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Chairman Wilson called this task force to order at 11:00 am with the following in attendance: 
Stephanie DeZalia, Derek Doty, Shaun Gillilland, Charlie Harrington, Ken Hughes, Steve McNally, 
Jim Monty, Tom Scozzafava, Matt Stanley, Joe Pete Wilson, Mark Wright, Jenn Mascarenas, 
Mike Mascarenas, and Terri Morse. Chelsea Merrihew and Wendy Sayward had been previously 
excused. Linda Beers was absent. 
 
Also present: Dina Garvey, and Jim Dougan. 
 
WILSON: Okay, I’ll call our Recruitment and Retention Meeting to order.  
So, we wanted to focus on, just two items today to try and make some concrete steps here. The 
first one is to try and generate some direction for Personnel. We’ve, you know, tasks that they 
can work on immediately to enhance recruitment, our outreach and if we come up with some 
ideas around retention, too, that’s great, but the second page is really all the strategies that we’ve 
been discussing. I tried pulling together under some topics here, but this was to try and not lose 
track of all the stuff we’ve been talking about. So, our first item is going to be, what can Personnel 
focus on right now to get started with marketing employment at Essex County? And if our goal is 
to lead to lead to some of these bigger things, like a handbook, an overall strategy, what steps do 
we take now?  
 
MCNALLY: Now we just passed the policy for recruitment referral program.  
 
WILSON: Yup 
 
MCNALLY: That needs to get out to every employee ASAP.  
 
PALMER: Yeah, I’ll get that out.  
 
MCNALLY: The guidelines, brief, precise to every County employee.  
 
PALMER: I’ll take care of that.  
 
MCNALLY: Thank you 
 
WILSON: Excellent, so that was concrete step; getting the referral idea into a concrete program 
and we also passed life insurance. So, that’s both recruitment and retention. It’s a good way to 
attract employees and a good benefit to keep employees. So, Dan’s going to step up on that, 
thank you.  
Anyone else got an idea burning a hole in their pocket?  
 
MASCARENAS: What I think would go a long way for us, if we look at the job postings and I think 
we could do that, something like, fix that relatively quickly in terms of a short term goal. We 
touched on it briefly, here at the meeting, what’s on those job postings and what’s not on those 
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job postings; right? Almost nothing we offer is on there. We have minimum qualifications, we have 
what you need in terms of education and/or experience listing on there. We have a wage, typically, 
but we don’t talk about retirement. We don’t talk about paid holidays. We don’t talk about 
vacations, sick, those types of things. So, maybe, if we could just review what they currently are 
and what we feel they’re missing and then look at maybe making them more attractive in terms 
of how we put them out, would be a good first step.  
 
WILSON: Thanks and I know from talking to Jen and her bringing this up a couple of times, there’s 
somethings that you have to have on there around exams, posting deadlines, so in some ways 
it’s a matter of packaging, really. How does it catch somebody’s eye and bring them in with things 
that are positive to them?  
 
MCNALLY: Maybe a press release or something that we could post in the paper or something, 
highlighting what County jobs have, instead of just posting what positions are open. You know, 
refer them to the website to see what’s open, but a brief description of the benefits that you get 
working for the County.  
 
WILSON: So, more like an ad for working at Essex County and when you follow up in that, you 
might look at specific jobs. So, it would be more like a generic ad for why it’s good to work at 
Essex County, is that what you mean?  
 
MCNALLY:  Right, I think that’s you know, unless you’re looking for a specific job, you go on the 
website and it has a job posting, but this would be an overall, get some interest, maybe driven 
towards employment for the County.  
 
SCOZZAFAVA: I think we ought to consider having a job fair in a couple of locations in the County.  
 
PALMER: Ken’s working on that.  
 
HUGHES: That idea is a very popular one and we’re actually in the process to do something in 
the fall over at the Etown school.  
 
SCOZZAFAVA: Yes, I mean the southern end, the northwest part and then someplace center.  
And then the other, I noticed, I read the Times Union and I notice in the Sunday edition, that a lot 
of rural school districts and some rural counties are now advertising in the Times Union, trying to, 
because of the quality of life up here in the Adirondacks and so on, so that might be something, 
also. It’s not a huge ad, but list all the positions and just say we have positions open in Essex 
County or something along that line and then a contact number.  
 
