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Seneca Workforce Strategic Plan

2017

Business Survey:
• 70% of businesses can’t find
workers they need.
• 35% can’t expand because of
lack of workers.

Commuting:
• 60% of residents leave
county to go to work.
• Net loss of 8000 workers
every day.

Job Postings:
• 2000+ open jobs within 20
miles of zip code 44883.
• 33% require Associate’s or
higher. 41% pay $50K+.

50+ Participants:
Public and private sectors

3 Planning Sessions:
Sept. 30, Oct. 31, Nov. 30

Professionally facilitated:
SWOT Analysis, TOWS Matrix

Mission: attract and retain a vibrant workforce in Seneca County and unleash its potential to grow
Vision: develop a collaborative strategy to meet the human resource needs of business
and increase workforce stability and dependability by…
• Goal 1 - building stronger relationships and collaboration among business and education
• Goal 2 - matching the needs of businesses with the expectations of potential workers
• Goal 3 - increasing the knowledge of the types of jobs available
• Goal 4 - ensuring the county’s youth are career-ready.
Education
 Career Awareness in
Curriculum Initiative1
 Education to Work 2.02
 Job Shadowing Program5
 Financial & Workplace
Literacy6

Training & Placement
 Adult Training Alignment
Initiative4
 Sector & Student Job
Fairs15
 Veterans Workforce
Program16

Research
 Wage & Benefits Survey3
 Commuter Survey &
Outreach Program17
 Job Projections Survey18

Community Services
 Drugs & Mental Health
Task Force7
 Community Services
Campaign9
 Affordable Housing Dev.11
 Welfare to Work 2.012

Employer-Employee
Relations
 Employer Benefits
Campaign8
 Seneca County’s Best
Employers13

Organization
 Plan Leadership &
Sustainability14
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1.
Background
The effort to create a Workforce Development
Strategic Plan effort for Seneca County was
initiated by the INSIGHT Consortium, a group of
local and regional nonprofit business service
providers established in 2014. The mission of the
group is to connect Tiffin, Fostoria, and Seneca
County businesses with some of the more than 200
available public and non-profit resources (e.g., tax
credits, grants, financing, consulting, services) to
help them grow and expand.
The INSIGHT Consortium is made up of the following organizations:
• Fostoria Area Chamber of Commerce
• Fostoria Economic Development Corp. (FEDC)
• Northwest Ohio Manufacturing Extension Partnership
• Regional Growth Partnership
• Seneca Conservation District
• Sentinel Career Center
• Seneca County Department of Job & Family Services
• Seneca Industrial and Economic Development Corp. (SIEDC)
• Seneca Regional Chamber of Commerce of Visitors Services
• Seneca Regional Planning Commission
• Terra State Community College
The idea for the plan surfaced at the end of February 2016, when the group discussed many
issues surrounding workforce, identified it as a priority issue, and decided to work on getting a
planning effort underway. During the summer a list of potential participants was developed and
a facilitator (Terra State Community College’s Cory Stine) selected. In the fall, the process was
developed, participants invited, and the first session was held on September 29, 2016 at Tiffin
University.
2.
Participants
More than fifty representatives of the public, non-profit, education and private sectors
participated in the sessions from a diverse list of organizations. They included the following:
• David Alvarado, Superintendent, Hopewell-Loudon LSD (dalvarado@hlschool.net)
• Steve Anway, Superintendent, Old Fort LSD (sanway@oldfortschools.org)
• Zach Arnold, President, Arnold Machine (zach@arnoldmachine.com)
• John Bing, Professor, Heidelberg University (jbing@heidelberg.edu)
• Kerrie Carte, Planning & Development, WSOS Community Action (klcarte@wsos.org)
• Autumn Clouse, Director of Human Resources, Mennel Milling (AClouse@mennel.com)
• Lenny Clouse, Owner & President, Clouse Construction (lenny@clouseconstruction.com)
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Paul Craun, Business Development, Alvada Construction
(p.craun@alvadaconstruction.com)
Pat DeMonte, Executive Director, Tiffin-Seneca United Way (director@tsunitedway.org)
Chuck Eingle, President, Quick Tab II, Industrial Management Council (chucke@qt2.com)
Sharon George, Executive Director, Seneca County Family & Children First Council
(sgeorge@ncoesc.org)
Beth Hannam, Coordinator of Corporate Training, Terra State Community College
(bhannam@terra.edu)
Deidre Herdlick, Human Resources Generalist, Tiffin University (HerdlickD@tiffin.edu)
Sherri Hernandez, Human Resource Manager, American Fine Sinter
(shernandez@afsus.com)
Tricia Johnston, Financial Branch Manager, Fifth-Third Bank (Tricia.Johnston@53.com)
Laura Kagy, Superindendent, Seneca East LSD (lkagy@se-tigers.com)
Carol Kern, Business Services Consultant, Seneca County Job & Family Services
(Carol.Owen@jfs.ohio.gov)
JoAnn King, Vice President, Commercial Banking Division, US Bank
(joann.king@usbank.com)
Jim Lahoski, Superintendent/CEO, North Central Ohio ESC (jlahoski@ncoesc.org)
Katie Lang, Communications Coordinator, SIEDC (lang@senecacounty.org)
Jonna Lewis, Assistant HR Manager, Taiho Corporation of America
(jlewis@taihousa.com)
Mark Linsalata, Student, Heidelberg University (mlinsala@heidelberg.edu)
Jana Loy, Human Resources Manager, Roppe Corporation
(jmloy@roppeholdingcompany.com)
Mark McKee, Director of Career Development and Placement, Heidelberg University
(mmckee@heidelberg.edu)
Regina Miller, Human Resources Manager, Ballreich Bros. (rmiller@ballreich.com)
Jackie Mitchell, HR Director, Reineke Family of Dealerships
(jackie.mitchell@drivereineke.com)
Angie Morelock, Public Relations & Communications Director, Vanguard-Sentinel Career
& Technology Centers (amorelock@vsctc.org)
Carl Pastorella, Human Resources Manager, Toledo Molding & Die
(pastorella@tmdinc.com)
Jason Pollock, Program Coordinator, Tiffin-Seneca United Way
(firstcall@tsunitedway.org)
Rebecca Singer, Associate Program Director, CIFT, Ohio Manufacturing Extension
Partnership (rsinger@ciftinnovation.org)
Gwen Stallard, AVP Branch Manager, Croghan Colonial Bank (gstallard@croghan.com)
Deb Reamer, Director of Human Resources, City of Tiffin (DReamer@tiffinohio.gov)
Robin Reaves, Deputy Director, Mental Health and Recovery Services Board of Seneca,
Sandusky and Wyandot Counties (deputyMHRS@bright.net)
Bryce Riggs, Development Coordinator (riggs@senecacounty.org), SIEDC
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Mary Sanchez, Human Resource Generalist, ProMedica Fostoria Community Hospital
(mary.sanchez@promedica.org)
Deb Scheiber, Human Resources Manager, Webster Industries
(dscheiber@websterchain.com)
Allen Schultz, Career Pathways Specialist, Vanguard-Sentinel Career & Technology
Centers (aschultz@vsctc.org)
Ron Schumacher, Director of Facilities and Support Operations, Mercy Health – Tiffin
Hospital (rmschumacher@mercy.com)
Mike Shanaberger, Vice President, Taiho Corporation of America
(mshanaberger@taihousa.com)
Jessica Short, Executive Director, St. Francis Home (Jessica.Short@stfrancishome.org)
Cathy Smith, Superintendent, Bridges Community Academy (csmith@bcatiffin.org)
Leanne Smith, Director of Residential Services/Public Relations, St. Francis Senior
Ministries (Leanne.Smith@stfrancishome.org)
Pat Smith, Executive Secretary, Tiffin City Schools (pat_smith@tiffincityschools.org)
Holly Stacy, President, Seneca County Commission (hstacy@seneca-county.com)
Haley Thomas, Director of Sales & Marketing, Ballreich Bros. (haley@ballreich.com)
Yolanda Trevino, Branch Supervisor, Surge Staffing (ytrevino@surgestaffing.com)
Kevin Wasserman, Human Resources/Business Manager, Autumnwood/Volunteers of
America (kwasserman@voa.org)
Charlene Watkins, Executive Director, Seneca Regional Planning Commission
(cjwatkins@senecarpc.org)
Ted Willman, Middle/High School Assistant Principal, Calvert Catholic Schools
(twillman@calvertcatholic.org)
Diane Wise, Employment Coordinator, Pyramid Recruiting Offices
(dwise@pyramidrecruiting.com)
David Zak, President & CEO, SIEDC (zak@senecacounty.org)

3.
Business Survey – Key Findings
In June, Mark Linsalata, a senior political science major at Heidelberg
University and Tiffin Mayor Aaron Montz’s intern, worked with Carol
Kern, Beth Hannam, and David Zak to develop a survey instrument to
identify challenges to area companies being able to recruit and retain
the workers they need to sustain and grow. Linsalata continued his
research throughout July, and he reported to Tiffin City Council on
August 1 and to this workforce development planning group during the
first part of Session 1. A copy of the report is available in Appendix 1 of
this document. Here are ten key facts and findings from the report.
• The Survey Sample
o 40 businesses representing almost 4,200 employees
were surveyed.
o 25 of the 40 businesses surveyed were manufacturers, and they employed 2,700.
o The rest were distributed among healthcare, retail, and government.
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Growth Plans
o 35 percent of them cannot grow or expand because of the workforce challenges.
o The surveyed companies anticipate hiring 500+ new jobs within a year.
o 40 percent plan on investing into the business (machinery and equipment,
construction).
Hiring Practices & Patterns
o 70 percent of them are having challenges finding the workers they need.
o 83 percent of the companies are willing to hire inexperienced workers.
o 70 percent use online recruiting and 65 percent use the newspaper.
o Employers cited the following reasons for not being able to fill positions: poor
work records, poor work ethic, failed drug screenings, unqualified applicants,
lack of applications, and felony convictions.

4.
CEDS Update – Key Findings
SIEDC performed an update to the demographic and local economy data in the 2011
Comprehensive Economic Development Strategy (CEDS, aka the economic development
strategic plan) in October 2016. Those results have been included in Appendix 2. Some of the
most noteworthy trends include the following:
• Demographics
o Population Decline - The Seneca County population has been declining since
1980 (61,901) to its current level (56,030), and current Census projections still
have it continuing to decline moving forward (51,560 by 2040).
o Bachelor’s Degrees - The number of people both in absolute and percentage terms – with
four-year college degrees declined over the last
five years after a steady increase for many years.
It rose to 16.3% in 2009 and declined to 14.7% in
2014.
o Associates Degrees - The number of people –
both in absolute and percentage terms – with a
two-year associates degree has been on the rise
since 2000. In the 2000 Census had the number at
2,228 (6.0%), and most recently the American
Community Census (ACS) had it at 3,611 (9.7%).
This is an approximate 50% increase over the last
15 years.
o Poverty – The number of individuals and families
below the poverty line has doubled in the last 15 years. In 2000, 6.1% of families
were in poverty. In 2014, the percentage had risen to 12.8%. In 2000, 9.0% of
individuals were; in 2014, 17.1% of individuals were.
o Income – All measurements of income (per capital, household, family) all
continue to rise at a rate about 8-16% below state levels. Note: the cost of living
is about 15% below national average.
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o Median Age – The median age has risen three years since 2000. It’s now equal
with Ohio (39.1) and older than the US.
Local Economy
o Manufacturing
 Employees - Manufacturing continues to be the number one employer,
with roughly 23% of all employees, but the number of people has
dropped 37.7% since 2000 (from 6,279 in 2000 to 3,914 in 2014).
 Employees (Part II) - The number of people engaged in “Production,
Transportation, and Logistics,” though, rose more from 2009 to 2014
than any other job category (7,200 or 26.1% to 7,339 or 29.0%).
 Companies – The number of companies in this sector declined from 80 in
2009 to 69 in 2012, with fewer companies above 250 employees, but
more between 50 and 249.
 Subsectors – Machinery equipment led the way, with a 60% increase in
employees from 2009 to 2014. Car and engine parts came in second in
growth, with a 52% increase in employees. Nonmetallic minerals had a
meteoric rise, but it hasn’t been explained yet (89 to 1,042 employees).
Fabricated metals had the strongest decline (826 to 367 employees).
 Location Quotient – Seneca County has 1.7 times more employees
(percentagewise) than the state average and 2.4 times more employees
than the national average.
o Healthcare
 Employees – Healthcare (and social assistance) continues to come in
second on the employment list, but it also experienced a sharp decline
from 2009 to 2014 (3,171 to 2,558). The number, though, is close to 2000
levels (2,627).
o Education
 Location Quotient – Educational services continues to be the most unique
industry in Seneca County, with 3.5 times more employees than the state
average and 3.2 times more than the national average (1,200).
o Entrepreneurship
 Between 2010 and 2015, The number of high growth Stage II businesses
(those with between 10 and 99 employees) remained about the same,
while Stage I businesses (less than 10) grew and Stage III (100 to 499
employees) declined.
 80 businesses started up last year, the highest figure for the last five
years. The number of net active businesses is also up from 2014.
o Commuting
 This was probably the most striking change of all the data with respect to
workforce development.
 The percentage of Seneca County residents leaving every day for work
has risen from 37 to 60 percent, and although the number of nonresidents coming into Seneca County has risen, the difference between
out-commuters and in-commuters has risen from 5,013 employees to
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7,774. In essence, for every person that comes into Seneca County to
work from somewhere else, two people leave to work outside the
county.
5.
Ohio Means Jobs Reports – Data & Key Findings
Ohio Means Jobs (ohiomeansjobs.com) data as of October 23, 2016 reveals the following on its
online job postings in the Seneca County area:

Entry Level: less than $30K
Middle Income: $30K-$49K
Upper Middle Income: $50K-$79K
High Income: $801K-$99K
Six Figure: More Than $100K

44883
Exact
56
67
26
6
21

44883-20
mile
radius
568
625
507
147
169

44830
Exact
34
39
29
2
1

44830-20
mile
radius
616
710
600
171
179

Less Than High School
HS Diploma or GED
Some College-No Degree
Postsecondary NonDegree Award
Associate's
Bachelor's
Master's
Doctoral or Professional
Total Positions

40
75
0
11
13
11
5
21
176

403
772
3
170
177
276
46
169
2,016

19
40
0
9
14
12
5
6
105

456
853
2
187
179
359
57
182
2275

OMJ Postings as of 10/23/16

43420
45840
Exact
Exact
(Fremont) (Findlay)
89
201
105
255
60
249
18
86
13
111
56
108
0
24
26
35
3
0
252

182
319
2
65
81
150
14
89
902

OhioMeansJobs (ohiomeansjobs.com) also produces monthly reports on several topics, and
we’ve included in the appendix the following six reports:
• Online Job Postings – Northwest Ohio (August 2016)
• Online Job Postings – Ohio (August 2016)
• Online Job Postings by Occupational Focus – Northwest Ohio (August 2016)
• Online Job Postings by Occupational Focus – Ohio (August 2016)
• Online Internship Ads – Northwest Ohio (August 2016)
• Online Internship Ads – Ohio (August 2016)
Some key findings from those reports include the following:
• There were almost 15,000 job openings in northwest Ohio posted online in Q3.
o 23% required a bachelor’s degree or above
o 36% required an associate’s degree
o More than 50% paid more than $50,000 per year
o Another 27% paid between $30,000 and $49,000 per year.
• There were almost 180,000 job openings statewide for the same period.
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Truck Driving
o 64% of all the certifications needed related to driving/trucking (CDL, Driver’s
License, HAZMAT)
o The top occupation being posted for jobs are truck drivers (by a factor of four) –
1,292.
Health Care
o Mercy Health placed most ads, followed by Bob Evans, Blanchard Valley and HCR
Manor Care – 3 out of top four are healthcare related
o Pediatrics was the top skill sought (739 ads). Critical care ranked fifth, with
geriatrics seventh.

