
Recruiting and Retention Task Force 
Tuesday, June 7, 2022 - 11:00 AM 

 
Joe Pete Wilson - Chairman 
 
Chairman Wilson called this task force to order at 11:00 am with the following in attendance: 
Stephanie DeZalia, Shaun Gillilland, Ken Hughes, Matt Stanley, Joe Pete Wilson, Mark Wright, 
Linda Beers, Jenn Mascarenas, Mike Mascarenas, Terri Morse (11:06), Dan Palmer and Wendy 
Sayward. Chelsea Merrihew had been previously excused. Steve McNally, Jim Monty, Tom 
Scozzafava and Linda Beers were absent. 
 
Also present: Dina Garvey, Mike Mascarenas, Jim Dougan, Mary Jane Lawrence and Jim 
McKenna. 
  
News Media present: Tim Rowland - Sun Community News 
 
WILSON: It looks like we’re settling down here, so thank you everyone for being here. I’ll call our 
meeting to order at 11:00 AM, June 7th. I want to take a couple minutes for a couple of status 
updates. Ken did you want to say anything about land bank process?  
 
HUGHES: No, no (laughter) 
 
PALMER: I like that, I’m going to have you at more meetings.  
 
WILSON: Moving things along, but Anna has the market analysis that the County commissioned 
and paid for and she’s working on the final revisions of that and she was happy with how much 
good information that that developed. So, that maybe a help for land bank development, for this 
Committee and for the housing effort in general. So, that’s positive. She’s trying to get that, the 
final revision back from the consultants, so we’ll have a look at that in the next few weeks and 
that should be a positive tool for us.  
Dan, at our last meeting, you introduced the employee benefit of the life insurance and you had 
mentioned the cost.  
 
PALMER: $33,000.00 or something like that is what it is for a year. We are due for a renewal on 
it and again, I’m not sure whether the Board wants to, you know, it up for renewal, July 1st. So, I 
think that’s a question for this Committee, I guess, if you want to continue it. Just so you 
understand, the real issue with life insurance is, if you cover everybody you get better rates from 
the insurance company, because there’s no exclusions; right? If you give it, if you offer it on a 
volunteer basis and people only sign up, the insurance company knows that, so the rates are 
never the same. It’s called selective enrollment and the insurance company knows if it’s a 
voluntary program that the only people that are going to sign up think that they might have a 
reason for signing up, as opposed to taking the whole group. So, you get much better rates if you 
take the whole group.  
 
WILSON: I guess my question, is this a benefit that we feel is a good tool to help with recruitment 
and retention? Do we feel that we’re getting value for that, that expenditure? I would look to get 
some input on that, because I don’t know how to judge that.  
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PALMER: I think that in terms of recruitment, I think it really effects your upper management 
people more, in the sense that that’s some of the things that upper management looks for. So, in 
other words, if I’m going to be a department head or if I’m interviewing from outside for department 
head, one of the things I look for is the life insurance benefits, if it’s offered or not. You know, I 
think the rank and file, probably some of them don’t realize they even have it, but that’s, you know, 
but again, if you’re separating the group, it’s going to cost you almost the same, anyways.  
 
WILSON: Does anyone else have any thoughts on that?  
 
GILLILLAND: I mean the satisfaction that you see often is, you see a lot of Go Fund Me sites and 
stuff, you know, I hate, it would not be good, I think, you know, I don’t want to go down in history 
of County employees that have passed on in service, but you know, it would be better, to be 
completely, you know druid about this, it would be much better if we don’t see the family of a 
County employee having to do that.  
 
PALMER: Yeah and I think some of it, when we originally and maybe this is a communication 
issue, I think a lot of people, when we said we were going to supply the life insurance, they thought 
it was only if they died from Covid. That’s not the case. It’s full life insurance coverage. It covers 
any natural, you know, death that occurs. It would payout. It pays out $50,000.00 for full-time and 
$25,000.00 for part-time.  
 
STANLEY: I just gave life insurance coverage for my full-time employees at Santa’s Workshop 
and it actually really enticed some of my older employees to stay. So, it is a paid benefit, it’s also 
a benefit for the people who, unfortunately, sometimes go through a divorce with children, it’s part 
of their divorce and it is also a requirement to have life insurance. So, it is a benefit for especially 
some of the people we’re trying to entice.  
 
PALMER: Yeah, again, it’s $33,000.00, you know I don’t, it’s not, do you remember what the rates 
were per individual?  
 
MASCARENAS, J: No, I don’t, but I can get it.  
 
PALMER: Yeah 
 
MASCARENAS, M: Yeah, I’m totally in favor of renewing this benefit. I think at a time where we’re 
doing a little bit better in terms of recruitment and retention, we’re not doing great, but we’re doing 
a little bit better. I know, we’ll see what Jim does here, pretty soon. I know he’s on the hot seat, 
but that a reduce in benefit would be a mistake 
 
WILSON: Do you want to make a motion that the Committee recommends that?  
 
MASCARENAS, M: I don’t think I can.  
 
PALMER: It has to be a Supervisor.  
 
MASCARENAS, M: Yeah, it has to be a Supervisor.  
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DEZALIA: I’ll do that, because I am definitely an advocate for life insurance.  
 