MORSE: That’s a great idea, but you’ve got a housing problem.  
 
SCOZZAFAVA: A what?  
 
MORSE: Housing problem, so it’s great that somebody comes up for an interview, but… 
 
SCOZZAFAVA: We have a housing problem, yeah, you do.  
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MORSE: I can tell you Families First recruited people from out of the area and they couldn’t find 
housing.  
 
SCOZZAFAVA: There is housing on the market, but I think the problem is that you have a lot of 
people that can’t afford the housing, is the issue. There is no lack of housing on the market, the 
problem is they’re all 6 figures, is the issue.  
 
WILSON: Yeah, and that’s why this committee’s tricky and ties in a lot with like the housing task 
force and working on childcare, because those, I don’t want to use the word secondary concerns, 
because they’re primary concerns, I know the APA’s been struggling, you know, they’re offering 
people jobs, they look for a house and they turn them down and say, no. You know, but I think 
what you said at the beginning and what Steve talking about, how we’re marketing why it’s good 
to work here at Essex County.  
 
MONTY: I agree 10 fold with this situation about trying to get people to work and retention. I think 
we should focus as much on retention as recruitment, because we need to keep our good people 
here, for one thing. Number two; it’s a trickle effect or trickle up effect, however you want to say 
it, we can’t find people to work, because there is no affordable housing for these people. On top 
of that there is no affordable daycare, there’s so many problems that really multiple what we’re 
trying to do and multiply, not in a good way. It really makes it that much more difficult to try to find 
people to work, like Terry said, you’ve got people that want to come here and work, but you can’t 
find an affordable place to live and you know, it’s just, this is a great group, but it’s going to be a 
long time to get everything into fruition to help, but I really think one of the primary focuses should 
be on retention, how to get these employees here.  
 
WILSON: So, I’ve been trying to now split our agendas between recruitment and retention. So, 
this second item on our agenda, surveying current employees is designed to get at, you know, 
what are the issues that would keep you here? What would make you want to stay? And what are 
the things that are maybe is turning people off? So, I am trying to balance our agenda, because I 
think we’ve got to do both. We’ve got to keep working on our outreach, but we’ve also got to do, 
make an effort to really keep people here.  
 
MCNALLY: And Jim’s point, the baby boomers are retiring and we have a smaller population now. 
So, I think it goes on and on in reason.  
 
MONTY: The job market has outrun the employees.  
 
WILSON: So, to get back to this, that I think that the work that we’re doing now is just the beginning 
of what’s going to be an ongoing process. How do we, you know, how do we make this a 
designation where people want to work and afford to live here? You know this Committee isn’t 
going to disband in 3 months, saying, ah, this is done. It’s going to be ongoing and we’re going to 
have to adjust to, you know, population, housing, all of those things.  
 
STANLEY: Now, part of recruitment, is it possible for us to figure out a way to assist potential 
candidates with housing? I know I graduated from college I was moving to Boston, the company 
I was being hired by, actually hired somebody to help me find a place to live. Is that something as 
a County that we can do? Is provide assistance in looking for housing?  
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WILSON: It’s an idea we should consider. I mean a lot of, you know, that used to be, moving 
expenses or you know transition housing, it’s an idea that we can throw out there.  
 
MONTY: I think it’s a good thought, but a lot of positions that we’re looking to hire are more of a 
blue collar type housing and not the necessarily white collar housing. there’s probably plenty of 
homes you could find throughout the County that are going for $150,000.00 to $250,000.00, but 
if you bring somebody in the County making $50,000.00 a year with a couple of kids, that’s going 
to be hard for them to get into that home. One of the goals of the land bank and some of these 
things we’re trying to do and we want to start out slow, is to find those places where we can 
possibly rehab them, maybe can the County can do the rehab and offer that as a home to an 
employee. That hadn’t been talked about, but you know it kind of trigger an idea.  
 
STANLEY: Well, if I’m looking to more and relocate, I am maybe in my 20’s, I may not be looking 
to buy a house.  
 
MONTY: Exactly 
 
STANLEY: Where do I actually go to find some place to rent? When I moved back to the 
Adirondacks, I rented for 12 years.  
 
