
Recruiting and Retention Task Force 
Monday, June 7, 2021 - 12:00 PM 

 
Jay Rand - Chairman 
 
Chairman Rand called this task force to order at 12:00 pm with the following in attendance: Joe 
Giordano, Steve McNally, Jim Monty, Jay Rand, Wendy Sayward, Chelsea Merrihew, Jen 
Mascarenas and Linda Beers. Tom Scozzafava had been previously excused. 
 
Also present: Dina Garvey, and Mary Jane Lawrence - ROOST.  
 
News Media present: Tim Rowlands - Sun Community News 
 
RAND: I will call to order this Recruiting and Retention Task Force. I’m not quite sure what 
problems exist in other towns, but for our town certainly there is an issue. I will just highlight that 
by saying one restaurant owner that I frequent was doing the cooking, serving and bartending. 
So, certainly we have the problem and our mission will be to examine the county’s retention 
problem and recruiting challenges and provide recommendations of action and policy to the Board 
of Supervisors for consideration and Chairman Gillilland is requesting report be made to the 
committee, the main committee by August 4th, the Board of Supervisors I should say, by August 
Full Board meeting. So, that’s quite an order, you know for a couple of months.  
I have asked Mary Jane Lawrence from ROOST to help get us started, everybody knows Mary 
Jane; right?  
 
BEERS: Can I just clarify the mission? We’re really talking municipal employees, not all of Essex 
County people are we?  
 
RAND: I think we’re talking about all people.  
 
BEERS: I didn’t understand that to be it, I thought we were talking about retaining Essex County 
employees.  
 
RAND: Mary Jane is with ROOST.  
 
BEERS: Right 
 
RAND: And has already done a survey.  
 
LAWRENCE: Well, we did a call.  
 
RAND: A call, a zoom, online meeting. So, I thought it would be a good start to get us rolling if 
you could kind of review what you’ve done, MJ.  
 
LAWRENCE: Absolutely, so we, in early May we had been getting a lot of feedback from our 
business partners that they were really concerned about staffing for the summer. That they 
weren’t getting any applications coming in and then the applications that were coming in were not 
strong applicants and those that they did reach out to they weren’t getting any response. So, we 
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decided that we should do a community call; which we do probably every two or three months 
and ask all business partners to get on the call and just give us a better idea of what they were 
experiencing and you know some of the challenges, etc. So, through that effort we learned, so 
again, what we found out, that you know obviously, it’s not even that they’re getting a ton of 
applications and they’re just not good applications, there’s very few applications even coming in. 
When they do reach out there’s, again, very little response, very hard to get a completed 
application, very hard to get references, it’s just not a strong pool at all. You know in the call I 
think the two main things that continue to come up during the call was the reduction in the J1 
workforce which that obviously is a result of COVID. The one thing that the J1 workforce workers 
force the businesses to do is they need to offer housing; right? So, they can’t come over here and 
you can’t have J1s unless you have housing available for them. So, that kind of killed two birds 
with one stone in the sense we have a lot of J1s and we have housing for them, but that’s not the 
traditional housing that the, you know, individual employees would stay at. It’s like a lot of them 
are boarding, you know there’s sometimes 2, sometimes 4 in a room, sharing a bathroom. So, it’s 
not like use your J1 housing for other employees, because it just doesn’t accommodate. And then 
again it came up that it is very hard to get people here because, one, there’s no housing and in 
our region there’s really no housing and it is very difficult, what’s available is very overpriced.  
 
MONTY: Jay, just for edification, does everybody know what the J1 is?  
 
LAWRENCE: So, they’re international students that come on a work visa and their visas, I think 
are 4 months and they usually come somewhere in May or June and they leave in the middle of 
October and that’s one period for the international student workforce and then come back again 
in December and stay, I think until March. But, it’s been very difficult and traditionally they work 
through an agency and there’s multiple agencies out there and some are better than others and 
you know, it’s kind of a process and you kind of have to be well versed in it. So, for the smaller 
businesses it’s not even really, where the small business benefit is larger hotels, like in the Lake 
Placid they will get like 40 J1s, like 40-50 J1s, a lot of them and then these students are here to 
work and make as money as possible, so they’ll get a second job somewhere, in a restaurant or 
one of the retail stores or even, you know cleaning at a smaller motel, you know they’ll go 
wherever and they work 24/7, they’re workhorses. So, to lose that has had a significant impact of 
the work pool.  
Any questions on that?  
 
BEERS: So, do we know, just so I know, J1s are prevalent in Lake Placid, but in the rest of the 
county?  
 
SAYWARD: Right, it doesn’t help the little towns.  
 
MONTY: That’s a North Elba, Wilmington area.  
 
BEERS: I don’t mean it badly, I’m just saying recruitment and retention is not… 
 
RAND: It is nationwide though.  
 
BEERS: Absolutely.  
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LAWRENCE: I would say that it’s Town of Jay, Town of North Elba.  
 
BEERS: We have them in Schroon Lake. There is a group that works in the Grand Union and 
they bring them in and they’re really great when they do it, I just wasn’t sure if you have a sense 
of how many J1s workers present themselves across Essex County.  
 
LAWRENCE: I hear what you’re saying, but I know there are, obviously North Elba is predominate, 
but I think there’s other towns surrounding the Town of North Elba that are depending on that, as 
well.  
So, again, then it goes back to without the J1s there’s the whole housing issue. So, we, after we 
had our meeting with all the business in the region and it’s the whole region, all of Essex County, 
Hamilton County and then Saranac Lake and Tupper Lake, we created an ad campaign and that 
ad campaign we served on many different platforms, digitally and it goes to a landing page that 
says, you know all the reasons you should work ADK. It was Play, Work ADK, but there was a 
non for profit that was Play ADK and they didn’t like it, so we changed it to Work ADK and you 
click on that ad and it brings you to a landing page of all the different regions and why to come 
here and all the great benefits and if you click on the region it brings you to a listing of all the jobs 
that are available. What we’ve been trying to do in conjunction with that is find housing. So, we’ve 
been talking to different colleges and you know some private schools, trying to get some places 
for summer staffing and we’re targeting like 18-25 in Vermont, New York, Eastern Pennsylvania 
serving this campaign, too.  
 
MCNALLY: The J1 program helps with the tourism model, but I think our big concern is or my big 
concern is, one, Lake Placid and Minerva are complete, two different animals. We’re not filling 
our positions that are full time residents that have families and kids go to school and keep our 
town running and this is just not in Essex County. But, you know, the J1 is a great program and 
does help the big hotels and stuff, you know it’s hard to find anybody to work, Barton’s Mine, next 
door, you can walk into there. Ticonderoga Mill, you can walk in.  
 
LAWRENCE: I don’t think it’s just in tourism specific; right?  
 
MONTY: It’s a nationwide epidemic.  
 
MCNALLY: Right 
 
MONTY: We got how many, Jen, 39 vacancies?  
 
