
Recruiting and Retention Task Force 
Monday, June 21, 2021 - 11:00 PM 

 
Jay Rand - Chairman 
 
Chairman Rand called this task force to order at am with the following in attendance: Joe 
Giordano, Steve McNally, Tom Scozzafava, Jay Rand, Wendy Sayward, Chelsea Merrihew, Jen 
Mascarenas. Linda Beers had been previously excused. Jim Monty was absent. 
 
Also present: Dina Garvey.  
 
News Media present: Tim Rowlands - Sun Community News 
 
RAND: We’ll call this task force to order and I did send out a little agenda, hopefully everybody 
got a chance to review the meeting minutes. There was a lot of good material in there and certainly 
a lot of great points to work toward. I think it’s a very difficult issue for Essex County and for all 
the townships, as well, we all have different problems and last, at the last meeting, we kind of 
started off with an overview of I think some of the issues, basically in some of the townships like 
Lake Placid, and Wilmington and the J1s; which obviously was brought up, doesn’t really effect 
other townships as much as it does us. So, I appreciate those comments and I’m sure everybody 
had a chance to review the June 7th meeting minutes, so I won’t go over them, but I do have a 
short agenda there and; which after going through them myself I thought, maybe it would be good 
to just quickly review that. 
Recruiting/retention of Essex County employees; I heard this morning it went from 38 to 45 
positions that are now open.  
 
MASCARENAS: Yes 
 
RAND: Wow, definitely we have a problem. People make more money sitting at home was brought 
out, unemployment benefits needs to be looked at. Standards lowered at Ti, no diploma, even no 
high school diploma was needed to apply for a job. Tier 6 is an issue, not helping. Baby boomers 
retiring, 62-65 year olds. 35-45 year olds leaving for better jobs, that’s a big one and we need to 
figure out how to keep here. We have a massive daycare issue. I think that was one of the 
strongest points that was brought out. The 209 step system; which I have to learn a little bit more 
about and we’ll try to get more personal information on that, so I understand it better. But, 
definitely, I’ve worked with unions before, so I can understand where that’s coming from and I 
believe the next union contract is this next year. So, maybe that could be addressed there. What 
can we do now to address all this, I guess what we’re trying to get to? Some of the benefits, I 
mean we have a great county and a beautiful place to live, fresh air, outdoor activities, safe 
environment, great place to raise a family and it’s probably more appealing now with the 
pandemic, the Covid pandemic after going through that, because we certainly have a lot of people 
trying to move up here and as I said, I think before in our last meeting, even people that are buying 
real estate up here and they haven’t even seen it and the same with Vermont. So, definitely a 
trend to try and move to more rural environments. So, another thing I think we’ve got to get to is 
how do we promote these assets, how do we get that word out? And what are some of the issues 
that we need to fix up at the same time and the big ones that I came up with; eliminate the 209 
and put step system in place. It’s a union issue as I just mentioned. That seemed to be, I think 
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Steve, you brought that up, amongst other people. The need to get away from discrepancies. 
Need data analysis between neighboring counties and others and I think Joe, you brought that up 
strongly, so we have to talk about that a little bit to get data on true labor costs. Build pay rate 
schedule based on responsibilities, internal equity and external comparability and we need to do 
something for long term employees.  
Those are the things, the messages that were brought out to me the strongest and I guess we 
have to figure out where we go from here. Jen, I believe you were going to work on union graded 
positions?  
 
MASCARENAS: Well, I can’t do anything about the positions that are already graded, but we 
have done surveys on positions that we have had difficulty on recruiting for and we’re right there 
salary wise with all the other counties.  I mean I can provide all that, but it would be lengthy for all 
the positions that we have in the county. For the ones that are difficult, our caseworkers, our 
psychiatric social workers, I mean they’re not far off the neighboring counties.  
 
RAND: What would be your suggestion? How do we approach an internal audit that makes sense, 
and what do we need? It was brought up, but we never really specified, I think where it is that we 
want to go with it.  
 
SCOZZAFAVA: What is the 209 issue, is that where employees hired to a certain date?  
 
SAYWARD: Yes 
 
GIORDANO: Oh, 2009.  
 
