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SAN BENITO COUNTY 
HUMAN RESOURCES DEPARTMENT 

 
 
BACKGROUND 
EMPLOYMENT 

-  
People search for decent wages at jobs that support their lifestyle: shelter, utilities, 
healthcare, food, education, and entertainment. Higher paying employment can, 
indeed, be found in Santa Clara and Monterey counties, however, increasing fuel prices 

commute prevents them from participating in activities with family and friends. Officials 
and department leaders have two responses when asked what prompts employees to 

 
 
The San Benito County Civil Grand Jury sought to understand the county employment 
issues through a review investigation of the Human Resources Department. 
 
SUMMARY 
The Human Resources Department plays an integral role in the recruitment, retention, 
and termination processes of staffing levels within San Benito County. It also manages 
retirement benefits. 
 
The Human Resources Department in severely unstaffed. There is complexity of the 
required work and demands within the county that involves various needs of special 
qualifications, such as law enforcement and health and human resources departments. 
All totaled, the department has three employees whose experience ranges from six-
years to less than six-months. The breath and scope of the responsibilities for this 
department span the gambit of: 
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METHODOLGY 
The 2021-2022 SBC Civil Grand Jury had multiple interviews with each of the following: 
· County Supervisors 
· Administrative staff 
· Various employees at all levels, new and including former employees 
· Review of County Policies and Procedures manuals 
· Interviews with Human Resources staff 
· Review of HR documents 
· Local media reviews 
· Interviews with County consultants 
 
DISCUSSION 
It is understood that -
level employees, and as soon as their hours are accrued or they reach the rank of a 

workers are even sought out by outside human resources hunting for qualified 
applicants in many areas. 
 
When an open position fails to attract qualified candidates at the rate of pay or benefits 
offered, a job description may be created around the lessor skills of an applicant to fill 
the vacancy. In certain departments, some interviewees have found that their under-
qualified managers then become more demanding of their staff to fill the needs and 
gaps, and the resulting atmosphere is stressful and disruptive.  
 
Skilled employees are in demand, not only in government, but also in private sectors. 
The situation is especially magnified when multiple employees leave the department 
around the same time, and no one can quickly fill the vacuum. 
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Source County of San Benito, Financial Report Q2-FY 2022, and HR report 4/28/2022 
The above sheet shows the vacancy rate within San Benito County for a 6-month period 
between October 2121- March 2022. 
 
VACANCY RATE 
Through confidential interviews, the Civil Grand Jury learned that the vacancy rate for 
San Benito County is almost double of similar-sized counties including population and 
total annual budgets. Their average vacancy rate for 2021-2022 was between 11-15%.  
A reliable source stated that the current job market has two jobs for everyone applicant. 
 
The vacancy rate for the total San Benito County has increased at a rate of 7% for the 
period between 12/31/2021 and the end of March 2022 and is projected to an overall 
vacancy rate of 30-33% by July 1, 2022. 
 
The Behavioral Health has an alarming vacancy rate between 12/31/2022 by 12% for the 
period between 12/31/2021 and the end of March 2022 throughout the County. 
 
STAFFING ISSUES 
During confidential interviews with current and former employees, the Civil Grand Jury 
has learned of another concerning response given, best described as their desire to 

 
 FTE FY 21/22 

 
VACANCY RATE 

 

      
Vacancy 
Rate 

FUND 
 ADOPTED 
BUDGET Actual FTE 12/31/21 Actual FTE 3/31/22 

General 259.75 230 11.45% 209 19.540% 

Roads 20 10 50.00% 12 40.000% 

HHSA 195 154 21.03% 137 29.740% 

BEHE 78.5 55 29.94% 46 41.040% 

CHILD 
SUPPOR
T 12 9 25.00% 9 25.000% 

ALL 
OTHER 17.75 14 21.13% 14 21.130% 

TOTAL 
Financial Report 
Q2-FY 2022 472 19.04% 427 26.760% 
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Some interviewees expressed fear of reprisal for speaking about the unfair workplace 
environment. 
 
Additionally, jurors found that although the county does have a policy against related 
persons working in direct contact or supervision of a family member, this may be 
difficult to detect outside of an honor-system due to different last names, but the 
perception of partiality exists. 
 
It has been stated in several interviews that there is concern regarding nepotism within 
the County workplace. One instance was confirmed by a senior management position 
that a relative was working within their department, however, the manager stated that 
they were unaware of any county policy. 
 
According to the San Benito Employees Handbook of Personnel Policies and Procedures 
dated 11/3/2020, section 6.12.11 Conflict of Interest Policy, subsections: 
A. #6  
employment decision involving a person with whom they have a familial or 
romantic  
#7  
or romantically involved with another employee in the workplace over whom 
the employee has the authority to impose or recommend an employment action, 
or any another employee within the same department or with whom the 

 
 

or any another employee within the same department or with whom the 
employee  
 
Review all the sections the San Benito Employees Handbook of Personnel Policies and 
Procedures dated 11/3/2020, section 6.12.11 Conflict of Interest Policy. Within this 
section there are statements about what is unacceptable behavior but there are no 
statements as to what happens to an employee who breaks any of these guidelines in 
the sub-sections A-C. 
 
No published guidelines or identified program was found for an in-house training 
program for advancement of candidates for management positions, including Director 

future leaders for the county to allow a learning experience throughout multiple 
departments and contribute to the overall operation within the County. 
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HIRING, RETENTION, AND TERMINATION 
The Resource Management Administration experienced four management position 
vacancies within one-week. 
Exit interviews provide internal evaluation and insight of the relationship between 
management and the employees, otherwise alternative facts are substitute by the 
unknowing employees. 
 
FINDINGS AND RECOMMENDATIONS 
 
F-1 San Benito County experiences a rate of nearly double than local counties as well as 
those of similar budget size and population 
R-1 Exit interviews should become a part of the equation for determining why people 
are leaving employment within the county to better determine where improvements 
can be made. 
. 
F-2 Employees complain about unfair relationships policies that allow favoritism of 
relatives and friends. 
R-2 Relationship policies are due for an update of enforceable policy. 
 
F-3 Guidelines for advancement and training within county departments do not 
currently exist. 
R-3 Employment advancement opportunities and training should be developed and 
supported throughout the county. 
 
F-4 For the needs of a county the size of San Benito, the Human Resources Department 
is understaffed. 
R-4 The new Human Resources Director should strategize expansion that could be 
supported by the Supervisors to work at maximum level. 
 
 
RESPONSES 
Penal Code §929 requires that reports of the Civil Grand Jury not contain the name of 
any person or facts 
leading to the identity of any person who provides information to the Civil Grand Jury. 
Pursuant to Penal Code §933 and §933.05, the Civil Grand Jury requests responses: 
From the following elected official within 60 days: 
From the following governing body within 90 days: 
 
RESPONSES REQUIRED: 
San Benito County Board of Supervisors 

 