MASCARENAS: 38, we filled one.  
 
MONTY: 38 vacancies in Essex County. ACAP has 21 vacancies and these aren’t great paying 
jobs, but they’re not bad paying jobs.  
 
MCNALLY: And they’re full time jobs.  
 
MONTY: And they’re full time jobs.  
 
MASCARENAS: The majority of them, yeah.  
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MONTY: And we still can’t fill those positions and if we don’t start finding a way to get people. I 
mean we’re not going to be able to as a government to do our jobs. I know towns are struggling 
finding workers within their town. Our youth commission we’re merging our program. I’ve been 
advertising for 6 weeks for summer counselors and we’re paying them a pretty good dollar and 
I’ve got 3 kids in 6 weeks and 2 of them are from Willsboro.  
 
MCNALLY: I have 4, that’s all I have and they’re from Chestertown.  
 
SAYWARD: I know, I know my sister’s store has 3 full time positions open right now, 3 in that little 
tiny store.  
 
BEERS: I would like to show this. This is a population pyramid; it should look like a pyramid. This 
is Essex County right now. This is the way, so a proper pyramid looks like this, this is what Essex 
County looked like in 1950. It’s wide at the base, these are young people supporting as we age. 
This is a negative growth. This means there’s not enough people. There’s too many, not too many, 
but this as a group and after you get pass this right here, 60, they stop working, as a rule. I’m just 
saying that this a population pyramid.  
 
MCNALLY: And Covid took some of those baby boomers that would have continued to work for 
5 or 7 years, it took them out.  
 
MONTY: And that $600.00 a month extra and then the $300.00 a month extra, people are in a 
position where they make more money sitting at home. My son, got a job now, but is leaving to 
go back to Utica because we got an internship for his degree that they’re going to pay him for, I 
can’t tell him no.   
 
MCNALLY: But, if we look at the County issue.  
 
BEERS: Yeah 
 
MCNALLY: The County, you’re going to have retirements.  
 
SAYWARD: That’s given 
 
MCNALLY: Like everyplace, but are we having a retention problem with full time county 
employees? The 35-45-year-old people that are leaving for better jobs?  
 
SAYWARD: Yes 
 
MCNALLY: Because that’s something that we can address.  
 
BEERS: I agree 
 
MCNALLY: Now, the State has not helped us with this Tier 6 retirement.  
 
SAYWARD: Not at all.  
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MCNALLY: And our health benefits at the County are not competitive any longer. The County 
Manager uses the Town of Minerva’s health benefits, because they’re better. So, you know how 
are we going to retain the employees that we have in the door today that we want to retain? Is 
that going to be change in benefits, change in money? You can’t continue to lose the 45-year-old 
people the 40-year-old people.  
 
SAYWARD: Right 
 
MCNALLY: That can do the job well to outside enterprise.  
 
MONTY: Most employment is cyclical, so are we in a curve where most of our county employees 
are in a certain… 
 
SAYWARD: We’re starting to age out.  
 
MONTY: Exactly 
 
SAYWARD: Exactly 
 
MONTY: I know when I went into corrections, back in 1984, there was a big hire, because 
everybody was aging out that had been hired in the late ‘60s and ‘70s and all of sudden now in 
the mid ‘90s that whole group is there, so they aren’t hiring, obviously, and now what’s going to 
happen here in the near future, all those people that were hired in my demographics are aging 
out, they’re leaving.  
 
MCNALLY: We have a perfect storm now, we have those people, the baby boomers are retiring 
now.  
 
MONTY: What did Betty Little tell us? What’s our greatest export?  
 
SAYWARD: Children 
 
BEERS: Our youth, always has been.  
 
MONTY: Kids aren’t coming back and staying here.  
 
BEERS: But, I would show you some statistics. 
 
LAWRENCE: Well it’s part of that, you know the conversations that we’ve had around that is that 
it’s not affordable to live here.  
 
MONTY: You’re right.  
 
MCNALLY: I was looking last week that statistic was real estate in Essex County, the sales were 
up 50%.  
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MASCARENAS: We also have a huge daycare issue in Essex County.  
SAYWARD: Massive daycare issue, massive.  
 
MASCARENAS: We lose a lot of employees, because they can’t find daycare.  
 
MCNALLY: And that’s something, the County could run a daycare program.  
 
SAYWARD: Who are you going to staff it with?  
 
MONTY: That would be an incentive program, possibly, is to come up with a daycare program for 
county employees.  
 
SAYWARD: Absolutely, actually Mike and I have talked about a million times.  
 
MONTY: I think that’s been in a conversation when everything happens next door.  
 
SAYWARD: And when Covid happened it impounded, because daycares couldn’t be open and 
there wasn’t school, so then people couldn’t come to work that had kids, because my kids are 
home now and I don’t have daycare and what do I do and it caused a lot of hardships.  
 
MASCARENAS: Yes 
 
LAWRENCE: They say women in the workforce had the biggest hit.  
 
MCNALLY: Because of childcare.  
 
LAWRENCE: And homeschooling, remote schooling.   
 
BEERS: So, we did a list, we did a survey in my department and I just lost another employee, 
Ashely to a job, because it will be closer to home and she wants to have another baby and my 
WIC nutritionist left last year, because she wanted to have a second child and daycare was too 
expensive and so it was easier for her to stay home, open her own daycare and make more than 
what she would make at the County. So, my staff came together and came up with these crazy 
ideas, but they’re from incentives to recruitment, retention, I have a lot of young people and I have 
older people and they’re just kind of ideas that they had, of course child care is on there.  
 
MONTY: Childcare has been an issue for many years.  
 
BEERS: But, I believe it’s doable. I do, I really do believe we can run a daycare. I believe we 
already have where the people could get money taken out of their pay.  
 
MASCARENAS: I thought one of the issues was space.  
 
SAYWARD: We don’t have space for it.  
 
MONTY: Where are you going to put it? It’s easy to come up with an idea.  
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MCNALLY: It needs to be affordable daycare.  
 
RAND: Daycare, county daycare, is that what you’re talking about?  
 
BEERS: And outside, what about the Allstate building on the corner, down there, what about the 
vacant lot that’s here? We have money coming in big ways, certainly Covid relief. That vacant lot, 
that building… 
 
RAND: Linda, how would people get their kids to daycare if it’s just in one location?  
 
BEERS: They’d bring them to work.  
 
RAND: Oh, you’re talking about county.  
 
SAYWARD: County employees 
 
BEERS: Or anybody around here.  
 
MONTY: That would be an incentive, Jay, to keep county employees.  
 
SAYWARD: You know instead of having a private daycare I can bring them to the County and 
only pay X amount of dollars instead of X amount.  
 
BEERS: So, this is what my folks say; increase starting pay. But, they don’t mean increase starting 
pay across the board, but neighboring counties and county municipal jobs are paying more than 
we are. That’s impossible to compete when you have exact titles and neighboring counties are 
offering more money and they have steps and we don’t have steps.  
 