SAYWARD: Yes, 2009 
 
SCOZZAFAVA: 2009, which I think… 
 
MCNALLY: But, there is a provision that after 5 years as an employee.  
 
SAYWARD: 7 
 
MCNALLY: After 7 you go up to that initial rate prior to 2009 and then after 10 years you go up to 
the remaining.  
 
MERRIHEW: They’re paying more for their health insurance, also.  
 
SCOZZAFAVA: Exactly and I think that, I said it at the time… 
 
MASCARENAS: They’re paying way more for health insurance.  
 
SCOZZAFAVA: I said it at the time, Wendy you probably remember and then you went from Tier 
4 to Tier 5 to Tier 6. So, the incentives aren’t there any longer for public employees. I’ve had 
discussions with personnel at International Paper Company, in fact years ago, the unions down 
there did the same thing. We’re going to take care of those that are working and the people come 
are going to come in and start at a different rate. So, when you have a good work force out there 
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and it wasn’t an issue. Now, we’re seeing that it is an issue and I think that’s a big part of our 
issue is every job description that you read when we’re trying to recruit clearly states on there, 
hired prior to you get this rate, hired after you get this rate and you know I think that’s a detriment 
to trying to recruit. I understand that’s a union issue and would have to be negotiated. Wendy 
made a good point in regards to health insurance, the same situation goes on there. I think we 
have some employees paying 14%. 
 
MASCARENAS: 12%, 14% and then the new employees 20%.  
 
SCOZZAFAVA: So, that, so you got a new employee starting at a lesser rate than an employee 
that’s been here, they get hired, now they’re going to be paying 2% or 3% more for their health 
insurance. So, I think all those factor in to part of our problem, although we know it’s a national 
problem with recruitment, but I think these are some of the things that we really need to address.  
The, I think the retention, you mentioned 62 years of age. Employees at Tier 3 and Tier 4 can get 
out at 55 if they 30 years of service and I believe we have a number of employees here that have 
30 years of service, so that’s going to leave a huge gap.  
A think a longevity system should probably be put in place.  
 
SAYWARD: We get longevity payments, but they’re...  
 
SCOZZAFAVA: Yeah, in Moriah we went through the same thing and we increased longevity, 
where you’ve got an employee who’s been there 20, 25, 30 years, you know longevity it’s not 
always appreciation, but it holds those employees longer than 55 years of age.  
But I think in regards to the County we really need to look at that difference in pay and I think we 
need to look at the difference in health insurance, because I think that’s a detriment to us.  
 
GIORDANO: Can I piggyback off of that? So, the history?  
 
MCNALLY: I got the history on that, in 2009 the reason that was implemented was because we 
had a 23% budget shortfall. The previous administrations had spent all their fund balances and 
we were up against the wall with 23% and of course at that time the unemployment was a lot 
higher, so it was a quick fix, but the thing to consider about that is, if you were to change that and 
put everybody up there; which is fair, because you’re doing to same job as the guy hired 10 years 
ago, if you’re doing the same job; which is fair. The only thing is every employee from 2009, after 
2009 you’re going to have to increase their rates. So, I am sure it would help the recruitment and 
probably retention, but it’s going to be costly. So, it would take some more research to find out 
what that cost is going to be.  
 
SCOZZAFAVA: It’s going to be more costly if you can’t fill the positions.  
 
MCNALLY: I understand that, but we also have to consider that.  
 
GIORDANO: I guess my question is where are we heading in the future; right? If pay rates are a 
certain rate for a particular position, health insurance is a certain percentage and then the idea is 
to, is it mandates by the State or by whoever to keep pushing, pushing, pushing the cost shifting 
from the employer to the employee, where is the breaking point or is this it and then to your point, 
Steve and Tom about fairness. How do you build equality back into the system? Because you can 
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only go so far there is a certain point in which this cost shifting, let’s say for health insurance, I 
don’t know if it was 10, 15, 20 years ago, but it’s about 20%, right?  
 
SCOZZAFAVA: The highest rate?  
 
MASCARENAS: 20% 
 
MCNALLY: Well, I think that should be across the board one rate.  
 