MASCARENAS, M: And I also think, you know we’re going to talk about marketing later in this 
document, I think we’re going to do a better job at marketing what the County does provide for 
employees. There’s always that fine line of how you market yourself and how you make yourself 
attractive as an employee and I think part of that marketing plan would include, you know that life 
insurance benefit, that might mean something to some people. It’s hard to always speculate 
what’s going to mean something to somebody; right? I mean to even try to sometimes is beyond 
our control, but know that it does mean something to some of those individuals that work here 
and could be a reason why they decided to either come or stay and that matters.  
 
WILSON: So, Stephanie made a motion that this Committee will recommend continuing this 
benefit. Do I have a second? From Mr. Hughes, thank you. 
 
RECOMMENDATION TO THE PERSONNEL COMMITTEE TO FURTHER CONTINUE THE 
CURRENT LIFE INSURANCE BENEFIT OFFERED TO ESSEX COUNTY EMPLOYEES 
DeZalia, Hughes 
 
WILSON: Any further questions or discussion?  
 
HUGHES: I just want to clarify, it was life insurance for individuals that you mentioned, upper 
management or is it for… 
 
PALMER: It’s; for everybody.  
 
HUGHES: Everybody, okay.  
 
PALMER: I think to appeals to upper management more, because I think when you get the 
department head level positions or higher, they’re looking at what’s the benefit package? What 
am I coming here for? You know and does it provide a benefit, because there is a lot in the private, 
you know, it’s like Matt said, a lot of in the private are offering life insurance. So, we’re competing 
with that group.  
 
DEZALIA: Yeah, I think it’s important, too, when we’re talking about recruitment, we tell people 
about this. I don’t know if any of this is listed on our, when we post a job, it says the rate of pay.  
 
MASCARENAS, J: Yeah, we only post the rate of pay.  
 
DEZALIA: The rate of pay, when we just posted a job, we listed, you get these 10 holidays off, 
you get, you know, right under the pay, everything that they would get, so I don’t think people 
even ask the question, they just look at that dollar amount and when they see they get every 
holiday off, they get this, this and this.  
 
HUGHES: Yeah, it matters.  
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DEZALIA: Life insurance, you know, you know, it’s going to be an additional thing, if we can list 
those things.  
 
MORSE: So, when I do a, interview, I have a single page sheet that has all of the benefits outlined. 
I referenced, I made the mistake to put something in there about you will be in Tier, whatever, 6. 
I don’t do that anymore, but I do outline all those things.  
 
DEZALIA: And you said, when they do the interview, you got to get them into apply.  
 
PALMER: Yeah 
 
DEZALIA: You got to get them before the interview, I feel.  
 
MORSE: Yes, when you look at an Indeed post of some of my competitors, they list all those 
things.  
 
DEZALIA: Yeah and I feel like if we, when we do our postings, we need to be telling them all the 
benefits. 
 
WILSON: I think that’s coming further down the agenda.  
 
DOUGAN: I mean, I don’t think it appeals to many of my workers, that much. They aren’t looking 
for that. It’s not just upper management, it’s the slight difference between white collar and blue 
collar workers, but we do need to do a better job of promoting it, which is a lot of things that you’re 
talking about and it’s something between $66.00 and $82.00 a year per employee. That’s just 
about the cheapest benefit that you’ve got there. So, it seems to make sense to me and I would 
love to develop ways to make some of my blue collar people that are coming in entry level, really 
start to see the difference in the benefits package that is offered here that isn’t offered at a lot of 
other places. I just had a long term employee leave, basically thinking I was the devil and he’s 
now finding out that health insurance costs him $2,500.00 a month. He’s making a lot more 
money, hourly, working for a private contractor, but in order to have health insurance for his kids, 
which is a divorce requirement, it’s a $2,500.00 a month.  
 
STANLEY: And you know this comes up in a lot of conversations we’re having, Supervisors, other 
counties, people are looking at that dollar sign, right now. They’re not looking at what is going to 
get me something long term, but then they leave they start to feel the things that hit their 
pocketbook, like at the end of the month, how do I keep more money in my pocket and a lot of 
that has to do with benefits you receive. So, I think from the employee side of things, I think very 
shortsighted in knowing that I look at this dollar amount. This dollar amount per hour doesn’t 
necessarily mean what you’re going to have in your pocket at the end of the month and I think 
how can you entice people here and make them understand that being a county job, a town job, 
state job is actually going to put more money in your pocket at the end of the month, end of the 
year then this job that pays you $25.00 - $30.00 an hour and Jim, I think you and I had this 
conversation at one point in time about having this Excel file, sort of educate people on how a 
$50,000.00 a year job at the County, in the long run is going to help than getting a $90,000.00 job 
at a private firm with no benefits.  
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MASCARENAS: We’re probably going to say the same thing, but you’re absolutely right, Mr. 
Stanley. I think one of the things we’re been repeatedly hearing is that, you know, the Tier 6 is 
the worse retirement system and it is worse than previous tiers, there’s no doubt about that, but 
boy when you compare it to 401Ks, it’s still way better. It’s a guaranteed benefit for as long as you 
live. You don’t have to worry about your money running out, those types of things. Long term, it’s 
still better when you do the math and it’s not your money you’re investing, per se, you know, you 
are contributing for the life, but you’re not throwing extra money on top of that. I think Jim probably 
had something to say about that, too.  
 