SAYWARD: Steps, that was one of my things.  
 
BEERS: This is crazy, they said snow days, an option to work from home when the weather is 
bad. But, these are what make people happy. It doesn’t take a lot sometimes; right? I don’t know. 
Eliminating the discrepancy between pre and post 2009.  
 
SAYWARD: Which we kind of addressed.  
 
MONTY: I have been addressing that since I’ve been here.  
 
SAYWARD: So, have I, you and I have worked on that and we did kind of address it the last 
contact.  
 
MONTY: And I think we’re looking at it at the next contract.  
 
SAYWARD: And we did address it somewhat.  
 
BEERS: Good 
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SAYWARD: Remember we did the 5 and 10 or whatever.  
 
MASCARENAS: 7 and 10.  
 
SAYWARD: Whatever it was 7 and 10, we did try to address that.  
 
MONTY: We’ve got to get rid of it.  
 
BEERS: We’ve got to get rid of it, it’s not fair.  
 
SAYWARD: We have to go back to the regular step system is what we have to do.  
 
MONTY: You’re preaching to the choir.  
 
BEERS: That’s just it. Work from home, options with approval 5 to 10 days per month or 1 nor 2 
days per week or working an unconventional schedule, multiple votes. Childcare, onsite daycare, 
paid would be great, but even if it was reduced or full tuition would be huge. Opportunity to use 
service hours as work hours, so like whatever, if you volunteer in an outside committee. A lot of 
companies do this, if you do some service, you know, you do coaching, that you get to write off 
two hours off a month to do that. Insurance that isn’t so expensive for those after 2009, better 
dental insurance, multiple vote. Work anniversary gifts or bonus to make people feel valued. 
County fitness center, multiple people. Wellness center or discount to local gym. Tuition 
reimbursement would be huge, our SUNY and or CUNY are dying. They are so low in enrollment; 
I think they would work with us on that. Loan forgiveness for certificates and degrees that you 
want here and that you need here; it could be related to county departments, job titles. Paid lunch 
breaks, I am just throwing it out there. Healthy free lunches options, I’m telling you that companies 
do this. They have a meal cart come around every day and people get a ticket and they go to a 
food truck, it’s not a huge thing, but it values people. Opportunities for advancement in positions, 
either steps or promotion. Quarterly ½ days for health, Fridays were staff can take up to four hours 
to do something healthy. Once a month ½ day on Friday to do something fun, scavenger hunt, 
play outdoors, automated weekly trivia contests at the water cooler and a yearly wellness day 
featuring free 15-minute back massages. I know it’s kooky, but these are things that make people 
feel valued.  
 
MCNALLY: I get crazier stuff than that from my highway department.  
 
SAYWARD: Well one of my tips on my list was a lot of employees feel underappreciated, it’s 
huge. They do, they feel underappreciated.  
 
MCNALLY: This year I think our highway contract will not be getting a percentage increase. I think 
they’re going to get a wage adjustment.      
 
SAYWARD: We need to bring the step program back.  
 
RAND: Folks, if we could just have one conversation going that would be appreciated. It’s great 
ideas and I think we’re focusing more on the County’s retention problems than on townships, is 
that it?  
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BEERS: I mean that’s what I understood Shaun to say when he invited, but I could be wrong.  
 
RAND: It’s fine, we have that problem everywhere, but obviously here at the County it’s extremely 
important here, too, after hearing, what was it? How many positions are vacancies?  
 
MASCARENAS: 38, right now. Some have been vacant for some time.  
 
RAND: And would you say, if we have a daycare here would that help a lot?  
 
MASCARENAS; I can tell you just in the last, actually less than 12 months we’ve probably lost 
close to 10 people because or daycare.  
 
BEERS: I’ve lost 2 in my department.  
 
MASCARENAS: How many has Mike lost? 3 or 4 
 
SAYWARD: 4 or 5 
 
GIORDANO: Is it daycare or is it the balance between trying to afford daycare?  
 
SAYWARD: No 
 
MASCARENAS: There is no daycare.  
 
SAYWARD: I mean for the most part it’s lack of.  
 
BEERS: So, we tried it once and they’ll tell you this story, if you’ve been here long enough you 
would know. Years and year ago ACAP did it and they did it in Lewis and that’s not that far. ACAP 
did it and it wasn’t successful. People didn’t send their kids there and so, I mean only I heard, we 
tried it and it didn’t work.  
 
SAYWARD: It wasn’t the same.  
 
BEERS: It wasn’t done the right way and I don’t mean to, that’s critical of me, I wasn’t here, but 
everything, especially if you’re a mom, everything is about, is it a good place? Is the teacher 
good? Is it good staff? This or that and it did not have those components, I believe. So, people 
went and after a few times, it was like, no this is not what I want.  
 
MCNALLY: Was it a good participation?  
 
BEERS: I’m not sure, I believe there was initially. I can tell you, if you did a survey right now, if 
you asked, right now how many people employed here have kids from birth to 5, under 
kindergarten that would bring their kids to work and be able to have a daycare setting here, what 
would they value that on a scale from 1 to 10 say or 1 to 5, I think you’d get 5, 5, 5, 5, 5.  
 
SAYWARD: Out of 90+% of the employees that have children.  
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MCNALLY: Do you really think so? There’s that many young children?  
 
SAYWARD: 100%. That’s one of the biggest reasons we can’t keep people.  
 
LAWRENCE: It sounds like it’s evaluating the role of the employee benefit package, from the 
insurance to the daycare.  
 
SAYWARD: To the wage 
 
LAWRENCE: To the wages and taking a look at that and making a recommendation and then the 
other thing, are there people out there that could fill these jobs or is there just not even the bodies? 
And then how do you attract those bodies into the region or from one county into another to fill 
these jobs. I think it’s two pieces, one is to evaluate the whole package. It sounds like it falls short 
from being a competitive nature, because these jobs at the county, although they’re government 
jobs they’re still, it’s still an industry where there’s a comparison. So, it sounds like compared to 
other counties you might not be as strong as it could be. 
And then I think that the reality of the world that we live in is those flexible schedules and working 
from home, those are reality.  
 
SAYWARD: Reality now 
 
LAWRENCE: And people gravitate towards those and they will gravitate towards those even if it’s 
a little bit less money. We have somebody working from home right now. He’s our data analysis, 
his wife works full time, he’s at home, his oldest is a 5-year old, goes to school, he’s at home with 
a 2-year old and comes in for, whatever 2 days a week and then he works during the 2 hours of 
nap time and then he works when his wife gets home at 3:30 and then he works again at night. 
He gets more done than a lot of people that come to the office twice a week.  
 
BEERS: That is not something that this Board has wanted, just so you know.  
 
LAWRENCE: Listen, it’s very hard  
 
BEERS: I agree and there’s an idea that you don’t work from home.  
 
LAWRENCE: People don’t like change, right, sometimes not a lot goes on except the laundry and 
dinner planning where you’re working from home.  
 