6.
Nursing Shortage Data
The following research was provided by one of the healthcare participants relating to the
ongoing and worsening nurse shortage. The following data is for Registered Nurses only:
• Nursing is one of the fastest growing occupations.
• By 2022, there will be an additional need for 1.13 million nurses.
• Ten states, including Ohio, are projected to account for HALF of the nurses needed.
• 55% of Nurses are 50+ years of age and will be retiring within the next 0-15 years.
• Between 2010 and 2030 the 65 and over population will increase by 73%. One in five
people will be considered a senior citizen.
• With an increase in need and a decrease is care professionals, care may be unavailable
or of poor quality.
• Also, the stress experienced by care professionals by long days, regulatory demands and
a high patient to nurse ratio is moving people away from the field.
In addition to the facts listed above, lack of nursing schools and instructors is limited. Some
healthcare providers are providing free nurse aid classes to the community in effort to have
more people exposed to healthcare. One provider we spoke with, for example, is down 20% of
their ideal nurse staffing goal. This is between full and part time positions. Even though the
data listed pertains to RN’s, the need is equal to or more for LPN's and STNA's. Sources used
were: American Association of Colleges of Nursing, http://stategicprogramsinc.com/nursingshortage-statistics/. Other resources may not give these exact data point but all are similar and
does not change the dynamic of the issue.
7.
Workforce Policy Board Input
Also in October, State Representative Bill Reineke asked local stakeholders to contribute input
on two critical policy questions being discussed at the state level. Rep. Reineke and Legislative
Aide Mark Kylander held several meetings locally in Sandusky and Seneca Counties. Input was
gathered from participants in this process and shared. Some participants provided feedback
directly. The memo sent and feedback we collected and passed on are included as Appendix 3.
The two key prompts were:
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"Post-secondary institutions allocate scarce and valuable funds to student remediation.
This directs resources away from core programs, drives up the cost of education, and
delays graduation and entry into the workforce for students."
"A disconnect exists between school curricula and relevant, practical workplace skills,
which results in a gap between worker capabilities and employer expectations."

Some of the ideas from the responses include the following:
• Student Remediation
o Older/Dislocated Workers - Student remediation is particularly challenging with
older/dislocated workers.
o Integrated Education & Training – There was support for the National Council of
State Directors of Adult Education Model of Integrated Education & Training
(IET).
o Pause not Push – There were thoughts shared about finding ways not to push all
students to college, but to allow there an opportunity for them to pause and
figure out what makes the most sense.
o The College = Success Myth – A common theme was a belief that the myth that
college is the only way to success has to be destroyed. It is a great way for some,
but not for all.
o Not Applicable – The question was asked why we are remediating students in
areas that will not have any applicability for their future life or career.
• School-Employer Disconnect
o Nursing Education – RNs that graduate are not ready to care for patients.
Employers end up having to develop and conduct expensive training, and
mistakes affect patients’ lives.
o Teaching to the Test – There was an impression that schools are teaching to the
test because that is what they are measured on.
o Hands-On Learning – There is a need for more “on the job” type training for
(specific) employer needs.
o Partnership – There was a strong belief in the need for and desire to strengthen
employer-educator dialogue and partnership, including the development of a
state grant program to encourage it (“Regional Industry Workforce Alliance
Grant” program).
o Character Education – This should not be overlooked, and some employers feel
that if they have new employees that want to work, show up on time, are kind,
drug-free, and can communicate, they can take it from there.
o Curriculum Audit & Policy Alignment – The suggestion was made that perhaps a
full audit of the state curriculum is in order. Also, schools don’t always feel that
they have clear answers to the question, “What do business and industry want
us to do?” There are a lot of areas where state policy could align with business
and industry needs.
o Real World Content – The idea was shared for a “Workplace Expectations and
Real Life” class that would be taught in high school that would cover a variety of
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topics, from work expectations and employee benefits to taxes, budgets and
loans.
o Job-Driven Financial Aid – The idea was discussed about creating opportunities
in financial aid for middle-skill training.
8.

Planning Session I – Sept. 30, 2016

8.1
Introduction
State Representative Bill Reineke welcomed the group, thanked them
for their participation, and talked about the importance of workforce
development. David Zak made some introductory comments and shared
two short videos of speakers from the International Economic
Development Conference in Cleveland to stimulate thinking. During a
session on reshoring, Cleveland Cycles owner Scott Carlismo talked about the need for the K12
system to give children the opportunity to learn and work with their hands much earlier in their
education. Site Selection consultant Michelle Comerford talked about how the need for an
available skilled workforce is one of the top five economic development trends today. Then,
facilitator Cory Stine laid down the ground rules for the day and led the group into a discussion
about their aspirations for the plan (what its purpose is) as well as some of the forces at work
that are competing for workers.
Discussion about the “competition” or competing forces for the workforce listed the following:
government benefits, other locations (cities, counties) and their efforts; drugs and alcohol; a
poverty mentality; a negative worker attitude (“What’s in it for me?”); the cost of education;
the lack of resilience, and new norms for family and society.
8.2
Mission & Purpose
The overall mission of the initiative is to attract and retain a vibrant workforce in Seneca County
and unleash its potential to grow. Several good ideas were generated about the plan’s purpose,
and they are all expressed in the following purpose statement:
The Workforce Development Strategic Plan for Seneca County seeks to develop a
collaborative strategy to meet the human resource needs of business and increase
workforce stability and dependability. It looks to accomplish this by (1) building stronger
relationships and collaboration among business and education, by (2) matching the needs of
businesses with the expectations of potential workers, by (3) increasing the knowledge of
the types of jobs available, and by (4) ensuring the county’s youth are career-ready.
Accomplishing these major goals will help make Seneca County more appealing to both
businesses and residents.
8.3
SWOT Analysis & Goals
Facilitator Cory Stine outlined for the group that the purpose of SWOT was to provide a
framework for brainstorming, and he differentiated between internal forces (strengths and
12 | P a g e

weaknesses) the group could control and the external forces (opportunities and threats) it
could not. Each table discussed each area, and ideas were written on post-it notes and grouped
together. In total, 181 ideas were generated.
Then, the larger group broke out into four smaller groups to identify common themes among
the various ideas submitted and group them together according to those themes. The larger
concepts are found here. The majority (137) of the individual post-it ideas can be found in
Appendix 2.
Strengths
• Good Community - Seneca County is and contains good
communities, and its advantages should be better
promoted.
• Strong Government & Leadership - Seneca County
enjoys political leadership and programs that support
workforce and economic development, and it should be
better praised and promoted.
• Good Jobs - Seneca County has a large number of diverse, available jobs, and those
positions should be better promoted.
• Great Educational Institutions - Seneca County enjoys strong educational institutions and
resources, and those should be better promoted.
Weaknesses
• Environmental Barriers – things like drugs and the lack
of affordable housing reduces the number of available
workers.
• Government Benefits – these can often disincentivize
some from seeking work, and we should work harder
at showing the benefits of meaningful work with wages
that eliminate the need for such assistance.
• Low Quality Workforce – many prospective employees do not possess the soft skills, hard
skills, attitude, expectations, and resilience needed to be successful in today’s work
environment.
• Commuting Outflow – for every worker coming into Seneca County, two are leaving to
work elsewhere.
Opportunities
• Education, Training & Awareness – there are several
opportunities to implement more programs, provide
better access, offer and accelerate training, increase
awareness of opportunities, and increase
collaboration. Financial planning and literacy are part
of this and critical to the overall effort.
13 | P a g e

•
•
•
•
•

Collaboration & Communication – employers can become more engaged with
employees, more flexible, more communicative about benefits, and more collaborative
with partners.
Marketing & Economic Development – educational institutions can become more
communicative and informative, perceptions need to be changed, and economic
development needs to continue.
Diversity & Flexibility – increase the diversity and flexibility of opportunities within
Seneca County and adapt better to the changing requirements of the workforce.
Resources – take better advantage of local resources and increase those resources
through state and federal legislators and other potential partners. Businesses must also
contribute and have “skin in the game” as well.
Wages & Benefits – businesses need to commit to a strong workforce by offering
competitive wages and benefits.

Threats
• Drugs/Alcohol – better assistance needs to be
provided to aid people addicted to drugs and alcohol
and prevent drug abuse in order to help employers
recruit and retain needed workers.
• Mental Health – better assistance needs to be provided
to help people with mental illnesses in the workplace.
• Social Media – social media needs to be used in an
appropriate manner and potential negative impacts minimized.
• Government Benefits – government needs to do a better job of incentivizing work versus
just receiving benefits.
• Aging Workforce – a large number of the baby boomer generation are retiring, and the
median age continues to rise.
9.
Program & Asset Inventory
In-between the first and second sessions, we asked participants to identify key programs and
assets that are effectively impacting some of the SWOT areas. Participants responded with the
following beginning list:
• Organizations - Education
o Bridges Community Academy
o Calvert Catholic Schools
o Heidelberg University
o North Central Ohio Educational Service Center
o Sentinel Career Center (VSCTS)
o Tiffin City Schools
o Tiffin University
• Organizations – Mental Health & Addiction (Primary)
o CARSA Coalition (Community Action to Reduce Substance Abuse)
o Dry Haven
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Firelands Counseling & Recovery Services
First Call for Help
NAMI of SSW
The Cottage
The Mental Health Recovery & Services Board of Seneca, Sandusky & Wyandot
Counties
o Oriana House/Rigel Recovery Services
o Schools (counseling) – Fostoria, Old Fort, Seneca East, Tiffin
Organizations – Other
o Bureau of Vocational Rehabilitation
o Fostoria Economic Development Corp. (FEDC)
o Impact Youth Center
o JobsOhio/Regional Growth Partnership
o New Housing Ohio
o Ohio Means Jobs – Seneca County
o Seneca County Department of Job & Family Services
o Seneca County Human Resources Association
o Seneca Industrial and Economic Development Corp. (SIEDC)
o Seneca Industrial Management Council
o Seneca Regional Chamber
o Tiffin Community Foundation
o Tiffin-Seneca United Way
Organizations – Political
o City of Tiffin (Mayor Aaron Montz)
o Ohio House of Representatives (Rep. Bill Reineke)
Organizations & Programs – Youth
o 4H
o Boy Scouts
o DECA Program in High School
o Girl Scouts
o Mentoring Programs (grade through high school)
 SMYL (Seneca Mentoring Youth Links)
o Pheasants Forever
o Seneca County Park District Out and About Preschool
o Success for Youth/Comprehensive Case Management Employment Program
o Tiffin Parks & Recreation
o Tiffin Community YMCA
o Youth Substance Abuse Prevention Grant program (CARSA)
Programs
o HYPE Program (Heidelberg University)
o REACH
o Recovery to Work Program
o Seneca County Manufacturing Showcase
o Seneca County Park District Nature Programs
o
o
o
o
o

•

•
•

•
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10.

o Subsidized Employment (SEP) Work Site Program
o Training Reimbursement Programs with On-the-Jobs Seneca County/Ohio Means
Jobs in Seneca County
Assets
o Existing workers
o Large number of available jobs in a variety of sectors
o Parks
o Clean, safe community
Planning Session II – October 31, 2016

10.1 Session Summary
The second session of the workforce development strategic planning initiative took place on
October 31, 2016 at the Sentinel Career Center in Tiffin. 45 members of the planning team were
in attendance, and after a delicious lunch prepared by Sentinel’s Culinary and Hospitality
Management program, David Zak led the group through the latest updates to the plan working
document. He spent some time covering a variety of subjects, including the following:
• changes based on feedback from participants;
• the latest demographic and economic data update to the economic development
strategic plan (CEDS);
• Ohio Means Jobs reports on online ads for available jobs;
• new nursing shortage data;
• recent feedback provided to State Rep. Bill Reineke on student remediation and
employer-educator disconnects for his work as part of the Governor’s Executive
Workforce Board.
Terra State facilitator Cory Stine then explained the day’s process for developing strategies
using the four goals, 19 strengths/weaknesses/opportunities/threats, and a TOWS Strategic
Alternative Matrix (included in Appendix). The larger group was broken out into four discussion
groups, each of which was assigned the task of developing strategies in one of the four areas:
• Group 1 - Strategies that use strengths to maximize opportunities (S-O Strategies)
• Group 2 - Strategies that minimize weaknesses by taking advantage of opportunities (WO)
• Group 3 - Strategies that use strengths to minimize threats (S-T)
• Group 4 - Strategies that minimize weaknesses and avoid threats (W-T)
The different groups then spent about an hour developing their ideas, which were then shared
with the larger group and recorded on paper and forms that were submitted to the planning
team for later processing. The group was also asked about the highlights of the process so far
and for the group’s thoughts on things that should be kept in mind or changed about the
process as it continues. The best part for many has been the diversity of the group in terms of
industry and organization as well as the exposure to the variety of challenges and perspectives
each participant faces. Key things to keep in mind for some moving forward are the need to
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keep strategies realistic and to ensure there is focus on the entire county (not just Tiffin) as well
as adults (not just youth).
Following that very reflective, thought-provoking, and challenging brainstorming session, all of
the hand-written ideas were converted to electronic format, sorted, reconciled (made
consistent with one another), expanded and elaborated (for discussion purposes), and then
categorized according to type, as many of the strategies relate to more than one of the four
goals. The following is a list of the 19 specific strategies developed during and following Session
II:
Research Initiatives
• 1. Wages & Benefits Survey
• 2. Job Projections Survey
• 3. Commuter Survey & Outreach Program
• 4. Seneca County’s Best Employers
Marketing & Communication Initiatives
• 5. Community Services Campaign
• 6. Employer Benefits Campaign
• 7. Social Media & Work Campaign
• 8. Specialized Sector Job Fairs
• 9. University Student Job Fairs
• 10. Veterans Workforce Program
Education & Training Initiatives
• 11. Career Awareness in Curriculum Initiative
• 12. Financial & Workplace Literacy
• 13. Education to Work 2.0
• 14. Job Shadowing Program
• 15. Adult Training Alignment Initiative
Long-Term Initiatives
• 16. Affordable Housing Development
• 17. Welfare to Work 2.0
• 18. Drugs & Mental Health Task Force
• 19. Plan Leadership & Sustainability
10.2 The Strategies
The following strategies were developed at Session II of the 2016 Seneca County Workforce
Development Strategic Plan initiative. Next steps include the development of strategy action
plans, including who will be leading (“owning”) the work on each (e.g., already existing
organizations, participants, groups of participants, new committees, etc.), what the key
achievement milestones (and/or metrics) will be, and target timelines for achieving them.
Strategy 1 – Wage & Benefits Survey
• Description – Complete a regional wage and benefits survey.
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•

Context - Group 2 listed this as important information to have for a number of reasons,
including helping employers pay competitive wages, helping determine the importance
of wages and benefits in the 7,000+ net worker migration outflow from Seneca County,
and helping determine if wages are attractive enough to move people out of the
government assistance system.

