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Chairman Rand called this task force to order at am with the following in attendance: Robin 

DeLoria, Joe Giordano, Steve McNally, Jay Rand, Tom Scozzafava, Linda Beers, Jen 

Mascarenas, and Wendy Sayward. Jim Monty and Chelsea Merrihew were absent.  

 

Also present: Dan Palmer, Dina Garvey, and Terri Morse.  

 

News Media present: Tim Rowland  

 

RAND: The hour being really close to 11:00 I’ll call the Retention and Recruitment meeting to 

order. If everybody could maybe come up along, maybe grab a seat here, it’s a little easier.  

Thank you, I hope everybody had a good weekend and here we are again, solving staffing issues 

for Essex County. I appreciate everybody’s input.  

I sent out, yesterday, a quick agenda just to run over, some of the items are constant and we’ll 

probably cover from meeting to meeting and others are long term and I’m certainly looking at any 

time for your input, regardless if you email it to me, call, whatever, we’ll get it in there.  

The one thing Shaun has asked is me to provide some input as to our recommendations to the 

Full Board. They were actually due August, but because of the nature of so many items they were 

delayed, but in October I’m hoping to put something together that we can at least get started on, 

so that the Full Board becomes aware of our direction. 

First thing, to go through the agenda, update on the daycare; the survey results, the Boquet 

School and other possibilities, etc., that’s an ongoing, I think you know from day one that was one 

of the items that most of you felt was extremely important, so I think that’s an agenda item that 

we really need to pursue and hopefully get step by step, maybe get something going here and 

the survey results, Wendy?  

 

SAYWARD: Yeah, the survey results, we had 125 people that took the survey. The result, 80% 

of the people felt that employer offered childcare could be a factor when accepting employment, 

so that was a lot. 91 out of 125 said yes, also I noticed, obviously childcare issues have impacted 

most of the people’s work or daily life, they have callouts, late and the other one, the last question 

we asked was, well, question 7 was, would you take advantage of employer offered daycare and 

81 of 125 that answered said yes. The very last 2 questions, I broke it down into two parts, so do 

you have a need for afterschool childcare? Which is another big thing and the two biggest places, 

well, 3 really, were E’town/Lewis, Willsboro, then Moriah was third. So, those 3 please were the 

largest 3 for afterschool care. So, I made copies for everybody, I don’t know if they’re needed, but 

it’s a start, I guess.  

 

RAND: You know Wendy, I really appreciate you putting this together and the time you put into it. 

Certainly, I think it is an indicator that it’s a good item to keep proceeding on. At first glance, what’s 

the general feeling from the Committee on the answers?  

 

BEERS: I mean you did it, you found it, I don’t think it’s a huge surprise. I think we’ve known that, 

but now you have quantitative data that says it. 
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One of the things I was reading in your report, thank you for the wonderful notes, they were really 

wonderful, they capture everything. There is actually a mention of another report on childcare and 

it’s an opportunity to use Care Act money or some type of funding to improve daycare or childcare 

access, it was in the minutes and I only say to you that the Birth to Three Foundation which is 

part of the Adirondack Foundation has come us and I brought it to Shaun Gillilland, they would 

like an audience and I am thinking perhaps is might be the audience. They are working with St. 

Lawrence County and another county and they have increased daycare facilities, independently 

owned ones by like 70% through this very unique detailed way. They may want to share that 

process with Essex County to see if we could increase people running daycares and afterschool 

programs besides just, you know, a countywide one, but all across our region. So, I would 

encourage to get the information from Linsday at Adirondack Foundation, but they would like to 

present to a group what that county did and how they were really successful to increase daycare, 

quality daycare and afterschool programs throughout different communities and two other 

counties. So, it’s another thought to look at, it might be really helpful, because this might be a little 

bit of a long way off or certainly not right away.  

 

RAND: You said that was the Adirondack Fountain?  

 

BEERS: Yeah, well, this has been going, the Adirondack Fountain has data behind it, they have 

Essex County data and also daycare and how many people, how many women gave birth, how 

many people deal with childcare issues. So, I think it might be really informative us to get that 

quantitative data as well and again they have a, evidence based program that they have used, 

they funded people to open up daycares in St. Lawrence County and another County, I think it’s 

Herkimer and they increased daycare facilities across their entire county about three fold in a very 

short period of time. So, it might be an opportunity to look at something like that.  

 

RAND: I think that sounds great. Where are they based?  

 

BEERS: Adirondack Foundation is in Lake Placid.  

 

RAND: I just wanted to, we’re talking the same one.  

 

BEERS: It’s Callie Brooks.  

 

RAND: That would be great.  

 

BEERS: So, I can get information to her and maybe, I’m happy to do it, but.  

 

PALMER: I have that. I have the information.  

 

RAND: Yeah, I think that would be a good step forward certainly and probably the best time to do 

it, I was thinking was after we make or recommendations to the Full Board and I think definitely 

daycare is going to be on there and then we could set something up and I could either get the 

information from you Dan or Linda. That’s great.  