MCNALLY: The positive about that is… 
 
MONTY: And what causes that Linda is the Facebook posts when those people are supposed to 
be working.  
 
MCNALLY: We saw how effective people could be during Covid working from home, but before 
that it was never proven. We have nobody to work, is our problem in town. I don’t know anybody 
that’s unemployed that’s employable. There’s a fine line there.  
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BEERS: Right 
 
MCNALLY: We have a couple of people that are not employed.  
 
LAWRENCE: But we do have assets right now that people would want to live in this region to 
have. We should strike while the iron is hot. People are still in the Covid mindset and we have 
assets that people are attracted to right now and it’s the outdoors and it’s the space and it is the 
fresh air and even if people don’t enjoy hiking and outings they just like the idea of not being, you 
know on top of each other.  
 
GIORDANO: I always like to go to the facts, because it’s hard, there’s a lot of good ideas here, a 
lot of speculation of these things and a lot of comments. Ti recently went through the process of 
reevaluating their pay rate schedule, in fact they never had a pay rate schedule, you always paid 
anyone starting a new job, part time always came in at the same flat rate of regardless of whether 
you were clerk or you were doing something else. I guess there’s a way from a holistic standpoint 
that we can, the list, Linda you had there’s a lot of things that are part of the discussion, daycare 
to opportunities to go remote. There’s a way gather and assimilate that information, you know, 
divide, conquer and bring it back and then do some comparative analysis between Essex County 
and neighboring counties or other counties that are like Essex County to try and gather, like lack 
of daycare is an issue. How is it in other counties and where is it successful; right? We know that 
typical government jobs don’t pay as well as private industry jobs, however the benefits are usually 
much better. So, rather than compare just the salaries or the wage rates, we really need to look 
at true costs of labor; right? And see the benefit packages that are added to that. So, I don’t know, 
I know we’ve had conversations about this, because when we were going to try and figure out 
what the right pay is for a particular position, sometimes the data that you gather in the most 
towns is so ubiquitous that you can’t even utilize it without having a conversation with other towns 
to figure that out. So, one of the things that Ticonderoga did, because we had a consultant that 
was working with us, is do sort of an internal equity, external comparability. So, build a pay rate 
schedule based on the responsibilities, duties, you know all the things that go into a job and then 
break it out, layer it, schedule it within, you know the organization and then take those and 
compare it outside the County to see where those things match up. Because I know in the 
conversations that I have had with Mental Health and I am sure this is true with a lot of them, but 
only because of during Covid I was a liaison with Mental Health, when we try to attach a new 
person in that particular field they are already handicapped because they’re coming in at a lesser 
rate of pay than what everyone else is, because of that contract of 2009 and after, plus the other 
things. So, naturally they’re not inclined to want to stay because you have to wait 10 years.  
 
LAWRENCE: So, it sounds like an internal audit to start?  
 
GIORDANO: Yeah 
 
LAWRENCE: I’ll have to see where you are and then in comparison.  
 
BEERS: So, Jen has union graded positions.  
 
MASCARENAS: Right, so I believe that those are on scale of what the requirements and the job 
duties should be, but as comparing them to other counties.  
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BEERS: So, for me I hire registered nurses and nurses have a salary.  
 
MCNALLY: A lot of this comes back to Tier 6 retirement.  
 
SAYWARD: Tier 6 is terrible.  
 
MCNALLY: You’ve got to work until your 62, you’ve got to contribute the entire time.  
 
GIORDANO: I would say this is a nurture, nature issue, too. I mean a lot of the issues that we’re 
seeing in the communities are not the same, are related to just community dynamic.  
 
MCNALLY: If we go around the table, do any of our kids work local any longer?  
 
BEERS: I have three, one is a pediatrician in Ticonderoga.  
 
MCNALLY: Yeah, my kids left the area and never came back.  
 
SAYWARD: I have three and only one is here. They don’t live in the State and said they would 
never come back to New York State.  
 
BEERS: I will say this, I meet with schools every Tuesday and just had this conversation and out 
of the seniors and out of all the juniors, just to be really clear, not one of those children don’t have 
a job, none of them are sitting home or what anybody thinks that they’re all lazy and nobody wants 
to work. They all have jobs, there’s more jobs than there are students. So, you know if you have 
400 job openings and we’re graduating 20 kids and you expect those 20 kids to fill everybody’s 
job openings, it just cannot happen. So, in Schroon Lake all of our kids used to work at the beach, 
so my kids were life guards, and you know they all loved that, but now there’s 3 more restaurants 
in Schroon Lake, 3 more businesses that didn’t exist before, a lot of them are bussing and making 
more money on tips and getting a percentage of it, so they can sit at the beach take life guard 
lessons, do that, but there are unbelievable opportunities for them to have jobs in many other 
avenues. I just think it’s the supply and demand.  
 
MCNALLY: Well, Pitkin’s has 25 employees, one restaurant alone.  
 
BEERS: Yeah 
 
GIORDANO: The Mill I know had to reduce their criteria to allow people to come in. So, that tells 
you know what the available offerings are, I think. And they’re well paying, so it’s not a money 
issue, it’s something else. It’s kind of the nurture issue.  
 
BEERS: I agree; why do you want to come here? My kids are all millennials, that’s who we want 
to talk about. They don’t care about retirement. They believe that it won’t be there for them. They 
believe they’ll make their own future. What they want is flexible. What they want is those days 
were they can work from home. I know it’s crazy, but they look at a massage and say, I get a 
massage once a month. When I talk to my kids and say what about this job, what made you do 
it? And they’re like listen to this perk, they have a gym center that I can use once a month. Do 
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you use it? Doesn’t matter, because it’s available. You know, it’s the perception why you want to 
work here. These little things like offering people a wellness day 2 times a year. You can take it 
and it’s a matter of being valued. I think that we can make that happen to retain some of the 
people.  
 
MASCARENAS: So, can we also talk about how to get people? Because maybe the County HR 
or the towns we’re not reaching where we should be reaching, how we should be reaching them. 
I know we do social media; we do Facebook.  
 
LAWRENCE: But I also think when you get them, somebody’s interested and they come and they 
apply for jobs and you’re like, yes, I want to hire them and then they say, okay what’s available, 
where do I leave?  
 
MASCARENAS: Yes 
 
MCNALLY: Yeah 
 
LAWRENCE: That’s, I think, one of our number one issues is the housing.  
 
MCNALLY: I can’t imagine the problem in Lake Placid.  
 
LAWRENCE: The housing is number one, along with, you know what is there here for me to grow 
in my career or have some longevity?  
 
MASCARENAS: Right, we don’t have residency in Essex County. Clinton County has probably 
30+ people on their caseworker list and we can’t get 2. So, I mean what are they doing so different 
a ½ hour away then what we’re doing here in Essex County?  
 
MONTY: And we offered free testing.  
 