DOUGAN: Well, that’s exactly what I was going to bring up. I have worked with one of the IT 
professionals here to develop a program where you can punch in a salary, of Essex County and 
Tier 6, that’s what we used to base it upon and put in years to your retirement, years of service 
and compare that to a 401k, there’s a few things that a perspective candidate or somebody can 
select and it’s surprising the difference and as you said, in Tier 6 Retirement, you know, it’s 
$13,000.00 a month or whatever it is that you might receive, that is for the rest of your life versus 
if it’s a 401k, if the total amount that you have there is $400,000.00 or $500,000.00, if you live 10 
years or 30 years, you still have the same amount to play with, depending on how aggressive you 
are and again, it doesn’t always work real well to explain that to a blue collar worker, some of 
them are very attuned to that and others are just looking about today’s dollar amount, but there’s 
big benefit.  You know me from being out in the private industry. I came here, because I felt that 
I could still get 20 years in for retirement, is honestly why I came.  
 
STANLEY: And know you’re vested in the New York State Retirement System with only 5 years.  
 
PALMER: Right, 5 years.  
 
WILSON: So, it sounds like we’ve got some pretty good discussion here. Does anyone have any 
comments before we vote? And Dan what committee would be refer this to?  
 
PALMER: I think we would go back to the Finance or Personnel, probably Personnel Committee.  
 
WILSON: So, all in favor, aye? Any opposed? Alright we will make that recommendation to 
Personnel Committee, thank you.  
Dan handed out, we’ve been talking about an employee referral program for a few meetings and 
Dan drafted a sample program for us to consider and Dan you want to give a quick rundown?  
 
PALMER: Yeah, I can. You know, again, I put $1,500.00 in there, I don’t know what the amount 
would be, that’s, we can certainly do less, but, you know, essentially what I’m saying is when a 
candidate is referred to by a County employee, they would be, after the first two weeks they would 
be eligible for a $500.00 bonus and then if the employee, I put down, if the newly hired employee 
makes it 26 weeks, which is the probationary period, if they make that then the employee would 
be eligible for an additional $1,000.00. Now, we can certainly change those numbers, I just kind 
of put those numbers out there, we, Mike and I kind of went through the internet and look at other 
ones that are out there and they range anywhere from $500.00 to $5,000.00, the number is kind 
of all over the place. But, this is something that we would have to get an MOU with the Union, if 
we wanted to do this, we would have to get signed off by the bargaining units, but you know, this 
is money that I would recommend you take out of the American Recovery Funds and I do think 
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there’s some value in it. I think the possibility that we would get our current employees 
recommending somebody get hired.  
 
WILSON: I have one question, detail about the term of this, if we got, if it’s going to be using 
Rescue funds, which has a lifetime, should be match this program, put this program up for renewal 
or reconsideration at the end of the window for ARPA money?  
 
PALMER: Yeah, I mean I typically, I mean even no matter where we’re taking it from, I would 
typically ask that it be maybe a year. Again, so that you can review it, again, it’s like on the life 
insurance, you know, we came back and I asked you, again, do you still want to continue this. I 
think there’s some value in that, in the Board saying, yeah, okay, we did this, it’s not working or 
we did this and it is working. So, I think I would probably recommend that you do a year term.   
 
HUGHES: It would help to start to create a trend, so when ARPA money did run out and you’re 
going through the budgeting process, you can see a two or three-year trend and actually how 
much it was.  
 
PALMER: Right, actually spent.  
 
HUGHES: It’s a smart decision for budgeting purposes. I like this very much. Supervisor McNally 
brought this to our attention originally. I think a review of the numbers would be important, but 
overall I think it’s a fantastic idea. The private industry is doing this, I don’t see any reason why 
we shouldn’t be competing, because that is our main competitor. 
 
PALMER: Yeah 
 
WILSON: So, you make a motion to refer this to the Personnel Committee?  
 
WILSON: Yeah 
 
RECOMMENDATION TO THE PERSONNEL COMMITTEE TO INITIATE A REFER PROGRAM 
TO RECRUIT NEW ESSEX COUNTY EMPLOYEES   
Hughes 
 
PALMER: Do you want it at the $1,500.00?  
 
HUGHES: Just, my thinking, and I haven’t had a chance to compare, the upfront would be, if it’s 
a two payment situation, that the first one be the bigger one and that the second one be like 
$250.00, just as a little added bonus to come up with the total of $750.00. Maybe I’m being 
conservative on that idea. I’m sure it’s up for discussion, but $1,500.00 seems a bit high from my 
uneducated concept.  
 
STANLEY: I think $1,500.00 is actually good right now, especially when it’s money in the pocket. 
Money, money, money is what, I’ve been talking to my highway guys, money is driving people 
and attraction business, we’re trying to give bonuses to get people and refer people in the public 
sectors. I mean refers and bonuses are still out there for this stuff. So, I think $1,500.00 is right 
on the mark.  
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WILSON: So, Matt, can I consider that a second on this, before we continue our discussions?  
 
STANLEY: Yes 
 
WILSON: Okay, thanks, so Matt seconds the motion and I think that the same discussion about 
amount is going to come up in front of the Full Board.  
 
PALMER: Yeah 
 
WILSON: So, I don’t think we should spend much time on it.  
 