Strategy 2 – Job Projections Survey
• Description – Complete a county job projections survey.
• Context – Group 2 also listed this as important research to conduct for a variety of
reasons, including providing assistance for education and training institutions in
curriculum, course, and program development as well as in future and current
workforce career selection.
Strategy 3 – Commuter Survey & Outreach Program
• Description – Complete a survey of commuters going outside of Seneca County to
determine the major reasons for it and design and launch a program to reach out to
them regarding opportunities here in Seneca County.
• Context – Group 1 developed this idea with the newly updated commuting pattern data
firmly in mind. The group wants to answer the question why more than 7,000 people
leave the county and drive a half hour and more if there are good, readily available jobs
here.
Strategy 4 – Seneca County’s Best Employers
• Description – Develop a program similar to Forbes’s America’s Best Employers list or
Glassdoor’s Best Places to work.
• Context – Group 2 developed this idea as a way to help, inform and inspire existing
Seneca County companies to continue to improve their work environments as well as
provide a useful tool in employee recruitment and marketing. The program would not
only create a list but also showcase best practices for employee satisfaction and
retention and how the best employers make their associates feel valued.
Strategy 5 – Community Services Campaign
• Description - Develop Seneca County employer promoted Community Services
Campaign to inform county residents of available service within Seneca County to
benefit families by increasing service use by 20 percent within the next 18 months.
• Context – Group 3 developed this strategy as a way to use strengths to combat existing
or emerging threats (drugs, alcohol, mental health, etc.).
Strategy 6 – Employer Benefits Campaign
• Description – Successfully conduct a marketing campaign to existing and future workers
about employee benefits and their value.
• Context – Groups 1 and 2 discussed this strategy, and there was a sense that businesses
could do a better job communicating with employees what benefits they offer and the
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value of those benefits. There was also a sense that employers could use assistance in
creating this awareness and access to helpful marketing resources and tools, such as
video.
Strategy 7 – Social Media & Work Campaign
• Description – Conduct a DARE-like campaign to make youth aware of the potential
negative impact of some social media activity as well as best practices.
• Context – This strategy was developed by Group 3. They find that with many teenagers
and young adults, their use of social media is hindering their professional pursuits.
Showing them what the impact of their online history and social media use is on future
and current jobs as well as sharing current best practices by role models is deemed
desirable.
Strategy 8 – Specialized Sector Job Fairs
• Description – Conduct job fairs with at least five to six employers in a specific industrial
sector with actual workers who can relate real life pros and cons of available positions,
career paths and company culture.
• Context – Group 1 developed this strategy as part of a desire to help employer outreach
to future and potential workers become more effective.
Strategy 9 – University Student Job Fair
• Description – Conduct a winter/spring job fair for summer employment opportunities
with local/regional companies for students from Heidelberg University, Tiffin University,
and possibly other universities.
• Context – This idea was submitted by a stakeholder after Session II took place.
Strategy 10 – Veterans Workforce Program
• Description – Develop a program to assist local and regional employers find veterans
and connect the various resources and organizations involved in veterans affairs to vets
looking for employment.
• Context – This idea was submitted by a stakeholder after Session II took place.
Strategy 11 – Career Awareness in Curriculum Initiative
• Description – Increase career awareness in the K12 educational system by intentionally
embedding it more effectively into the schools’ curriculum at many grade levels over a
long period of time.
• Context – Group 2 listed this as a strategy in the overall effort to facilitate the better use
of education and resources to overcome barriers to realizing an available workforce to
meet current employer needs.
Strategy 12 – Financial & Workplace Literacy
• Description – Increase awareness and understanding (literacy) of personal finance and
workplace expectations for youth and adults.
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•

Context – This came up early in the planning process as well as during Group 2’s
brainstorming session. Although banks offer some financial literacy education for
schools and local organizations offer classes like Financial Peace University, more needs
to be done.

Strategy 13 – Education to Work 2.0
• Description – Education to Work 2.0 is shorthand for an initiative to better design and
implement programs and systems that help students of all socio-economic backgrounds
successfully transition from education to the world of work.
• Context – Group 1 developed this “big picture” strategy idea as a framework for
developing specific actions that help achieve this goal, meet employer needs, and to
address the significant increase in poverty discussed in the recent update to the
economic development strategic plan (CEDS).
Strategy 14 – Job Shadowing Program
• Description – Develop and launch a job shadowing program in the educational system
(secondary and post-secondary) to focus on in-demand positions and to support the
short-and long-term hiring needs of employers.
• Context – Group 2 advanced this idea as a way to promote better understanding by
students (and parents) of employer environments and career pathways.
Strategy 15 – Adult Training Alignment Initiative
• Description – Develop new and effective ways to match and align skills in demand by
business with existing and new adult training programs.
• Context – Group 1 developed this strategy as a way to help employers get better
prepared future employees and to help education and training institutions produce a
“product” that is in demand and highly valued by business, while also resulting in
successful jobs and careers for its students.
Strategy 16 – Affordable Housing Development
• Description – Assess and improve the housing stock in Seneca County for people at all
income levels.
• Context – Group 2 discussed this strategy and believed that it is an important weakness
that needs to be addressed more effectively.
Strategy 17 – Welfare to Work 2.0
• Description – Welfare to Work 2.0 is shorthand for developing a new approach to better
incentivize and assist people currently receiving government benefits and not working
to seek, obtain and keep gainful employment without the need for government
assistance.
• Context – This “big picture” strategy was discussed by a variety of people and within a
context of existing programs (e.g. Seneca County Department of Job & Family Services
programs) that are achieving some results. The question is how to adopt, adapt and
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implement best practices and innovation and thereby increase the system’s overall
effectiveness.
Strategy 18 – Drugs & Mental Health Task Force
• Description - Establish a non-traditional task force involving employers, educators, and
partners by December 31, 2016 to collaboratively create a plan with stakeholders by the
end of May 2017 to develop new and effective solutions to the drug, alcohol, mental
illness problems.
• Context – Groups 2 and 3 discussed the overall need for additional innovation in this
space, and participants want to work to develop a plan with some new ideas, fresh
ideas, and additional resources to address some of these very tough, long-term issues.
Drug courts were mentioned as an example of a positive but not sufficient initiative to
solve these difficult issues. Innovative and expanded drug education was mentioned as a
possible component of such a plan.
Strategy 19 - Plan Management & Sustainability
• Description – Develop and implement a short- and medium-term plan for the continued
management and sustainment of the Seneca County Workforce Development Strategic
Plan.
• Context – The Seneca County Workforce Development Strategic Plan, in order to be
successful, must not only be developed (written) but managed and led over a longer
period of time, and a plan needs to be developed for how the plan will be managed and
overseen for 2017 and beyond. Some ideas related to this were discussed at Session II,
and the Planning Leadership Committee has added it to the list.
11.

Planning Session III – November 30, 2016

11.1 Session Summary
32 attended the third planning session with eleven providing input ahead of time but unable to
make the session because of prior commitments. Introductions were made, and the overall
goals of the planning process were discussed, as well as the basic ground rules. Appreciation
was expressed both at the beginning and the end for the facilitator, planning committee, and
participants. The work done to this point was also reviewed, including the research (business
survey, OMJ reports, CEDS update, Bill Reineke feedback, etc.), as well as the first and second
planning sessions.
Participants were then taken through the process moving forward, including the agenda for
Session III, how working groups would be formed and the role of those groups’ facilitators, as
well as the culmination of next year’s effort in the first ever Workforce Summit, to be held on
November 30, 2017. The draft plan would be completed and sent out for review over the next
couple of weeks, feedback incorporated into the plan, and the plan finalized by the end of the
year.
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After that, attendees were asked to rank the strategies, the input was tabulated, and then they
were invited to join Strategic Working Groups (SWGs) around each strategy. Groups were
formed based on rankings provided by the participant (we wanted people to be a part of groups
where they had ranked the strategy with a “1”, “2”, or “3”). The eight most often ranked
strategies were then identified and SWGs created.
Each Strategic Work Group was then assigned to discuss group membership, identify a faciliator
or co-facilitators, and a scribe. The role of the facilitator is to coordinate meetings of each SWG,
serve as the main point of contact for the planning committee, and attend quarterly meetings
(three total) during 2017 leading up to the Summit. Following determining those logistical
details, the groups set their first meeting time, date, and location; and then they developed
Action Plan Frameworks, coming up with the key milestones or accomplishments they wanted
to see for next year, as well as identifying a path to achieve them (action steps). These were
then turned into the planning committee.
The following groups met for Strategy Action Plan Framework – Session I:
• 14. Adult Training Alignment Initiative (15 votes = number of people ranking it in the top
three)
• 10. Career Awareness in Curriculum Initiative (14 votes)
• 1. Wages & Benefits Survey (11 votes)
• 11. Financial & Workplace Literacy (8 votes)
The following groups met for Strategy Action Plan Framework – Session II:
• 12. Education to Work 2.0 (13 votes)
• 13. Job Shadowing (12 votes)
• 5. Community Services Campaign (5 votes)
• 6. Employer Benefits Campaign (5 votes)
11.2 Strategy Rankings
Leading up to the session, a draft copy summarizing Session II had been distributed along with a
request to rank the top three strategies that people were willing to work on plus indicate if they
were willing to potentially lead any of them. Eleven people had prior commitments but
submitted their rankings, and those who did attend provided their rankings during the session.
The results were entered into a table and from that work groups were chosen.
For each “1” (top ranking) a strategy received, two points was added to the score. For each “2”
a strategy received, 1.5 points was added. For each “3” a strategy received, one point was
added. And for each unsolicited “4” or non-ranked preference, a half a point was added. The
following scores have been received, and have been placed into priority tiers, based on score.
The priorities have also been renumbered (S1-S18), based on priority (S1 highest priority, S18
lowest).
Tier 1 – Top Priority (15+ points)
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•
•
•
•
•

S1. Career Awareness in Curriculum Initiative (23.5 points)
S2. Education to Work 2.0 (18.0 points)
S3. Wage & Benefits Survey (16.5 points)
S4. Adult Training Alignment Initiative (15.0 points)
S5. Job Shadowing Program (15.0 points)

Tier 2 – High Priority (7 to 12 points)
• S6. Financial & Workplace Literacy (12.0 points)
• S7. Drugs & Mental Health Task Force (9.0 points)
• S8. Employer Benefits Campaign (8.5 points)
• S9. Community Services Campaign (8.0 points)
• S10. Social Media & Work Campaign (7.0 points)
• S11. Affordable Housing Development (7.0 points)
• S12. Welfare to Work 2.0 (7.0 points)
Tier 3 – Medium Priority (5 to 6.5 points)
• S13. Seneca County’s Best Employers (6.5 points)
• S14. Plan Leadership & Sustainability (6.5 points)
• S15. Sector & Student Job Fairs (5.0 points)
Tier 4 – Low Priority (3.5 points and below)
• S16. Veterans Workforce Program (3.5 points)
• S17. Commuter Survey & Outreach Program (3.0 points)
• S18. Job Projections Survey (2.0 points)
11.3 Strategy Consolidation
During the session, the groups began to group several of the initiatives together that were
related and to put those strategies together into a strategy group. There was also additional
input that was provided following the session about potential consolidation, and the following
transformative strategy groups have been created. Whereas the groupings of the strategies
following Session II were according to topic, activity and timing, these groupings were put
forward by participants according to theme, whereby a single working group could be
responsible for the strategies in each group. Six different strategy groups have been identified.
The first three relate to the major goals of Section 8.2 from the Session II Summary:
Several good ideas were generated about the plan’s purpose, and they are all expressed in the
following purpose statement: “The Workforce Development Strategic Plan for Seneca County
seeks to develop a collaborative strategy to meet the human resource needs of business and
increase workforce stability and dependability. It looks to accomplish this by (1) building
stronger relationships and collaboration among business and education, by (2) matching the
needs of businesses with the expectations of potential workers, by (3) increasing the knowledge
of the types of jobs available, and by (4) ensuring the county’s youth are career-ready.
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Accomplishing these major goals will help make Seneca County more appealing to both
businesses and residents.”
They are the following:
• Education – building stronger relationships and collaboration among business and
education (Major Goal 1) and ensuring the county’s youth are career-ready (Major Goal
4)
o S1. Career Awareness in Curriculum Initiative
o S2. Education to Work 2.0
o S5. Job Shadowing Program
o S6. Financial & Workplace Literacy
• Training & Placement - matching the needs of businesses with the expectations of
potential workers (Major Goal 2)
o S4. Adult Training Alignment Initiative
o S15. Sector & Student Job Fairs
o S16. Veterans Workforce Program
• Research – increasing the knowledge of the types of jobs available (Major Goal 3)
o S3. Wage & Benefits Survey
o S17. Commuter Survey & Outreach Program
o S18. Job Projections Survey
The other three strategy groups (Community Services, Employer-Employee Relations,
Organization) are not covered by the three major goals but definitely relate to the overall
mission – “The overall mission of the initiative is to attract and retain a vibrant workforce in
Seneca County and unleash its potential to grow.”
Community Services does this by addressing key weaknesses (Environmental Barriers,
Government and threats (Drugs/Alcohol, Mental Health, Government Benefits) identified
during the SWOT Analysis of Session I (see Section 8.3 for more details.) Employer-Employee
Relations does this by enhancing a key strength (Good Jobs) and a key opportunity
(Collaboration and Cooperation). Organization does this by ensuring this strategic plan will be a
living, active document guiding and facilitating actions which help accomplish the mission.
• Community Services
o S7. Drugs & Mental Health Task Force
o S9. Community Services Campaign
o S11. Affordable Housing Development
o S12. Welfare to Work 2.0
• Employer-Employee Relations
o S8. Employer Benefits Campaign
o S13. Seneca County’s Best Employers
• Organization
o S14. Plan Leadership & Sustainability
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11.4 The Six Point Approach
In 1977, the National Trust for Historic Preservation started the Main Street program as a way
to preserve historic buildings, located primarily in the downtowns by developing a
comprehensive approach to downtown revitalization, what eventually became known as the
Main Street four-point approach. It was based in the idea that you had to work simultaneously
on four key things to revitalize a downtown – its physical appearance (called Design), its
business and residential community (Economic Vitality), its events and marketing (Marketing),
and its human and financial resources (Organization).
Using the six strategy groups, we have developed a six-point to Workforce Development:
Education, Training & Placement, Research, Community Services, Employer-Employee
Relations, and Organization. As with Main Street, each of the points will have a committee,
what we have called “strategy working groups.” Each committee (or working group) will have a
strategy or set of strategies to work on. They will develop action plans to make progress on
and/or complete some or all of those strategies for the coming year.
In addition, some of the committees/working groups may have subcommittees focused on one
particular strategy. Those subcommittees, where appropriate, will have a leader or co-leaders
to facilitate. This is also common in Main Street Practice.
And, as with Tiffin’s Main Street program, the Organization Committee will also serve as the
oversight “board” for the entire process.
There are some very important comments to make here:
• We have converted the names of the “Strategy Working Groups” to the more traditional
“Committees,” as well as the “Facilitators” to Chairs. This is done for ease of
understanding and relating to the plan by those new to the process. The function,
though, of each does not change. The key role of the committees is to serve as a
working group to implement the strategies. The key role of the chair is to facilitate the
committee work.
• The membership lists are a very early initial draft made up of participants who attended
the strategic framework planning sessions and some additional people they wanted to
invite. We expect to have some changes to these lists leading up until the first
meeting(s) of each committee and subcommittees. Participants wanting to join a
particular group and/or switch are encouraged to contact a member of the Organization
Committee. The same applies to facilitators and subcommittee chairs.
• It’s important to note that some of the subcommittees, some of which were formed as
independent working groups (e.g., S5 Job Shadowing), and their members are
considered (automatically) part of the larger committee.
• The strategic action frameworks given here are very basic and not intended to represent
a detailed tactical scope of work for each committee. They are intended to provide
some beginning conceptual framework for the first meeting so that a scope of work can
be further developed and finalized for the year.
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•

The priorities in boldface type are the ones discussed during Session III. It is not
expected for each group to work on all of the strategies, although this is allowed. They
must work on the highest priorities (S1-S9), though.