 

DELORIA: Chairman, a question for Linda.  
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RAND: Sure 

 

DELORIA: Do we know, or do you know who assists the private daycare, as far as certification?  

 

BEERS: ACAP 

 

DELORIA: You guys do?  

 

BEERS: No, ACAP.  

 

DELORIA: ACAP 

 

BEERS: Alan Jones 

 

PALMER: Well, no, but I mean it’s overseen by New York State.  

 

DELORIA: There’s a certification process?  

 

PALMER: Yeah, they actually do inspections and everything.  

 

BEERS: The Department of Children and Family Services oversees daycare. Alan Jones certifies 

them, licenses them, keeps the list of them and so on, each County, the Cares Act money type of 

thing to offer training, like getting people started, it was more than that, it was really successful. 

We’ve done those things.  

 

DELORIA: So, at some point in time if we’re going to meet with the Adirondack Foundation at all, 

how it was successful in St. Lawrence County we should hear from ACAP?  

 

PALMER: They were part of it. They met with Shaun and I. They were part of it.  

 

DELORIA: Yup, we have a need for that in Newcomb, right now. We just lost, he was a part-time 

town employee that we had full intentions of keeping on for the winter and his wife went to work 

full-time, so now he’s home, taking care of the little one. They’ve tried everybody, of course 

Newcomb’s only 5 miles long, it doesn’t take care long to track all the available sitters down and 

he could not find anybody in a small town like Newcomb and that hurts.  

 

RAND: Well, it’s certainly, that’s good information Linda and I think we’ll definitely proceed with 

that and try and set something up, maybe they could come here and make a presentation, if that’s 

realistic?  

 

PALMER: Sure 

 

RAND: Okay and then you know we get into other details right now, but the Boquet School, did 

you take a visit there?  

 

PALMER: Yeah, we did, we visited the school. Jim’s people have been going through the school 

in terms of the mechanicals and all those kinds of things, like I said before we are having the 
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appraisal done of the Thrall Dam property. I specifically asked Josh Meyer at the school, if there 

were some way that we worked out an arrangement, because obviously during this construction 

period, if the school gets approved there will be a construction period and one of the questions I 

asked Josh was is it possible that we could use  space at the school for childcare services and 

he was going to get back to me on that, he has not yet, but I think that’s potentially, you know, 

they have the gym and they have the auditorium, so there’s certainly, they have the outdoor 

facilities. So, there may be possible that during the period of construction we can have some kind 

of agreement with them to use some of that space for childcare.  

 

RAND: Great, they have food facilities, too?  

 

PALMER: Yup, they have a full kitchen and everything right there.  

 

BEERS: So, I read in the notes, we were instrumental, the Essex County Health Department, we 

didn’t have one daycare in our county, not one, a couple of years ago. We sent every single kid 

in preschool out of the county to go and we worked hard to get classroom in Ticonderoga school 

and in a classroom in the E’town. We rented space for children to go and they paid rent to the 

school and they had an extra classroom. I think that did come up and, so Children’s Development 

Group has pulled out and they went to outside space and they’re not inside the school, so I did 

see that somebody had brought up that potentially those specific classrooms are not needed and 

they might be open again. Normally, I would say, yes, because all of our schools are under 

census, so how could they use every single room, but during Covid we’ve asked everybody to 

spread out in every single classroom. So, we’re using every space in every school, especially 

during lunch breaks, because we want to keep kids 6 feet apart, so there really may be a hard 

shot this year.  

 

PALMER: We’ll see, he hasn’t gotten back to me.   

 

RAND: And I know Chelsea was looking at other possibilities, as well. So, it’s exciting, I know 

there’s a lot of things, a lot of parts there that would really have to be looked at carefully and, but 

it’s good to be able to identify something that I think we can try and move ahead with and step by 

step and I know it’s, you can’t snap your fingers and make this stuff happen, but it’s nice to work 

on that. Any other comments right now on daycare? Going once, twice.  

We move onto just the update on ROOST promotion progress, just checking to see if ROOST 

has pursued anything further?  

 

MASCARENAS, J: Not through me, we were waiting to hear from some of their IT people. I guess 

they were having some issues linking into the Indeed through them and so we’re working on that.  

 

RAND: Okay, I’ll probably see Jim and MJ this afternoon, I could ask them about it.  

 

PALMER: Yeah 

 

MASCARENAS, J: Okay 

 

BEERS: Is this about making a campaign, promote our positions?  
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RAND: Yeah, we had just talked earlier, Linda, about all that Essex County really has to offer in 

terms of just an environment, you know health, safety, beauty, etc., and everything that we have 

to offer from the County in terms of benefits and we just really need to promote it better.  