DOUGAN: For clarity, can I ask, this is for candidates who currently are not employed at the 
County at all?  
 
MASCARENAS: Correct 
 
PALMER: Yeah, there’s language in there, in other words, it’s not employees moving from one 
department to another department. I need new people.  
 
MORSE: Like what is Section 1C?  
 
PALMER: All I said was that if a Department Head refers an employee that gets hired, as long as 
they’re not the ones doing the hiring, they would be eligible for the payment.  
 
MORSE: Okay, thank you.  
 
PALMER: So, in other words, if you recommend somebody get hired down in Public Health, we 
would give it to you. If you recommend somebody get hired in Mental Health, that’s a little different.  
 
MORSE: I was just looking at it from poaching.  
 
PALMER: I’m not going to give it to for poaching, I want new employees. (laughter) 
 
WILSON: Any other questions or comments before we vote. All in favor of referring this to the 
Personnel Committee, aye? Any opposed? Motion carries, thank you.  
Then a lot of what we’ve been talking about includes this, but we need to have a marketing plan 
with, you know, what our goals are, how we make it sustainable, what’s the scope of marketing, 
how do we develop the plan, does it have a budget or should have a budget and you know, 
because if we’re going to pick up on some of these ideas, we’re got to get whether it’s Personnel 
resources or department heads resources to do what we’re marketing. So, it’s good that MJ and 
Jim are here, I see.  
 
LAWRENCE: Yeah, I just to give you an update on what we’re doing on this front, if this is an 
appropriate time.  
 
PALMER: Sure 
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WILSON: Yes, please 
 
LAWRENCE: So, a couple of things that we are doing at ROOST, as you know, Dan, we talked 
about promoting the County and positions that were available, as well as, throughout our region. 
We were having a shortage of staffing, so we created the Work ADK landing page and we 
promoted that, on that Work ADK landing page, there’s a, we created a video about inspiring to 
come and live and work in the Adirondacks, in addition it was, you know, a half a paragraph and 
then there was links out to find a job, Indeed and also, separately was the County site. So, it was 
separate initiate, just for the County positions on that site and as a whole, we got about 7,000 
people coming to look and they did either go to the Indeed or they went to the County site, which 
was a good sign, meaning that they just click off, like they got there and wasn’t like, oh, forget it. 
We did put paid media behind that. We didn’t see a lot of success from the paid media. We mostly 
saw success from people searching to find the site, you know, Working in the Adirondacks or you 
know, so that would come up. Of course, there’s the theory that they saw the ad on Facebook, at 
some point and retained it and then went back to look. So, we do find that being a successful 
platform. What we have to our advantage is that we have hundreds of thousands of followers on 
our Facebook pages. So, that’s how we’re able to reach those people that live outside the area. 
so, that’s something that you want to consider, if you’re creating a marketing plan, where are you 
sending these people to? How are you getting in front in of them? I mean I don’t know, to be 
truthful, if the County has a Facebook page, I should know that.  
 
PALMER: We do, we do. We have lots of them.   
 
MASCARENAS: We have lots of them.  
 
LAWRENCE: Yeah, so, that’s another thing.  
 
MASCARENAS: County ones, department specific ones.  
 
LAWRENCE: Right, so we find, having that one funnel for reaching out to the masses with this 
Work ADK, where we need assistance, is one, like when you have your listing, are you putting all 
your, I totally agree with what you’re saying, every single thing that you offer underneath, you 
know the starting salary, the days off, the ½ days, the comp days, the insurance, you know, the 
work remote or work at home or mixture thereof are really important. The other thing that I might, 
who was I working with? Was it Mrs. Garrison that I was working with on the listings?  
 
PALMER: It was probably Jen. It was Jen.  
 
LAWRENCE: So, remember when we talked about some of the employment positions, general 
positions looked like they’ve been expired, but you said by law you have to keep them there. So, 
that was a little confusing, I think, not only for those going to that site, but even internally, for our 
staff, they were like, wait a minute, it’s hard to understand that, but maybe you could put some 
disclaimer there, you saying, these positions are still available or they’re not filled, whatever.  
 
MASCARENAS, M: Joe Pete, do you mind if I just ask MJ a question?  
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WILSON: Please 
 
MASCARENAS, M: One thing that Mr. Palmer and I have talked about with ROOST and both of 
you, is that you guys do such a nice job on printing professional grand things.  
 
PALMERL Yeah, something like this.  
 
MASCARENAS, M: Yeah and I don’t want to put extra work on you, I know you’re extremely busy.  
 
LAWRENCE: Lay it on us.  
 
MASCARENAS, M: Would you assist us in just helping us design what that should look like that? 
Like what a posting should look like when we put it out with our things, with the graphics and the 
details and those types of things? I mean we can handle the printing, we can handle our printed 
material, but something design something that we’re putting out.  
 
LAWRENCE: Absolutely, of course we will and so the first question is, it depends on what we 
design, which we’ll design anything you want and we’ll make it look amazing, but is it a digital 
platform or is it printed?  
 
PALMER: It’s printed, I want something like this and I actually want to have it available for the 
current employees. So, I understand they already know what their benefits and all that stuff is, 
but if they have this and they say to somebody, oh, you can work up at the County, here I got a 
book on that and I think you could get it distributed to a wider field, if it was available with our 
current employees.  
 