Here are a list of the committees, and the strategies they are working on in 2017 (typeface
reflects priority):
Education Committee
• Members & Invitees (initial draft list) – Steve Anway, Beth Hannam, Sherry
Hernandez, Tricia Johnston, Carol Kern, Jim Lahoski, Katie Lang, Angie
Morelock, Carl Pastorella, Jodie Reinbolt, Allen Schultz, Pat Smith, Kevin
Wasserman, Charlene Watkins. Additional high school principals to be
invited.
• Chairs – Steve Anway, Pat Smith
o S1 Subcommittee Chairs – Bryce Riggs, Pat Smith
o S2 Subcommittee Chair – Pat Smith
o S5 Subcommittee Chairs – Beth Hannam, Angie Morelock
o S6 Subcommittee Chairs – Steve Anway, Charlene Watkins
• First Meetings
o Committee Meeting at 3:30 pm, January 25, 2017 at SIEDC Offices (19 W. Market
St., Tiffin, OH).
o S5. Job Shadowing Subcommittee at 3:00 pm, January 31, 2017 at Sentinel
Career Center.
o S11. Financial & Workplace Literacy Subcommittee at 8:00 am on January 25,
2017 at Tiffin Community Foundation.
• S1. Career Awareness in Curriculum Initiative
o Notes - Get representatives from all Seneca Co. schools on committee and have
them help make decision on career awareness initiative approach countywide
• S2. Education to Work 2.0
o Notes - Review S1, S2, S5 and S6 to see if they are truly preparing students for
work (career readiness).
• S5. Job Shadowing
o Key Accomplishments (and Milestones) for 2017
 Create Career Touchpoint Document (Map) to analyze gaps (Q1)
 Best Practices Review for other Job Shadow programs, defining
expectations of employers and students (Q1)
o Notes – work around existing events (Mfg. Showcase, Job Fair)
• S6. Financial & Workplace Literacy
o Key Accomplishment for 2017 – A booth at the March 10 Job Fair to talk about
finances – budgeting the pay stub.
o Additional Notes – Financial Literacy Class, Job Fair Booth. Involve SCYP, Small
Victories, 5/3 Bank, Chris Lewis, Elaine Daugherty, Croghan, Old Fort Bank.
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•

o Milestone 1 – Send invitations to financial reps who may want to man the Job
Fair booth.
 Timeframe – Q1 2017 – present at March 10 Job Fair
 Specific People – invitations sent to financial experts listed on the front
page to make a program in the booth
 Additional Notes – a giveaway for the Job Fair to get students to stop.
o Milestone 2 – At our first meeting on January 25, we will look over
considerations from interested parties.
S10. Social Media & Work Campaign - TBD

Research Committee
This group will head up working on gathering information through surveys and
other tools to help provide the data needed to make informed programmatic,
policy, and business decisions.
• Members & Invitees (initial draft list) - John Bing, John Detwiler, Chuck
Eingle, Carol Kern, Jackie Mitchell, Carolyn Rodenhauser, Renee Smith,
Gwen Stallard, Haley Thomas, David Zak
• Chairs – Carol Kern, David Zak
• First Meeting – 2:00 pm, January 17, 2017 (Tues.), SIEDC Offices (19 W. Market St.)
• S3. Wages & Benefits Survey
o Key Accomplishment – Completion of Survey
o Additional Notes – county and regional funding (RGP/JobsOhio), contract to have
survey done, COACT assist
o Step 1 – Identify firms, develop RFP
 Timeframe – 3.1.17
 People – David (and others)
 Notes – explore cost and develop budget, get input from the group.
o Step 2 – Get county/regional buy-in (RGP)
 Timeframe – 3.1.17
 People – David (and others TBD)
 Notes – Hancock, Sandusky need to be included, plus target counties
where Seneca County residents commute to work (Wood, Erie, Ottawa,
Huron, Wyandot, Lucas).
o Step 3 – Issue RFP/select firm
 Timeframe – 6.1.17
 People – entire group
o Step 4 – Distribute survey
o Step 5 – Communicate results
 Timeframe – by Workforce Summit (11.30.17)
• S17. Commuter Survey & Outreach Program - TBD
• S18. Job Projections Survey - TBD



27 | P a g e

Training & Placement Committee
• Members & Invitees (initial draft list) - Zach Arnold, Kerrie Carte, Paul Craun,
Beth Hannam, Deidre Herdlick, Jonna Lewis, Jana Loy, Mark McKee, Regina
Miller, Angie Morelock, Robin Reaves, Carolyn Rodenhauser, Mary Sanchez,
Ron Schumacher
• Chair – Kerrie Carte
• First Meeting – 8:30 to 10:00 am, January 18, 2017 (Wed.) at Taiho. Jonna will put
together a survey for the group to review at the meeting.
• S4. Adult Training Alignment Initiative
o Key Accomplishments for 2017 - producing & sending out survey – (1) what is
available within career tech and post-secondary; (2) what is needed by
businesses; and (3) identify what does not align.
o Action Step 1 – Create survey and identify survey instruments
 Timeframe – Q1 (when survey needs to come back)
 Notes – create it on SurveyMonkey or Google Forms, send survey out by
end of January. Returned two weeks after survey goes out. Conduct focus
groups by March with higher ed to review results.
o Action Step 2 – Review and determine gaps
 Timeframe – Q2 (March next meeting to review results).
 Notes – Building and/or realigning curriculum.
o Action Step 3 – Market programs and build upon curriculum
 Timeframe – Q3/Q4
• S15. Sector & Student Job Fairs - TBD
• S16. Veterans Workforce Program - TBD



Community Services Committee
• Members & Invitees (initial draft list) – John Bing, Chuck Eingle, Sharon
George, Jason Pollock, Robin Reaves, Ron Schumacher, Haley Thomas,
Charlene Watkins, Susan Wren
• Co-Chairs – Ron Schumacher, Pat DeMonte
o Strategy S7 Leaders – Robin Reaves, Ron Schumacher
o Strategy S9 Leaders –Pat DeMonte, Charlene Watkins
• First Meeting – 10 am to noon; January 18, 2017 (Wed.); United Way Offices (201 S.
Washington St., Tiffin, OH)
• S7. Drugs & Mental Health Task Force - TBD
• S9. Community Services Campaign
o Key Accomplishments (2017)
 Work to update gold sheet; email electronic copy out to businesses
 Host No Wrong Door to HR Directors, first responders, and business
leaders
 Inform residents of available services
o Milestone 1 – Update Gold Sheet
 Timeframe – June 2017
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•
•

 Specific People – Seneca County Homeless Coalition
 Notes – Ronele coordinate with United Way (Jason Pollock)
o Milestone 2 – No Wrong Door (half-day training)
 Timeframe – Feb. 2017 (hold in spring)
 Specific People – Adult Training will have list of businesses; Ronele
(Homeless Coalition)
 Notes – marketing, venue, presenters, date and time
o Milestone 3 – Inform Residents
 Timeframe – all ideas will be collected by Jan. 13
 Notes – bring to meeting on Jan. 18 (Wed.)
Strategy S11 - Affordable Housing Development - TBD
Strategy S12 - Welfare to Work 2.0 - TBD

Employer Relations Working Group
• Members & Invitees (initial draft list) – Paul Craun, John Detwiler, Katie
Lang, Regina Miller, Jackie Mitchell, Deb Reamer
• Group Facilitator – Bryce Riggs
• First Meeting – Q2, after Research Group selects winning RFP.
• S8. Employer Benefits Campaign
o Key Accomplishments
 Q1 2018 – Obtain information from survey on employee benefits
 Q1/Q2 2018 – Develop questions to be asked in the survey. Give survey
team high-level needs.
 Q2/Q3 2018 – Discuss ways and methods of communication that can be
used to communicate to employees.
o Additional Notes – 1. How do employers communicate their benefits now? 2.
What is the value of those benefits?
• S13. Seneca County’s Best Employers - TBD



Strategy Working Group – Plan Leadership & Management
• Members & Invitees (initial draft list) – Beth Hannam, Carol Kern, David
Zak
• Chair – David Zak
• First Meeting – TBD (following finalization of plan)
• S14. Plan Leadership & Sustainability
o Key Accomplishments
 Public Relations & Communication of Plan
 Monthly Participant Communication
 Quarterly Facilitator Meetings (Q1, Q2, Q3)
 Workforce Summit – Nov. 30, 2017
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Appendix 1
Workforce Survey Report
Mark Linsalata
August 1, 2016
Introduction:
Working as part of a team with Mayor Aaron Montz [Tiffin], David Zak [SIEDC], John
Detwiler [ Seneca County Chamber], Carol Owens-Kern [Seneca County JFS], and Beth Hannam
[Terra State Community College], confidential research was conducted on companies in the
Seneca County area in regards to the difficulties they are facing in finding, hiring, and keeping the
talent that they need to succeed. As part of the research, forty businesses in the Seneca County
region participated in the questionnaire that was either given over the telephone or e-mailed to
the human resources director or owner of the company.
Workforce Profile – Current Employment:
Of the forty businesses contacted in an effort to reach Seneca County businesses, they
employ a combined 3603 full-time employees. An additional 594 employees make up either parttime or seasonal labor. Combined, these companies employ approximately 4197 individuals.
Categories –
A majority of the workforce is made up of general laborer positions within manufacturing
companies. These are mostly hourly positions with a select few paid salary positions to
administrative areas, or an area that requires a higher level of expertise. These higher areas of
expertise would consist of office jobs, engineering positions, scientists, or supervisors, depending
on the company. Hourly positions are comprised of more general labor positions, such as
machinist, drivers, warehouse workers, production workers, and maintenance workers. In this
particular survey twenty-five companies matched the description for manufacturing and hired
approximately 2706 full-time manufacturing laborers and 124 part-time manufacturing laborers.
Each category of employment available in a particular manufacturer is unique to the industry in
which they best serve. For retailers, a majority of positions available to residence in the Seneca
County area include department supervisors, cashiers, stockers, warehouse workers, and so on.
For a select few qualified workers, administrative positions, such as store management, is
available. In this particular survey, eight companies matched the description for retail employing
a combined 277 fulltime workers and 161 part-time workers. For positions within the healthcare
industry, nurses and paid staff to assist nurses, who have the state qualifications necessary for
the job, is the primary workforce necessity within that industry. Four companies surveyed match
this description for the healthcare industry, employing approximately 448 fulltime staff and 168
part-time. Within the restaurant and dining industry of Seneca County, a majority of hired
workers make up servers, hosts, and kitchen workers. Two companies in our survey matched this
description, hiring 35 fulltime and 105 part-time employees. One government employer was
surveyed with 167 fulltime employees and 36 part-time employees. Combined, this makes up the
4197 individuals employed in Seneca County by these 40 employers.
Hiring Plans –
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A question posed in the survey was whether or not that particular company planned to hire
additional employees within the next year. Many of the employers provided a range of
approximate jobs they plan on adding. From this survey of 40 companies, it is estimated that
approximately 529 new jobs will be added in Seneca County within the next year. While some
employers were not looking to add jobs at all, other employers were looking to add many. At the
same time, some other employers were uncertain of the amount of jobs in which they would
add, as it would depend on turnover and the jobs that would need to be replaced from that.
Within the manufacturing sector, approximately 170 new jobs could be added within the
next year. Within the retail sector, approximately 270 new jobs could be available to residence
in Seneca County. In the healthcare community, as many as 40 new jobs could become available
and within the restaurant and dining sector, at least 47 jobs will become available. Finally, within
local government, as many as 2 positions will become available for hire. Considering that only 40
companies in Seneca County were surveyed, the opportunity for job growth far exceeds that 529
new jobs predicted within the county within the next year.
Turnover –
Gathered from the survey, turnover appeared to be a moderate to severe issue for a lot
of companies in the area. Depending on the size of the company, a 1% turnover may be a lot to
some, but not a lot to others. Some companies have very high turnover rates, while others have
lower rates. The outlying high numbers, and low numbers, naturally have an effect on the
average turnover for all companies. The average turnover rate for team members [that is those
who officially work for the company] is 14.25%. For example, a company of 100 workers may lose
15 employees per year, while a company 500 may lose 72 employees per year. However, for the
turnover of individuals in the probationary/trail period [that is those who are newly hired and
auditioning for the job], it is even higher at an average of 68.33%. Only three companies provided
a rate for probationary employees, however, a majority of the companies surveyed brought up
similar issues in regards to new employees. Within particular industries, the turnover rate for
manufacturing averaged 9%. In retail, the average turnover was 13.14%. In healthcare, turnover
averaged 37.5%, and in the restaurant sector, turnover was 25%. The turnover rate for the
government is unknown.
When asked why their turnover rate was the number that it is, answers varied depending
on the number that they provided. 21 of the 40 businesses surveyed had negative perceptions of
their turnover rate. Among the factors listed as problems were attendance issues, work ethic
among the young generation, laziness, low paying positions, and availability for their workforce
to advance elsewhere. Low wages in their field of work also contributed to a lack of enthusiasm
for their work environment contributing to a higher turnover. Attendance issues and work ethic
among the younger generation was highly emphasized in 21 of the 40 businesses surveyed. 5 of
the 40 businesses brought up hard physical and mental demand as a possibility for high turnover
as well. The remaining 14 of the 40 businesses surveyed who had a positive perception of their
turnover rate listed factors such as positive work environment, fair pay, opportunity to grow, and
being picky with their applicants as reasons for their low turnover. Others said that they only lose
people due to retirement or “acts of God.”
Employee/Employer Satisfaction –
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When it comes to employee satisfaction, 5 companies listed their employees as being
very satisfied, 29 as somewhat satisfied, and 6 as neutral. Among the reasons listed for high level
of worker satisfaction is having a good work atmosphere with good people, having competitive
wages, and offering good benefits. However, when it comes to employer satisfaction with their
employees, only 3 identified as being very satisfied, 27 as somewhat satisfied, 3 as neutral, 4 as
somewhat dissatisfied, and 3 as extremely dissatisfied. For those who identified as very satisfied
to somewhat satisfied, they listed having high quality workers and low expectations for new
employees. They also listed decent work ethic and willingness to do the job at hand. Also, they
listed optimism and passion for their work.
For those who identified as neutral, they indicated not having a large applicant pool to select
workers from and having hired too many unqualified workers. They think that there may be
better applicants out there that they do not necessarily have access to. For those that identified
with being somewhat to extremely dissatisfied with their workers, bad work ethic and poor
attendance were contributing factors. One company surveyed indicated that they end up firing
95% of all employees between the ages of 18-25 due to poor work ethic. However, despite
employer satisfaction being high or low, work ethic continues to be a problem across the
spectrum of answers. 30 companies, or 75% of companies, identified work ethic as being an issue
with employees, especially young employees. Only 10 companies did not directly identify work
ethic as being a major issue.
Hiring and Recruiting – Approach
For this section of the survey, the first question asked was “How have you gone about
advertising for potential job openings? Have you received applicants from those?” Those
interviewed were asked to identify methods that were used as a tool to recruit workers into their
company. Among those listed and identified were newspaper, internet, government agencies
[such as Jobs and Family Services], temporary hiring agencies, word of mouth and other methods
[such as billboards, job fairs, university visits, etc.]. Employers were permitted to list more than
one method. The most primary method of those surveyed for recruiting employees was through
online at 70% of the companies using this technique. 65% say that that they use the newspaper,
27.5% say that they use government agencies, 15% say temporary hiring agencies, 37.5% rely on
word of mouth, and 22.5% use other methods to help recruit employees. A majority of companies
surveyed said that these techniques have gotten applicants and therefore, have helped them to
bring new workers into their companies. However, a few companies noted that not many
applicants came from social media outlets, such as Facebook, and that it was often difficult to
work with colleges and universities in the area in an effort to recruit staff.
Hiring Process –
Companies were asked about the extent of their hiring process when it came to the
procedures involved in becoming an employee. They were asked to identify specific processes
that they make potential employees go through before making the decision to hire them. Of
those identified, 82.5% said that they request multiple interviews from the candidate. 17.5% of
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the companies surveyed said that they invoke some sort of test, whether that be a personality
test, academic test, or trade test, such as for engineers and electricians. 27.5% of those
businesses surveyed implemented a probationary/trail period for new candidates. The turnover
rate for this period is extremely high, averaging 68.3% among the companies that provided a
turnover statistic for their probationary period. 20% of businesses identified other methods that
they go through before hiring employees, such as background checks, drug screenings, physicals,
and orientations. However, it is highly likely that more than 20% of the companies surveyed do
drug screenings and reference checks, yet failed to identify it due to other, more strategic,
techniques indicated, such as an interview or test. Among those who did identify with using drug
screenings, it was mentioned that at the first mention of a drug test, few applicants return to
have it done and they never hear from others again.
When broken down with the hiring process per industry, 88% of manufacturing
companies use multiple interviews as a method for screening potential employees. 28% indicted
a tests, 40% indicated a probationary period, and 20% listed other possible methods as a primary
technique for screening potential employees. In the healthcare industry, 50% of the companies
surveyed said that they use multiple interviews. 0% of them indicated a test, but 100% of them
said that some sort of state nursing credential is necessary to work directly with patients.
However, other positions besides nursing are available. 50% also indicated other methods, such
as background checks, reference checks, and a drug screening as a primary method that they go
through in order to screen potential employees. In the retail sector, 87.5% of companies invoked
the process of multiple interviews. None of the companies highlighted tests, 12.5% highlighted
probationary periods and 12.5% indicated other methods. It’s possible that these numbers could
be higher given the amount of retailers in Seneca County, but with this particular sample size, it
can be clearly estimated that more than likely, a potential employee applying for one of these
positions will undergo multiple interviews. For the restaurant sector, all restaurants surveyed
indicated multiple interviews. Data in the other areas was not indicated and therefore, is not
readily available. Many interviews are also likely to ensue when applying for a government
position as well. Even though the sample size is small, the sample includes major manufacturers,
retailers and restaurants in Seneca County and therefore can give a fair representation to what
other companies in the region may be expecting from applicants.
Full time –
31 out of 40 companies surveyed, or 77.5%, identified that a majority of their applicants
are looking for full-time positions. 8 out of 40 companies, or 20%, said that potential employees
wanted an equal amount of full-time and part-time work. Only 1 company surveyed, or 2.5%,
identified that in their experience, a majority of workers are looking for part-time positions. This
one company was in the restaurant sector and best catered to those looking for part-time,
flexible, work schedules. However, it is clear that a vast majority of people in the job market in
Seneca County, when looking for a job, are looking for full-time positions spanning across all
sectors.
Job Experience –
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All companies interviewed, regardless of sector, indicated that they would prefer to hire
experienced workers in their field of work. However, do to the lack of qualified applicants, 33 out
of the 40 companies said that they would hire inexperienced workers to fill the positions and
train them. The remaining 7 companies said that they would only be interested in hiring
experienced workers, which were mostly in the manufacturing sector. However, 37 of the 40
companies indicated that they will be training staff internally, and through new hires, within the
next year. 3 companies expressed no interest in training staff within the next year. Unqualified
applicants and a low work poll were contributing factors in the difficulty in finding adequate staff
to fill positions within companies. Overall, as mentioned previously in this report with
“Employee/Employer Satisfaction,” only 3 employers identified as being very satisfied with
employees. The remaining 27 businesses ranged from being somewhat satisfied to very
dissatisfied. This dissatisfaction is expressed because of the poor work ethic associated with
young and unexperienced workers. One specific manufacturer indicated that it is practically
impossible to find the experience and work ethic associated with employees from 20-30 years
ago. The lack of work ethic, the lack of experience, and the small applicant pool often make it
difficult to keep up with business and grow a company in this day and age.
Hiring & Recruiting – Challenges
For this portion of the survey, the question was posed to companies as to whether or not
it has been difficult to hire workers? Does this prevent you from expanding? What in your
experience contributes to that?” 28 of the 40 businesses surveyed, spanning across all sectors,
stated that it has been increasingly difficult to hire workers. 14 of 40 businesses identified across
all sectors said that this difficulty in hiring workers prevents them from expanding. Many of the
businesses who said it was not difficult to hire workers indicated that it was even more difficult
to keep them.
Contributing to this difficulty, as identified by employers, is poor work records, poor work
ethic, failed drug screenings, unqualified applicants, lack of applications, and felony convictions.
One manufacturer stated that when it came to unqualified applicants, they had one position
open for ten months that they could not fill because nobody could meet the requirements for
that particular job. A lack of qualifications in applicants was a major identifier among all
companies spanning all sectors. Another was a lack of applicants. One manufacturer stated that
the company has actually had to turn down work because of its inability to find applicants and fill
open positions. Another then said, “When I first started my company, I was worried that I
wouldn’t find people to buy the type of thing that we do. Now, I’m worried that I won’t find
workers to provide to customers what they want.” In regards to felonies, one major retailer in
Seneca County said that nearly one-third of all people who apply for positions do not pass a
background check. Failed drug tests are also a problem for many businesses who do drug
screenings on employees. And, as previously mentioned, poor work ethic, especially among the
younger generation, is an increasingly alarming problem for over half of the businesses surveyed.
Finding applicants, especially qualified applicants, with a decent work ethic and the ability to do
a good job is growing to be a major concern, if not already a major concern, for businesses in
Seneca County.
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Public Attitude –
32 out of 40, or 80%, of the companies surveyed said that they feel the public has a
positive view of the type of work that they do. Among reasons as to why, many listed respect for
the field, a good reputation among the community, and a long standing relationship with Tiffin
or the surrounding city. 5 out of 40 companies, or 12.5%, said that they feel that the public has a
negative perception about the type of work that they do. 3 remaining businesses did not wish to
answer this question, or had no knowledge about public perception. Among reasons listed for a
potential negative perception were minimal knowledge about the type of work that they do, or
negative stereotypes and connotations associated with their job descriptions. For example, as
one manufacturer pointed out, many people perceive factory labor to be dirty, gross, and very
much like those pictures perceived from the early 1900s. In 2016, that is not the case, as there is
a lot of technology implemented into the process.
When broken up by sector, 100% of retailer, restaurants, government, and healthcare jobs feel
that they hold a positive image to the public. Among manufacturers, 68% feel that they hold a
positive public image, while 20% feel that they hold a negative image. As previously mentioned,
12% of manufacturers opted not to answer this question.
Investment Plan –
For this segment of the survey, some companies opted to pass and keep their plans for
business expansion and growth personal, but among those who did answer, five showed interest
in investing in real-estate, whether through property expansion or remodeling, within the next
year. 16 companies across all sectors showed interest and were planning on investing in
equipment and technology within the next year. 3 companies also showed interest in investing
in working capital. Companies had the option of choosing more than one option, however, as
previously noted, some companies opted not to share this information. Therefore, it may or not
be representative of Seneca County companies as a whole.
When the companies were asked if their current space met their needs for the coming
year, 35 companies responded “yes.” Only 2 companies, both in the manufacturing sector,
responded “no.” The remaining three companies chose not to answer. A majority of companies
in Seneca County are satisfied with their current space.
Government –
The final question asked in the survey was, “Do you think local or state government can
do anything to help you with any workforce challenges you may be facing?” The answers varied
from company to company. To best express their concerns and answers to these questions, the
most prominent concerns will be stated below. Each company was promised confidentiality, so
the names of the businesses will be excluded.
Some of the more prominently stated ideas are as follows:
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“We need to educate kids in school. They don’t know how to fill out an application, make a
résumé, or dress for an interview. They don’t talk in complete sentences and can’t live without
phones in their hands.”
“The government needs to paint a positive image of our type of work to attract employees in.”
Our “younger generation needs to understand work ethic” and that can be assisted through
“extensive training” at home and in schools.
There needs to be “more grants available for training.”
There needs to be more grants and accessibility to “trade schools, adult classes, and training.”
There needs to be more “toughness on who government assistance is granted”. People who are
perfectly capable of working quit their jobs, apply for assistance, and get similar benefits without
working for them. “People would rather collect from the government than work” and the
paperwork for employers is “extensive and tiring”.
“Provide job coaches, help with training and developing” better “work ethic among our youth.
“Help educate students to the potential that can be had in a job within the manufacturing
industry.”
The general themes from these statements were repeated consistently throughout all sectors in
how they feel that the government can assist them in the workforce challenges that they face.
The ones listed above are the most prominent themes, often repeated by many different
companies. As a general synopsis, they feel that employees lack work ethic and there should be
training to help change that, especially among the younger generation. They need to be educated
and there needs to be grant money easily accessible for these types of programs, such as for
trade schools and adult classes. Not every student is cut out for college and the alternatives need
to be made aware to students while still in school. A combination of all of these factors would
help to enhance the applicant pool, increase the amount of qualified workers, and therefore,
help business grow and expand in Seneca County.
Conclusion –
The forty businesses surveyed provided a picture into the current workforce challenges
that are being faced in Seneca County. They provided insight into the type of applicants they
receive, the problems they face in finding workers, the processes that they follow in hiring
workers, and the type of workers that they hire. They provided insight into how they feel the
government can best assist them and make their company more prosperous in the future. A
repeated theme appeared to be a lack of work ethic, especially among the younger generation.
Drug tests and felonies were also problems but not as significant as one would expect going into
this survey. With this being said, I believe that a careful consideration should be made to the type
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of education that a child receives in elementary, middle, and high school in regards to the
workforce. Students should be taught the basic etiquette required for finding a job (Interview
skills, résumé skills, work ethic, etc.) I believe that it’s essential to enhance our training programs
and make them more readily available, whether through grants or knowledge, to students and
adults who look to enter into the professional workforce and don’t see college as an option. I
believe that a combination of all of these factors, in addition to the advice given by many
companies, will help make Seneca County a more successful place for citizens, business, and
business expansion for years to come.
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Appendix 2
CEDS Update – Demographic & Local Economy Statistics
Appendix 2.1 - Population and Demographics

