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Introduction  
 
The impact of local government does not require deep data analytics or a lengthy white paper to 
understand. It can be seen in the average day of a third grader. On a cold winter morning, she 
boards the school bus to travel streets cleared and salted by a DPW crew. After passing by the police 
station where officers are beginning their shift, she arrives at her public school and spends part of 
her afternoon with an intergenerational reading mentor from the townõs Senior Center. After the 
final bell rings, her father takes her to the public library, then to the fire station where they drop off 
a donation for the toy drive. As she rides home in the backseat, they pass the nearby playground, the 
town hall, and a recycling truck making its rounds. They pull into their driveway just as the street 
lights come on. The third grader may not understand what it takes to craft a budget that funds the 
roads, builds her school, or polices the streets, but she can see that all the people, resources and 
services add up to her community. 
 
The cities and towns of the Commonwealth of Massachusetts rely on a dedicated core of municipal 
finance officials to sustain and support them. The following report will address the current 
administrative and staffing climate within these municipalities as they face a dwindling number these 
professionals. It will explore ways to encourage interest in public service in those who may not have 
previously considered a career in the field and in the next generation of local officials. It will 
emphasize a collaborative approach between state and local government, academia, professional 
associations and other partners. Each of these entities has an interest and commitment to addressing 
this important issue through practical steps, policy revisions and new initiatives. Developed through 
the Lieutenant Governorõs Local Government Workforce Skills Gap Working Group, the 
recommendations contained within this report provide a roadmap designed to benefit the 
Commonwealthõs residents, both now and in the future. 
 
 
Section I:  Understanding the Challenges Ahead 
 
Massachusetts is home to 351 cities and towns, each with its own distinct characteristics and 
challenges. From the Blue Hills to the Berkshires, local governments have served as the backbone of 
the Commonwealth since its inception. Municipalities provide the services, programs and 
infrastructure residents rely on every day for education, public safety, recreation, waste management, 
public health, elder services, and many other responsibilities. The combined cost of delivery for 
these services totals over $26B and results in some of the highest-rated public schools and quality of 
life of any state in the country. 
 
An aging municipal workforce coupled with a 
limited pool of qualified replacements means 
cities and towns face the same challenge: 
identifying and attracting capable municipal 
finance employees. Professional and effective 
budgeting, collections, capital planning, and 
accounting lay at the foundation of good 
governance. Proper fiscal management is integral 
and necessary to plan, support and deliver core 
services to every resident, in every neighborhood, 
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in every corner of the Commonwealth. As time passes, this issue compounds as retirements increase 
and available, qualified finance professionals become scarce, particularly in certain regions of the 
state. 
 

 
 
In order to understand the impact on local governments, it is important to acknowledge the 
population dynamics of the Commonwealth. Massachusetts is predominantly comprised of small 
towns and a few large population centers. Nearly 75% of municipalities have a population less than 
20,000. The median population is 10,000. The median municipal budget is approximately $30M. 
These budgets are crafted, 
reviewed and implemented by 
a relatively small collection of 
municipal finance 
professionals and that 
workforce is dwindling. In 
smaller communities, 
financial management duties 
are often limited to part-time 
employees. These same 
individuals may perform 
similar functions for multiple 
towns, thereby cobbling 
together the equivalent of a 
full-time salary. 
 
 
Given this current structure and the lack of support staff, one can see the obvious ripple effects that 
occur when an employee retires or leaves local service. With no existing support staff, key financial 
positions remain unfilled or lack qualified professionals. Communities in Central and Western 
Massachusetts are particularly vulnerable as they already face recruitment challenges. With a limited 
existing career ladder, upward mobility is often limited for local officials who find the best path for 
advancement through transitioning from a smaller community into larger municipality where higher 
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pay generally attracts more qualified candidates. The lack of opportunity will soon give way to a 
different problem, a statewide scarcity of qualified professionals. 
 
A recent membership survey by the Massachusetts Municipal Associations (MMA) provided some 
hard data around the issue. It found that 33% of Treasurer/Collectors and 23% of Accountants/ 
Auditors/ Comptrollers plan to retire within the next five years. Across all vacancies within 
municipal government, less than 10% of the survey respondents had identified qualified internal 
candidates ready to step into vacancies. As a result, cities and towns across Massachusetts may soon 
struggle to maintain the necessary fiscal management required to accurately account for and provide 
adequate internal controls on municipal funds, comply with existing mandates and statutes, collect 
and invest municipal revenues, maintain bond ratings, manage debt, and plan, support and deliver 
core services. 
 
