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Introduction

The impact of local government does neguiredeep data analytics or a lengthy white paper to
understand. It can be seen in the average dathiof grader On a cold winter morninghe
boaratheschool bus to travel streets adaand salted byDPW crew. After passing by thaice
station wire officers are beginning their shifg arrives at her public school and spespart of
heraf t ernoon with an intergenerati onaiitertheeadi ng
final bell ringsherfathertakes herto thepubliclibrary then b the fire station whethey drop off
adonation for the toy drive. Agerides home in the backseat, thagshe nearby playground, the
town hall, and a recycling truck making its roundy.pihieinto their driveway just as the street
lights comen. Thethird grademay not understand what it takestaft a budget that fundseth
roads buildsher school,or polices thestreetsput she can see that all thegpde, resources and
servicesdd up tchercommunity.

The cities and towns tife Commawealth of Massachusetts rely on a dedicated core of municipal
finance officials to sustain and support th&he following report will @dess thecurrent
adminstrative and staffing climate within thesaicipalitiess they face a dwindling numibee
professionaldt will explore ways to encourage interest in publiceseriftosevho may not have
previously considered a career in the field and in the next generation of localltoffigials.
emphasize a collaboratapproach 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 stepgyp@visions and new initiativBgveloped through

t he Li eutenant Governoros Local Gover nment
recommendations contained within this report provide a roadmap designed to benefit the
Commonwe al t,bothsowramdsnithe Ritare. s

Sectionl: Understanding the Challenges Ahead

Massachusetts is home to 351 cities and towns, each witim igBstinct 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 onrg\day for education, public safety, recreation, waste management,
public health elder swices, and many other responsibilities. The combined cost of delivery for
these services totals over $26B and results in some of ther&iigtigsiblic schools agdality of

life of any state in the country

~ 0
An agingmunicipal workforce coupled with b A 2015 study by Accenture reports 64 percent of
limited pool of qualified replacements means 70 public sector leaders across 18 states report
cites and towns facéhe same challenge: @ifieulty attracting and reiaining talent. Similarhy,
identifying and attracting capable municipal recent Pew Research study found that state HR
finance employees. Professiomnall effective | otganizations were challenged #o recrust and retain
budgeting, collections, capital planning, and skilled workers.
accounting lay at the foundation of goéd
governance. Proper fiscal management is int¢gralinning the War for Talent in the Public
and necessary to plan, support and deliver ¢oreSector” - Government Executive 2/16/18
services to every residentevery neighborhopd

2



in evey corner of th€ommonwealthAs time passes, this issue compounds as retirements increase
and available, qualified finance professionals become scarce, particularly in certain regions of the
state.
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In order © understand the impact docal 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 munich@aldi@spopulation less than
20,000. The medigopulation is 10,000he median municipal budgeapproximatelyp30M.

These budgets are crafted

reviewed and implemented |

a relatively small collection ‘ #;g % .
municipal finance % e g ol
professionals  and  the & o PR
workforce is dwindlingln el 4 é.,‘,ﬁ"
smaller communities _@4' ' ) A }.?';‘3.1'
financial management duti ffyﬁ‘ : PLlarg R,
are often limited to patime VA‘;Q |
employees. These sar : 5 '
individuals may perforn 4 b e A K. " PO
similar functiongor multiple Dol — o j ‘é |
towns, thereby cobblin S 0003200

together theequivalent ofa

full-time salary.

Given thiscurrent structure and the lack gbart staff, one can see thigvious ripple effects that
occur wheran employee retg®r leaves local serviddith no existing support stafgy fnancial
positions remain unfilled or lack qualified professicBatemunities inCentral and Western
Masachusettare particularly \nerableas they already face recruitment challenges. With a limited
existing career ladder, upward mobility is often limited footbcials who find the best path for
advancement through transitioning froemaller comomityinto larger municipality whergher
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pay generally attrachore qualified candidat@he

lack of opportunity will soon give way to a

different problem, a statewide st qualified professionals.

A recentmembership survey by thassachusetts Municipal AssociatioA)Mprovided some
hard data around the issltefound that 3% of Treasurer/Collectors and%23f Accountants/

Auditors/ Comptrollersplan to retire within the

next fivgears.Across all vacancies within

municipal gvernment, less than 10% of the survey respondents had identified qualified internal
candidates ready to step into vacarkses.resultities and towns across Massachusettsoony
struggle to maintain the necessary fiscal manageqergdo accuately account for and provide

adequate internal controls on municipal furmap
and invest municipal revenuasjntain bond ratin
core services.

ly with existing mandates and statcbdiect
gs, manage debt, and plan, support and deliver

Sectionll: Perception vs. Reality Generathg Interest in Local Government

The negativestereotype of government employmeate ubiquitoudt is portrayed astagnant,

redundant workfor inadequatecompensation in
innovatonThe term Obureau

realites and benefits of public service ?fe

overshadowed by this perceptidhen these
commonly heldiews ardiltered througlalens of

political  division and argumentit is

understandablevhy many young people anc
experiencegrofessionals prefer tvoid a caree
in government altogether.