The 2011 plan stated the following: “Seneca County is located in north-central Ohio, in a rural area
between the cities of Toledo (some fifty miles to the northwest), Cleveland (ninety-five miles to the
northeast) and Mansfield (fifty-five miles to the southeast).
“Seneca County encompasses 552 square miles, of which about 80 percent is pasture land. The terrain
of the county is nearly level to gently sloping. Almost the entire county is within the Sandusky River
drainage basin, with the river bisecting the county from north to south, flowing northward to Sandusky
Bay and Lake Erie.
“The County’s population steadily increased until it peaked in 1980 with 61,901 people. Since then, it
has declined every ten years, reaching 56,745 people in the most recent (2010) Census, which is roughly
equal to its population in 1955. The Ohio Department of Development’s Office of Strategic Research
projects further decreases in population, to 50,924 people in 2030.”
Table 1: Seneca County Population and Projections
CEDS (2010)
2013 Projections
Year
Population
Change
Population
Change
1900
41,163
1910
42,421
3.1
1920
43,176
1.8
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1930
47,941
11.0
1940
48,499
1.2
1950
52,978
9.2
1960
59,326
12.0
1970
60,696
2.3
1980
61,901
2.0
1990
59,733
-3.5
2000
58,683
-1.8
2010
56,745
-3.3
2015
55,610
-0.2
56,030
-0.1
2020
54,256
-0.2
55,050
-0.2
2030
50,924
-0.6
53,040
-0.4
2040
51,560
-0.3
Source for 2000-2030 (pre-2011): CEDS 2011
Source for 2013 estimates: https://development.ohio.gov/files/research/P6090.pdf
Overall, the negative nature of the projections has not changed, but the decline is not predicted to be as
steep.
The 2011 CEDS also reviewed the population of various subdivisions within Seneca County going back to
1990. Table 2 updates this, replacing the 1990 data with 2015 data, the most current available. The 2011
plan said: Table 2 “indicates that few localities experienced growth over the decade between
2000 and 2010. Every city and village, with the exception of New Riegel, lost population in that
decade, and the unincorporated balance of the county lost the same percentage of population
(3.3 percent) as the county as a whole. Only three of the fifteen townships posted gains in
population.”
Overall, there haven’t been any significant changes, except that every single municipality and township
lost population between 2010 and 2015, including New Riegel and the three townships (Eden, Seneca,
Thompson), which had experienced some population gains between 2000 and 2010.
Table 2: Population of Seneca County and Subdivisions, 1990-2015
Area
Seneca County
Attica Village
Bettsville Village
Bloomville Village
Fostoria City (part – 2000,’10)
Green Springs Village (part ’00, ‘10)
New Riegel Village
Republic Village
Tiffin City
Balance of Seneca County

2000
58,683
955
784
1,045
10,035
648
226
614
18,135
26,241

2010
56,745
899
661
956
9,471
630
249
549
17,963
25,367

2015
55,610
879
642
933
13,167
1,332
246
537
17,687

% 20002010
-3.3%
-5.9%
-15.7%
-8.5%
-5.6%
-2.8%
10.2%
-10.6%
-0.9%
-3.3%

% 20102015
-2.0%
-2.2%
-2.9%
-2.4%

-1.2%
-2.2%
-1.5%
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Adams Township
1,337
1,320
1,286
-1.3%
-2.6%
Big Spring Township
1,791
1,769
1,733
-1.2%
-2.0%
Bloom Township
1,937
1,799
1,754
-7.1%
-2.5%
Clinton Township
4,188
4,109
4,043
-1.9%
-1.6%
Eden Township
2,020
2,188
2,159
8.3%
-1.3%
Hopewell Township
2,874
2,774
2,717
-3.5%
-2.1%
Jackson Township
1,640
1,512
1,485
-7.8%
-1.8%
Liberty Township
2,340
2,035
1,987
-13.0%
-2.4%
Loudon Township
2,395
2,140
2,088
-10.6%
-2.4%
Pleasant Township
1,685
1,635
1,601
-3.0%
-2.1%
Reed Township
949
848
825
-10.6%
-2.7%
Scipio Township
1,831
1,729
1,689
-5.6%
-2.3%
Seneca Township
1,585
1,622
1,588
2.3%
-2.1%
Thompson Township
1,422
1,443
1,413
1.5%
-2.1%
Venice Township
1,871
1,758
1,715
-6.0%
-2.4%
Source for 2000, 2010 – CEDS 2011
Source for 2015 - http://www.census.gov/popest/data/cities/totals/2015/SUB-EST2015-3.html
Table 3 contains the information from the 2011 plan (2000 and 2010/’05-’09) but also contains the
2014-5 and 2010-2014 American Community Survey (ACS) data. The 2011 plan analysis discusses the
table this way: “Table 3 presents a variety of demographic information. It indicates that the population
is aging, with the median age increasing by two and a half years. It also shows the number of households
and families decreasing, reflecting a shrinking local market for household goods.
“In housing, the number of owner-occupied housing units shrank, while the number of rental units
increased, suggesting a more transitory population within the county. Education statistics suggest a
more highly educated population over time, with more people counted in the Associate’s, Bachelor’s,
and other postgraduate categories. Indeed, the percentage of high school and of college graduates
increased since the 2000 Census.”
The new data continues those trends: median age continues to increase, the number of households and
families decreased, the percentage of owner-occupied housing decreased, and the percentage of rental
owned properties increased. The education statistics, though, have changed, with the number of
bachelor’s degree and higher decreasing instead of continuing to increase.
Median family, median household, and per capita income continued to rise, but so did the percentage of
individuals and families in poverty. On the employment side, manufacturing and logistics employment
turned a corner and rose (number and percentage-wise), and this was in direct contrast to the previous
trend, which had a large dip of about 5%. Management/professional, sales, and construction all
declined. Service jobs increased.
Overall, these trends—with the exception of income levels—are negative, although some of the
negative trends lessened over the last five years.
Table 3: Demographic Information, Seneca County, Ohio and US (2000, 2010, 2009-14 ACS)
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Factor
Total Population
Median Age
Households
Families
Total Housing Units
Total Occupied Housing Units
Owner Occupied
Renter Occupied
Population 25 and over
High School Graduate
Some College, no degree
Associate Degree
Bachelor's Degree
Graduate or professional degree
% high school graduate or higher
% bachelor's degree or higher
Mean travel time to work (min.)
Occupation: Management, prof.
Service Occupations
Sales and office
Construction, maintenance
Production, transp., logistics
Median Household Income
Median Family Income
Per Capita Income
Families below poverty level
Individuals below poverty level
Median value, owner-occ. housing
Median gross rent

2000
58,683
36.3
22,292
15,741
23,692
22,292
16,751 (75.1%)
6,830 (24.9%)
37,271
17,256 (46.3%)
6,830 (18.3%)
2,228 (6.0%)
3,063 (8.2%)
1,588 (4.3%)
83.1%
12.5%
20.5
6,262 (21.7%)
4,366 (15.1%)
5,925 (20.6%)
1,956 (10.3%)
9,125 (31.7%)
$38,037
$44,600
$17,027
6.1%
9.0%
$81,300
$433

2010 or '05-'09
ACS
56,745
38.8
21,774
14,840
24,122
21,774
16,054 (73.7%)
5,720 (26.3%)
37,278
16,171 (43.4%)
7,036 (18.9%)
3,405 (9.1%)
3,743 (10.0%)
2,339 (6.3%)
87.7%
16.3%
19.5
7,347 (26.6%)
4,647 (16.8%)
5,665 (20.5%)
2,605 (9.4%)
7,200 (26.1%)
$43,397
$53,176
$20,954
8.2%
11.3%
$100,800
$570

2014, 20102014 ACS
55,610
39.1
21,539
14,747
23,895
21,639
15,564 (71.8%)
6,075 (29.2%)
37,092
16,905 (45.6%)
7,279 (19.6%)
3,611 (9.7%)
3,576 (9.6%)
1,860 (5.0%)
89.6%
14.7%
20.6
6,279 (24.8%)
4,793 (18.9%)
4,668 (18.4%)
2,248 (8.9%)
7,339 (29.0%)
$44,947
$55,065
$22,252
12.8%
17.1%
$97,200
$635

Ohio ACS

US ACS

39.1

37.4

66.9%
33.1%

64.4%
35.6%

34.5%
20.7%
8.1%
16.1%
9.5%
88.8%
25.6%
23.1
34.7%
17.8%
24.3%
7.7%
15.6%
$48,849
$62,104
$26,520
11.7%
15.9%
$129,600
$729

28.0%
21.2%
7.9%
18.3%
11.0%
86.3%
29.3%
25.7
36.4%
18.2%
24.4%
9.0%
12.1%
$53,482
$65,443
$28,555
11.5%
15.6%
$175,700
$920

Source for 2000, 2010: CEDS 2011.
Source for 2014, Ohio ACS (2009-2014), US (2009-2014):
http://factfinder.census.gov/faces/tableservices/jsf/pages/productview.xhtml?src=CF
Note: ACS stands for the American Community Survey.