MASCARENAS: For a year and it made no difference.  
 
MONTY: And it made absolutely, zero.  
 
MCNALLY: Clinton County has a lot of housing. We have no housing.  
 
MONTY: We waived it for a little over a year and it did not increase the numbers one iota. So, 
people just, what it did increase was people not showing up.  
 
MASCARENAS: Yes 
 
MONTY: Because, if they’ve got to pay the $15.00 or whatever it is, they figure I paid and I better 
show up. So, what was happening is we’re ordering tests for 50 and 10 people show up, so we 
still got to pay for those 50 tests and stuff. So, we did it for a year hoping that it would bring up 
the numbers, which it did.  
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MCNALLY: They’re not moving to Minerva or half of these towns, probably more than that and 
getting a job for the government and affording a house. There’s no way.  
 
SAYWARD: No way 
 
MCNALLY: That’s not even a possibility.  
 
BEERS: When I took my job at the County I worked as a waitress on weekends and I cleaned a 
laundromat to take this job, because I wanted it. I came as the Director of Children’s Services and 
you started me as $36,000.00, I had 3 kids and already a mortgage. That was the only way I could 
do it and that’s a college degree.  
 
MCNALLY: And now you’re going to have the legalized marijuana is going to have an impact on 
the employees. Don’t fool yourself, it is, because there’s a safety side of the job and you’re not 
going to employ those people.  
 
BEERS: I think there’s some perception about them working here, I am just going to say it. I just 
had an opening for Children’s Services, it’s a basic 4-year degree thing, I had 4 applicants and I 
know there are a lot more that were taken off, because they didn’t really qualify, people flood that 
job, so it’s also about jobs. So, it’s working in early intervention, it’s working with kids, people like 
that and every one of those applicants you gave me were phenomenal. I mean phenomenal, so I 
do think when we interview people and they’re really good and I can’t use all four of them, perhaps 
it’s an opportunity for me to say are you aware of these other openings? I can’t hire all of you.  
 
MCNALLY: Well, the Sheriff’s Department has no problem with employees.  
 
MASCARENAS: The Sheriff’s Department, the Fish Hatchery for some reason. We get like 30 to 
40 applicants.  
 
MCNALLY: And the Sheriff’s Department has no problem getting applicants.  
 
BEERS: I mean I do with nurses and that’s an easy one, right, so the nurse comes in and says I 
can make $63,000.00 or make this and I did that. I took the whole package, so an average person 
that makes say $50,000.00, what’s the package you’re really getting? It like $86,000.00     
 
MASCARENAS: Yeah, with the health insurance.  
 
RAND: Those are more career ordinated jobs when you think about it, the Sheriff’s Department, 
the Fishery, I think that’s were people go.  
 
BEERS: People choose that profession.  
 
RAND: People go, I got a life career here and it’s a good thing, plus with good benefits and 
everything. We’ve all been through that where we’ve had opportunities with private companies 
and say the benefits here are pretty good with retirement and everything else. There aren’t very 
many local businesses in our town, at least, that provide retirement and vacation and so I think 
making the jobs appealing is one thing.  
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SAYWARD: The other plus for the Sheriff’s Department is they’re 25 years and out. They have 
25-year retirement.  
 
RAND: Exactly 
 
BEERS: Yes 
 
MONTY: But, there’s also a different stress level.  
 
SAYWARD: Correct 
 
MONTY: You’re looking at different stress.  
 
SAYWARD: Yeah 
 
BEERS: Say that to the DSS people.  
 
SAYWARD: I know that’s a huge draw. That’s a draw for younger kids.  
 
MCNALLY: And they work weekends and holidays.  
 
RAND: Is the paper, the mill is still attracting?  
 
GIORDANO: No, they’re having a very difficult time and you don’t have to have a high school 
degree anymore.  
 
SAYWARD: You don’t have to have a diploma.  
 
MCNALLY: Finch and Pryne is doing away with the drug testing, because they can’t find 
employees.  
 
SAYWARD: Yeah they did, they took it away.  
 
LAWRENCE: I am off to Saratoga for another meeting, I am sorry.  
 
RAND: Thank you MJ.  
 
GIORDANO: MJ, the data that you were talking about with the audit, what kind of data does 
ROOST have the ability to extract? If we were to gather the data to try and understand from the 
standpoint of our county compared to our counties?  
 
LAWRENCE: We don’t really have that data. We have more travel data. We had a call, so it was 
businesses with feedback, but there’s no real data on that. Could we create a survey? We 
definitely could.  
 
MCNALLY: Are your business staffed for the summer?  
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LAWRENCE: Oh no 
 
MCNALLY: Still problems?  
 
LAWRENCE: Serious problems, I mean there’s places that aren’t opening for lunch or certain 
days because they don’t have the staff.  
 
MCNALLY: Same thing with Glens Falls, Taco Bell closes at 9:00 on Friday nights and Saturday 
nights because they don’t have anybody after 9:00, because they’re too young to work after 9:00 
at night.  
 
LAWRENCE: Somebody in Plattsburgh was telling me that the Dunkin Donuts, was 5:00 or 
something or 6:00, because they don’t have the staff.  
 
MCNALLY: Yeah, that’s what is happening everywhere.  
 
BEERS: And then another thing I do caution is that the people that are working here, and Mountain 
Lake Services and then the people are working are working tons of hours and they’re feeling 
devalued and they’re dropping employees like flies. So, somewhere you have to have a balance 
to keep the people that we have. There’s the maintaining and the recruiting and the people stuck 
doing all the work are getting fed up.  
 
MCNALLY: The problem with government, is because we’re not for profit, it’s not like we can say 
at the end of the year to our Board, you know we had this much profit. What we have to do is we 
have to justify anything that we give away that costs money to our taxpayers; which is very difficult.  
 
MASCARENAS: Yes 
 
MCNALLY: I mean we don’t have a huge pot of money.  
 
BEERS: I don’t think it’s all about money.  
 
SAYWARD: It’s not our money.  
 
MCNALLY: But, when you’re doing daycare it’s going to cost somebody something.  
 
BEERS: They’re paying for it now.  
 
GIORDANO: But, if the productivity goes up because of the happiness and the fact that you’re 
taking care of stresses.  
 
BEERS: And people come here.  
 
GIORDANO: That’s, you can’t, none of these things you can argue until you have the data to look 
at it.  
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MCNALLY: What’s a nurse in Warren County make? A traveling nurse compared to here?  
 
BEERS: They’re similar. So, we pay all of us, any of the home health agencies that are county 
run, we pay nurses unbelievably low. Like literally they can start at $63,000.00 and we start them 
at $40,000.00, but if you’re working there, you’re going to work long shifts and weekends and 
holidays. There are very few nurses that get to work Monday through Friday and holidays and 
weekends off, that’s really the perk. It’s not that retirement and all that. They can get that at any 
hospital. It’s about the schedules for the nurses. 
 