GIORDANO: But then it comes back to the question of longevity and services for the public sector, 
there is no meratocity; right? You know so your meratocity, so to speak, is your years of service 
and you get longevity whereas in the private sector you’re evaluated based on your performance 
and we do evaluations, but we don’t really base it on performance. Maybe the whole system 
needs to be looked at with a long term approach in mind, not just a short term issue of retention 
and recruitment, but I am just thinking from the town’s perspective, too, we have done the same 
thing. New employees that are hired come in at the same pay rate for the most part, because a 
lot of them are union positions, and that’s their job for MEO or an operator or whatever, but their 
costs for health insurance is more.  
 
MCNALLY: Percentage?  
 
GIORDANO: A percentage, yeah.  
 
MCNALLY: You raise the percentage on the new hirees?  
 
GIORDANO: Yeah, their contribution.  
 
MCNALLY: That’s an easy thing to rectify, we use the same rate for every employee. They’re all 
getting the same benefit.   
 
RAND: That’s an issue in a lot of places.  
 
GIORDANO: The philosophy is as the existing workforce retires, slowly you’re getting to where 
the health insurance rates are maybe comparable, not comparable, but closer to what private 
would be, because that’s the whole tax cap, you’ve only got a certain threshold of money and the 
unknown of how much health insurance will increase, you’re left with eliminating workforce or 
finding how to slowly get the right balance of what the employer should pay in health insurance 
and what the employee should and I think that’s the philosophy that I think pertains to why you 
do that; right?  So, as you have those that through attrition and those hirees.  
 
MCNALLY: Jen, this Covid has probably amplified our situation, but prior to Covid do you start 
seeing that applicants were down?  
 
MASCARENAS: Yes 
 
MCNALLY: So, this isn’t all based on Covid?  
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MASCARENAS: No, this isn’t Covid.  
 
MCNALLY: The Tier 6 is really… 
 
SCOZZAFAVA: The Tier 6, also.  
 
MCNALLY: There’s a Tier 5.  
 
SAYWARD: Yeah, Tier 5 isn’t better, really.  
 
RAND: So, what’s the answer to that?  
 
GIORDANO: What’s the Tier 6, you’re contributing more to your retirement; right?  
 
MCNALLY: Tier 6 you can’t retirement until you’re 62 and you’ve got to contribute the entire time. 
Tier 4, you can retire at 55.  
 
SAYWARD: Plus, your retirement on Tier 6 is based on the last 10 years of service and no 
overtime, just your flat salary. It’s not your 3 highest years.  
 
SCOZZAFAVA: And you get to retire when you’re about 80.  
 
SAYWARD: The average of the last 10, base salary. It’s not good.  
 
SCOZZAFAVA: Do we have many Tier 5s or 6s?  
 
MASCARENAS: Yeah 
 
MCNALLY: Anybody in the last 7 or 8 years.  
 
SAYWARD: Yeah 
 
MASCARENAS: Since 2009.  
 
SAYWARD: It all happened at the same time.  
 
GIORDANO: Do we have deferred compensation?  
 
MASCARENAS: We do.  
 
GIORDANO: Yeah, I mean a lot of employers are doing that; where it’s no longer based on the 
company’s going to pay for their retirement, but now there’s an impetus on the employee to 
contribute to their 401K for that, so maybe if there was an opportunity for a county match. I don’t 
know, I am just throwing some stuff out there in terms of Tier 6, if the Tier 6 is such a determent 
to recruitment. I think that’s the whole idea of the individual retirement is it puts the ownness on 
the individual to be mindful of how to build up their own retirement rather than relying on the 
employer to provide it.  
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SCOZZAFAVA: It’s not just the County that’s feeling this impact. We just advertised two-part time 
transfer station attendants and two of the them we hired and one is 58 years of age and the other 
is 65. I’m just saying, it’s an issue. The schools are having the same difficulty recruiting, the State 
of New York, if you go on their website, see the number of positions that they have open.  
 
RAND: It’s a nationwide problem.  
 
SCOZZAFAVA: Yeah, I mean retention, to keep them is the bigger issue.  
 
SAYWARD: It’s harder.  
 
SCOZZAFAVA: It is, right now I think we need to really focus on retention. We have a lot of 
employees that are Tier 3, they hit 55, they have 30 years of service, goodbye.  
 
RAND: I think that’s a good suggestion when you look into this. How does the union negotiations 
work? Who is on that committee? Is it staff? Is it any board members?  
 