Change
-1,135
0
-235
-93
-227
-135
-490
355
-186
734
243
206
-167
-479

1
-1068
146
-997
-357
139
$1,550
$1,889
$1,298

-$3,600
$65
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Change
%
-2.0%
0.8%
-1.1%
-0.6%
-0.9%
-0.6%
-3.1%
6.2%
-0.5%
4.5%
3.5%
6.0%
-4.5%
-20.5%
1.9%
-1.6%
5.6%
-14.5%
3.1%
-17.6%
-13.7%
1.9%
3.6%
3.6%
6.2%
4.6%
5.8%
-3.6%
11.4%

Appendix 2.2 - The Local Economy
The 2011 plan showed data from 2000 (Census) and 2009 (County Business Patterns). The 2014 County
Business Pattern data was available, so we have incorporated it into Table 4.
The 2011 plan described the earlier data this way: “Biggest decreases in employment were experienced
in manufacturing (down over 2,100), with no other sector coming close (retail lost the second largest
number of jobs, 459). The only sector experiencing gains of over 100 jobs was health care and social
assistance.
The manufacturing sector remains the largest employment sector in Seneca County, but it now only
accounts for just over one-fourth (26.0%) of total employment. The second largest sector is now health
care and social assistance, with 17.9 percent of total employment. Of that total, 896 work in the social
service sector, with 483 providing ambulatory health care service, 1,272 associated with nursing homes
and residential care, and hospitals employing between 500 and 999.”
In looking at the updated data, manufacturing again dropped in terms of both employment and
establishments, while still remaining the largest sector (23% of all employees). Healthcare held on to
second place, but it also continued to drop. Retail, on the other hand, which was on the decline from
2009 to 2014, increased, as did accommodations and food service (which declined from 2000 to 2009).
Table 4: County Business Patterns, Seneca County (2000, 2009, 2014)
Sector
2000
2009
2014
Emps
Ests
Emps
Ests
Emps
Ests
Total
21,420 1,343 17,684
1,187 16,658 1,141
Forestry Fishing etc.
20-99
4
20-99
6
104
2
Mining
119
6
20-99
8
20-99
5
Utilities
109
6
117
2
104
8
Construction
1,046
148
827
127
751
127
Manufacturing
6,279
100
4,596
80
3,914
69
Wholesale Trade
775
62
768
58
751
50
Retail Trade
2,517
221
2,058
164
2,218
165
Transp. and Warehousing
725
49
598
51
558
50
Information
169
21
174
19
137
14
Finance and Insurance
530
79
452
78
402
68
Real Estate, Rental & Leasing
20-99
27
236
32
77
28
Prof., Scientific, Technical Svc
311
72
391
76
374
68
Management of companies
351
9
79
8
7
Admin & Sppt, Waste Mgmt.
801
47
678
44
376
40
Educational Services
1,627
15
1000-2499
11
11
Healthcare and Social Asst.
2,627
143
3,171
149
2,558
136
Arts, Entertainment, Rec
329
24
100-249
19
207
19
Accomm. and Food Svc.
1,468
123
1,312
95
1,443
107
Other Svc (not publ. admin.)
932
174
789
158
814
164

Change
Emps
-1,026

-13
-76
-682
- 17
160
-40
-37
-50
-159
-17
-302
-613
131
25
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Not classified

0-19

11

0-19

2

2

3

The 2011 plan talked about the next table (Table 5) in these terms: “Table 5 summarizes the relative
number of establishments in each sector by the number of employees in each enterprise. In total, of the
County’s 1,187 enterprises counted in 2009, only 65 had 50 or more employees, and 35 had 100 or
more. In contrast, there were 630 businesses that had one to four employees.
Manufacturing had a great variety in the size of establishments, with 25 establishments having
one to four employees, but also sixteen with 100 or more employees. Construction establishments,
while plentiful with 127, were mostly small operations, with 95 of them having one to four employees.
Educational services, with only eleven entities, were split among all the ranges, including the largest of
the County’s employers, the only employer with 500-999 employees. Health care and social assistance
(mostly the former) had some of the County’s largest employers, with two in the 250-499 range and
another seven in the 100-249 bracket. These would include Mercy Hospital, as well as nursing home and
rehab facilities throughout the County.”
We’ve added the 2014 County Business Patterns data to the table and kept the 2009 totals and larger
employer numbers, which allows for some trend analysis. The most striking figure is the reduction of
large employers, with a reduction of those with more than 500 employees from three to one and a cut
of organizations with 250 to 499 employees from eleven to five. Most of this seems due to shifts in the
manufacturing sector, with increases in other size categories (50-99, 100-249, 500-999) to balance the
reduction in large (250-499) employers (reduction from six to three). The decrease, though, in the total
number of manufacturing establishments (80 to 69), as well as healthcare (149 to 136), accounts for
about half of the total establishment reduction.

Sector

Table 5: County Business Patterns; Establishments in Each Sector by No. of Employees, 2014
1020Total
1-4
5-9
19
49
50-99
100-249
250-499

500-999

2009

2014

2014

2014

2014

2014

2009

2014

2009

2014

2009

2014

2009

2014

1,187

1,141

605

231

143

103

30

29

23

22

11

5

1

3

Forest Fish etc.

2

2

0

1

0

1

0

0

0

0

0

0

0

0

Mining

6

5

3

1

0

0

0

1

0

0

0

0

0

0

Utilities

8

8

2

3

1

2

0

0

0

0

0

0

0

0

127

127

92

14

10

8

4

3

0

0

0

0

0

0

Manufacturing

80

69

16

9

12

13

6

7

6

8

6

3

0

1

Wholesale Trade

58

50

22

10

8

8

1

1

0

1

0

0

0

0

164

165

65

52

30

10

2

3

1

4

1

1

0

0

Transp., Warehousing

51

50

29

10

5

5

1

0

0

1

0

0

0

0

Information

19

14

8

3

2

0

1

1

0

0

0

0

0

0

Finance & Insurance

78

68

40

16

7

5

0

0

0

0

0

0

0

0

Real Estate, Rent, etc.

32

28

23

4

1

0

0

0

0

0

0

0

0

0

Prof., Sci., Tech Svc.

76

68

46

13

5

4

1

0

0

0

0

0

0

0

Mgmt. of companies

8

7

3

1

2

1

0

0

0

0

0

0

0

0

Total, All Sectors

Construction

Retail Trade
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Admin. Suppt., Waste

44

40

27

4

5

1

2

2

0

1

0

0

0

0

Educational Svc.

11

11

2

3

1

1

1

1

1

0

1

1

1

2

149

136

65

27

18

14

4

7

2

0

2

0

2

0

Arts, Entertain., Rec.

19

19

8

4

5

1

0

1

0

0

0

0

0

0

Accomm., Food

95

107

38

20

21

26

5

2

0

0

0

0

0

0

158

164

113

36

10

3

2

2

0

0

0

0

0

0

2

3

3

0

0

0

0

0

0

0

0

0

0

0

Healthcare, Social

Other Svc.
Not classified

Source: County Business Patterns, US Census.

Table 6 provides an update to the 2011 plan’s breakdown of the manufacturing number into sectors,
with the most notable item being the increases in machinery, plastics/rubber, gas engine and parts
employment, with a decrease in food, furniture, transportation equipment overall, and especially
fabricated metals. An explanation has not yet been found for the dramatic upward shift in nonmetallic
mineral manufacturing.
Table 6: Manufacturing, County Business Patterns (2009, 2014)
Total
Total
Change
Change
Employees
Ests
Employees
Ests
Empl
Est
Industry Description
2009
2009
2014
2014
2009-14 2009-14
Manufacturing
4,596
80
3,914
69
-14.8%
-11
Food mfg.
500-999
3
100-249
3
Down
0
Textile mills
0-19
1
0-19
1
Even
0
Apparel mfg.
0-19
2
0-19
1
Even
-1
Wood prod. mfg.
116
7
20-99
5
Down
0
Paper mfg.
20-99
1
20-99
1
Even
0
Printing and related
20-99
6
20-99
3
Even
-1
Chemical mfg.
233
4
304
5
30.5%
0
Plastics/Rubber mfg.
250-499
5
500-999
2
Up
-1
Nonmetallic mineral mfg.
89
5
1,042
6
1070.8% 0
Primary metal mfg.
20-99
1
0
0
Down
-1
Fabricated metal mfg.
826
18
367
18
-55.6%
0
Machine shops
324
10
100-249
12
Down
0
Machinery mfg.
543
12
867
11
59.7%
0
Electrical equip., appliance
100-249
3
100-249
2
Even
0
Transp. equipment mfg.
889
8
633
6
-28.8%
0
Gas engine and parts
317
6
481
4
51.7%
0
Furniture and related
250-499
2
100-249
2
Down
0
Miscellaneous mfg.
20-99
2
20-99
2
Even
0
Source of 2009 data: CEDS 2011
Source of 2014 data: http://censtats.census.gov/cgi-bin/cbpnaic/cbpdetl.pl
The 2011 plan then looked at location quotients: “A locality’s employment patterns by sector can be
compared with larger geographies such as the State of Ohio, or the United States, to determine
comparative percentages of total employment within each segment. For example, agriculture, forestry
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and fishing and hunting accounted for 0.93 percent of the County’s labor force, but only 0.33 percent of
Ohio’s labor force. The location quotient is thus .93/.33 or 2.84 when comparing Seneca County with
Ohio overall. Higher numbers exceeding 1.00 mean an economic sector in Seneca County employs a
relatively higher proportion of its employees within the given sector, and that this sector is of
considerable importance to the County’s economy, to a higher degree than in many other portions of
the State. Location quotients of 1.00 or higher are printed in bold.
“Relative to Ohio’s employment, important sectors in Seneca County’s economy include (ranked by
location quotient value) educational services (two universities, career/vocational school, and several
school districts), agriculture, forestry, fishing and hunting (Seneca is inarguably an agricultural county),
mining and quarrying (although actual employment is relatively small), utilities, construction, and
manufacturing. Relative to the United States as a whole, the greatest location quotients are related to
(in order) educational services, manufacturing, and utilities. Although manufacturing has declined in
absolute terms within the County, that sector is still significant in both comparisons, and still commands
a relatively large (though declining) proportion of the employment base.”
We would say first that location quotients over 1.5 are particularly significant (in bold type). When we
look at Ohio, educational services still lead the list, followed by mining, manufacturing, and utilities, with
agriculture close to the 1.5 mark. With respect to the US, the list narrows to educational services (3.2x
the national average) and manufacturing (2.4x the national average). This is similar to the 2010
numbers, except educational services (it was 2.8x for the US) and manufacturing (it was 2.0x for the US)
are significantly more concentrated and agriculture is no longer as concentrated (was 2.8x relative to
Ohio), relative to Ohio (and the US).
Table 7: Workers, Percentage of Total, and Location Quotients: Seneca County, Ohio, and US (2015)
NAICS Number/Industry
Seneca #
Seneca %
Ohio %
US %
LQ: Ohio LQ: US
Total, all industries
16,451
11 Ag, forestry, fishing and hunting
84
0.5%
0.4%
1.1%
1.46
0.48
21 Mining, quarrying, oil and gas extract.
136
0.8%
0.3%
0.6%
2.73
1.30
22 Utilities
105
0.6%
0.4%
0.5%
1.51
1.36
23 Construction
933
5.7%
4.4%
5.4%
1.29
1.04
31-33 Manufacturing
4,092
24.9%
15.1%
10.4%
1.65
2.39
42 Wholesale Trade
712
4.3%
5.2%
5.0%
0.84
0.87
44-45 Retail Trade
2,230
13.6%
12.5%
13.2%
1.08
1.03
48-49 Transportation and Warehousing
636
3.9%
4.0%
3.9%
0.98
0.99
51 Information
ND
1.6%
2.3%
0.90
0.61
52 Finance and Insurance
407
2.5%
4.7%
4.9%
0.53
0.51
53 Real Estate and Rental and Leasing
65
0.4%
1.4%
1.8%
0.29
0.22
54 Professional and Technical Services
ND
5.5%
7.3%
ND
ND
55 Mgmt of Companies and Enterprises
ND
3.1%
1.9%
ND
ND
56 Administration and Waste Services
450
2.7%
7.2%
7.4%
0.38
0.37
61 Educational Services
1,186
7.2%
2.1%
2.3%
3.46
3.15
62 Healthcare and Social Assistance
2,280
13.9%
17.1%
15.5%
0.81
0.89
71 Arts, Entertainment, and Recreation
124
0.8%
1.7%
1.8%
0.45
0.41
72 Accommodation and Food Services
1,807
11.0%
10.2%
10.9%
1.08
1.00
81 Other Services, Except Public Admin.
606
3.7%
3.4%
3.6%
1.10
1.01
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99 Unclassified

1

0.0%

Source: http://data.bls.gov/location_quotient/ControllerServlet

0.3%

0.2%

0.23

The 2011 Plan also looked at 2000 and 2008 establishment and job data from the Edward Lowe
Foundation. The same data is now available from youreconomy.org and is administered by Mark Lange
at the University of Wisconsin. Data for 2010 and 2015 have been provided. The 2011 Plan talks about it
this way:
“A growing movement in economic development, known as “economic gardening”, focuses on existing
entrepreneurial activities and businesses of a certain size and sales range (10 to 99 employees), known
as “stage Two” businesses. These are the businesses that have outgrown the start-up stage, and that are
entering a phase where growth and job creation potentials could become significant. They also often
lack specific expertise and helpful data in disciplines that could effectively boost their sales revenues,
such as marketing and human resources. However, collectively, these are the class of businesses that
have consistently created more jobs than any of the other stages, according to research at the Edward
Lowe Foundation. Having reached this stage also typically demonstrates an indication of some type of
market demand and some level of management skill. Stage Two companies also generally create more
wealth per employee, especially if the company is innovation oriented.
The following table presents information concerning Seneca County’s business community, breaking the
County’s businesses down by stage: Stage One businesses have 1-9 employees, Stage Three businesses
have 100-499 employees, and Stage Four businesses have 500 or more.
The Edward Lowe data are derived by following individual establishments that have a DUNS number,
including a large number of cottage businesses, and provides the dynamics of a business community
over time.
An examination of Table 8 reveals a small decline in Stage II businesses from 2010 to 2015. Data is
available from youreconomy.org, but the numbers in the 2011 plan and the website are significantly
different, so conclusions cannot be drawn comparing these numbers with those. An analysis of this data
shows a large growth of Stage I businesses (300+) in last five years as well as some growth in Stage II
businesses. This is a good sign of entrepreneurial activity.
Table 8: Overview of Seneca County Businesses, 2010-2015, by Business Stage
Establishments
Jobs
2010
2015
Change
2010
2015
Change
Resident Businesses
1,577 2,434
857
13,894
14,609
715
Self-employed (1)
342
332
-10
342
332
-10
Stage I (2-9)
1,338 1,646
308
5,026
5,594
568
Stage II (10-99)
403
421
18
9,962
9,934
-28
Stage III (100-499)
35
32
-3
6,387
6,158
-229
Stage IV (500+)
3
3
0
1,620
1,620
0
Source: youreconomy.org
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0.03

