications. 

C. PROJECT METHODOLOGY 

1. QualitvAssurance 

To ensure a high quality project, we have built in several layers of procedural and statistical controls, in 
addition to those already in EZ COMP™. Internally, we follow a prescribed series of steps in eacli. 
project phase, :which are reviewed by our Project Director. We requ~st that the Human Resources staff 
and County's Project Manager(s) review our work to minimize the chance of errors and to ensure that it 
reflects the County's organizational values. · · 

2~ Project Planning Meetings and Communication Plan Development 

We will consult with the County Commission, County Officials or representatives on a communication 
strategy, plan, and materials, beginning prior to the project and extending to the post-project information . 
meetings. We plan to conduct group pre-project meetings for all County officials and employees where 
we will discuss the project's scope, answer questions, and distribute and explain the Job Analysis 
Questionnaire. · 

See "Communicating the Project to the Employees" in the Appendices for additional information 
regarding our approach to employee inclusion and communication. 

HCTX PUBLIC SECTOR PERSONNEL CONSULTANTS 
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D. CLASS/FICA TION PHASE 

1. Review of Essential Tasks- Job Analysis Questionnaire 

We will review and analyze the current essential tasks, duties and responsibilities, and minimum 
qualifications of each included position through the Job Analysis Questionnaire (JAQ) to be completed 
by each employee (or group of employees with identical jobs) in print or electronic format. If the 
information on the JAQ does not clearly delineate the position's scope of responsibilities, w~ may return 
the JAQ to the position's incumbent for additional information, or focus on the data gap during a 
worksite job information interview. 

2. Employee Worksite Job Information Interviews (optional) 

We can conduct a worksite job information interview with an incumbent of every job classification. The 
purpose of these interviews is to verify the data ori the JAQ, obtain additional insight into the scope arid 
complexity of the job duties, observe technical processes and working conditions, and to provide 
employees with an additional method of participation in the project. This process also ensures that we 
make all!nternal and external comparisons on the basis of actual job content and not merely job titie. 

3. FLSA Status Determination 

We will review the essential tasks and minimum qualifications of each of the County's job clas.sifications 
and subject them to the Fair Labor Standards Act tests to determine their exempt or non-exempt status. 

4. Position Classification 

Each of the Co!Jnty's positions will be analyzed and evaluated to determine their primary characteristics, 
including: · · 

HCTX· 

Is there a current County occupational job group comprised of job classes with essential functions 
similar to the subject position; if so: 

To which of the group's job classes, and at what level, are the subject position's essential functions. 
similar to the subject position, and if so: 

Are they sufficiently comparable (+/- 20% guideline) to be allocated to that job class, utilize the 
same job title, require the same minimum qualifications, and be assigned to the same salary range. 

If the Courity does not currently have a sufficiently comparable job class, what should be the subject 
position's occupational job class and title, and: 

What should the recommended occupational classification action be, No Change (N), Title Change 
·(T), Merge With Other Job Class (M), New Job Class (J). 

We may find that a job class is overly broad and encompasses several job activities which are 
regarded with significant salary difference in the marketplace. In _such an instance, we will 
recommend "splitting" the job class into the current job class and a new job class which 
encompasses the different job activities_. 

PUBLIC SECTOR PERSONNEL CONSULTANTS 
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. · 5. Updated Classification Specifications (optional) 

As needed or at the County's direction, we will prepare an updated classification specification in the 
County's standard or other selected format for each occupational jop class. Focus will be on the 
Essential Functions to conform with Federal employment guidelines. The specifications or descriptions 
may include (not limited to) the following components: 

Job Title- Definition 
Distinguishing Characteristics 
Essential Functions 
Desired Knowledge and Skills 

Education, Training and Experience 
Licenses and Certifications 
FLSA Exempt/Non-Exempt Status 
Supervision Exercise/Received 

Physical Requirements 
Non-Essential Functions 
Mental· Requirements 
Working Conditions 

6. Draft Classification Plan Review with County Officials and Department Heads 

We will conduct a review of our initial position classification recommendations and draft classification 
specifications with the County's Project Team and respective department heads to identify possible. 
errors, obtain feedback, and solicit suggestions for clarification. 