 

BEERS: Hudson Headwaters has an amazing campaign on Facebook. I don’t know how you do 

them, but whenever I go on they have live, work and play in the best place in the world and we 

have these jobs. It’s very, I don’t know who’s doing the marketing, but I think it’s really exactly 

what you were talking about.  

 

RAND: Hudson Headways, yeah. I mean with 45 outstanding jobs with benefits, in the old days, 

I mean those jobs would be coveted.  

 

PALMER: Yeah 

 

RAND: And I think, you know we just have to get that out better and I’ll speak with ROOST and if 

anybody has any other ideas about ways to do it, certainly let me know or Dan.  

 

SCOZZAFAVA: There may be a change coming after today.  

 

PALMER: Yeah, I think, that’s a valid point and I guess I would see, you know if there is an impact, 

you know, one of the things I did hear was people weren’t, leading up to the end of the employment 

benefit, the federal employment benefit that people still weren’t seeing applications. Well, I think 

the reason they weren’t seeing applications is because there was that hope or belief that the Feds 

were going to renew it and push it out further, but now that the reality is in place that that’s not the 

case, I think it would be interesting to see over the next month or so whether those applications 

go up.  

 

SCOZZAFAVA: It ends today, right?  

 

PALMER: Yes 

 

BEERS: It ends today, yeah, I hadn’t thought about that.  

 

MORSE: I just wanted to add food for thought regarding the ROOST promotion of the County 

jobs. One of my staff members who used to work at a mental health provider in Franklin County 

came on board to Essex County Mental Health in 2010. The position that she was applying for 

was equivalent to the one that she was leaving. Essex County at the time was a $10,000.00 

increase in salary from what she was leaving. Now, that same position, that same provider is 

offering her $5,000.00 more per year. So, what I am bumping up against are private providers 

that are receiving oodles of funding from outside sources and because they are not county, they 

are non-profits they can be much more flexible in their salaries, salary offerings. So, I appreciate 

what is being concerned a valuable opportunity at the County, but I’m facing something that I feel 

is an outlier to some of the departments, because DSS, well DSS is competing for caseworkers 

for private providers, too, I get it.  

 

BEERS: I’ve had a nursing position open a year now and I cannot hire and that’s every 

organization hiring nurses and at twice what I offer.  
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PALMER: Yeah, and I got to point out that it’s easier in the public sector, A) to make adjustments 

upwards, but also to make adjustments downwards. So, my concern is how much do we react to 

a fluxing market, labor market, because once we go up, we don’t come down. The private sector 

has that ability to say, wait a minute, now, I’m paying too much, I’m not going to pay that much 

anymore, I’m going to change the wage rate. We lock stuff into contracts, you don’t have that 

option to say I’m going backwards. You know, so it is a balancing act and you know I just caution 

that the ripple effect can be pretty significant. A 2% raise across the board for this County is a 

million dollars. So, it’s not an easy thing to say I’m going to make an adjustment and think that 

maybe later I’ll come back, well you’re not.  

 

MCNALLY: Yeah, I don’t think anybody in this room has ever seen this employment bubble like 

we’re in right now. As far as the County employment is, the jobs, they’re not a bad job, it’s not like 

they became a bad job or an underpaid job, today. We still offer quality benefits and a good work 

environment, the problem is the competition with private businesses and like Dan said, you know 

if we’re going to go and match every offer that everyone’s getting, you know how long is this 

bubble going to last? I don’t know what the answer is, but until the private sector started giving 

out these crazy bonuses and high pay rate, this was a good job, I mean it’s still a good job.  

 

BEERS: It’s still a good job.  

 

MCNALLY: It’s still a good job, it’s hard to tell people that when they’re doing the same job in the 

private sector doing and receiving 80% of the salary. So, you know there’s benefits to a solid 

employer that’s going to be around. The County’s not going out of business. I mean you need 

your State Retirement, but it’s very hard to make that sale when you’re talking to people that are 

looking across the road at employees making $19.00 an hour.  

 

SCOZZAFAVA: It’s a different world today, I mean I come from a time when you had an opening 

in Essex County and they would be lined up on my doorstep, if you had an opening at DOT, New 

York State DOT, the same thing. International Paper Company, not just Essex County that’s 

having a difficult time filling positions, it’s everywhere, it’s everywhere. I mean, so this certainly is 

a huge change that’s happened, but I do agree with Dan, if we sit down and take a look at salaries 

and try to make adjustments and so on, when the bubble breaks you’re not going back down and 

you know obviously our only funding service is the taxpayer, so that has a substantial impact.  

 

PALMER: Yeah, it does, I mean it happens in the private sector all the time. What happens is, 

you know you get these kinds of bubbles and all of sudden they start paying more, then all of a 

sudden they start hiring more and then when the bubble breaks, they say they’re reorganizing, 

they lay a much of people off and they hire people back at less money, because it is an opportunity 

to, because they have the ability to do that.  