MONTY: There aren’t those locations out here. A lot of it is because of the VRBO, vacation rentals, 
people are taking those places, doing just enough to rent them for a $1,500.00 a week.  
 
STANLEY: I think there are realtors who know part of the rental market, as well, not just buying, 
but they know rentals that are out there.  
 
WILSON: So, we’re spilling over into the housing, but it’s such a key component here and I think 
that’s why it’s good to have this committee and the housing committee have so much cross 
pollination, having people work in both, because the issues are so intertwined. But, to keep this 
back to some concrete starting steps, you know, what can we suggest? What do we want to 
highlight? You know we talked about the job descriptions.  
 
MASCARENAS: Yeah, getting back to number one on your agenda, did we ever add to our 
applications, where people hear about us?   
 
MASCARENAS, JEN: No 
 
MASCARENAS, MIKE: Because I think tacking that would be a good concrete step in terms of 
that. You know, Mr. Scozzafava talked about the Times Union, I know I’ve posted in there before, 
I can tell you it’s incredibly expensive and I got nobody, but I don’t know where I’m getting people 
and how I’m getting them. So, is it Indeed, is it Monster. You know, how are people accessing the 
job market right now, I don’t have any idea, but I’m sure it’s very different than when I left college, 
the way they’re accessing it now, but it would be cool to know how they’re applying and how 
they’re finding out about us.  
 
WILSON: That’s true, yes, tough to target if we’re not even sure where things are coming from.  
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DEZALIA: So, like Mike just brings that up. So, won’t we have to add something to the application 
to see if they were referred to by an employee? I know there’s the form that the employee fills out 
that they referred somebody, but the applicant, when they put in an application, won’t they have 
to say, I was referred by Essex County employee?  
 
PALMER: Yeah, yeah 
 
MCNALLY: They would be used as a reference, usually.  
 
DEZALIA: A reference is one thing, but I think they need to say they were referred by them.  
 
MCNALLY: That’s how it works, because can get referral bonus, usually when you apply, there 
should be a spot that says referred by and usually they use the same person as a reference.  
 
DEZALIA: Being we’re giving away a referral fee, I think it should say, Essex County employee 
sent me to apply for this.  
 
MCNALLY: So, you have a friend that wants to work, you say to them, the County’s hiring, you 
should apply for that job, on there, please write that you were referred by myself.  
 
PALMER: Well, we’ve got to revise the application. I’ll put a line in there that says, were you 
referred by anybody? That’s all.  
 
DEZALIA: And then if it’s an Essex County employee then we’ll take it that you got the forms from 
the employee that they referred.  
 
PALMER: Right 
 
WILSON: And then another line, how did you hear about this job? I mean, even Indeed asks that, 
you know, where did you see this listing.  
 
MCNALLY: Retention, what percentage, people are leaving, I see retirements every month that 
come through. Are we losing people to other jobs or are we mostly losing because of retirement?  
 
PALMER: Mostly retirement.  
 
MCNALLY: And the second question is, how many people are eligible for retirement out of the 
workforce we currently have, that haven’t taken it? Like people that are 55 years old that have the 
years of service that they can retire tomorrow? Or the expected retirement within the next few 
years?  
 
MASCARENAS, MIKE: I just got the first step of that leap, last week, taking that a step future in 
terms of doing a larger succession planning for the County and I can tell you who resigned, who 
retired. We tracked it over the last 18 months. I just got it all done. I can tell you what the age of 
our workforce is. I can tell you how many years of average years of service are workforce is. I 
wanted to do it next time, because I wanted Mr. Palmer and I to be able to share the information 
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with the department heads that it impacts before coming to this committee. I can give you all that 
information to have it.  
 
MCNALLY: But, are most people leaving through the retirement process? 
 
WILSON: Steve, he’s got some comprehensive info, it’s going to answer all your questions, so 
instead of trying to go through it now, in the dark, we’re going to have that as an agenda item 
when it’s been processed and then we can really dig into that.  
 
MONTY: I think in comparative, we also start doing and really doing exit interviews with the 
department heads, just to get a feel of why they’re leaving. Is it for more money? I think that would 
give us an indication of how we can better retain employees. It may just be the retirement, you 
know, because I’m of an age, I’ve aged out, I want to go, I want to enjoy what years I have left. I 
think that’s critical to do those interviews.  
 