7. Resolution of Employees' Classification Reviews 

We will provide the County with a process for employees to review our initial occupational job · 
classification of tneir position, and provide a form for them to complete if they feel that an error has been 
made or to provide significant additional job content information. · 

Depending on the (!c;tion recommended by the respective Officials and department heads we may 
conduct a second job al')alysis and will inform the project designee(s) of our final recommend~tion. · 

8. Optional Approaches to Ensure Internal Eguitv 

If desired, and for precision in job class analyses, and subsequent salary range determinations, we may 
utilize one of several job evaluation systems widely in use, including the Hay Method, Decision Band 
Method (DBM), and the Factor Evaluation System (FES). FES is the most extEmsiveiy validated and 
commonly utilized quantitative job evaluation system for public sector occupations, consisting of the 
f~llowing flexible compensable factors. · 

Knowledge Required 
Supervisory Controls 
Guidelines Provided 

Personal Contacts 
Scope and Effect 
Supervision Exercised. 

Complexity · 
Work Environment 
Physical Demands 

The job class hierarchy based on job points will reflect the County's ·relativ·e internal job worth values. 
The County's annual salary competitiveness policy will be. translated into a mathematical formula which, 
when combined with the job points of each County job class, wifl determine the proper salary range for 
each job class and position. This balances internal equity Gob points relationships) with external 
competitiveness (market relationship formul~). · · 

a. Optional Approach A - FES System -We will train a task force of representative County 
employees in the adaptation of the FES point-factor job content evaluation system to the County's 
job worth values, guide them in the evaluation of a structured benchmark of job classes; conduct 
QC reviews, and evaluate the remaining job classes within the relative job worth structure 
established by the task force. We can provide the County with manual or automated version~ of 
this system~ 

b. Optional Approach B- Custom Designed System for the County- We will train and guide a 
task force of representative County employees in the design of a point-factor system of job content 
evaluation total reflecting the County's relative job worth values, and proceed as in Approach A. 
We can provide the County with an automated version of the system once it has been developed 

HCTX 

with the task force. · 
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E. COMPENSATION PHASE 

1. County Involvement in Compensation Plan Development 

We will obtain policy direction from the County Commission, Human Resources staff, and/or County 
Officials on the following key components of the salary plan dev~lophlent process: 

- Comparator Employer Selection 
. - Benchmark Job Class Selection 
- Compensation Competitiveness Policy 
- Salary Structure Selection 

- Job Evaluation Method-Salary Plan Linkage 
- Draft Compensation Plan Review /Critique 
- Compensation Data Points for Analysis 
- Project Implementation Plan 

2.. Comprehensive Compensation Survey 

We do not subscribe to or recommend the use of databases or data warehouses used or hosted by other 
firms! We will collect the complete pay plans from each of the County's comparators and build a custom 
survey database to ensure accuracy and completeness. 

a. Data Collection Protocol will be developed in consultation with the County's project leaders to 
determine which salary data elements to include, such as: · 

Salary Survey Information 
Salary range structure Minimum, Midpoint, and Maximum 
Open· Range, Grade Step, structure designs and range widths 

b; Benchmark Job Selection will be made by identifying County job classes common to its 
employment-competitive public and private employers in the immediate area and throughout the 
region or State, clearly identifiable, and representative of standard occupational job groups. 

c. Comparator Employers Identification will be made in consultation with the County's Project 
Manager(s) and County Commission. Criteria inC?Iude their degree of competition to the County in 
obtaining and retaining high quality staff, their location in the County's traditional recruitment areas, 
and their organizational size and complexity. 

d. Compensation Data Collection will be made by one or more of the following methods. 

Pre-survey contact with the selected comparator employers to solicit participation in the County's 
compensation survey(s) · 

Extraction from the pay plans of designated public employers. 

If needed, customized salary survey requests for local governments and other public and private 
employers. distributed by mail, fax, ·and e-mail. · 

As desired, additional data extraction from salary surveys such as Watson Wyatt and ERI. 

e. Data Quality Control includes editing data for accuracy and proper matching to the County's 
survey benchmark jobs, and phone/fax/E-mail follow-ups for data clarification and to obtain 
comparators' benchmark job descriptions. 

3. Prevailing Rates. Calculation 

We will consolidate the compensation data from all sources, enter the information into the EZ COMP™ 
program, and compute the prevailing rates, inclusive of cost of living differentials, as the statistical mean 
of the survey data for each benchmark job class. Data will be projected forward from the date of 
collection to a common date relating to the County's salary plan year by the annual Prevailing Rate 
Increase Factor (PRI) applicable at that time. 

HCTX- PUBLIC SECTOR PERSONNEL CONSULT ANTS 
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4. Compensation Competitiveness Comparison 

We will provide the County with charts comparing its current salary structures to those of the selected 
public and private comparator employers. We will calculate the extent that the County's offerings vary 
from the prevailing rates and practices of other relevant employers. 

5. Compensation Competitiveness Policy 

We will assist the County to select a compensation competitiveness policy which best fits its 
. compensation strategy and financial resources, by providing fiscal impact estimates at various 

percentage relationships to the prevailing rates. 