 

SCOZZAFAVA: I mean the handouts and throw in the pandemic, but this started, I could see this 

coming, I could see it at the town level with the town employees when the minimum wage started 

to hike up. I heard that from my own employees, you know, are you making adjustments for us, 

because minimum wage is going up this much then we should be going up that much, also. It’s 

not something that just happened overnight, but I do believe that after today, if the Feds stick to 

their guns and all the supplement payments out there are taken away then you’re going to see, 

hopefully see the job market decrease, people will start.  
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BEERS: Maybe we should run some big ads.  

 

SCOZZAFAVA: Well, you know, listen we seem to make families dysfunctional in today’s world, 

seriously. It’s sad, but it’s true.  

 

PALMER: I mean I do believe there has to be an adjustment in our wages. I believe we have to 

make an adjustment in our wages to some extent, but we have to make it within the context of 

what we’re actually raising on the tax, because, you know, I’ve been around a while and I’ve see 

what it’s like to come out and say to people, you’ve got to raise the levy 20%. You’re not a real 

popular guy from that point on. So, again, I know there needs to be some adjustments, we just 

have to be within the context of the budget.  

 

SCOZZAFAVA: You can always use fund balance.  

 

PALMER: I know that.  

 

MCNALLY: We did that before, didn’t we Tom?  

 

BEERS: I have a different position, too. We have heard, we did it in Schroon Lake once and it 

was very successful, but only one school asked, it was actually under Monica, just before you 

came in. The school asked for a listing for the high school seniors for every job that was available 

and so Monica put together those sheets and we sent them out to different schools and they hung 

them up in their resource room or their guidance counselors and kids were like, oh I didn’t know 

that. So, there’s a lot of jobs that we have that kids who graduate from BOCES are qualified for 

and I’m not sure that they know what. So, we had talked about it potentially working with our 

school districts better and just say, these jobs are available. One of the things that Monica had 

done, which was really cool and I’m sure I can dig it up, was the difference between an entry level 

job, so to speak, and a bachelor’s degree and the start of salary, to say to kids, if you’re going for 

this, this is a job waiting for you in your own community, if you’re interested to return or if you went 

to BOCES and you went to welding or whenever else, we have these jobs available. I’m not sure 

all of our graduating classes knows about County jobs. It’s just an easy one.  

 

MASCARENAS, J: We had actually planned to go to all the schools and then Covid, so and then 

nobody could.  

 

BEERS: Yeah, I mean most schools do an open house day, there’s lots of ways to do it. I didn’t 

mean, it was just something that we did once and we didn’t do it with every school as you were 

suggesting. I think it could have some really great traction.  

 

MCNALLY: Have we heard anything from North Country possibly having some kind of continuing 

education program that our employees would qualify, you know to entice employees, maybe? We 

spend a lot of money up there.  

 

RAND: Yeah, I was hoping Joe Keegan would be here this morning. I’ll touch base with him, I did 

meet with him and had a pretty good meeting and I think there are possibilities. They just need to 

be discussed more and worked out. I think that’s one that we’ll keep on the agenda. I had it here 

this morning, but I think there’s some possibilities there.  
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MCNALLY: And another topic, Dan will probably throw me out of the room, but you know the work 

from home. You know there’s a lot of companies that are letting their employees work from home, 

you know, more and more. You know, is that the curse of having broadband throughout the 

County? I don’t know, but I know numerous people that work with good jobs that work from home.  

 

MORSE: Other counties are stepping to that, too.  

 

MCNALLY: Well, it’s something that makes us less competitive for that quality employee. Is it 

opening a can of worms, I’m sure it is. I just want to get it there, you know, possibly it’s something 

that we have to think about.  

 

RAND: It is on our long list of discussion items.  

 

MCNALLY: How is that list coming, Jay?  

 

RAND: So, okay, just moving things along a little bit. Succession planning status, Mike is going 

to make a presentation at the Department Head meeting of his criteria that he gave to everybody 

at our last meeting here with basically, goals; strategy; tasks and outcomes and it looked like a 

very good piece that we could get some pinpoints of information for every department. So, if he’s 

going to explain that, so I think that’s a real good thing and I’m anxious to see how everybody 

reacts to that. Do you have any other comments about that?  

Okay, then I was talking with Joe about, Mr. Giordano about internal/external audit study that has 

come up a few times and Joe, if you would take the floor for a few minutes?   