Additional information obtained from the County Profile of Seneca County available from the Ohio
Development Services Agency also supports this conclusion, with both consistent business starts every
year and a rise in the number of net active businesses from 2014 to 2015.
Table 8.1: Business Numbers for Seneca County
2011
2012
2013
2014
2015
Business starts
65
72
57
74
80
Active businesses
1,177
1,184 1,155 1,143 1,150
Source: https://development.ohio.gov/reports/reports_countytrends_map.htm
The 2011 Plan then provides information on commuting patterns: “Table 9 presents inter-county
commuting patterns, both into and out of Seneca County. It is helpful to consider Seneca County’s
relationship with nearby counties. Table 9, based on the 2000 Census of Population, reveals that there
were 28,274 people living in Seneca County who had a job somewhere, and 23,261 people working in
Seneca County. Thus, Seneca County was a net exporter of 5,013 employees. The greatest flow of
employees, both into and out of the County, is with Hancock County and its largest city, Findlay. The
second largest connection in both directions is Sandusky County (Fremont, Clyde, Bellevue), and the
third is Wood County. With the City of Fostoria located in Seneca, Hancock, and Wood Counties, a large
portion of the flow between these counties may be within Fostoria. Additionally, Bellevue is located very
close to the Seneca County line, and its employers are located in Sandusky and Huron Counties.
The data used in the 2011 plan came from the 2000 Census, and the changes from then to the 2014 data
are dramatic. The percentage of Seneca County residents leaving every day for work has risen from 37
to 60 percent, and although the number of non-residents coming into Seneca County has risen, the
difference between out-commuters and in-commuters has risen from 5,013 employees to 7,774. In
essence, for every person that comes into Seneca County to work from somewhere else, two people
leave to work outside the county.
Table 9: Seneca County Commuting Patterns (2014)
25,952 workers age 16+ living in Seneca Co.,
18,208 workers age 16+ working in Seneca
working outside Seneca Co.
Co., living outside Seneca Co.
Commute out to
Number Percent Commute in from
Number Percent
Hancock Co.
2,916
11.2% Sandusky Co.
1,199
6.6%
Sandusky Co.
2,592
10.0% Hancock Co.
1,030
5.7%
Wood Co.
1,162
4.5% Wood Co.
795
4.4%
Wyandot Co.
981
3.8% Wyandot Co.
577
3.2%
Lucas Co.
917
3.5% Lucas Co.
397
2.2%
Franklin Co.
786
3.0% Crawford Co.
348
1.9%
Huron Co.
683
2.6% Huron Co.
281
1.5%
Cuyahoga Co.
480
1.8% Erie Co.
268
1.5%
Allen Co.
362
1.4% Franklin Co.
233
1.3%
Marion Co.
351
1.4% Ottawa Co.
219
1.2%
Working Outside Co.
15,682
60.4% Living Outside Co.
7,938
43.6%
Source: http://ohiolmi.com/census/countycommuting2014.htm
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The 2011 plan then looked at the labor force and unemployment: “Unemployment rates climbed to two
digits at the onset of the recent recession, and have remained higher than historical norms since then.
The number of people in Seneca County’s labor force has diminished, from 31,400 in 2006 to the current
number, roughly 29,000. Simultaneously, the number of unemployed has climbed to a range between
2,700 and 4,300 during 2011. The month-by-month entries for 2011 point toward a seasonal fluctuation,
with unemployment peaking during the winter, when agricultural and construction employment is
lagging.”
Here is an equally dramatic shift to the commuting patterns. Unemployment reached a peak in 2009
(12.7%), with a decline to under five percent in 2015, where it has remained generally. The county rate
is also consistently below the state rate since 2014.
Table 10: Labor Force and Unemployment, Seneca County and Ohio
Time
County
Ohio
Period Labor Force Employed Unemployed Rate
Rate
2000
30,900
29,500
1,400
4.5%
4.0%
2001
31,200
29,600
1,500
5.0%
4.3%
2002
30,400
28,500
2,100
6.9%
5.7%
2003
30,900
29,000
2,100
6.7%
6.2%
2004
31,300
29,200
2,200
7.0%
6.3%
2005
31,300
29,400
1,900
6.2%
5.9%
2006
31,400
29,800
1,700
5.3%
5.4%
2007
31,100
29,400
1,800
5.7%
5.6%
2008
30,500
28,300
2,200
7.1%
6.4%
2009
30,600
26,600
2,900
12.7%
10.3%
2010
29,500
25,900
3,500
11.9%
10.3%
2011
28,800
26,000
2,800
9.6%
8.8%
2012
27,800
25,600
2,200
8.0%
7.4%
2013
27,500
25,300
2,100
7.8%
7.5%
2014
27,200
25,600
1,600
5.7%
5.8%
2015
27,500
26,200
1,300
4.8%
4.9%
Jan-16
27,000
25,400
1,600
6.1%
5.7%
Feb-16
27,200
25,600
1,600
5.8%
5.6%
Mar-16
27,600
26,100
1,500
5.5%
5.4%
Apr-16
27,700
26,400
1,300
4.7%
4.8%
May-16
28,100
26,800
1,200
4.3%
4.6%
Jun-16
27,900
26,600
1,300
4.7%
4.9%
Jul-16
27,500
26,200
1,300
4.7%
4.8%
Aug-16
27,500
26,300
1,200
4.4%
4.7%
Source: http://lmi.state.oh.us/asp/laus/vbLaus.htm
The last table in the Local Economy section of the 2011 plan provided highlights of Seneca County’s
agriculture for 2002 and 2007. We’ve provided updated numbers from 2009/10 and more recently from
the 2012 Agricultural Census and 2014. Both sets come from the US Department of Agriculture. The
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conclusions that can be drawn from this table include (1) that fact that the number of farm acres
increased, production increased, and that state ranking in crops (corn, wheat and soy) rose significantly.
Agriculture continues to be a strong industry in Seneca County.
Table 11: Seneca County Agriculture Highlights

Number of Farms
Land Area (ac.)
Land in Farms (ac.)
Livestock - all cattle and calves
State Rank
Milk cows
State Rank
Corn - acres harvested
Corn production (bu.)
State Rank
Soybeans - acres harvested
Soybean production (bu.)
State Rank
Wheat - acres harvested
Wheat production (bu.)
State Rank
Cash receipts - total crop ($)
Cash receipts - total crop & livestock ($)

2009, 2010
1,140
352,652
265,000
10,200
47
N/A
N/A
76,300
12,284,300
15
114,200
5,208,900
13
44,600
3,007,200
5
117,824,000
134,686,000

2012 Census,
2014
1,113
352,652
290,511
9,500
46
700
61
93,500
15,750,000
8
132,500
6,518,000
8
24,800
1,881,000
5
148,389,000
174,572,000

Source (2009/10):
https://www.nass.usda.gov/Statistics_by_State/Ohio/Publications/Annual_Statistical_Bulletin/Master09
.pdf
Source (2012/14):
https://www.nass.usda.gov/Statistics_by_State/Ohio/Publications/Annual_Statistical_Bulletin/Master14
.pdf
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Appendix 3
State Rep. Bill Reineke - Workforce Policy Memo & Feedback
Appendix 3.1 - Workforce Policy Memo
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Appendix 3.2 - Feedback on Workforce Development Issues
Prepared for Rep. Bill Reineke
10.13.2016
The following responses were obtained from select participants in the workforce development strategic
plan, the Seneca County Human Resources Association (SCHRA), and SIEDC Members:
1.

General Responses

Student Remediation - "Post-secondary institutions allocate scarce and valuable funds to student
remediation. This directs resources away from core programs, drives up the cost of education, and
delays graduation and entry into the workforce for students."
• Ruthann House, President/CEO, WSOS Community Action – “Attached please information
gathered from my Employment/Training staff. Kerrie Carte will be sending you an additional
piece she's worked on with the Ohio Workforce Coalition and the National Skills Coalition.”
o Older/Dislocated Workers - Employment & Training staff identified this obstacle
particularly with older and dislocated workers. They have to complete remedial
classes/requirements they are no longer familiar with (or never were) prior to receiving
additional training. Often this does not hold their interest or they do not understand
the connection between the remedial class and how it relates to their desired career.
Staff support the NSC model of Integrated Education and Training because it supports
concurrent remediation services with training and allows the worker to move toward
their career goal quickly.”
• Jodie Reinbolt, Executive Director, Tiffin Community Foundation – “I feel like we push so many
kids towards college experiences when they are just not ready or right for that path. It has
become to many, “the next thing to do” after high school graduation. You take out a student
loan, get accepted to a college, and take off to figure out what you will do with the rest of your
life. While they are “figuring it out” they are often accumulating more debt that they will have
to answer to eventually. When things don’t go right, should we really step in and “remediate”
for them? This is just another learned behavior pattern that we need to stop. What if we said
at that point, let’s take a break now. Force that student to step away from their college plans,
and take a job, show some responsibility, and then offer them another chance. We need to
break the cycle of expecting someone else to bail us out. Could we for example, send them off
to work for a business in their field of study and make them a deal – you show up every day,
test drug free, and work this number of hours for this company, and they will sign the
recommendation for us to let you back into the school. Imagine the changes that could take
place during that time.”
• Allen Underwood, Director of Graduate Studies in Business, Heidelberg University – “This
statement is true, but should be considered on at least three different fronts. One front is high
school education and making sure students who graduate high school have the necessary
reading and writing skills to be successful in college. Another front is getting rid of the myth
that you have to go to college to be successful. The third front is college admission criteria and
a race to the bottom. As schools struggle to reach enrollment levels necessary for financial
viability they admit students who are clearly not ready for college. This results in either high
drop-out rates or lower academic standards.”
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•

•

David Alvarado, Superintendent, Hopewell-Loudon LSD –
o “1.) Although my experience does not include working at any post-secondary
institutions, I would have to agree with the idea that these institutions allocate some
resources to remediation. Whether or not this drives up the cost of education and the
impact it has on the workforce can be argued. I can, however say that from my
experience in the several different school districts I have been employed, there are
many students taking advantage of the College Credit Plus program. This program
enables students in grades 7-12 to take college level courses. This gives students the
ability to enter college with a jump start on credits and, in fact, graduate early and enter
the workforce.
o 2.) As stated above, my experience is that there is a large number of students either
taking college credit courses and getting a jump start on college, or they are involved in
a vocational program. Either scenario, the students are actually preparing themselves
to enter the workforce at an earlier age. The college students are focusing in on the
areas in which they are going to major in, and the vocational students are enrolled in
programs they are going to pursue after graduation.
o 3.) Ideas to eliminate remediation is to investigate why there is a need. Many times
remediation is necessary for a student that does not meet proficiency. This is based on
not receiving an adequate score when tested on specific standards for the class. The
very same standards that students take the Ohio Assessments on. Therefore, students
are receiving remediation on classes and standards which they may never use, based on
the areas of focus they want to pursue. The idea of too many End of Course exams also
come into play as well. Currently, the state of Ohio gives 7 end of course exams when
the federal mandate only requires two. Therefore, many school districts offer
remediation to the students that do not score high enough on these exams which may
be an area in which they are not going to pursue in the future.”
Angie Morlock, Public Relations & Communications Director, Vanguard Sentinel Career &
Technology Centers – “This has not been a topic that has come up in discussion in my
experience. The cost of higher education is a continual topic and the availability of the jobs
once students graduate and enter the workforce, but I have never had a business or employer
express this concern to me.” (Added at later time)

School-Employer Disconnect - "A disconnect exists between school curricula and relevant, practical
workplace skills, which results in a gap between worker capabilities and employer expectations."
• RN Education - Lynn Detterman, President & CEO, MercyHealth Tiffin – “The immediate talking
point comes to mind is RN education. RNs graduating from various programs in the State of Ohio
are not ready to care for patients upon completion of their license program. In fact, we have a
nurse residency program in our health system in which nurses receive an additional 12 weeks of
training. This is expensive for employers to do, and I’m sure many health care facilities do not.
This results in errors and potential harm to patients. Additionally, Mercy requires that RNs
obtain their BSN within 5 years.”
• Ruthann House, President/CEO, WSOS Community Action – “Attached please information
gathered from my Employment/Training staff. Kerrie Carte will be sending you an additional
piece she's worked on with the Ohio Workforce Coalition and the National Skills Coalition.” The
obstacles reported by staff include:
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Teaching to Test - School curricula teaching to tests, not the workplace environment.
Educating Parents - Educating parents that not everyone needs/wants a four year
degree.
o Employers with Older Technology - Addressing the needs of employers that do not have
the newest technologies/machines, but still have a need for replacing workers retiring
or leaving the workforce.
o OJT/Hands-On Learning - One strategy to address these barriers is to engage employers
with on the job training and more hands on learning. The workers can be trained on
employer’s specific needs, equipment and processes while in the company environment
and use the opportunity as a trial period for both employers and workers. The focus
needs to be on specific skills that aren’t always taught in schools. Employers need to be
included on input when schools are designing curricula especially in skill training
programs.“
Jodie Reinbolt, Executive Director, Tiffin Community Foundation – “From my experience, and
I’ve just trained five people in the last five months for office work, if I could find a respectful
citizen who wants to work (not the one who keeps asking me how many paid holidays we have,)
understands that we expect them to be committed enough to show up during scheduled work
time, is kind to others, is drug-free, has proper communication skills, has some basic
understanding of technology,….. Many times we can teach them from there.
o That’s what I believe we have the responsibility to do. As parents, schools and
government, we should be producing students with these basic characteristics. I am so
pleased that Tiffin is understanding this next step to partner higher education with
specific businesses to develop the next skill level.
o Tiffin has multiple options of higher education, and a diverse slate of skilled
employment. Education must work in partnership with the employers for any of this
to be successful. We are so excited to see this effort in Seneca County. I believe
creating a positive workforce should be a priority in our community.”
Laura Kagy, Superintendent, Seneca East LSD – “We have made a push in education to have
students question and investigate projects and theories...I think those skills are needed for
students going into many fields: engineering, medicine, computers...
o At our last workforce development meeting our group stated frustration with potential
employees not having interview skills, showing up poorly dressed, lacking resume or
application completion skills...No one seemed concerned that students had all
completed Algebra II. So I guess to me the question is what exactly does business and
industry want our kids coming out of school prepared to do? Do we want students
who are able to learn and will be taught specific skills on the job. If we want to align the
work in schools to college and careers we need a full audit of the state's curriculum.”
Sherri Hernandez, Human Resource Manager, AFS – “An idea for this is to develop a class
(preferably mandated and not elective) that helps to inform young adults of Workplace
Expectations and Real Life. Along with the curriculum, area companies could be asked to come
in to speak to the class and share information about their company.
o Example Work Expectations / Employment Benefits:
 Job Applications / Resumes
 Interviewing Skills
 Punctuality / Reporting off work
 Attendance Rules / Termination
 Living without your cell phone
 Safety at Work
o
o