 
Section II: Perception vs. Reality - Generating Interest in Local Government 
 
The negative stereotypes of government employment are ubiquitous. It is portrayed as stagnant, 
redundant work for inadequate compensation in an environment that discourages growth and 
innovation. The term òbureaucrató is far more pejorative than empowering. All too often, the 
realities and benefits of public service are 
overshadowed by this perception. When these 
commonly held views are filtered through a lens of 
political division and argument, it is 
understandable why many young people and 
experienced professionals prefer to avoid a career 
in government altogether. 
 
A private corporation suffering from such a 
negative image might seek to rebrand. To combat 
this perception, every effort should be made to 
highlight the universal appeal and quality of life 
benefits of public service. Such a career allows an 
individual a seat at the public policy table to 
address the challenges in his or her own 
community. These noble pursuits, coupled with 
the more practical enticements of defined pension 
benefits and health insurance while both as an active employee and as a retiree, are both attractive 
and compelling. While not all may be drawn to benefits that require decades of service to attain, 
some might. Viewed on the whole, a steady, fulfilling career in a field that can directly and positively 
benefit those around you can rival many alternatives. 
 
While Massachusetts is home to many institutions of higher education providing associates, 
bachelors and advanced degrees, the competition for talent in the areas accounting and finance is 
fierce.  Municipalities must attract new employees that are also deeply desired by banking, 
consulting, technology and finance service companies. To generate interest in public service and 
dispel the stereotypes, an alternate narrative must target two distinct demographics: mid-career 
professionals looking for changes to their current workstyle (Baby Boomers/Gen-Xers), and people 
with limited experience or those entering the workforce for the first time (Millennials). Recruiting 
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the former will temporarily address the immediate need for skilled financial professionals, while 
engaging the latter will foster the next generation of public servants. 
 
Efforts to reshape public opinion, at least at the local level, could take many forms. For example, 
statewide and local news outlets could feature opinion pieces and highlight the ongoing need for 
dedicated public servants. Association meetings with chief elected officials (mayors, selectmen, 
councilors) could feature surrogate speakers as advocates. An advertising campaign could develop a 
short video similar to the òLife Well Runó campaign by ICMA to be shown by community access 
channels. While these outlets may reach certain age groups, efforts must also be made to engage 
other demographics in more appropriate ways, particularly for those that rely more heavily on social 
media to receive information. If local government seeks to compete in the modern job market, it 
must learn from and reflect the Millennial recruitment efforts of its private sector and non-profit 
counterparts. 
 
Other states have embraced online tools to highlight and promote public service employment. For 
example, the state of Maineõs municipal association has launched www.mainehometowncareers.org, 
a website designed to recruit Millennials into open municipal positions available across the Pine Tree 
State. The site provides first-hand accounts of 
current local officials, links to job postings, and 
detailed descriptions of those jobs. In 
Massachusetts, the MMA website currently features 
similar postings and efforts are underway to make 
this section more prominent and accessible. 
However, there currently exists no readily-available, 
modern website that serves as both a promotional 
tool and clearinghouse to inform and attract 
potential new hires outside the traditional platforms of government and the related associations.  
 
Local government must also reexamine the way in which job openings are advertised. Currently, 
openings within a city or town can differ greatly due to a lack of available support and resources. For 
example, a small town with no full-time human resources staff might post an opening on that 
municipalityõs website and end its recruitment efforts then. A different town may do the same, but 
also notify the related professional association (e.g., collectors/treasurers association, 
accountants/auditors). A city with dedicated human resources staff might utilize a job search engine 
and ask that the opening be posted on the MMA website. In the previously mentioned survey, very 
few of the 118 respondents indicated that they had ever used a professional recruiter to assist them 
in finding a qualified replacement. There exists no uniform approach or roadmap to effectively place 
potential applicants with available municipal finance positions. 
 
To address this ongoing issue, leadership development programs and other job fair resources should 
be accessed more frequently. Many people attending these programs possess a natural inclination 
toward social justice and civic engagement. They also may be more willing to shift careers to 
something they see as honorable and fulfilling, particularly when the benefits of service are also 
tangible. In addition to engaging leadership forums, every effort should be made to allow cities and 
towns to leverage the immense reach of the Commonwealthõs centralized MassCareers job posting 
system. With thousands of job-seeking users, this system stands as an untapped resource to connect 
communities with qualified professionals nearby. Should any of these existing professionals find 
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