WILSON: So, Dan, you’re describing what’s item #4 on the agenda, right?  
 
PALMER: Yeah, I’m jumping ahead on you.  
 
MASCARENAS, M: And I’m describing something similar, but I would like even our postings that 
go up to the general public that we’re required by law to do, that are in digital format, just to make 
them look better. Jamie’s done a really nice job in trying to beef those up a little a bit and changing 
what they look like on social media, but I still think we don’t do a very good job at promoting our 
benefit package and what those things should say on our actual postings and how it looks. We’re 
pretty active right on, in job fairs, most of our departments are participating, Personnel 
participates, we participate at DSS and what are those items that we should be handing out? 
We’re not good at this, we stink at it, because years ago, I’ve worked here 22 years and I been a 
department head for more than 10 and, almost 15 now and when I had an opening, I went down 
and got a list from Personnel and there was 30 people on it. I didn’t have to recruit, everybody 
wanted to work here, that’s just the way it was; right? And that’s not the case anymore. So, that 
was never our strength in terms of recruitment and retention stuff or trying to publicize how 
attractive the County can be to work at. So, any assistance you’re willing to provide and not doing 
it for us, but guiding us through that process, maybe actually designing something for us, would 
be awesome.  
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WILSON: Can I jump in a second to save you a little? So, I think we’re having two conversations 
at once, our marketing plan, but then item #4 here, a guide to employment at Essex County. So, 
we’re talking two things, the marketing plan, but then what Dan is highlighting and Mike’s 
explaining is #4, that guide to employment. Where do we start? Before we start asking ROOST 
to do stuff for us, let’s be sure we’re starting with the right place and giving them clear guidance. 
Do we want to start with that guide and then the marketing plan? Because, I think we need to, 
you know, if we’re going to produce that book, that guide, we have to then, how are we going to 
get that, how are we going reach Essex County? How are we reach elsewhere?  
 
MASCARENAS, M: Yes 
 
LAWRENCE: I think the guide is part of the plan, and I agree with you. You have to start with a 
plan, like what is our goal for 2022 or ’22-’23 and how are we going to get there? Is it job fairs? Is 
it digital? Is it a guide? And this can be a slippery slope, and it is always in the public sector, but 
to survey your current staff and say, what are the benefits? What do you find being the benefits? 
Where do you find that we might fall short? And from that information you can really garner what 
you’re supposed to be marketing and maybe also where you want to make some course 
correction and it could be simple things, like, you know, want better coffee, I mean I don’t know, 
but again, I understand when you survey your staff you really open yourself up.  
 
MASCARENAS, M: And we do have for our job fairs, but not everybody’s seen them, we have 
pull up banners that speak to our, you have one in your office and I have one in mine, but that 
you pull up and it speaks to the retirement benefit and the health insurance benefits and those 
types of things, but unless you were there, in-person seeing that, you’re not going see that 
anywhere else.  
 
LAWRENCE: Well, the other thing means to have consistency in your brand. So, in doesn’t matter 
if you see it online, if you see at a job fair or if you see it at coffee break room, it all resonates that 
this is the County and this is talking about what a great place it is to work and then that starts to 
boil up and that’s your image, so it is really important to have a great design and that it looks 
professional, because that’s a reflection of the organization, as well as all the Facebook pages. 
Like that might be time to take a look at all of that and try to dial it in and have one look, one 
brand, one messaging.  
 
WILSON: And Jen, we’re talking a lot about stuff that might end up in your, under your authority. 
How does that start, you talked about a survey, we have a consultant, is there a template or 
somebody that you go to?  
 
LAWRENCE: I think we should all start to plan, brainstorm, like what are all the things that we 
think or we can or should be doing, or should be doing, forget if you can, just like everything is a 
possibility and you put everything on the table and then you dial it down to what’s realistic and 
that becomes your plan and then Part 2 is how to execute; right? So, here’s our plan and here’s 
how we’re going to execute it and we go from there.  
 
HUGHES: I would like to throw the website into this conversion, as well. I don’t think we’ve 
mentioned the website at all, today, that is a personal, well, not personal, but something that’s 
near and dear to my heart and I know I spoke about some of this is the report that I created when 
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Chairman Gillilland had asked about the Public Information Officer conversation, so I think it’s 
high time for us to really look at rebranding, not rebranding, well, updating the website so it’s more 
modern, so it’s more functional.  
 
LAWRENCE: You know, short term we can a reskin, which is basically, you know the guts are 
the same, but you’re just giving it a new hair style, so to speak. Where and then long term, is a 
rebuild and that’s just how it navigates, it how easy it is and it might be time for a rebuild, but the 
quick fix is a reskin and then of course you want your website to look like your marketing material, 
to look like your guide, and your social media. It’s really important that your social media isn’t 
haphazard, because that’s the driving force in today, in any market, at any age, blue, white collar, 
doesn’t matter, it starts with Facebook, and the younger goes to Instagram and then Snapchat.  
 
MASCARENAS, M: Yeah, we’re rouge when it comes to Facebook, for sure.  
 
WILSON: So, for our next meeting, would this be a way to start? We sit here and it’s a working 
meeting and we get information, we get the stuff down, you know, job fairs, our digital marketing, 
our county website, you know some of the technical things we were talking about with listing 
salary, you know we just get information down and then we get to that really important step, how 
are we going to execute our plan? If this is what we want to do, what are steps that we’re going 
to take.  
 