A private corporation suffering from such
negatre imagemight seek to rebrando combat

this perception, very effort should be made {0 1 them compared with 51 pervent of workers

highlightthe universal appeal and quabitylife

benefits of public servicBuch a career allows an

individual a seat at the public policy tabl
address the challenges Ims or her own
community. These noble pursuits, coupled
the more practical enticen=ot defined pension
benefits andhealth insuranoghile both as an acti
and compellingWhile not all may be drawm ben

an environment that discourages growth and
cratoé i s f Alrtooroften,ehe pej or

Survey respondents listed pension benefits as le.r.r\
imporiant to younger workers than to workers
in general. State directors ranked pensions as
the most important employee benefit for workers
as a whole. But for those under 30, pensions
were third most important. Pew’s earlier survey
of state and local workers mirrored these results.
a Only 33 percent of workers younger than 30
said retirement plans were exitremely imsportant

50 and older.

t0The Pew Chatitable Trusts “Preparing
for Retirement”

ve employee and as a,ratgdsoth attractive
efits that require decades of service to attain,

some might. Viewedhdhe wholea steady, fulfilling career in a field that can directly and positively

benefitthose around yotanrival manyalternatives.

While Massachusetts h®eme to many institutions of higheducation providing associates

bachelors and advanced degtéescompgtion for

talent in the areascounting and finance is

fierce. Municipalities must attract new employees that are also deeply desired by bankin
consulting, technology and finance service compaoigenerate interest in public service and

dispel the stereotypes, an alternate narrative

angst two distinct demographiosd-career

professionals looking for changethtr current workstgl(Baby Boomers/GeXers) and people
with limited experience troseentering the workforce for the first time (Millais)iRecruiting
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the former will temporarily address the immediate neeskiled financial professionaihile
engaging the lattetll foster the nexgeneration 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 &
short video similar to t htobeshawh ley coMenlinity aiRess 6 ¢ ¢
channelsWhile these outlets may reaehtain age groups, efforts must also be made to engage
other demoaphics in more appropriate ways, particularly for those that rely more heavily on social
media to receive informatiolf local government seeks to compete in the modern job market, it

must learn from and reflect the Mufial recruitment efforts of its private sector andpmofit
counterparts.

Other states have embraced online tools to highlight and promote¢nide employment. For
example, the state Mfain® s mu n i c i phaslaunehedsvwavaniaiaehometawncareers.org
awebsite designed to reciditlennialsnto openmunicipal positions availableogsrthe Pine Tree
State. The site provides finsind accounts 0 ¢ = == —
current local officials, links to job postings, e
detailed descriptions of those jobs.
Massachusetts, tMMA websitecurrentlyfeatures
similar postings and efforts are underwapake AP BEN
this section more prominent and &acCCESS o wor
However, there currently exists no readifyjlable, o= M
modern website that serves as both a promoti  =eoe FETLE
tool and clearinghouse to inform and attract

potential new hires outside the traditional platformsvefigment and the related associations.

HOMETOWN
CAREERS

Locd government must also reexamine the way in which job oper@agsertisedCurrently,

openings within a city or town can diffecatlydue to a lack of available support and resources. For
example, a smathwn with no fulitime human resources stafight post an opening on that

munici@ | i t yds website and .Adilferenttosn mag dorthe sathbehe nt e f
also notify the related professional associafexy., collectors/treasurers assion,
accountants/auditorsh city with dedicated human resoustaf might utilize a job search engine

and ask that the opening be posted oMMiiié& websiteln the previously mentionezlirvey, very

few of the 118 respondents indicated that thegvedused a professional recruiter to assist them

in finding a qualified replacem@ritere exists no uniform approach or roadmap to effectively place
potential applicants with available municipal finance positions.

To address this ongoing issaadersip development prograrasd other job fair resources should

be accessed more frequerilgny peole attending these programs posaesatural inclination

toward social justice and civic engagement. Theynaysde morevilling to shift careers to

somehing they see as honorable daffilling, particularly when the benefits ofviser areako

tangible. In addition to engaging leadership forenasy effort should be made to allow cities and
townstol ever age the i mmense ceetrabedMassGaredrshiagb pdStmgnmo n w
systemWiththousands of jeseeking users, this system stands as an untapped resource to connect
communities with qualified professionals nearby. Should any of these existing professionals find


http://www.mainehometowncareers.org/