 

GIORDANO: Sure, I was just jotting down a list, you had mentioned about where the different 

things you’ve been talking about in daycare to even the workforce culture that Tom has eluded to 

that and just the number of skilled candidates seemed to have decreased. I don’t know if the 

prevalence of more businesses with residences and this workplace environment concept of 

working from home, anyway just kind of going through the whole litany of list. One of the things 

that I’ve been mulling around, one of the things that I did when I first started in office that needed 

to be done in Ticonderoga was to reevaluate the pay rate schedule. Ours had not been done, I 

don’t know how many years it had been and there was definitely a discontent within the workforce, 

you know with regard to pay rate and given some of the resolutions that have come before this 

body, especially today and the last month of discussion with different departments and 

challenges, one of the things that I have shared with Jay was when the last time we’ve got kind 

of a paygrade analysis for all of our positions in the County, because it seems to be some of the 

trend that we’re seeing come through the committees now. We, Ticonderoga, because we have 

a large workforce, we have our human resource consultant that works for the town and we 

recently, back when I first took office in ’16 developed a new pay rate schedule within an internal 

equity/external comparability mindset. Where basically, kind of like we did today with DSS, shifting 

positions based on, in some ways, kind of the job descriptions or the duties associated with them 

or the market alignment, externally, but also making sure that it has internal ranking, as well and 

it’s been successful in the town, of course you know with that one of the obviously considerations 

is the increase to the actual budget, but I think it helps open up exactly whether jobs are still fitting 

the job descriptions and I don’t know if in everyone’s department, you know when you look at a 

job description and based on when it was created and what you’re having your staff currently do, 

if there’s a proper correlation between those. Anyway, I don’t want to, I just, as another item, I 
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think it would be worth it to dialogue and discuss, you know performing an internal equity/external 

comparability audit across the entirety of the Essex County workforce and I’ll leave it at that, just 

to open it up for discussion and a few more points, if anyone has any.  

 

RAND: You had a private company do that for your township?  

 

GIORDANO: We did, yeah. I mean it wasn’t an extensive amount money, but part of it just requires 

any organization going through and reevaluating what the positions do and then trying to figure 

out how to match with other counties. So, Jen and I had just worked on, with Todd Hodgson, our 

water and wastewater positions, you know of the website there’s many different options for 

water/wastewater that have sort of amalgamated over I don’t know how long and you know in Ti, 

you know Ti has one of the larger plants in the County and we’ve been trying to figure out some 

other related aspects of the work that’s been performed in the water and sewer departments. So, 

working with Todd who has a wastewater license and also the mindset for the ability of careers 

associated with those jobs has helped to sit down with Jen and I to craft new job descriptions and 

with that the Town took that and were about to update our pay rate schedule so it was comparable 

to other jobs that we also had implemented. I should also point out, in Ti we have three unions, 

so there’s the Police Department, there’s the Water and Sewer Department and then there’s the 

Highway and Transfer Station and then everything else is non-union. So, I know it can be 

challenging here at the County with the number of participants and two or three different unions, 

but in Ti it’s even more challenging, because obviously you can’t make changes unless you’re 

negotiating with the three unions, so trying to work through some systematic needs has to help 

alleviate some of the issues that just naturally rise up and what I don’t want to see happen here 

is that, because it has happened in Ti and repeatedly happens is one department has some 

changes done to it, the next department comes and says how about us and then the next 

department says well how about us, and so you’re constantly making adjustments and it seems 

like if we’re going to do this the way this particular committee has been formed to evaluate, it 

would make sense to kind of do a once over of all positions, just so we can be fair, you know, as 

fair minded across the board and just reevaluate, get a job description with compensation and so 

forth. Jay, did I hit on everything that we talked about?  

 

RAND: That’s good, the external, too, that you had mentioned while we were talking, I believe 

and Jen you probably have that information anyway. I think earlier in the year, or earlier at one of 

our meetings, you had mentioned that we were pretty comparable to other adjoining counties, 

correct?  

 

MASCARENAS: Correct. I appreciate the fact to get everyone on the same page, but literally we 

have thousands of positions and each town pays separately and that’s just the towns and not the 

county, so it could take years. It could take years to go through. I mean I completely understand.  

 

GIORDANO: Jen, on the website though, all those positions on the website are all currently active 

positions, right?  

 

MASCARENAS, J: We have more than that.  

 

GIORDANO: More than that that’s on the website?  
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MASCARENAS, J: Yes 

 

GIORDANO: Okay, so you say in the thousands?  

 

MASCARENAS: We have thousands.  

 

PALMER: We have probably 3,000, countywide, when you count towns.  

 

GIORDANO: When you count what?  

 

PALMER: Because, towns still report to the County, all your civil service stuff has to go through 

the County.  

 

GIORDANO: Sure, sure 

 

PALMER: So, in saying that, if Ticonderoga decides they’re going to pay their highway guys 