LAWRENCE: And make it realistic.  
 
WILSON: Yeah 
 
LAWRENCE: Rebuild the website, well, that’s probably not going to something that’s going to 
happen in the short term, so you do immediate actions and then long term.  
 
HUGHES: Yeah, can we work between meetings?  Because if it’s a working meeting, that’s one 
month and then the next committee meeting, that’s another month.  
 
WILSON: Yeah 
 
HUGHES: Can we do this digitally?  
 
WILSON: I’ll try and get some information out to people to start on it, maybe you can help me with 
that?  
 
HUGHES: Sure 
 
LAWRENCE: I don’t know if you use Google Docs at all?  
 
HUGHES: Yes, I do.  
 
LAWRENCE: It’s a great way for everybody to collaborate, you know, opposed to sending it back 
and forward.  
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WILSON: So, we’ll frame some questions to get out and start, you know, maybe start the meeting 
with most of that information, because really the key stuff is how are going to execute them? What 
are the concrete steps we’re going to take? So, that leads us then to Item #, which is a very 
concrete piece, do we want to talk about that a little bit more, how we might start that or do you 
think some of that will come out of getting the information?  
 
MASCARENAS, M: I think so, I think the two are kind of interconnected, really.  
 
PALMER: I do, too or should be.  
 
WILSON: And is that something, I am going to ask you, Jenn, do you feel like, once we start 
developing all this information, like producing that book, is that something that you’re going to be 
able to spearhead with support from ROOST or should be look to get, you know, spend a little 
money and get someone who can, you know, not trying to pull ROOST in too many directions, to 
help us get organized with a little structure. I don’t know how much can you tackle?  
 
MASCARENAS, M: As a County we don’t have real graphic design, we experiment; right? I mean 
everybody’s pretty much tied to that.  
 
WILSON: Well, I was thinking more above that; right? What we’re missing, you know, what should 
we be, you know is the somebody, like a headhunting firm that does this stuff and has a… 
 
LAWRENCE: I think we need to start.  
 
PALMER: Yeah 
 
WILSON: Okay 
 
LAWRENCE: So, we can start at the beginning, we can start doing work to help create a design, 
you know, put together something, help you put together a marketing plan and a design and then 
you know understand where the pieces are and then if you feel like you still need a 3rd party, for 
whatever reason, then we will certainly help find that 3rd party.  
 
WILSON: Okay 
 
LAWRENCE: But, I can’t commit to rebuilding a website.  
 
WILSON: I know, that’s why I don’t want to dump all of this on you.  
 
LAWRENCE: Well, we also think it’s important to, we just want to stay on brand, so something if 
you bring a 3rd party in that doesn’t understand the region, that it looks like a one off kind of thing.  
 
HUGHES: I think ROOST did a killer job for the Town of Keene and your new website is just 
phenomenal.  
 
WILSON: Thank you.  
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HUGHES: But, they chose the colors, they chose the look, they chose the dedication and soup to 
nuts this is a really fabulous website for a really popular town in our community. So, it can be 
done and you guys chose that brand, I would assume.  
 
LAWRENCE: Well, our design team.  
 
HUGHES: The design team, whom you hired.  
 
WILSON: And I don’t want to quickly jump to, oh, let’s tear apart our webpage, or let’s, until we 
have the big picture pictures, it’s not unified, we’re not on brand if we’re not integrating messaging, 
all the things with all the different Facebook pages and you know it’s going to be a lot of wasted 
effort. So, I don’t want to lose sight of the big picture, as we try to jump in and let’s just fix this on 
the webpage, or let’s just this, we’ve got to have some of that big picture guidance.  
 
MORSE: So, it’s interesting that we’re having this conversation, because the BRIEF Collation has 
funding that we were going to use for marketing to promote the providers that are within the BRIEF 
Collation. So, we were going to use videos, so that, providers could, you know, kind of talk about 
that they do well, so they could be used as a workforce, recruitment product. So, I want to make 
sure that we’re not competing and I would rather work with and so I’ve got, you know, $25,000.00 
to spend on marketing BRIEF. So, I want to make sure that we’re working in tandem with what 
you guys are doing.  
 
WILSON: Thank you for bringing that up, Terri, because that, I think, is exactly what you’re saying, 
we want to be on brand, we don’t want to be sending conflicting messages or confusing, not 
conflicting messages, confusing messages, we want to make sure that if you’re talking about 
workforce development that it links back to the County.  
 
MORSE: Yes, and members of BRIEF are ACAP and Families First and Mental Health 
Association, so there’s a linking, but I just don’t want see us working at competing efforts and 
we’re working with Great Range, Doug Haney. So, I don’t know if that would be, we could try and 
figure out how we could work together.  
 
LAWRENCE: Absolutely, and we work with Great Range, also.  
 
STANLEY: Does this conversation go back to the one that we had just a few months ago, about 
having a PR Director?  
 
GILLILLAND: Not PR, Public Information.  
 
STANLEY: Well, whatever, but I mean that’s kind of what we’re talking about.  
 
WILSON: Absolutely.  
 