6. Salary Plan Structure Development 

We will review the County's current employee agreements and wage plans and 1) utilize the County's 
current wage plan structures to identify internally equitable and externally competitive salary ranges for 
each Courity job class or 2) prepare alternative salary range structures and schedules for the County 
and the County Commission to select the best fit for its competitiveness strategy, with these optional 
criteria: 

Method of administration, i.e.: measured job performance, longevity, or skill 
Width of the salary ranges, grades, or broad bands, from Minimum to Maximum 
~arying salary range widths for FLSA non-exempt or exempt positions 
Open salary ranges for pay-for~performance or variable compensation plan 
If steps within the salary ranges, number of steps, percentage separation 
Number of salary ranges, grades, or broad bands in the salary schedule 
Percentage of separation between salary ranges, grades or broad bands 
Recognition for longevity, unique assignments, and special skill requirements 
Remuneration for required special licenses, certifications and registrations 
Linkage of performance evaluations to merit increase opportunities 

7. Salary Range Assignment Development 

We will assign each job classification to a salary range in the County's current or selected new salary 
structure on the basis of a combination of factors, including: · 

the prevailing rates for the benchmark job classes 
its current relationship to similar or occupationally related job classes 
the 15% guideline for salary range separation between sequential job classes 
the 25% guideline for salary separation of a department head job class 
its quantitative evaluated internal job worth value Uob evaluation points) 

8, Implementation Plan Development 

We will consult with the County Commission and Human Resources staff on a plan for transition to the 
recommended plan, including a timetable for the principal activities, employee communication, impact 
on collective bargaining processes, and estimates of required financial resources. 

9. Draft and Final Report Preparation 

We. will provide the County's project leader(s) with a draft of our report for review and critique, including 
the classification plan, FLSA designations, compensation market data, salary comparison tables, fiscal. 
estimates, salary range listings, and implementation procedures. We will incorporate their critique into 
the development of a final report summarizing the project's findings, recommendations, and detailed 
description of the County's updated position classification and compensation plans. 

HCTX PUBLIC SECTOR PERSONNEL CONSULT ANTS 
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·10. Final Report Presentations 

We will conduct a workshop or formal presentation of our final report and recommendations to the 
County Commission, County Officials, employees and employee representatives. 

11. EZ COMP™ Program Installation 

We will install our EZ COMP™ program and project files on one of the Human Resource Office's 
computers and provide training to Human Resources staff in the maintenance and update of the 
classification and compensation plan. 

Please see the illustrative EZ COMP™ applications CD-ROM on the inside front cover of the original 
proposal, and the program description booklet in the Appendix. 

12. Implementation Warranty 

To ensure effective implementation of the new plan, we will analyze, evaluate, and provide a salary 
range recommendation for any new orchanged job class, at no cost to the County for one year. 

F. ENSURING THE COUNTY'S SELF-SUFFICIENCY 

The County will be self-sufficient in all aspects of maintenance of the updated position classification and 
compensation plan through these services. · 

1. Procedure Manuals 
.:. PSPC Position Classification Procedure Guide 
- PSPC Salary Administration Procedure Guide 
- Hunt County EZ COMP™ Procedure Guide 

2. Training Workshop- for County staff in position classification, job evaluation, compensation surveys, 
and compensation plan design and administration: · 

3. Electronic Class Specification Library- we can provide the County with all updated job descriptions 
in hard co-py and electronic library format for internal maintenance. 

4.- EZ COMP™ - program and project files on one of the County's computers, a users manual, and system 
training. 

5. Initial Year's Implementation Warranty Support - we will analyze, evaluate, classify, and provide a 
salary range recommendation for any new or changed posftion or entire job classification, at no cost to 
the County for one year. 

G. EXTENSIVE EMPLOYEE INCLUSION AND COMMUNICATION 

Very important factors for. successful implementation of new· or updated classification and compen::;ation 
plans are 1) extensive employee inclusion, and 2) extensive employee communication. County officials and 
employ~es will participate in one or more of the following activities: -

Attending pre-project briefings and question and answer sessions 
Completing a Job Analysis Questionnaire (JAQ) describing their position 
Elaborating on their jobs in individual or group job information interviews (option) 
Requesting a second review of their position's occupational job classification 
Receiving information pamphleUbooklet describing the updated salary plan 

H. MINIMAL COUNTY SUPPORT REQUIRED 

We are completely self-sufficient in projects of this nature and do not require any substantive staff support 
from the County other than payroll data, and arrangements for group and individual meetings and 
interviews. We appreciate, but do not require, any office space, telephone, clerical assistance, computers, 
or office equipment. We will provide all data entry, data processing, duplicating, and related report 
preparation functions.· 
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ESTIMATED PROJECT ELAPSED TIME CHART 
TASK NAME ELAPSED WEEKS: 