$28.00 an hour and the County’s paying $20.00 it still becomes a comparison overall. So, the 

question is do you try and adjust everybody’s or do you only adjust the County’s, you know? You 

know I don’t know, it’s not, I mean, and I guess I should say this, too, it’s not like we’re not paying 

attention, you know we’re pretty attuned to when we have problems and that’s why you have seen 

some of the adjustments that were made. A few years ago we threw ½ million dollars at the 

employees working 40 hours a week that were paid less than somebody working 35 years a week 

in the same grade. So, you know, the County said, well, you know what obviously that’s not fair, 

we’re going to make the adjustment and that was a ½ million-dollar ticket just for those items. So, 

you know I understand that you could look at, you know, grades to see whether they’re appropriate 

in terms of what the set amount is for each of those grades, but for, I think we’re pretty reasonable 

on the lower end. I do think that one of the areas that we are running into problems with specifically 

is in the union scale it ends at 17, it ends at Grade 17, so there are times when we come to you 

and say this position has reached the point where the education requirements and the duties and 

responsibilities are actually higher than a Grade 17, so we’re recommending you move these into 

an ungraded position at a set rate determined by the Board. So, do I think some adjustments 

could be made to the Grades? Absolutely. It maybe that we want to consider, you know some 

further additional steps to the CSEA grade, at Grade 17, may not be high enough maxing out. 

The problem is of course, whenever you make adjustments to grades in the lower levels it 

invariably impacts everybody above it. So, you start to get this rollover effect that when you turn 

around it gets pretty scary. You know one of the issues that we have in DSS is a majority of those 

positions in DSS were 35 hour positions. So, the argument is, well maybe we should change all 

those 35 to 40 hour positions, well, we could, but that’s like a $1.2 million ticket. So, again, when, 

I just and I’m not trying to be a stick in the mud on this, I’m just saying to you guys that it really, 

you have to make these adjustments within the framework or else be willing to raise the levy well 

beyond what it is.  

 

DELORIA: It’s very subjective, too. One thing I can relate to is, I negotiated the town highway 

contract, as a highway employee for over 20 years and if we’re sitting on that side of the table, 

naturally we want what we can get. Now, I’m on the Supervisor’s side of the table and I’m saying, 

no, you’ve got plenty. So, then it becomes subjective, are we trying to, you know, reduce the levy 

and be careful with our spending and taxpayer dollars or are we an employee and you’re going 



Recruiting and Retention Task Force 
Tuesday, September 7, 2021  11 

 
to be the balancing act, I don’t see how you can do it without negotiations. That’s one thing for us 

to say, well, you’re not paid enough, because you’re doing more today than what you were hired 

to do and we need to compensate for that. We’ve done that on occasion and I’ll tell you what, 

that’s one can of worms that you want to be willing to chase.  

 

PALMER: I mean one of the things, one of Jen’s responsibilities and I think she does a good job 

of, is that when you’re either determining a new grade or you’re looking at a grade you have to 

look at those minimal qualifications, what does it take to hold a job? You know, everybody, you 

know, it’s funny, you know there are people that say to me, I should get paid more. Okay, typically 

when you get paid more it means that you have to have more education, you have to have more 

experience, you have to have higher levels of responsibility. If that person said that to you and 

you said, okay, but I’m going to raise the position in terms of education and requirements they 

would no longer qualify to hold the job to start with. You know, so that’s part of Jen’s job is when 

a position gets looked at she tries to make sure that these positions end up in grades that match. 

So, if one department requires a bachelor’s degree and 4 years of experience than another 

position in a different department should, if it’s in the same grade have that same kind of minimal 

qualifications. So, it’s not like we’re not doing those things, it is an ongoing process that occurs. 

You know, it’s and then there are exceptions that occur, the DSS exception with the caseworkers. 

Why did we do that? Because we got one and we’re short eleven, so we had to make some 

adjustments based on this. A few years ago Probation was in the same boat. We were hiring 

probation officers, training probation officers and then they were going to another county to go 

work or somewhere else to go work, so we had to make adjustments there. So, we’ve made some 

of those adjustments based upon recruitment and retention that maybe a little bit outside of what 

is normal, the standard requirements for education and experience.  

 

SCOZZAFAVA: So, how many positions, we have 45 open right now?  

 

MASCARENAS, J: Roughly, yeah.  

 

SCOZZAFAVA: So, and they’ve been open for quite some time?   

 

MASCARENAS, J: Some  

 

SCOZZAFAVA: But, we’re operating every day?  

 

PALMER: We’re struggling in a lot of areas.  

 

SCOZZAFAVA: Just maybe we need to take a look at those departments where we have the 

shortages and readjust. Maybe we’ll get by by giving those people more money and eliminating 

some of these positions. If we’re operating, private business, I read a lot, I mean they’re doing 

that, they’re readjusting how they do business. They’re saying, alright, we’re still operating every 

day, we have these employees, maybe we need to take a look at what they’re doing, add 

additional duties on your salary, I know that’s not easy for government, because every position 

has a job description and so on.  

 

RAND: Hopefully the succession planning and questionnaire will help in that area.  
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SCOZZAFAVA: I mean the reality is maybe you may not be able to fill them.  