STANLEY: Have one vision, one sight, one marketing plan and one non-conflicting, goes back to 
having a person overseeing all that stuff, so that we’re not having Mental Health going after one 
thing and just not doubling up.  
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WILSON: I have a consultant at home that reminds me, daily, that without communications you’re 
fighting a losing battle and you’ve got to invest in communications. So, yeah, I think that could be 
part of what we put into our marketing plan, our strategy, you know that’s a very legitimate thing, 
because clearly, we’re trying to fill the holes and we’re asking Jen to do stuff, that you know, it’s 
just going to add another layer to her job.  
 
LAWRENCE: It can also be marketing and PR, you know, right? Like the position can be 
marketing and public relations.  
 
MASCARENAS, M: I think, too, the difficulty and Dan and I talk about this all the time and it’s not 
that we haven’t known a lot of these things; right? We know that we don’t promote our benefit and 
there’s a reason we don’t, because the public says they give away the farm. It’s like come on.  
 
PALMER: Be careful what you tell, when you’re spending someone else’s money.  
 
MASCARENAS, M: It’s easy for a private firm to kind of toot their own horn in what they provide 
their employees. Public is a little different ballgame, because you really are spending the public 
dollars are trying to attract those individuals, but I we absolutely have to, because that wage that 
people are seeing just in our listings.  
 
LAWRENCE: And I think times have changed.  
 
MASCARENAS, M: Yeah 
 
LAWRENCE: I mean it’s just important that the public sector has, is well staffed and you know, 
because it used to be that in the public sector that you had great benefits, even if the salary is a 
little less, but now the private sector offers great benefits and a higher wage. So, I mean if people 
want their counties and their states to function, we have to be able to play in the same ballgame.  
 
MASCARENAS, M: Absolutely, agreed.  
 
WILSON: So, how about, Ken will you help me prepare something to get out to committee 
members to get some feedback, so the next time we meet, we have something to work with. We 
can start on the plan and keep some of these other pieces moving, but get the big picture down 
and discuss the communications, you know the communications position and you know we’ll do 
a little work between, before the next meeting. So, when we come in here we can start to get 
some direction for our marketing plan and start identifying where we’re going to need help, too.  
 
DEZALIA: I think the referral program may bring people that are already here and already living 
here, so that might not be as much of a problem, but like when you talk about advertising on your 
sight that goes everywhere and are encouraging people to come here, they have to have a place 
to live. I’ve talked to two different people in the Schroon Lake area that just hired people that have 
been looking for a place to live for a couple months and they’re probably going to turndown jobs 
or can’t work there, because there’s nowhere to live. So, when we’re reaching somebody like you 
reach, how do we accommodate that, because they have nowhere to live?  
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LAWRENCE: So, just two things, when we started this, it was Work, Play ADK and we did have 
a housing component on that, because at that time we did have in North Elba some available 
housing for summer staffing. We changed that to Work ADK, because work, play there was a 
conflict, to make a long story short and we did tale down the housing at that time, because housing 
went quickly. But, we did see a lot of traffic going to the housing and so, long term, but, you know, 
if all goes as planned, there will be housing coming up in Essex County and our Work ADK will 
host that housing availability.  
 
WILSON: But, what I think what you’re describing is this is part of your marketing program and 
we need to have this as part of your marketing.  
 
LAWRENCE: Right 
 
WILSON: And we need to have that as part of our marketing plan in a very concrete way. Working 
in Elizabethtown is a little different than working in North Elba, so if link to the housing market in 
Lewis, the housing market in Etown. You know, that’s all part of our strategy.  
 
LAWRENCE: We thought about, in the meantime, putting in realtors that managed long term 
rentals. But, keep in mind, one sector is the local people that you’re trying to, that are semi-retired 
and looking for full-time jobs that are local, but those that live outside the area, they’re not coming 
this summer to move their family. So, you’re planting the seed a lot of times, and they going and 
they’re seeing what the jobs are what’s available and what’s the salary and what’s the cost of 
living. So, although that housing isn’t available now, there is still value to promoting to the outside 
customer, because it’s going to take them a year or two to get here, for the most part anyway. 
That’s out perspective, but yes, at some point we look forward to having on our Work ADK the 
available housing.  
 
WILSON: Any other thoughts before, because I think we have a good action steps, so we’ll be 
getting that out and prepare for our next meeting. We’ve got these two referrals to make to the 
Personnel Committee.  
 
GILLILLAND: So, one of the things that this committee and the survey that went out is, has been 
that very key desire by the staff is access to childcare and we, you know, took that to heart in 
planning for an idea of contracting with childcare providers and you know, possibly housing that 
facility over in Etown school, if and when we actually get that and that’s a possibility to go forward. 
Since then we’ve also given some money to, from the American Recovery, to Adirondack 
Foundation for Birth to Three Alliance, training providers in getting their certified. In Willsboro, we 
have a group, that on their own have started up their own daycare center, it’s opening at the end 
of this month and as another Willsboro resident that I own is opening up a facility, that is actually 
in Chesterfield on the Willsboro Mountain. Well, anyway, I’ve got a feeling that there’s some 
opportunities here standing facilities out there for childcare and so I was thinking, well, how can 
we tie this additional access, how can we get, you know, preferential treatment or prefer or ability 
to get County workers who have childcare issues or needs to get some spots. So, just kind of a 
thought process, I talked to Dan a little bit about it and I talked to Mike, an idea to throw out on 
the table for discussion to chew on, you know, is if we were to go out to these new providers and 
ask them to bid for slots, essentially, or something like that, to which we could provide stipends 
to providers to cover the cost, a portion of the cost of childcare and lower the cost for County 
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employee, County employee’s family for childcare. So, I don’t know where that number is, could 
it be, we would cover 25%, 50%, 755, if they do preferential slot. I am thinking that could be a 
good beta test, essentially, for, you know, what is actually we’re talking about? What’s the 
demand? Would the workforce jump on it? You know, would they be hesitate? I guess the probe 
of this could be when we would allow the workforce to actually go out and say, well, there’s three 
facilities, I like this one, I don’t want to be forced into that one, type of thing and it would also give 
some sort of an incentive to provide a market for the various childcare. I thought I would throw 
that idea out there and I didn’t know for discussion or thought.  
 