SAYWARD: Each side picks their own committee. Usually it’s supervisors and some department 
heads.  
 
RAND: Okay  
 
SCOZZAFAVA: They’re appointed by the Chairman.  
 
SAYWARD: Jen, the County Attorney and we have our people. We try to get people, I try and 
have somebody from Public Health, somebody from Social Services, the bigger departments.  
 
RAND: So, that could be the 209 issue, could be addressed.  
 
SAYWARD: I think we could also do Labor Management and we could do an MOU.  
 
SCOZZAFAVA: Is there a reopening of the contract? When does the contract run out?  
 
SAYWARD: It runs out the end of this year.  
 
SCOZZAFAVA: This year.  
 
SAYWARD: But, I did talk to Shaun and Dan, prior to all this, I mean we knew this was an issue, 
but prior to all of this, we were thinking of letting it rollover a year, because it’s the same year as 
the Sheriff’s and we don’t want to be negotiating two contracts in the same year all the time.  
 
SCOZZAFAVA: But, we wanted to address an issue, like this 2009 issue?  
 
SAYWARD: We can just do labor management.  
 
SCOZZAFAVA: Through Labor Management and amend the contract.  
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SAYWARD: And then we can amend the contract. I mean, because our thinking was it is way too 
hard to try and negotiate two contracts in the same year. It is just impossible.  
 
RAND: So, to clarify, can the Labor Management 2009 issue, can be presented at the union, the 
next union negotiations; right?  
 
SAYWARD: Yeah 
 
RAND: And do we need to have a small… 
 
SCOZZAFAVA: There is a Labor Management Committee.  
 
RAND: There is; okay. Okay, who’s on that.  
 
SCOZZAFAVA: I think some of this issue could go to Labor Management.  
 
RAND: Yeah, I think that’s what we’re getting to.  
 
GARVEY: Joe Pete Wilson, Roy Holzer, Shaun, Jim Monty, Steve McNally and Dan Palmer.  
 
RAND: I think that would be a good first step, maybe to have at our next meeting one or two of 
those folks here and express our concerns and just get them thinking ahead a little bit, so we can 
try and address that. Those are good suggestions. Any other comments?  
 
MASCARENAS: Just so I’m clear, because I can run the numbers. Are we talking about bringing 
all the employees that are hired after 2009 to the prior to 2009 rate?  
 
RAND: I think so.  
 
SAYWARD: All I know is that’s going to cause a whole big mess with the other people. The before 
the 2009. 
 
MCNALLY: It’s going to costly.  
 
MERRIHEW: Yeah, where’s mine.  
 
SAYWARD: Right, it’s going to cause an issue.  
 
RAND: It has to be thought out.  
 
SCOZZAFAVA: Certainly you don’t want to take away from employees that have been here. 
We’ve got to do it in a way that’s fair and equable and also help this County recruit employees 
and retain them.   
 
MERRIHEW: I would be interested to know, Jen, how many other counties use step programs. It 
seems like a lot of the other county clerks I talk to they have steps.  
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MASCARENAS: I think probably all of them.  
 
SAYWARD: Probably all and that was taken out, I’ve been here 27 years in September and only 
one year I had the step system, 26 years ago.  
 
SCOZZAFAVA: We abolished it in the early ‘90s. The State, if you read the State contract for 
State employees and I got to tell you, they got a pretty good contract put together with a lot of 
fairness and equity in it, with the step system, grade system.  
 
MASCARENAS: There are also some counties that give incentives for hard to fill positions, your 
case workers, your psychiatric social workers. You know, after three years they get so much 
money, if they’ve been on the job that long.  
 
SAYWARD: Kind of like what the Sheriff’s does.  
 
MASCARENAS: Yes, kind of like that, to keep them there.  
 
RAND: But, does that make sense for the next step, to have a couple people in the Labor 
Management Committee come in and I can contact before and just tell them what we’ve been 
talking about and maybe just converse back and forth a little but with them.  
 
SCOZZAFAVA: I think they need to be brought into the conversation. I don’t think we’re anywhere 
close to making any kind of decisions.  
 
RAND: I agree 
 
SCOZZAFAVA: Do you think the employees that are here now, that are in place would object to 
new employees paying the same insurance benefit contribution?  
 