MCNALLY: Law enforcement they transfer out of Essex County a lot.  
 
MONTY: We haven’t, since David has taken over there we haven’t lost many transferring to other 
agencies.  
 
MCNALLY: No? Because they were transferring down to Warren County.    
 
MONTY: Ti and Warren County, but since Dave has taken over and doing a better job at staffing 
management.  
 
BEERS: I understand.  
 
MCNALLY: Well, he’s being fair, I think.  
 
MONTY: Wouldn’t you agree, Jen?  
 
MASCARENAS: Yeah 
 
MONTY: But, I think overall what we’re looking at is the economy has grown faster than the 
workforce.  
 
BEERS: The population  
 
MONTY: That’s the bottom line. Our population has stayed the same or flat in Essex County yet 
we have all these businesses here still opening jobs up and things, but if you don’t have the 
people in the County you’re not going to fill those jobs.  
 
MCNALLY: That’s the baby boomers we are 62 to 75 that are getting out now. The baby boomer 
age is 62 to 72 and they’re starting to retire. I had 6 kids in my family, we had 2. You know 
everybody in town had 6-7 kids, now everybody has 1-2. It’s going to catch up with you.  
 
BEERS: Of course it is.  
 
RAND: You know what’s interesting though, in Lake Placid and that area people, when Covid hit, 
people were buying houses that they hadn’t even seen.  
 
BEERS: Absolutely.  
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RAND: Vermont, too. So, there is a trend that people want to come to rural areas.  
 
MERRIHEW: Do we have any data on whether… 
 
RAND: It’s a great area, the whole county.  
 
BEERS: But, they’re coming.  
 
MCNALLY: But the people that are building houses in Minerva are not full time residents.  
 
BEERS: Mine are, they are moving here full time and they are working from home.  
 
MCNALLY: They come for the skiing and the summer.  
 
BEERS: I know there’s a lot of people in Schroon Lake that are building houses for year around.  
 
MONTY: The majority that came here during Covid came here to get away from the situations 
they were in.  
 
BEERS: And, but they worked here.  
 
MONTY: But, they came here to get away from the situations they were in.  
 
MERRIHEW: But, are they going to be permanent? You know is there any data on that yet? There 
was a lot of sales in like Jay, Wilmington.  
 
MCNALLY: The people are permanent that come to Minerva that are 65 and above, 60 and above.  
 
BEERS: I agree, the people that are moving here, they want services, they want all kinds of stuff, 
they want restaurants, but they are not working.  
 
MERRIHEW: There were a lot of sales last year, they can’t all be old people. 
 
BEERS: They’re not working people?  
 
MERRIHEW: But, are they all just working from home at their old jobs?  
 
SAYWARD: At their old jobs, that’s another thing.  
 
RAND: One of the things that we have in Lake Placid, I can speak, obviously, I know what the 
issues and the problems are up there. We’re going to run the big events again, cut 20%, in Covid 
testing and you have to had Covid shots.  
 
BEERS: But, they gave a caveat that you can have a doctor’s note.  
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RAND: But, anyways so we’re going to be faced with you know being able to take care of them 
in restaurants and a lot of the people are really trying to gear up for it. So, it’s going to be an 
interesting summer for sure.  
But, my thought, I don’t want to keep everybody, as I said, all day, you know you have a much 
better feel for the County than I do and I appreciate all the good advice here and the one thing 
that I think, okay what can we do? There’s a lot of things that we really can’t do immediately, it’s 
a long time fix. But, from what I gathered this morning, you know the daycare is something that 
we could focus on. I don’t know how realistic it is, but it seems like that’s something that could 
take care of a lot of issues.  
 
MCNALLY: We should go with the low hanging fruit first as committee and decide to get away 
from that 2009 rule.  
 
MONTY: We’ve had this discussion Steve to add on to negotiations.  
 
MASCARENAS: Negotiations are this year.  
 
MCNALLY: That should be the first thing out of this committee is to do away with the discrepancy 
between the 2009 and after.  
 
BEERS: I agree.  
 
SAYWARD: And a step program and I understand that absolutely you are 1,000% right that that 
has to go, but you also have to do something for the people that have been here, but it’s going to 
cause a really bad stink.  
 
MCNALLY: What is? If you get rid of it?  
 
SAYWARD: No, it’s going to be fine if you get rid of it, but then you’re going to have to do 
something for those people that have been here 15 or longer years, because it’s going to cause 
an awful bad sting and you’ll see more people walk.  
 
MERRIHEW: Wouldn’t the step program take care of that though?  
 
SAYWARD: It would, if it would be a complete overall change.  
 
MONTY: Do that, get rid of that, but then put steps back in, which I have been saying.  
 
MCNALLY: We got to start somewhere and that’s a perfect start.  
 
SAYWARD: That’s where you have to start is do away with the 2009 and put a step system in 
place.  
 
MONTY: Negotiations are coming up.  
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GIORDANO: This there some longevity pay, longevity still? So, that could be eliminated, too to 
make up to allow for the steps, too? Because Ti kind of did that, Ti went to basically a market 
analysis and eliminated longevity, but in the process was able to raise rates.  
 
MCNALLY: Joe, want did your payroll go up with all these implementations?  
 
GIORDANO: We dropped our taxes 7% the first year, because we were over taxing.  
 
MCNALLY: But, what did your payroll increase?  
 
GIORDANO: So, basically looking at the data helped us to understand… 
 
MCNALLY: What did your overall payroll increase? Do you have a percentage on that when you 
made these changes?  
 
GIORDANO: I would have to go back and look at that.  
 
BEERS: I can only tell you how much money is in the budget for these positions not hired. The 
money exists and sits there. 30 something positions, right now that aren’t being paid. There’s a 
ton of money in unpaid jobs. I have it in my budget. I’ve had positions that I haven’t filled in a year 
and so $38,000.00, $60,000.00 in the kitty that sits there waiting for somebody to hire. I mean 
there’s money.  
 
MONTY: Are you willing to sacrifice those positions down the road?  
 
BEERS: No, I’m not.  
 
MONTY: There you go.  
 
BEERS: Well, no, I’m saying when you’re asking if they were filled, because people would take 
them. I think there’s a ying and yang. I believe if we could fill those positions people would come 
if there wasn’t a 2009 glitch.  
 
MONTY: And we are looking at that, like Wendy said, but we’ve got to do something for those 
others who have been here for 20 years who are now going to be put on equal footing as that 
person walking through the door.  
 
MASCARENAS: That’s what the step program takes care of.  
 
MERRIHEW: So, a 15-year employee makes more.  
 
SAYWARD: Absolutely, that’s what we’re saying.  
 
MCNALLY: If you change it now you’re going to be dealing with people in a 12-year span.  
 
BEERS: I just want to say that when I came here and I asked Dan about steps, Dan Palmer and 
he said years ago the County… 
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SAYWARD: When I first started there were steps.  
 