DOUGAN: Steve, I looked at that, last October and at the time and everything has changed, but 
I will tell you that, you know, last October 17% of my employees, my full-time workers could have 
retired on that date, which I think was the middle of October, last year, 30% of them could retire 
in the next five years; okay? And I don’t know, you know look at someone like me and we’ve lost 
quite a few to retirement in the last year, alone. I don’t think it’s 17%, but I bet it’s close to that.  
 
MCNALLY: Well, it shows the importance of this committee continuing.  
 
SCOZZAFAVA: The, Terri, just mentioned, the unemployment rate 3%, right now in Essex 
County; which is the lowest in the history of the County. You know, we’re out there competing 
with everyone, the schools, International Paper Company, Mountain Lakes Services, I mean none 
of us has ever seen anything like this in our lifetime and I know a lot of the private sector and now 
even the public sector are looking at the way they do business and they are starting to go for part-
time employees. In other words, when we can’t get somebody in there full-time, maybe we can 
find someone in the 40s or 50s to come in and work part-time and make up for the one full-time. 
So, there’s a lot of different options that are being looked at by every employment sector that’s 
out there right now, so, we’re not alone in any of this, but we are competition with them. You know 
I’m a Tier 3 member, Dan, you’re probably a 3 or 4, you know those Tiers have changed to the 
point where it used to be, you know, you went to work for local government and usually the pay 
wasn’t the greatest, but the benefits were in regards to retirement, sick time, vacation and so on 
and so forth. Well, now there’s a Tier 6, I believe, Dan, is that end?  
 
PALMER: Yeah, it’s a Tier 6, but it’s still a fairly good plan. I mean it’s not like Tier 6 is bad, try 
saving 401 to equal a Tier 6, it’s hard.  
 
SCOZZAFAVA: So, I don’t know if this committee has discussed going part-time, maybe we need 
to reinvent some of these, maybe we can get somebody to come in for 20 hours a week versus 
40 hours a week.  
 
WILSON: Tom, yeah I think, and as we look at further along, like role of department heads, I think, 
you know, in different department it’s going to be really creative, you know, how do we extend 
people to get them to work longer and not retire? How do we pick jobs that could be work from he 
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or filled by a part-time? We’re going to get to all that, we’re going to have to, if we’re going to stay 
competitive.  
Jen, did you have any thoughts or ideas you wanted to put out here to get feedback on, about 
what you could be doing or how to either publicize or make it easier for people to get into our bank 
of job openings?  
 
MASCARENAS, JEN: I mean I was just really hoping to get some input on what you want on the 
postings? Salary? Do  you want salary on there or is that turning people? Benefits, do we want 
all the benefits on there?  
 
PALMER: Yeah 
 
MASCARENAS, JEN: We have to have the minimum qualifications and we have to have civil 
service information.  
 
PALMER: Right 
 
DEZALIA: I think it’s important to list that you get 11 paid holidays and you get this health 
insurance and this benefit and this benefit, right under the salary you should list all of that that you 
get.  
 
MASCARENAS, MIKE: I think we should try to work on doing a sample and bring it back to this 
committee to review and see what they think. It going to be hard in this venue to kind of think of 
everything, but once you see it on paper and try to get it down. The issue is, we don’t really have 
graphic design people that work for the County, to make it attractive. There’s employees that are 
good at it.  
 
HUGHES: I’ve got that.  
 
MASCARENAS, MIKE: You’ve got it?  
 
HUGHES: Absolutely.  
 
MASCARENAS: Alright, well, there we go.  
 
WILSON: So, you’ve got his phone, he’s volunteering to do that. Thanks, Mike, I think that’s good 
that if we take some of these… 
 
MASCARENAS, JEN: How exactly is that going to work though? If we do, we could do 20 in a 
week, you know, we post for every position for every department. So, if I don’t have the capability 
to do it in my department.  
 