1. PROJECT COMMUNICATION, 
QUALITY ASSURANCE, 
PROJECT STATUS REPORTS 

2. JOB INFO INTERVIEWS W/ STAFF (OPT), 
ORGANIZATIONAL DATA COLLECTION
CLASSIFICATION RECOMMI;NDATIONS 

3. POSITION CLASSIFICATION/EVALUATION; 
HR STAFF QUALITY ASSURANCE REVIEW; 
DRAFT REVIEW WITH DEPTS 

4. 

COMPENSATION SURVEY, BENCHMARK 
5. SELECTION, DATA COLLECTION, 

COMPARABILITY ASSURANCE REVIEW 

6. PREVAILING RATES COMPUTATION, 
MARKET COMPETITIVENESS ANALYSIS, 
DRAFT COMPENSATION METHODOLOGY 

7. SALARY RANGE ASSIGNMENTS ON BASIS 
OF INTERNAL EQUITY AND EXTERNAL 
COMPETITIVENESS 

8. SALARY RANGE TABLES, FISCAL IMPACT 
ESTIM.b,TES, REVIEW OF DRAFT PLANS 

COUNTY OFFICIALS, 

PREPARATION AND PRESENTATION OF
FINAL REPORT TO COMMISSION, HR, 
EXECUTIVE TEAM, EMPLOYEES 

EZ COMPT• INSTALLATION, STAFF
TRAINING ONE YEAR OF CLASS/COMP 
PLAN IMPLEMENTATION ASSISTANCE 

* Progress reviews with the County 
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PROJECT COST PROPOSAL 

A. PROJECT COST ESTIMATES 

Bidder bears all expenses. We estimate that the project's total cost, including all fees for professional 
services, will not exceed the indicated amounts. 

Base Cost Before Options 

- Project Briefing Meetings - JAQ Distribution, Project Planning Meetings 
- Position Classification and Job Titling Review 
-Compensation Survey 
-Compensation Plan Design, Options, Implementation Plans, Reporting 

OPTIONAL - On-Site Interviews or desk audits (per 50) 
OPTIONAL- Updated Job Descriptions (each) 

Base Cost: 

lncluc;!ing 120 Interviews and 120 Job Descriptions, Not-to-Exceed $73,500 

B. FLEXIBLE WORK PLAN, NEGOTIABLE TOTAL COST, TERMS 

$3,500 
$7,500 
$25,000 
$7,500 .. 

$43,500 

$7,500 
$100 

Our work plan is flexible and total project cost negotiable, and we will discuss, modify, add or delete, any 
work task to increase the project's responsiveness to the County's needs and financial resources. We do 
not require any advance payments, and will provide the County with monthly invoices for the professional 
services provided. We request that the County pay the invoices within thirty {30) days of their receipt. 
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Proposal Price 
Form 

RFP #150-17 

"Hunt County Salary, Compensation .and Classification Study" 

All Inclusive Fee · (with options included) $ 
------------------~~-

$ 43,500 + $ 30,000 = $ 73,500 

Please provide a multi-phased approach to completion of the Scope of Services. 
Please describe outcomes for each proposed phase. The County may consider 
_each phase individually or the All Inclusive Fee. If additional space is required. 
please add additional pages as necessary. 

Phase I 

- Project Briefing Meetings 
- JAQ Distribution 
- Project Planning Meetings 

Phase II 

- Position Classification and Job Titling Review 

$ $3,500 -
--------------------

$_7,500 + 
·. $30,000 $ ____________________ __ 

-Including 120 Interviews and 120 Job Descriptions 

Phase Ill 
$25,000 $ ____________________ __ 

- Compensation Survey 

Phase IV 
$7,500 

$ ____ ~--------------~ 

- Compensation Plan Design 
- Implementation Plans 
- Reporting and Presentation 

Page 13 
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RFP #150-17 
Salary, Compensation and Classification Study 

Signature Page 

Hunt County reserves the right to reject any and all proposals, to waive technical 

defects, and to select the proposal(s) deemed most advantageous to the County. 

The undersigned certifies that he/she has the authority to bind this company in an agreement 

to. supply the service or commo~ity in accordance with all terms and conditions specified 

herein. Please type or print the information below. Consultant is required to complete, sign 

and return this form with the proposal. 