BEERS: There’s a bunch of things with steps, so Clinton does steps, so they did one, two, three; 
which means the entry level position was lower. So, what they did, my understanding was the 
county took one step and three step. They added all the money together, divided it and made an 
equal pay, so everybody was equitably being paid, because at the end of the day, regardless of 
how many years you’re here, your job description is the same as the other person’s and people 
can argue I’ve been here 15 years, but your job description for the person walking in the door is 
the same as the person who’s been here 15 years.  
 
GIORDANO: Just to use an example, if you started as an account clerk, you can work to a senior 
account clerk, principle account clerk. That’s already been built in to be inherent within the system. 
 
MERRIHEW: Well, like in our office we have like 6 or 7 recording clerks, there’s a limited amount 
of, you can’t make everyone a principle recording clerk. So, what do you do with the recording 
clerk that’s worked for 10 years and is waiting for the principal to retire out? They’re making the 
same amount of money as somebody’s who is hired in off the street with 10 years’ experience. 
It’s kind of hard.   
 
GIORDANO: Yeah 
 
MONTY: Steps, when I was hired by New York State and I was hired at $11,000.00 doing the 
same job as that man with 25 years, the exact same job, yet he was making $50,000.00 a year 
and I am doing the same exact job, walking side by side, but they had the steps.  
 
SAYWARD: But he had earned the money, because he had been there for 20 years.  
 
MONTY: But, because he had earned the time he was paid for his loyalty to stick around.  
We understand that, we understand that. We talked about, again at contract negotiations. This 
will be my 3rd one that I’ve been involved in and we have it on the table. We just need to get more 
support.  
 
BEERS: Let me understand, so you’re talking steps specifically, only based on time and nothing 
to do with quality of work?  
 
MONTY: That’s up to the supervisors that do the evaluation. If they get a poor evaluation the 
potential for them not to get that raise would be possible. But, getting every department head and 
every supervisor to do the same evaluation is going to be almost impossible, because nobody 
wants to be the bad person.  
 
MASCARENAS: So, as a government our hands are kind of tied, because we negotiate the salary. 
Everything that we are talking about has to be negotiated and voted on at the Union and 
management.  
 
MONTY: And Wendy’s membership has to vote on it and the Board of Supervisors.  
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GIORDANO: And it’s not performance based, that’s the other issue. That’s the challenge.  
 
MONTY: Well, it is, Joe, if you read the personnel policy, it is performance based, but I can 
guarantee you out of 12 department heads I’d be surprised if we got 7 that do evaluations every 
year.   
 
MCNALLY: But, does everyone get the same raise every year, pretty much?  
 
MASCARENAS: Yes 
 
GIORDANO: Raises are not based on performance; they’re based on the union contract. 
 
MONTY: But, it can be performance based if you do the evaluation and they don’t merit the raise, 
you can say so.  
 
GIORDANO: No, I don’t think so.  
 
MCNALLY: They’re under contract, they get an automatic raise.  
 
RAND: Union you follow what they’re signing.  
 
GIORDANO: I’ve been through this.  
 
SAYWARD: The other thing is job duties have changed over the years that have not been looked 
at.  
 
GIORDANO: So, you’re not going to get a perfect system, but the things that are on that list, that 
you talked about before, help to mellow out and provide some, it’s like the arguments that happen 
out here at the Board of Supervisors, one town takes advantage of one particular department, 
because it has a real need for that and other towns don’t. We’ve had this discussion with EMS; 
right? Certain towns are really using it, other ones aren’t. Where is the equality in that? Well there 
isn’t because you know switch the tables, now you’re talking DSS, you talk Mental Health, you 
talk, you know Public Health. Every different town is pulling different amounts. So, there isn’t going 
to be an actual solution here as far as something that’s going to be clear across the board, but I 
think there are some steps we can do, low hanging fruit idea and some of these other things, 
initially, like finding some small term items, but also then looking at the data, because I think the 
data shows if you can do that, and in your thing you have multiple votes, so I assume that was 
people within the office?  
 
BEERS: 58 employees 
 
MCNALLY: I dislike losing 35 to 45-year old people.  
 
GIORDANO: I agree 
 
MCNALLY: You know what I mean, that have been here for 8-10 years.  
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BEERS: So, maybe we should go back to doing exit interviews.  
 
GIORDANO: Do we do exit interviews?  
 
MASCARENAS: We do exit interviews if they’re requested.  
 
SAYWARD: I know some people have requested them and they were told no.  
 
GIORDANO: That doesn’t mean that they’re going to give you the honest reason as to why they’re 
leaving.  
 
MCNALLY: But, you know even the cost, like you get a 2% raise, but your health insurance goes 
up 3% a year, so you never really get ahead.  
 
BEERS: Well, here’s the thing we’re just stealing from one another. I feel like that every time 
somebody steals one of my employees.  
 
SAYWARD: I do know that when you guys did the departmental audit for us, it actually felt really 
good, because we got to say things that we couldn’t say to certain people and it felt really good. 
So, there’s another thing, maybe you need to talk to the employees that have that opportunity to 
not have something come back against them.  
 
BEERA: I think there’s a lot of low laying fruit for retaining.  
 
MCNALLY: I think the retention is the number one thing, not losing another person.  
 
BEERS: So, there’s a lot of simple things.  
 
MCNALLY: Well that 2009 would go a long way in that.  
 
BEERS: That’s a huge thing, but what about offering people flexibility in their schedule?  
 
MCNALLY: That should be up to the department heads?  
 
BEERS: But, it’s not. I am told I cannot to it.  
 
MASCARENAS: It’s in the contract.  
 
BEERS: I cannot do it. They cannot work from home.  
 
MCNALLY: State Farm Insurance in Ballston Spa has 1,200 employees, they closed down for 
Covid and less than a 1/3rd of the employees are coming back to the building, they’re all going to 
work from home.  
 
MERRIHEW: There are a lot of jobs we can’t do from home.  
 
MASCARENAS: Exactly 
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MERRIHEW: We can’t do any of our work from home.  
 
MASCARENAS: I mean how can I tell, or any department head tell one person they can work 
from home, but then you have correction officers, deputies?  
 
BEERS: Because it’s different job descriptions.  
 
MASCARENAS: Caseworkers, emergency services that can’t work from home.  
 
BEERS: I think you can do that, I do. It happens all over in businesses.  
 
MASCARENAS: I understand that you think you can, but Wendy is going to have 14 calls as soon 
as it happens.  
 
MONTY: Just briefly on the daycare issue. I think daycare is a huge issue, but you got to 
remember the licensing is so difficult for people to get daycare.  
 