MASCARENAS, MIKE: I think it’s a template. I think that at the end of the day that we get a 
template that’s designed that then you change the title and grade on, but the rest of it is really a 
standardized form. That way, my small experience with marketing in that is that you want to have, 
something to sell, you have a logo; right? You standardize what you’re putting out there to the 
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public, so when they see that, they know that it’s Essex County, over time. Changing it all the time 
is going to make it more confusing for people.  
 
HUGHES: That’s what I want to do, that’s what I would recommend in that situation. I agree with 
you 100%, is creating something that can just be handed over and used.  
 
MASCARENAS, JEN: Yup 
 
MCNALLY: These can be posted throughout the County on billboards and also, I’m not sure what 
they’re called, but a little icon where you take your phone and take a picture and they direct you 
to a website.  
 
HUGHES: QR code.  
 
MCNALLY: Yeah, they’re very popular on everything now and we have one in the Town of 
Minerva. So, if someone when and say, hey, this is a benefit for Essex County and there’s a QR 
code there and you click it and it has job openings.  
 
DOUGAN: I have a question and about Indeed and those types of services, does it have to be job 
specific or can it be more generalized for Essex County jobs? Have the benefits and then describe 
some of those. You know, we’ve been talking about living in Essex County has something we 
want to promote in a book or something in the future, but you know, can it be more generalized? 
It seems like I’ve looked on those before and sometimes there are companies, they don’t even 
tell even what the job is, they just browbeat you with stuff and I guess that’s my way of recruiting 
is browbeating people. That’s my question is can it be more generalized?  
 
MONTY: I like that idea, Jim, because then supply a link that says, if interested in employment 
opportunities in Essex County, you can list the departments or just put that link there, get here to 
see employment opportunities.  
 
STANLEY: I think we’re sitting here and we’re doing a lot of what is? What if? I think this, I think 
that. One of the big things that you’ve got on your second point and I think our biggest resource 
of finding what will work and what won’t work, is actually surveying our current employees. Like 
maybe our current employees don’t like working here, so they’re not actually, with my highway 
department there was a lot of, they weren’t happy, moral was low, there was a lot negative stuff, 
so nobody wanted to work for the Town, because it was just negative. Maybe there isn’t, maybe 
everybody is happy working here, just retiring and that’s it, but I think, thinking about a lot of 
questions we’re having here, should actually come back to the employee to say, what do you 
think? What is, what made you want to come work here? What are the things? So, retaining our 
employees is one thing, but I think, essentially retaining new employees in our recruitment, so I 
think if we can find out and figure out, every time we go around this room, what if? What if? What 
if? Maybe we would start getting some concrete answers.  
 
MORSE: I was going to quick answer Jim Dougan’s, Indeed question. It’s my understanding that 
if you’re posting and I’m posting to Indeed, if we both have Essex County in our job hire, then 
when you click on Essex County it would show all the positions available for Essex County, but I 
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usually do mine as Essex County Mental Health, so we’d have to standardize how we post across 
each department.  
 
WILSON: So, to wrap up agenda item one, Jen and I will follow up with Ken on a template and 
also maybe a start of a barebones of the generic ad that just brings you back to Personnel. It’s an 
ad for working at Essex County, that then, whether it’s a QR code, as Steve said, or whatever. 
So, we’ve got that add as a generic thing that can be revised to bring you to Essex County where 
we’ll have the updated template that we’re going to work on.  
 
HARRINGTON: Just a basic view of a situation that Tom Scozzafava and I a couple of other 
supervisors had last year. We were invited to go to what is now Salvano Paper Company. The 
CEO met with us and he was voicing the same issues that’s being voiced here today and he said, 
for heaven’s sake we’re paying people $18.00 an hour to start and we can’t get anyone to apply. 
So, we went through all of the possibilities of being able to recruit and I said to him, the bottom 
line is the dollar. Well, guess what? From last year to now, they’ve increased their rates $10.00, 
from $18.00 an hour to $28.00 to start. Now, what’s the repercussions of that? Well, people are 
jumping ship from all the other employment opportunities, primarily, one of them is Mountain Lake 
Services. They’re leaving, because the dollar says that’s what they have to do. So, the bottom 
line here is you’ve got to pay whether you like it or not.  
 