 

PALMER: Well, you might be able to, but the problem is it’s a self-perpetuating problem. What 

happens is and I’m going to tell you, caseworkers are a perfect example, you know what? Every 

time we get a caseworker that gets done we ask another caseworker to pick up the difference in 

load, all of a sudden that caseworker says, you know what? I can’t do it anymore. So, we were 

down, last week to one caseworker and it’s like, okay, you’ve got 78 cases, you know, you’re only 

supposed to have 15, but, oh well, now you’ve got 78 cases to deal with. So, you have to be 

careful about cutting back, you know you have to understand, at least in my view, you have to 

understand that this is, I’m hoping is a 2 or 3-year window that will over time probably get better 

and we don’t want to burnout everybody in the meantime where is just creates its own legs, so to 

speak.  

 

SCOZZAFAVA: Right 

 

RAND: The shortage creates more work and stress for other people.  

 

SCOZZAFAVA: A salary survey, didn’t we do one?  

 

PALMER: The EMSD study was done in 1980 something. I wasn’t even here, it was BD, before 

Dan.  

 

SCOZZAFAVA: I remember it.  

 

PALMER: Can’t blame me, I wasn’t even here.  

 

RAND: Well, thanks to Joe.  

 

GIORDANO: I just have one question and I brought this up, just because that’s what Ti had done 

and not to be critical of the County, but would it be worth just doing some sort of an audit, a small 

component of it? I mean if we have a thousand positions, however many positions we have in the 

County, but the ones that know the positions best I would think are the department heads working 

with Personnel to make sure that they’re doing a job that’s listed on the sheet; right? And making 

sure that those are the qualifications that you would think that that person should have, again 

working with Personnel to mirror that with other counties; right? Because, obviously we don’t work 

in a silo, we have New York State Civil Services for the entire State, but you know Robin your 

point, there’s a subjective piece to it, as is all the towns can achieve what they want to do based 

on unions and so forth, but there’s also an objective part and I think that’s what makes public 

sector, I mean it’s kind of a fair and equitable offering, you know for the jobs that are being offered 

and so it’s not a criticism, it’s just, I mean it’s something that I realized needed to done in Ti and 

we’re still doing it, you know every year, reevaluating and if that salary evaluation wasn’t done 

since in the ‘80s and I don’t know when the last time and I realize, if there’s a thousand positions 

it would take a long time for you to go through all those, but I still see some value in trying 

understand, you know if we are fully in the ballpark where we should be or if there’s opportunities 

for us to consider that, because in light of everything else that’s being discussed I can’t help but 

think that, you know if you have a caseworker who’s supposed to have 15 cases and how they’re 
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having 78 cases, maybe it should be titled differently, something else that goes along with it, 

because people can only carry that so long before.  

 

MASCARENAS, J: They only have that many cases because we can’t recruit, we’re down 11, so 

it just piles work up on other people.  

 

GIORDANO: I get it, I get it, but now you’re changing the job description of what that position is 

and I don’t know what additional compensation goes with that. Granted, it’s a quantity thing and 

not a quality thing so to speak, but it does change the nature of what that jobs entitled.  

 

PALMER: Changes the pay, doesn’t change, we don’t change anything about the work.  

 

GIORDANO: The sheer load of it and then maybe the stress associated with it, too, which is 

maybe why it’s a 35 versus a 40 hour. I don’t know, I’m getting too deep into the details, but I just 

see some value in it.  

 

BEERS: I would say that when we did our accreditation for the Health Department, which is a 

national thing, we failed miserably on our job descriptions. They said they were too generic, they 

were lacking details and that’s national, the entire United States and we called it a Health Educator 

and there’s just this vague description and we used that and then we detail when we interview 

people, but I don’t think that’s there really any job that existed at the County that explains what 

any of the things and I say Health Educator. I find that it helpful to maybe, to know that there is 

an entry level 4 year degree position, that we use that title for, but I have, you know created a job 

that didn’t exist, quite honestly the County is very detailed and Jen created it and it is exactly what 

we do, so that’s helpful and you know I think as I get new jobs I try to work with her to get better 

titles of job descriptions on them, but I also think, you know, RN, I have 17 RNs and not one of 

them, CHHA RNs do one thing, you know WIC nurse does a whole different thing, but they’re all 

considered RNs. So, I guess I understand the burden with having a more, the beauty of having  

more generic terms.  

 

PALMER: But, it’s not just a vague description.  I mean civil service specs are specifically 

designed to cover a generic knowledge information base, because if you start get too specific, all 

of a sudden your recruitment gets worse, because now you can’t find someone to take the 

position, because they don’t meet the quals or the requirements under the position. So, every and 

when we’re talking about comparing with other counties, it’s important to understand every county 

has the right to write their spec and their own titles and those titles will be significantly different 

and the jobs will be significantly different from one county to another. IT person out of Broome 

County is probably going to require a master’s degree and probably going to get paid in the 

$100,000.00 range, where I couldn’t even find somebody up here in that. So, my IT spec has to 

be adjusted to reflect the recruitment market that we’re in. I can’t ask for a master’s degree and 

10 years of experience. Broome County might be able to get away with it, but we can’t. So, you 

can have a supervising IT person in Broome County who is making $120,000.00 or $100,000.00 

and the same person doing the same thing, practically, up here for less money, but that’s part of 

what you have to do in order to able to recruit to get people through the door. So, again, Jen and 

I know, Civil Service can be very complicated, but I don’t disagree that it may be worth looking at 

the wages in terms of the grades. I do think that there may be some adjustment that needs to be 

done in the grades, but I actually think we need to kind of look at ways and I’ve always said this 
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and I say this to Department Heads, if you’re going to hire somebody hire them at the lowest level 

you can, so that you can train them the way you want them to and you give them an opportunity 

to move up. There’s an ability to promote, I think that’s a critical part of it. 