MASCARENAS: I do.  
 
SCOZZAFAVA: I don’t understand why that would upset employees. It’s nothing out of their 
pocket.  
 
SAYWARD: I don’t know if the health insurance part would be as much. 
 
SCOZZAFAVA: But, this is how we got into this, how we got here is I was involved in it, you were 
involved with it, International Paper Company did the same, we did the same Moriah, we sit down, 
we negotiate with the employees that are already there, you know take care of us, we don’t really 
care about the people coming in after, you know if you’re doing to do anything, you know do it 
with them and here we are, down the road finding that, you know what? I mean poor decisions 
that we made.  
 
MERRIHEW: Is that common to have the difference in health insurance?  
 
MASCARENAS: I think so.  
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SAYWARD: I think a lot of places do that.  
 
GIORDANO: Just because it’s a past practice doesn’t mean that it’s a good one. I think I heard 
one of you, I think I go back to the foremost principal that the county government, government in 
general is for the common good; right? I mean there’s no profit to be made from county 
government, it’s to provide services. If we can’t provide an adequate means by which to recruit 
and maintain the people we have here, it just puts more burden on the people that are here. So, 
I think we need to find greater ways, so if that means, in my mind that goes back to the discussion 
that we have here all the time, one town says I;m not utilizing these services, can I opt out? Well, 
you might not be utilizing these particular services, but you’re utilizing these, these, these and 
these other ones; right? And maybe more than any other town. So, as a whole you are utilizing 
the county services in an equal, relatively equal manner than someone else is.  You might be 
pulling more from one particular department than another department, put in general.  
 
SCOZZAFAVA: And it also, it impacts our constituents.  
 
GIORDANO: Yeah 
 
SCOZZAFAVA: If you can’t provide services that they’re paying for you, because you can’t find 
employees to fill those positions, it certainly impacts the very people that are paying for them. So, 
you know, what’s your opinion? Do you think, the next step, we need to go to Labor Management? 
At least get this discussion rolling?  
 
MASCARENAS: Yeah 
 
SAYWARD: I mean think about it, we had 38 open positions two weeks ago and we have 45. 
That’s huge. 
 
RAND: Okay, let’s we’ll leave it at that and I’ll contact, I’ll start with Joe Pete and see where it 
goes and maybe ask a couple of you folks to, after I get a hold of them for a little better 
understanding, because your points are extremely important, so that they know exactly what we’re 
referring to.  
 
GIORDANO: Can I add one more thing, Jay, because everything comes down to money, as 
everything else does. I don’t know what the system is and maybe Jen, if you have any idea, 
probably talking with Linda or with Dan, but there’s got to some way, some means by which we 
can toggle certain parameters to try and figure out what satisfies the employees, but also doesn’t 
break the County’s bank.  
 
RAND: Right 
 
GIORDANO: That’s really the negotiations that we have, it’s not between the union and the 
county, per say. I mean the general negotiating we want, I mean really in the end and we know 
this, pretty well, from the interviews that we did in the Emergency Services Department, if you 
have one person short, that’s more workload that’s put on you to make sure those things are 
operating down the road; right? So, if we can bring in the adequate staffing for every department, 
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that just brings more happiness to your workload and what you’re trying to provide, it’s the job 
done and allows you to have that quality of life you want between balancing the work and your 
private, your outside work, recreational life. So, that, all these pieces is really, kind of holistic 
viewpoint, it should be just looking at the 2009 rates or the health insurance rates and maybe 
some other creative measures that can be put in to place that values everyone’s participation to 
get the job done in Essex County.  
 
MASCARENAS: I think that goes back to the step system.  
 
GIORDANO: Yeah and maybe that’s one of the solutions. I don’t think that’s the silver bullet.  
 
MASCARENAS: Right 
 
GIORDANO: But, definitely something that could be back rather than having this clear delineation 
between hired before 2009 and after, but I think that mindset being how do we make it beneficial 
everyone, bring people on, make them part of a team.    
 
RAND: That’s the goal, well put.  
Okay, I told you I would try and keep it ½ hour maximum, so the other thing that I wanted to 
addressed and I’ll save it for next time. I think it deserves a lot of discussion is we have a massive 
daycare issue, so I’ll save that for next meeting.  
 