WILSON: Yup and I think that will come out in our survey, I bet, too. So, thank you Charlie.  
So, for survey of current employees, which is the retention part of our discussion today, after I 
sent out the email with the agenda, I corresponded with Wendy Sayward and she did the survey 
in the first round about housing and childcare, so I’m going to enlist here and she’s away, right 
now, so, she couldn’t be today, but I’m going to follow up with her about the mechanics of how 
we do a survey on Survey Monkey. We’ll need to get it out to people, so Wendy’s going to help 
with the mechanics of it, but on the second page, the first item is a survey of current employees. 
What do we want to know? You know, give me some ideas for what we should be asking.  
 
SCOZZAFAVA: Can I ask a question?  
 
WILSON: On the competitive positions, are we, are people taking the exams? How’s the going? 
Are they not taking them? I know we dropped the fee for a while, I don’t think that made any 
difference.  
 
MASCARENAS, JEN: That didn’t make any difference. We’re not getting the applicants that we 
used to get.  
 
SCOZZAFAVA: Okay, so the, as a follow up on International Paper, I think they’re at $24.00 an 
hour, somewhere around there, but you can go to $30.00 an hour in a short time, once you’re 
there. One thing that Charlie and I did discuss with them, is also, they used to have a written 
examination that you had to take before they would employ you and we told them, you really 
ought to take a hard look at that written examination, because I know a lot of people who would 
struggle with that exam and you’re judging people as to how well they’re taking a written test 
versus how well they would be there, physically doing the work. So, they did drop that end of it 
and I know that helped some of the recruitment. So, their recruitment is moving along fine at 
International Paper Company, right now and Mark, you’re probably aware of this, the issue they’re 
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facing now is retention, is keeping there, because I can tell you that, you know, the generation 
today, they’re not like our generation, they have a whole different perspective of what they’re 
required to do and the workplace and responsibility and so on and that’s another huge issue.  
 
WILSON: So, I think the last couple of comments have brought up a good point, the pipeline of 
new employees, if nobody’s taking tests, if, you know, we’ve got more and more people eligible 
for retirement, that the pipeline is going to get smaller and smaller, which makes what we’re doing 
even more essential in that we’re going to have to get creative. You know, how do we get people 
to work longer? How do we get them to stay here, even if they’re changing jobs? How do we 
balance out the marketing of our salary versus our whole package?  
 
MASCARENAS, MIKE: Can we just send new questions?  
 
WILSON: Yeah, we can do that.  
 
MASCARENAS, MIKE: Instead of trying to figure; right? If you could all send what we think should 
be on that survey.  
 
WILSON: Yeah and I wanted to see if anybody had a hot topic.  
 
HUGHES: Forgive my ignorance, I’m not a huge fan of blue collar, white collar classifications, but 
I understand why we use it. My question is for those exams that people take, are those take those 
Civil Service Exams for blue collar jobs and white collar jobs.  
 
PALMER: Yes 
 
SCOZZAFAVA: Yes 
 
HUGHES: Everyone?  
 
PALMER: Yeah, there’s quite a few, you know the competitive testing goes all the way up through 
the ranks. All the way up in Terri’s department in Mental Health, you know there are some 
classifications that are non-competitive, which means it’s based upon your minimum 
qualifications, but the majority are still competitive.  
 
HUGHES: Some of that is still a blind spot for me.  
 
SCOZZAFAVA: So, I see that New York State DOT, they dropped their requirement, now, for a 
CDL.  
 
PALMER: Yeah, they’re going to train people.  
 
WILSON: Yeah, so thanks for that suggestion, Mike, email me.  
 
DEZALIA: I was thinking about what Mike Diskin just did with his department. He had somebody 
leave and rather than hire another person, he extended from 35-40 hours for his current 
employees and I know a few years back, probably more than a few years, now, I think the County 
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did a survey to the employees, would you want to go from a 35-hour week to 40-hour week. Would 
that be an option for certain departments, if they have shortages in their department?  
 
PALMER: Essentially, right now, I think the only department that’s mostly not 40 hours is DSS 
and Mike and I had this discussion whether, you know, essentially if you said, you were going to 
convert DSS from 35 to 40 hours, you’re looking at a million-dollar hit. That’s what it would cost 
you.  
 
DEZALIA: The County Clerk’s is 35 still.  
 
