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From: Fiduciary Alliance for Los Angeles 

To:  LA County Supervisors; LA County CEO 

Re: Board of Supervisors Meeting on May 19, 2026;  
Agenda Item #65 (Appointment of County CEO) 

 

Fiduciary Alliance for Los Angeles (“FALA”) is a newly formed nonprofit association whose 
mission is to help Los Angeles’ fiduciaries fulfil their fiduciary duties to their constituents. 
FALA appreciates the diSiculties that fiduciaries face in making fully informed decisions 
and in avoiding unintended violations of their fiduciary duties. FALA aims to help fill in the 
information gaps to enable better decisions.  

No fiduciaries in LA County face a more daunting task than the LA County Supervisors 
given the enormous size of the County and the vast scope of the Board’s responsibilities. 
The Supervisors rely heavily on the OSice of the County CEO.  

The pending request to appoint Mr. Nicchitta as County CEO is highly problematic. FALA is 
writing to request that the Board deny the request for the following reasons: 

The Section Process 

The CEO role is the most important one in the entire County. Yet, the County has 
chosen not to conduct a search for the most qualified candidate. Instead, like it did with 
the last two CEOs it chose, it has opted to pick an insider. 

Given the importance of this role, the Board should be looking for the best person 
possible. To meet its fiduciary duty in this regard, the Board should take into account the 
best practices identified by International City/County Management Association (ICMA) 
for hiring this person. As you know, ICMA is the leading respected organization that sets the 
standard for municipal and county government best practices. Here is the comprehensive 
breakdown of the ICMA's required framework for hiring a top local government 
administrator: 

1. The Pre-Search Phase: Establishing the Baseline 

Before a single candidate is considered, the governing board must do the foundational 
work to ensure the hire aligns with the municipality's future. 

• Needs Assessment & Goal Setting: The board must formally define the strategic 
challenges facing the government over the next 3 to 5 years. 



 

• Candidate Profile Development: Based on those 
goals, the board must create a detailed profile 
outlining the specific experience, management 
style, and core competencies required. 

• Stakeholder Input: Best practices dictate 
involving department heads, community leaders, and even the public in defining 
what the jurisdiction needs in its next executive. 

2. The Recruitment Phase: An Open, Competitive Market 

ICMA strongly discourages insular hiring. The goal is to find the best possible candidate, 
not just the most convenient one. 

• National or Regional Search: The position must be advertised widely in 
professional journals (like the ICMA JobCenter) and municipal networks. 

• Use of Executive Search Firms: For a jurisdiction of any significant size, ICMA 
recommends hiring a specialized, independent executive recruitment firm to 
actively headhunt passive candidates who might not be actively looking but are 
highly qualified. 

• Avoiding Default Internal Promotions: While internal candidates (like an Interim 
CEO) are welcome to apply, they must compete on a level playing field against the 
external talent pool to prove they are objectively the best choice. 

3. The Evaluation Phase: Rigorous Vetting 

A standard interview is insuSicient for a chief executive role. 

• Multi-Tiered Interviews: The process should involve initial screening interviews, 
followed by in-depth sessions with the full governing board. 

• Practical Assessments: Candidates should be evaluated on how they handle real-
world scenarios, such as mock budget crises, media relations exercises, or strategic 
presentations. 

• Deep Background Investigations: Vetting must go beyond a standard criminal 
background check. It includes deep dives into their past municipal performance, 
financial management history, and verifying their adherence to ethical standards in 
previous roles. 



 

4. The Selection and Transition Phase 

The hiring process does not end with a job oSer; it ends 
with a structured framework for accountability. 

• Clear Employment Agreement: The contract 
must clearly define severance, compensation, and the limits of the executive's 
authority. 

• Mutually Agreed-Upon Performance Metrics: The board and the new CEO must 
oSicially adopt a set of measurable goals for the first year. 

• Formal Evaluation Structure: The board must commit to a formal, structured 
performance review (usually at 6 months and 1 year) directly tied to the strategic 
goals established in Phase 1. 

Looking at the three-page memo provided to the LA County Board of Supervisors by the HR 
Department, it is clear that their process for proposed Mr. Nicchitta skipped nearly every 
one of these independent, objective, and competitive steps. 

 

The Contract 

A second problem with the request from the HR Department is that it asks the Board 
to delegate to the HR Department the task of negotiating and executing the contract with 
Mr. Nacchitta. These tasks are no mere formality; rather, they are of the utmost sensitivity 
and should not be delegated to someone who is a subordinate of Mr. Nicchitta. 

As has been well documented, the last two County CEO’s took highly adversarial 
positions against the County as they were departing, each extracting seven-figure payouts 
to settle their purported claims. Fool me once, shame on you, fool me twice, shame on me. 
The County needs to maintain tight control over the drafting of the contract with the next 
CEO to ensure that this pattern will not repeat. For example, the contract should make 
clear that the position is at will, that no severance will be provided, and that any disputes 
will be resolved entirely in public not behind closed doors.  

 

The Need For Change.  

A third problem with the request from the HR Department is that it would involve 
maintaining the status quo. If ever there was a time and place desperate for change, LA 
County right now is that time and place.  



 

The current reality is that LA County has never 
been in more dire circumstances, with the prior CEO (Ms. 
Davenport) describing the situation as a “tidal wave” and 
the acting CEO (Mr. Nacchitta) describing it as a 
“hurricane.” The CEO’s oSice bears enormous 
responsibility for the current reality, and a major change is needed. FALA believes that the 
Board’s fiduciary obligations to the County require a decisive shift away from the broken 
status quo.  

 

CONCLUSION 

FALA recommends that the Board follow ICMA best practices in selecting the County CEO. 
This is even more important given that the voters already have made clear that they want 
the CEO to be more independent from the Board, not less. FALA also recommends that the 
proposed contract for the County CEO be negotiated by someone independent from Mr. 
Nicchitta and made available to the public for comment before any hiring decision is made. 
There is no good reason for skipping over this step. Lastly, FALA also recommends that the 
Board demand – as a minimum requirement – that anyone seeking this position provide a 
detailed plan for how they would use the immense power of the CEO’s oSice to change the 
status quo drastically for the better. 

     Respectfully submitted, 

     Perry Goldberg (Founding member) 

 

 