SCOZZAFAVA: An another issue that we talked about for years, but it doesn’t seem to go 
anywhere is elderly care. The elderly in this county is a huge issue for working people, if their 
parents need it.  
 
RAND: Yeah, that’s part of adult daycare.  
 
SCOZZAFAVA: That’s what I mean, adult daycare.  
 
RAND: So, that has to be addressed, as well.  
 
SCOZZAFAVA: Absolutely.  
 
RAND: So, I’ll just go around the room if anybody has one more thing, but I will keep that daycare 
issue along with the Labor Management Team here, representatives for the next meeting, but I’ll 
go around the room and if anybody has anything they want to add before we adjourn.  
 
MERRIHEW: Well, I think in terms of recruitment, we focus a lot on the retirement, the County 
offers a lot of really good benefits that I don’t think are immediate obvious to someone that say is 
looking for a job and they good on the County website and what is there to offer? It’s hidden in 
the contracts, there’s standalone policies, we might be able to do something that we can better 
advertise what we have, like our deferred comp, life insurance programs.  
 
SCOZZAFAVA: Holidays, sick time.  
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MERRIHEW: Holidays, all the benefit time rolls over, flex plans, there’s a lot there that people 
probably don’t know we have.  
 
RAND: That’s a great point along with everything else that the County has to offer that we kind of 
reviewed in term of the fresh air type stuff. Anything else should be mixed, really come up with a 
good package, sales package.  
 
MERRIHEW: Yeah, it just thought on the website or something, so if someone was oh, I see a 
job posted, Essex County offers a little more.  
 
RAND: We have a lot of good things to offer and we just need to help package it and get it out 
there.  
 
MCNALLY: Yeah, Joe brought up deferred comp and it’s a great program, I’ve been on the board 
for 18 years in the Town of Minerva and I’ve been through our negotiations with our town 
employees, but with the cost of housing through the roof now, in Essex County, they’re up 40%, 
it think, countywide, what I have been told numerous, numerous times when you try and express 
the benefit package that comes with the jobs and the reply is always the same, you can’t eat 
benefits and that is something to think about.  
 
RAND: Absolutely, affordable housing is one of the biggest issues.  
 
MCNALLY: The housing costs money, because people don’t care about some of these benefits. 
What they care about is having enough money in the week to feed their family and we can’t forget 
that.  
 
RAND: Absolutely 
 
GIORDANO: Yeah, that’s a good point to bring up. I go back to the benefits that Chelsea said, 
like value added; right? What the county’s adding in value. You can’t eat it, that’s right, but it does 
have value. It’s intrinsically calculated into the true costs of labor and just weighting that with the 
quality of services; which is what the overall intent of the County, is to provide the best highest 
quality of services. So, somehow this just needs to sort of crafted into some sort of, I just think 
like a formula in some ways, you know weighted, because at the end of the day, you want to go 
home and you want to be able to leave what you have here and know that you put in for whatever 
time you are contacted for and be able to enjoy it your life and your house or whatever and then 
come back the next day and do it again and not feel like you have to put in 10 hours days, because 
we don’t have enough staffing to do or the resources to do it, that impacts the quality of life, the 
quality of services, you know people can only do it for so long before it gets to be too much. So, 
those are my two cents, kind of off what you shared, Chelsea.  
 
RAND: Before we adjourn, one last thing, what time is, do you think is best to meet, after the 
meeting, before, you know the regular meetings? I’m good either way, you know we can go early 
if you want?  
 
MERRIHEW: This works better for me.  
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RAND: We’re fine, you know we kind of go into the later part of the day, but that’s fine. It seems 
work better. Okay, no further discussion, we’ll adjourn. The next meeting is July 6th, because 
there’s a holiday, the 4th is a Sunday, the 5th would be a Monday, so that’s the holiday, so the 6th, 
July 6th at 11:00 AM. Motion to adjourn.  
 
 
 
AS THERE WAS NO FURTHER BUSINESS TO COME BEFORE THIS RETENTION AND 
RECRUITING TASK FORCE, IT WAS ADJOURNED AT 11:45 AM.  
 
 
Respectively Submitted,  
 
 
Dina L. Garvey, Deputy 
Clerk of the Board 