PALMER: There’s still 35, but some of them are flexing. We did, you know in the contracts we 
had flex language now, so people can flex their people to longer hours, if they want. Yeah, I think 
that’s something that’s looked at each time we come up with a vacancy, is can we, you know, 
revise the schedules and try and cover the difference. It’s really, you know, becomes a question 
of measuring that difference in productivity from 35 to 40 hours.  
 
MASCARENAS, MIKE: Yeah and it’s weird, because it’s really individual choice and decision 
where every person has a different idea whether or not they would like to do that.  
 
DEZALIA: Well, I know that’s what the survey came up, is like, I don’t want to have 5 more hours, 
but maybe people do want 5 more hours in their paycheck.  
 
MASCARENAS, MIKE: Yeah and I can tell you that I did the same thing with my employees, 
because we were short and they were picking up a lot of that extra workload and the majority of 
them said, no, I’m exhausted at 35, because I’m working more now by being short, I just want to 
go home.  
 
WILSON: I think this again comes down to, at some point, we’re going to have to look at 
department heads and how much authority, much more support, much more pay, you know, do 
we give them to identify jobs, what needs to be done, whether it’s extending hours or splitting it 
into part timers or can somebody work from home. I think we’re going to have to get where 
individual department heads, because the departments really have different missions and very 
different work schedules and work flows, a lot of that won’t be a blanket thing, I think we’ll have, 
you know individual department heads will have to develop plans that get submitted about how 
they’re going to restructure.  
 
MORSE: I was just going to add to the fact that when I offered by staff, if you want to work 40 
hours, we can go up to 40 hours and none of them took advantage of it, they’re tired.  
 
WILSON: Well, any other finally thoughts?  
 
MCNALLY: I might as well stir the pot while I’m here. Work from home is popular in the Country, 
not popular at the County, I understand that, there’s a lot of problems with that. But, a lot of 
companies now are going elusively work from home, which is another thing, I have a lot of people 
in my town that actually work from home and that’s why they’re living there, because they can 
work from home. But, the problem is, when you’re talking 37,000 people in the County, actually 
because of all of our services being in Elizabethtown or Lewis, I mean, really our job pool is very 
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small. Now, for somebody to live in Minerva, Schroon Lake, Newcomb to drive to the County for 
a job that pays $18.00 an hour, it’s not going to happen, it’s just not going to happen or St. Armand. 
I mean it’s difficult and I don’t know if, I know Warren County has some satellite offices in different 
parts of the County, I don’t know if that’s an option that you could put some services in different 
parts of the County, but you’d be opening yourself to bunch of new candidates. I know it’s going 
to be a nightmare with supervision and all that, but that’s a possibility.  
 
WILSON: We’re going to have to adapt and adjust if we want to keep recruiting a good strong 
workforce that dedicates a career to being here, we’re going to have to be creative and keep up 
with what people want. So, that’s a valid point.  
 
MCNALLY: I mean even North Elba is 28 miles from here.  
 
MONTY: Do you want me to talk about our conversation from Thursday?  
 
WILSON: Yes 
 
MONTY: Last Thursday, our Children’s Development Corp., who ran an education component, 
as well as a daycare in Lewis, for some of the children that were there, had some learning 
difficulties and that was the primary focus, but they also opened it when they vacancies to, as an 
actual daycare. Well, unfortunately, last Thursday they had to close shop, number one, because 
they can’t find employees, so, I know you talked about a County based daycare operation and 
they left a lot of their stuff there. ACAP left stuff, we’ve got a fully fenced in playground there, we 
maintain the building, the garbage, didn’t charge them for the water. I don’t know if that would be 
an option. There’s still one young lady who lived locally, that wasn’t a teacher, but she managed 
the place, her degree is in human services. I didn’t know, I called Joe Pete, to see if that might be 
a possible option, they were licensed. ACAP is also looking in to trying to use a program similar 
to what the Children’s Development Corp., was doing, unfortunately they can’t find employees. 
That just seems to be the common theme, but we do have that location that’s specifically setup 
for children.  
 
DEZALIA: Where is this located?  
 