MORSE: I promise I will not tell my staff your idea, because they would be thrilled if that was the 
case. So, I am hoping that it could actually be put together, because I’ve got 2 staff members who 
their daycare provider is retiring, is no longer and they have no clue what they’re going to do.  
 
MASCARENAS: One thing, Shaun and I discussed a little bit, I haven’t got a chance to talk to 
Dan about it. Is how does that look and in my opinion, if we were, we would probably have to pay 
the entire the slot until it was occupied by a County worker; right?  So, these daycare providers 
are small businesses, that’s essentially how they’re owned and operated. They’re self-sustained, 
so if we’re going to ask somebody to withhold a slot for us, for an employee, we would have to 
probably make them financial solvent for that slot that they’re keeping vacant or if they’re going 
to fall to not exist in a few months, because they’re not going to have the wherewithal, once it’s 
filled by a County employee, then our percentage would kick in, in terms of subsidy, in how we 
would look for that. I think we would have to provide that. Now, we got to realize, too, that are we 
creating a bigger problem for the people that don’t work for Essex County, if we’re taking up slots 
that aren’t necessarily being filled and utilized by our employees, are workers in Ti Mill now losing 
slots because of that; right? So, I think with new providers, I think the opportunity to help an 
existing business and create an opportunity for our employees is certainly there, but some of 
those things are going to be what we have to think about in terms of the group.  
 
GILLILLAND: And we would also, I think, also, tie some leverage to, for the providers to expand, 
bring in staff, expand capacity. You know, we’re providing here, there’s almost a guaranteed 
market.  
 
MASCARENAS: Well, could bid out for new daycare facilities to open up and offer a onetime 
incentive. So, you know, if you stay open for a year then we’ll give you X amount of dollars at the 
end of that year. There’s lots of ways that we could do that kind of thing. I think what’s happening 
in Elizabethtown-Lewis this summer is a huge asset to our County, with Jim Monty and the Town 
of Westport and the Town of Elizabethtown, opening up their summer rec program to our 
employees. They’ve expanded hours to do that, they’re doing the County breakfast and lunch 
program, a lot of our County employees are going to take advantage of that. I think one thing you 
might want to look at as a group there and Dan’s going to shot me for what I’m about to say, is 
maybe we should subsidize Jim Monty’s program for a couple of workers, that he’s had to add 
on, because he taken our employee’s children; right? Instead of that cost being borne by Westport 
and residents of Elizabethtown/Lewis, maybe it should be borne by us and it’s not going to be a 
lot of money, but those workers make, maybe, $2,500.00 during the summer, but in order to meet 
their ratio, they have to have them. So, in order for him to open that up is real generous and real 
generous of those communities and maybe we should consider that.  
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WILSON: So, Mike, do you want to put together a little proposal that we can send out that talks 
about supporting the Youth Commission Summer Program and then the next step, which would 
be year around County supported, at these some place for us to start talking about, to get the 
idea out there?  
 
MASCARENAS: If Dan says it’s okay, I haven’t talked to him about it. Everything Dan has heard 
today is about a bigger budget.  
 
WILSON: Do you want to take a moment to rebut anything?  
 
PALMER: No, we’ll work it, we’ll figure out something.  
 
WILSON: Alright, I am so glad you were here, MJ. Thanks for contributing.  
 
LAWRENCE: Thanks for having us.  
 
STANLEY: So, we’re talking a lot about housing and childcare and thinking outside the box. I 
know there are some companies that are starting to offer housing. the KOA just bought a 
hotel/campground in Wilmington. They’re actually taking the hotel and actually turning it into 
employee lodging for their campground. So, I don’t know if the County can do this or the towns 
can do this or how it would be done, but in Corrections, if you get put at a jail across the State, 
there’s State housing, for County jobs can we start to think outside the box for having housing? 
Can we start to think about County daycare for County employees? Are these things that are 
possible? I mean we do day camps during the summer, but can we do something that lasts all 
year for kids for our employees, so that they can bring them to work? Maybe DSS can actually 
run the childcare program. But, those are things that are thinking outside the box, are they things 
that we can do and if they are, how to we start getting those initiatives started, so that we can 
start to compete with people that are not, that are starting to think outside the box in the private 
sector, too.  
 
WILSON: Yeah, thanks and we spent some time over the winter looking at housing and childcare 
and this another step in the childcare piece, but yeah, we’re going to have to really invest in this. 
Thank you everybody.  
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