 

MORSE: As, Dan continues to show me that not every problem that we’re facing in recruitment 

and retention has to do with money and one of the things that he and I have had conversation, 

over two years ago, when I was like I need more staff, I know that one of the factors that I can 

use to recruit is my culture and my staff, happy staff help me recruit more staff. So, we worked 

really hard to make sure our culture is, you know, is supportive, etc. Covid impacted that in a big 

way, put some strain on it, but is there anything that this group is considering regarding 

departmental cultures? What’s going on with just a way an organization functions? I want to say 

that in Essex County I’ve, like when I ask a department head for a favor, like they’re on it. I mean 

very, very supportive, but I don’t know how much the people in lower levels feel about the cultures 

within their organization. Are we doing anything that is, you know, about building positive teams? 

Are we doing anything to help make sure that’s one of our selling points, is hey, we’ve got a better 

culture than some of the other organizations that you’re thinking about working for.  

 

RAND: Thanks everybody, we’re going to have to… 

 

MCNALLY: One more thing.  

 

RAND: Just one more?  

 

MCNALLY: Yeah, we are responsible to supply services to the people in the county.  

 

RAND: Right 

 

MCNALLY: And I think we’ve done a pretty good job lately with like in Mike’s department, you 

know making adjustments to try to get some employees and we’ve done in other areas where 

we’ve make some corrections to retain some employees, but I think a lot of this is going to have 

to come down to the Department Heads, really looking at departments and find out what we really 

need in that department, you know maybe there’s departments that we don’t need as many 

people.  

 

RAND: And again, that’s what the succession planning is geared toward.  

 

MCNALLY: And it’s going to come down, I can walk into any department, but I don’t know what 

their needs are. Their needs are going to be what they tell me and I think it’s really up to the 

Department Head, they really have to step up here and do the research and find out, but I know 

we have done some corrections in the past, in the last year to try and get some employees and I 

think it’s working and I think that’s the best step forward.  

 

BEERS: I would just say quickly, whenever I have a vacant position, whether I need new position, 

I have given up positions, we’ve changed positions, so in the 11 years that I have been the 

Director I think we’ve done an amazing job of reducing positions, the problem is when you do this, 

which is what every old supervisor said, is you never get them back when you need them, because 

once they’re eliminated from your budget there was always this philosophy of keeping some fluff. 
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I have no fluff and when I need something I feel like I’m dying for it and it’s hard, but I do have 

succession planning, because we did it for accreditation and here’s what my succession said, 

pretty much, when this person leaves I will be, hell will freeze over and I will not be able to fill this 

position, Deb Cox retired and we announced it six months before she did and six months later 

and I have yet to hire a Supervising Public Health Nurse and not one person has applied. So, 

that’s succession planning, but I get it. But, I just want to say as a department head I would get 

every position.  

 

MCNALLY: I understand, you don’t want to give up positions.  

 

RAND: Okay, I think this has been an excellent discussion and just to conclude here, certainly 

will can bring this up again, the Committee direction, Shaun, as I mentioned earlier has asked for 

recommendations to the Full Board from this Committee and I think we’ve got quite a few things 

here that we can put on that. Shaun, I’ll try and get something to you by the end of October, the 

middle of October and so what I’ll do is I’ll draft a proposal and then I’d like to get everybody’s 

input, as well, so that we can get a number of items on there. I think, some of them obviously 

we’ve identified and we can continue to work on them. I think there’s others in there, too, that will 

be more long term, but they’re very important, so we can continue to work on them. I don’t know 

how long this committee is going to stay in existence, Shaun, but I guess until… 

 

GILLILLAND: Until you solve the problem (laughter).  

 

RAND: Okay, until we solve the problems, anyway I know it’s almost lunchtime for everybody and 

just want to say thank you and we’ll continue to work on these problems and hopefully provide 

some answers and solutions. Thank you, if there’s no further business, we are adjourned.   

 

 

 

AS THERE WAS NO FURTHER BUSINESS TO COME BEFORE THIS RETENTION AND 

RECRUITING TASK FORCE, IT WAS ADJOURNED AT 11:58 PM.  

 

 

Respectively Submitted,  

 

 

Dina L. Garvey, Deputy 

Clerk of the Board 