MONTY: It’s in what was the old Lewis school, next to the Town Hall. It’s got the courthouse, 
upstairs in one half and ACAP has a parenting classroom and two offices on the south end, the 
whole downstairs is setup, full kitchen, washer/dryer. I shouldn’t say, full kitchen, it’s not a 
commercial kitchen by no stretch, but they have the ability to do food there. It’s been approved 
by Public Health, Saranac Lake, it’s inspected all the time and stuff. So, I’m looking at trying to 
get a program back in there. I hope ACAP can get in there or someone like that. Children’s 
Development Center, she loved it, Margi loved it, Margi Carter. She said Jim, if I could find 
employees, because they also run one, I believe in Ti and Margi was trying to balance, she’s the 
head of it. She’s retiring in August, so she was trying to fill in in Lewis and fill in Ti, which means 
that, they just couldn’t keep balancing it, because of lack of help.  
 
WILSON: Would we be able to, I forgot to ask you this when we talked, would we be able to pick 
up some of the funding that they’ve been using to operate it? Would we be eligible to do that?  
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MONTY: I don’t know. Terri might know a little bit more about that, where that funding comes 
from. Do you, Terri, by chance?  
 
MORSE: I do not.  
 
MONTY: I don’t either. That would be a conversation that you could have with Margi and stuff.  
 
DEZALIA: So, are you talking about for our employees for daycare or?  
 
MONTY: If the County wanted it. I’m not going to run it. I can’t afford to run it and stuff, in Lewis. 
But, if the County would be interested in doing something, it would be available.  
 
MASCARENAS, MIKE: I’m curious what they’re set up for, Jim? How many people can they take, 
all those types of things.  
 
MONTY: I can find that out.  
 
MASCARENAS, MIKE: What were they running and what were they getting? That would be 
interesting.  
 
MONTY: I don’t know, I know the children, I’m just going to call them special needs, they were 
subsidized.  
 
MASCARENAS: Probably a WDB or something.  
 
MONTY: And the other kids were paying independently. I know we have several teachers that 
work at school, here, who dropped their kids off there, because they had, I think they were, I want 
to say they were licensed for 26 and they didn’t always have 26, so if they had 12 openings, you 
got to sign up at the beginning of the year, then they would have 12 openings for individual 
children and they reapplied 2 years ago in order to take infants. They were only able to take 4 of 
them.  
 
MASCARENAS: Yeah, it’s all broke up my age group.  
 
MONTY: By age group, yeah.  
 
WILSON: Jim, would it make sense to give you a chance to get a little more info and if we put it 
on like Human Services, brought it up again at Human Services, isn’t Human Services next week? 
I think on the 11th? Would that be a fit so we could, and talk to the Full Board at that point, too.  
 
MASCARENAS, MIKE: Yeah 
 
WILSON: Does that seem like a good next step?  
 
MONTY: I think, I’ll get a hold of Margi to find out and get a hold of Alan, Alan’s got a pretty good 
fix on it, too, because Alan is looking to do something there, as well.  
 



Recruiting and Retention Task Force 
Tuesday, July 5, 2022  14 
 
WILSON: And I think Human Services is next Monday.  
 
MONTY: Our Head Start that was run at the school, there was talk that they needed to room for 
something, next door and they were going to, because they still have the Pre-K, but the Head 
Start would, possibly go back to Lewis.  
 
MASCARENAS, MIKE: Could you let us know, too, Jim, what you charge for the rental of the 
space?  
 
MONTY: They were paying $750.00 a month, but that included electric, water, we pick up the 
garbage and stuff.  
 
MASCARENAS, MIKE: Okay 
 
WILSON: Alright, thank you for bringing that up, I look forward to talking about that more.  
Any other last thoughts, anyone else want to stir the pot before we adjourn.  
 
DEZALIA: Are you looking for questions that we should ask on the survey to our employees?  
 
WILSON: You can email them to me, yeah, if you’ve got some questions, just email them to me, 
thank you. Alright, thank you, everybody, it’s good to have so many people here, thanks a lot.  
 
 
 

AS THERE WAS NO FURTHER BUSINESS TO COME BEFORE THIS RETENTION 
AND RECRUITING TASK FORCE, IT WAS ADJOURNED AT 11:44 AM.  
 
 
 
Respectively Submitted,  
 
 
 
Dina L. Garvey, Deputy 
Clerk of the Board 