Company Name Authorized Person (Print) 

Address 

Jk~· 
Signature . ~ 

City/State/Zip Title_ 

i.l y flc-17'-
Telephone# Date 

E-Mail- Entity Type 

Page 1s 
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CONFLICT OF INTEREST QUESTIONNAIRE 
For vendor doing business with local governmental entity 

This questionnaire reflects changes made to the law by H.B. 23, 84th Leg., Regular Session. 

This questionnaire is being filed in accordance with Chapter 176, Local Government Code, by a vendor who 
has a business relationship as defined by Section 176.001 (1-a) with a local governmental entity and the 
vendor meets requirements under Section 176.006(a). 

By law this questionnaire must be filed with the records administrator of the local governmental entity not later 
than the 7th business day after the date the vendor becomes aware of facts that require the statement to be 
filed. See Section 176.006(a-1 ), Local Government Code. -

A vendor commits an offense if the vendor knowingly violates Section 176.006, Local Government Code. An 
offense under this section is a misdemeanor. 

f.!J Name of vendor who has a business relationship with local governmental entity. 

~~<: ~ QB(&~o~eL Co}-)Suc~"f'S., l~ C... 

FORM CIQ 

OFFICE USE-ONLY 
.. 

Date Received 

1.1 D Check this box if you are filing an update to a previously filed questionnaire. (The law req~ires that you file an updated 
completed questionnaire with the appropriate filing authority not later than the 7th business day after the date on which 
you became aware that the originally filed questionnaire was incomplete or inaccurate.) 

2.1 Name of local government officer about whom the information is being disclosed. 

~\~ 
Name of Officer 

Describe each employment or other business relationship with the local government officer, or a family member of the 
officer, as described by Section 176.003(a)(2)(A). Also describe any family relationship with the local government officer. 
Complete subparts A and 8 for each employment or business relationship described._ Attach additional pages to this Form· 
CIQ as necessal)i. 

A. Is the local government officer or ·a family member of the officer receiving or likely to receive taxable income, 
other than investment income, from the vendor? 

0 

• 

DYes DNo 

B. Is the vendor receiving or likely to receive taxable income, other than investment income, from or at the direction 
of the local government officer or a family member of the officer AND the taxable income is not received from the 
local governmental entity? 

DYes DNo 

. . 
Describe each employment or business relationship that the vendor named in Section 1 maintains with a corporation or 
other business entity with respect to which the local government officer serves as an officer or director, or holds an 
ownership interest of one percent or more. · 

Che~k this box if the vendor has given the local government officer or a family member of the officer one or more gifts 
as described in Section 176.003(a)(2)(B), excluding gifts described in Section 176.003(a-1 ). -

....-... 

Signature of vendor doing business wit~~he gov~nmental entity Date 

Form prov1ded by Texas Ethics Comm1ss1on .......___, www.eth1cs.state.tx.us Rev1sed 11/30/2015 



•, 

CERT·IFICATE OF INTERESTED PARTIES 

Complete Nos. 1 - 4 and 6 if there are interested parties. 
Complete Nos. 1, 2, 3, 5, and 6 if there are no interested parties. 

1 toJame of business entity filing form, and the cit'/, state and countr; of the business entity's place 
of business. 

4 

Public Sector Personnel Con~ultants, Inc. 

Tempe, AZ United States 

150-17 
Personnel Consulting 

FORM 1295 
1 cif 1 

OFFICE USE ONLY 
CERTIFICATION OF FILING 

Name of Interested Party City; State, Country (place of business) 

Weatherly, Matthew 

5 Check only if there is NO Interested Party. 

6 AFFIDAVIT 

LORI Z. GIBBY 
Notary Public, State of Arizona 

Maricopa County 
My Commission Expires 

May 20, 2018_ 

AFFIX NOTARY STAMP I SEAL ABOVE 

Tempe, AZ United States X 

, or affirm, under penalty of perjury, that the above· disclosure is true and correct. 

Sworn to and subscribed before me, by the said :fft,?{ 0-tY\f 
-20 \1 , to certify which, witness my hand and seal of office. 

, this the _S=4_h __ day of J CLi\UCti~. 

oath oath Title of officer administering 

Forms provided by Texas Ethics Commission www.ethics.state.tx.us Version 0.277 



TIJIS FORM MUST BE INCLUDED WITH RFP-PACKAGE 
PLEASE CHECK OFF EACH ITEM AND 

SIGN 

"Sealed Proposal Checklist" 
"Hunt County Salary, Compensation and Classification Study" 

X 

/Proposal Price Form (required) 

~eferences (required) 

\.,../" Signature Page (required) 

V Conflict of Interest Forms· (required) 

~exas Ethic Commission Form 1295 (required).· 

Signature 

RFP #150-17 
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