SAYWARD: Private, yeah 
 
MONTY: There’s several, there’s a lot of daycare out there that aren’t licensed and the kids are 
in jeopardy, I’m not saying they’re bad daycares, but the liability issue because there’s a lot of 
unlicensed daycares out there and the process of being on the Board at ACAP, I know what the 
process is for one of us to try and get a license, you got to jump through hoops to get it and it’s 
not a bad thing, I’m not saying it’s a bad thing, but it’s protection for all, protection for the provider, 
as well as for the children and that’s what we want. The State is making that almost impossible 
for anybody to go in and get a license and it’s now, it’s gone up to almost an 18-month process 
for them, because everybody in Albany is still working from home and stuff. But, I said all along, 
I think a countywide daycare of some type would be essential to retaining some of our younger 
employees. I think that’s a great idea. We talked about it the last contract. I think it’s something to 
consider looking at. There’s potential that it could come sooner than later with something that are 
on the table and I think a solution there, if we could find a spot, I’m quite sure ACAP would 
probably run it under a contract similar to what we do with the nutrition program.  
 
BEERS: Or, I’m just going to throw it out there, or we also offer it out to bid, because ACAP ran it 
before and it wasn’t valued.  
 
MONTY: No, it was valued here, Linda, but there was regulations. I know you have an issue with 
ACAP, so we’ll leave it at that.  
 
BEERS: No, I don’t. I think they’re wonderful.  
 
MONTY: I just want you to know that I think that’s important.  
 
MCNALLY: I think for it to be ran, it needs to be in Elizabethtown, close to this building.  
 
MASCARENAS: Right 
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SAYWARD: Absolutely, it needs to be here at the complex, somewhere.  
 
MONTY: It makes no sense to run it in some other town.  
 
SAYWARD: Yeah, it needs to be in the complex-ish.  
 
BEERS: Buy the school.  
 
RAND: Now many, just gut feeling, how many people would bring their kinds? How many kids 
would, per day?  
 
SAYWARD: I think you’d have more kids than you’d have room for. Don’t you?  
 
MASCARENAS: Probably 
 
RAND: Different ages?  
 
MERRIHEW: I have an employee that’s not sure if she can come back to work in July or 
September, depending on when another kid goes to school, because her daycare provider is 
booked up.  
 
MASCARENAS: And they’re planning on when they can have children around openings.  
 
MERRIHEW: My last child I found out I was pregnant and called the daycare provider and was 
like you hold my spot.  
 
SAYWARD: Yeah, immediately, you have to.  
 
RAND: And then there’s different levels of daycare.  
 
MCNALLY: And then you also have adult daycare which is a problem. There are people that are 
retiring to take care of their parents.  
 
RAND: When I was at Whiteface we had daycare there.  
 
SAYWARD: And it was utilized?  
 
RAND: It was utilized all the time.  
 
SAYWARD: It would be full all the time.  
 
MERRIHEW: My son goes to the pre-school in Lewis and he’s the only, there’s 2 kids from the 
Boquet Valley School District the rest bring their kids from all over.  
 
MCNALLY: So, are they going to be ACAP employees or County employees?  
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SAYWARD: County I would say?  
 
MONTY: You would let the program decide. I just threw that out there.  
 
MERRIHEW: How are you going to find employees?  
 
SAYWARD: I would say County, but maybe until that could happen.   
 
RAND: I would say all part of the County. Seems like, if that’s possible, just another department.  
 
SAYWARD: Now how would that work with licensing? The County with the daycare?  
 
MONTY: The County would be the licensee. The County would have to provide all the training, 
all the education.  
 
MCNALLY: Then you’re going to have to run some sort of food program, so you need a facility 
that has a kitchen.  
 
SAYWARD: Which that would be ideal over there.  
 
MCNALLY: Yeah 
 
BEERS: I could get some data.  
 
GIORDANO: I think data would be a great thing.  
 
BEERS: Jen, could you get the data on what are the positions that are least likely to fill, does that 
make sense? Or the hardest to fill? Or are they degree positions? Are they the 4-year degrees, 
the 2-year degrees?  
 
MASCARENAS: I can tell you right now it’s; caseworkers, psychiatric social workers, truck drivers. 
Those are the three hardest.  
 
GIORDANO: Can you grab those and compare them to other counties just to see how they marry 
up?  
 
MASCARENAS: Yes 
 
GIORDANO: Because those, like you said internal equities is already set, established based on 
your criteria, based on the scoring, but just comparing to other counties.  
 
MCNALLY: The truck drivers are a nationwide epidemic.  
 
MASCARENAS: Yes 
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GIORDANO: But, I think the data is and communicating and the information you provided and the 
internal survey would help to get, I mean we have a lot of ideas here, but obviously we need a 
group.  
 
SAYWARD: So, if you would like the union can do a daycare survey. Would you like us to put out 
a daycare survey?  
 
RAND: Yes, that would be great.  
 
BEERS: Let me help you get some questions.  
 
SAYWARD: Right, that would be great.  
 
MCNALLY: Please do not imply any promise of daycare.  
 
BEERS: No, we wouldn’t. We did one before.  
 
RAND: Follow through and see what we come up with.  
 
MCNALLY: But, I think that 2009 is our first thing we have to go after.  
 
RAND: Yeah, that’s fine, but at the same time, keep something that’s worth working for.  
 
BEERS: I am saying to you I really don’t believe it’s all about the wages. I’m telling you when I 
talk to my son and he’s really looking at a job and evaluates it.  
 
MASCARENAS: They evaluate their time more than they do.  
 
BEERS: He does, he doesn’t just compare the salary.  
 
MCNALLY: A lot of businesses are cutting their hours because they don’t want to lose the 
employees they have.  
 
RAND: How does, we’ll have another meeting in two weeks; does that make sense?  
I’ll send out an email. What would be helpful, too is if everybody could just make a few notes and 
send them to me as to what the next steps for each individual would be or what you think is very 
important and just kind of an outline.  
 
SAYWARD: We’ll get a survey and I’ll bring it to the next one before we sent out.  
 
RAND: That would be good.  
 
BEERS: Recruiting people is one thing, retaining the people that are here and one of the things 
that my staff said and it doesn’t cost a lot is recognizing somebody on their year anniversary. I 
know we do 5 and 10 you get a pin, what would it take? They’re not asking for a lot, maybe an 
ice cream cone; right? But somebody to say, hey you worked here and here congratulations, 
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you’ve been here 5 years, congratulations. People like that and we’ve got to be better in treating 
our employees better.  
 
MCNALLY: Maybe you put out a newsletter quarterly just saying who’s been here and how long.  
 
BEERS: People love newsletters, I don’t know how it is exactly.  
 
MCNALLY: And who’s going to do that?  
 
RAND: Yeah, just email me your thoughts, if you could. I’m not saying a book or anything, but 
what you think is important, because you know to tell you the truth I think what you’re bringing 
forward and the staff that’s been here a long time in the most important. I just got this assignment.  
 
 
 
AS THERE WAS NO FURTHER BUSINESS TO COME BEFORE THIS RETENTION AND 
RECRUITING TASK FORCE, IT WAS ADJOURNED AT 1:05 PM.  
 
 
Respectively Submitted,  
 
 
Dina L. Garvey, Deputy 
Clerk of the Board 