•

•

•

53 | P a g e

•

•

 Drug Free Workplace Policies
 Personal Standards / Harassment, Retaliation, Insulting Language
 Your Pay / Overtime
 Perfect Attendance Rewards
 Discipline Policies / Coaching
 Team Concepts / Ownership of work area / Quality
 Benefits (Medical, Dental, Vision, Short Term Disability, Life)
 Paid Vacations and how they are earned / Paid Holidays
 Starting at the bottom and working your way up / Seniority
 Opportunities of getting your foot in the door / Promoting from within
 Tuition Reimbursement
o Real Life:
 Rent / Utilities / Cable / Phone
 Budgets / How to Save Money
 Taxes / What are they / How to File
 Loans / Interest Rates
 Obtaining Credit / Why is good credit important
 401k / Retirement”
Allen Underwood, Director of Graduate Studies in Business, Heidelberg University – “We often
read that employers are looking for workers with the following skills: critical thinking, problem
solving, communication, and collaboration. I don't believe colleges are doing well in teaching
these skills. Another thing that is missing include skills that immediately provide value to an
employer. Some post-secondary degrees clearly do this, such as the professional degrees.
Students with liberal arts degrees may be providing employers with very little initial value.”
David Alvarado, Superintendent, Hopewell-Loudon LSD –
o “1.) I would say that there is a disconnect, but the disconnect is not between school
curricula and relevant, workplace skills, but rather, the disconnect is between
business/industry and the schools itself. I would venture to say that it has been a long
time since Business/industry people have even been in a school, let alone, know what is
being taught to the students. Many business/industry people think they know what is
being taught but I would have to say that they just know a fraction of what is actually
being done, especially with respect to careers. On the other hand, schools do not know
exactly with business and industry are looking for out of their employees. The more
schools can make a connection to real world applications, the better for everyone
involved.
o 2.) My experience on the Findlay-Hancock Workforce coalition proved just that. The
business/industry people had no idea all of the career exploration things that were
going on in the schools. It was an eye opening experience for them learn about
everything the schools do. It was also a surprise to school personnel the opportunities
that high school students have coming right out of high school and being employed with
one of their businesses. Being able to have the business/industry people share with the
school personnel and vice versa, was a great experience and a valuable experience.
o 3.) One way to eliminate the disconnect is to have schools share what the students are
being exposed to with respect to careers and have business/industry share what it is
they are looking for out of prospective employees and what they have to offer.”
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•

Angie Morlock, Public Relations & Communications Director, Vanguard Sentinel Career &
Technology Centers – “I think that most people would say that this is true. I have talked to
many employers who want to come to the schools to help with this issue, but are turned away.
Sure, they want to connect to the students (for future recruitment possibilities) but they also
want to assist in preparing them to be good workers, and share opportunities too. The REACH
program in Sandusky County, and now in Tiffin City Schools begins to address some of these
issues at an early age with the aid of business partners, but there is more work to be done in
middle and high school. CTE utilizes local business and industry in an advisory capacity to help
review curriculum and advise of needs and trends which helps to eliminate that disconnect.
o “Likewise, employers also need to adjust expectations based on school input. Students
are being taught differently (both curriculum and style) which is developing a different
type of worker. This, combined with generational differences (millennials), ensures that
they will not see workers like they have in the past. Doesn’t make them bad, just
different, but employers still expect their workers to be what they were and want the
same things, which is simply not the case.
o “As for ideas on how to eliminate this obstacle, I am not sure that I can offer a good
suggestion. I have heard educators say that their hands are tied and they teach to tests
instead of relevancy, but I can’t say if this is true or not. Just their perspective. Also,
instead of pushing kids towards higher education and an advanced degree, we need to
figure out how to focus on individual student success, whatever path that might be.
And somehow, some way, we need to separate funding issues (excuse or not, I’m not
sure) from curriculum and preparing kids for whatever their future holds for them. If
workforce is key and training students for jobs is a priority, then why is it an elective for
them?” (Added at a later time)

2.
WSOS Detailed Response
In addition, Kerrie Carte, Planning & Development Coordinator with WSOS Community Action,
submitted the following detailed thoughts and recommendations:
Integrated Education and Training
Integrated education and training (IET) has emerged as an approach that can enable workers to acquire
or refresh key basic skills while simultaneously pursuing occupational or industry-specific training. Under
an IET model, participants receive simultaneous instruction in basic skills such as math, reading, as well
as training for a specific occupation or industry. Integrated education and training approaches are
effective in part because they recognize that busy working adults need opportunities to acquire basic
skills in a meaningful context that has an immediate application, enables credential attainment and
employer work-based learning, and can directly increase their earning power.
While there are modest variations among IET models, many programs also utilize a “work-based
learning team teaching” approach that utilizes dual instructors – one with expertise in adult learning
pedagogy and basic skills instruction, and another with content-area expertise in the industry or
occupation being targeted. Regardless of the specific teaching model, IET approaches typically support
the attainment of both secondary (high school equivalency) and/or postsecondary credentials while
incorporating on the job training.
The IET model contrasts with the traditional sequential model, in which individuals are directed to
complete adult basic education (ABE) requirements before being permitted to access occupational
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training. IET was developed in response to research findings that the sequential model was discouraging
for many workers, who often languished in community-based classes or other noncredit courses that did
not have specific relevance for their career interests. There is a rich base of evidence confirming that
integrated education and training approaches are effective in aiding workers with basic skills needs to
attain in-demand skills and credentials. Ohio should adopt policies to support the creation and growth
of integrated education and training models.
The National Skills Coalition (NSC) defines a state integrated education and training policy as one or
more of the following: a state requirement that adult education providers offer integrated education
and training programs, and/or state funding to establish integrated education and training programs.
Importantly, these policies should enable workers to attain recognized postsecondary credentials, thus
helping to ensure their longer-term employability.
We recommend that Ohio develop robust integrated education and training policies that include a workbased learning component and a state requirement and funding for IET.
Job-Driven Financial Aid
The National Skills Coalition defines a state job-driven financial aid policy as a state-funded grant or
tuition waiver program that is available to students who are in middle-skill training programs (programs
for jobs that require postsecondary training but not a bachelor’s degree), including students who do not
qualify for federal financial aid because they are enrolled in short-term or non-credit occupational
programs, or because they are enrolled less than half-time.
Job-driven financial aid policies should be available to students in middle-skill training in order to help
them earn credentials that lead to in-demand jobs. Ideally, Ohio should develop financial aid policies
that support a breadth of middle-skill training programs, from short-term occupationally-focused
certificates to technical associate degrees. However, if resources are limited, Ohio can target financial
aid to training for in-demand occupations, or can use state aid to support middle-skill training not
typically covered by federal financial aid. Ohio should consider resources and impact when choosing
among these options.
•
Ohio can adopt policies that provide financial aid to students in occupationally-focused
programs at the sub-baccalaureate level. These policies are intended to generally increase access to
postsecondary middle-skill training, and support a range of programs, from short-term certificates to
technical associate degrees. (Example: Georgia’s Hope Grant Program)
•
Ohio can adopt policies aimed at closing skill gaps in particular occupations by targeting financial
aid at programs that prepare people for those occupations. (Example: Maine’s Competitive Skills
Scholarship Program)
•
Ohio can adopt financial aid policies specifically designed to fill gaps in federal financial aid by
targeting industry-validated, short-term and non-credit credential programs. (Examples: Colorado’s CTE
Grant, Virginia’s New Economy Workforce Credential Grant Fund)
We recommend that Ohio adopt financial aid policies that provide general support to students in
occupationally-focused programs at the sub-baccalaureate level because these programs
increase access to a broad range of middle-skill credentials. If Ohio lacks the resources or political
support to advance policies that generally support middle-skill training the State can adopt a narrower
policy, aimed at training for specific occupations or intended to fill federal financial aid gaps.
Alignment Policy
56 | P a g e

An alignment policy combines the central elements that provide a pathway for low-skilled adults to
attain stackable postsecondary credentials that have value in the labor market. The central elements of
a pathway are:
•
Integrated basic education and skills training
•
Career counseling
•
Support services
•
High school diploma or equivalent
•
Training leading to industry-recognized and stackable postsecondary credentials
•
Industry engagement
•
Work-based Learning
This list of elements is similar to the one included in the definition of career pathways codified in the
Workforce Innovation and Opportunity Act (WIOA), however this list includes support services and
stackable credentials, while the WIOA definition of career pathways does not.
A State alignment policy requires and/or funds the alignment of the central pathway elements. Robust
policies both require and fund alignment. Some state alignment policies aim solely to serve individuals
who begin as adult basic education students, while others also offer entry points to multiple levels of
middle skills training for people with different skill levels. The most robust policies provide adult basic
education and multiple levels of middle skills training and offer multiple entry points. Alignment policies
that require and fund all the key pathway elements and that are designed for adults who enter at any
point that is sub-baccalaureate are in the strongest position to advance middle-skill training.
Ohio should go beyond simply indicating that they will comply with the federal requirements to
establish career pathways under WIOA, and establish their own state requirements. Ohio should do
this, for among other reasons, because WIOA has limited authority over postsecondary institutions that
are a critical part of providing aligned pathways for adult learners.
Ohio should establish a requirement that community and technical colleges and workforce agencies, in
partnership with industry and community-based organizations create pathways for adult learners that
combine the key elements. Ohio may establish the requirement either by statute or by an administrative
policy adopted by the appropriate agency or agencies.
Ohio should appropriate state funds to agencies to design statewide frameworks for aligned pathways,
and allocate state funds to local providers to offer pathway elements to individuals. (Example: Colorado
Career Pathways)
Industry Workforce Alliances
Sector Partnerships/Industry Workforce Alliances bring together multiple employers within an industry
to collaborate with colleges, schools, labor, workforce agencies, community organizations, economic
development, and other community stakeholders to align training with the skills needed for that
industry to grow and compete. Sector partnerships can help facilitate the advancement of workers at all
skill levels, including the least skilled.
Several states, including Ohio, have already invested in creating these partnerships in various industries.
Ohio policy can continue to support the creation and maintenance of these partnerships and empower
them to target education and training dollars from a variety of sources to the changing needs of local
industries.
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We recommend that Ohio continue to invest in the development and implementation of robust Industry
Workforce Alliances. Please see the following DRAFT legislation.
An Act Concerning
Regional Industry Workforce Alliance Grant Program
For the purposes of establishing a grant program to develop a network of regional industry sector
partnerships, and to ensure Ohio’s employers have the skilled worker pipeline they need to compete
and grow and Ohioans have the skills they need for in-demand jobs.
SECTION X. BE IT ENACTED BY THE GENERAL ASSEMBLY OF OHIO,
SECTION X. SHORT TITLE.
This Act may be cited as the ‘Regional Industry Workforce Alliance Act of 2017’.
SEC. X. REGIONAL INDUSTRY WORKFORCE ALLIANCE GRANT PROGRAM.
(a) Purpose- It is the purpose of this section to promote regional industry sector partnerships that lead
collaborative planning, resource alignment, and training efforts across multiple firms for a range of job
seekers, in order to encourage industry growth and competitiveness and to improve worker training,
retention, and advancement in targeted industry sectors, including by -(1) understanding the current and future human capital needs of a targeted industry sector;
(2) developing solutions to address both short-term and long-term skill needs through upgrading the
skills of economically disadvantaged jobseekers for in-demand jobs; and
(3) helping community colleges and career technical schools build career pathways by aligning
curriculum and credentials to industry demand to facilitate the advancement of workers at all skill
levels, including the least skilled;
(4) aligning and coordinate existing programs and funding streams towards industry needs.
(b) Definitions- In this section:
(1) ELIGIBLE ENTITY- The term `eligible entity' means-(A) a regional industry sector partnership
(2) IN-DEMAND JOB - The term `in-demand job' means jobs that-(A) has a significant presence in an industry sector;
(B) is in demand by employers;
(C) pays family-sustaining wages that enable workers to achieve economic self-sufficiency, or can
reasonably be expected to lead to such wages;
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(D) has or is in the process of developing a documented career ladder; and
(E) has a significant impact on a region's economic development strategy.
(3) INDUSTRY SECTOR- The term `industry sector' means a concentration of interconnected businesses,
suppliers, research and development entities, service providers, and associated institutions in a
particular field that are linked by common workforce needs.
(4) CAREER PATHWAY- The term ‘ career pathways’ consists of a series of connected education and
training programs and support services that enable individuals to move through successively higher
levels of education over time.
(5) REGIONAL INDUSTRY SECTOR PARTNERSHIP- The term `industry or sector partnership' means a
regional consortia of employers, community colleges, local workforce boards, labor unions, economic
development groups and community organizations that can effectively address the skill needs of key
industries.
(6) TARGETED INDUSTRY SECTOR- The term `targeted industry sector' means an industry sector that has(A) economic impact in a local or regional area;
(B) immediate workforce development needs, such as advanced manufacturing, clean energy,
technology, and health care; and
(C) documented career opportunities.
(c) Grants Authorized(1) IN GENERAL- The Office of Workforce Transformation shall establish and administer a grant program
to provide funding to regional industry partnerships from funds appropriated by the General Assembly
for the purposes of this act.
(2) USE OF FUNDING--Industry partnerships shall, to the extent funds are available, use a grant awarded
under this section to do any of the following:
(A) Organize businesses, employers, workers, labor organizations and industry associations into a
collaborative structure that supports the sharing of information, ideas and challenges common to their
industry sector.
(B) Identify the training needs of multiple businesses, including skill gaps critical to competitiveness and
innovation to their industry sector.
(C) Facilitate economies of scale by aggregating training and education needs of multiple employers.
(D) Assist educational and training institutions in aligning curricula and programs to industry demand,
particularly for in-demand jobs.
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(E) Assist companies in identifying and working together to address common organizational and human
resource challenges, including recruiting new workers, retaining incumbent workers, implementing a
high-performance work organization, adopting new technologies and fostering experiential and
contextualized on-the-job learning.
(F) Assist in developing and strengthening career pathways within and across companies, enabling entrylevel workers to improve skills and advance to higher-wage jobs.
(G) Assist partner companies in industry partnerships in attracting a diverse workforce, including
individuals with barriers to employment. This shall include the economically disadvantaged, youth, older
workers, ex-offenders and the physically and developmentally disabled.
(H) Assist in strengthening connections among businesses in targeted industry sectors, leading to
cooperation, beyond workforce issues, which would improve competitiveness and job quality, including
joint purchasing, market research or centers for technology and innovation.
(d) Application Process- In order to receive grant funding under this section, an industry partnership
must, in its grant application, do all of the following:
(1) Show evidence of involvement of the local workforce development board.
(2) Show evidence of participation of workers or labor representatives in industry partnerships.
(3) Provide for private sector matching funding of at least 20% of the grant.
(4) Commit to participate in the grant program’s reporting guidelines as established by the Office of
Workforce Transformation.
(e) The Office of Workforce Transformation shall have the following powers and duties:
(1) Establish grant guidelines and develop grant applications.
(2) Develop forms and institute procedures to award competitive grants under this section.
(3) Establish a process to review applications.
(4) Establish a process for providing applicants with additional information about eligibility
requirements and assistance in preparing applications.
(5) Provide technical assistance to grant applicants and grantees.
(6) Apply for grants and seek other revenue sources to fund the industry partnership administrative and
training activities.
(h) Grant Program Priorities- In awarding grants under this section, the Office of Workforce
Transformation shall give priority to eligible entities that--
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(1) work with employers within a targeted industry sector to retain and expand employment for indemand jobs.
(2) focus on helping workers move toward economic self-sufficiency.
(3) address the needs of firms with limited human resources or in-house training capacity, including
small- and medium-sized firms.
(4) coordinate with entities carrying out State and local workforce investment, economic development,
and education activities.
(5) include at least 20% from employers or from other federal, local, philanthropic, or other sources.
(6) Expend a minimum of XX% of the grant for worker training.
(e) Administrative Costs- An eligible entity may retain a portion of a grant awarded under this section for
a fiscal year to carry out the administration of this section in an amount not to exceed 10 percent of the
grant amount for the staffing of the regional industry sector partnership to carry out the following
(1) building the consortia
(2) engaging employers
(3) leveraging funding
(4) facilitating economies of scale
(5) brokering worker training
(6) driving implementation of the regional partnership’s plans.
(g) Fiscal Agent- Each eligible entity receiving a grant under this section that is an industry or sector
partnership shall designate an entity in the partnership as the fiscal agent for purposes of this grant.
(h) Performance Measures- The Office of Workforce Transformation shall issue a range of performance
measures, with quantifiable benchmarks, and methodologies that eligible entities may use to evaluate
the effectiveness of each type of activity. Such measures shall consider the benefits of the regional
industry workforce alliance and its activities for workers, firms, industries, and communities.
(i) Grant Reporting- An eligible entity receiving a grant shall adhere to reporting guidelines of the grant
program as established by the Office of Workforce Transformation.
(j) Evaluation and Progress Reports- On or before DATE, the Office of Workforce Transformation shall
report to the Governor and the General Assembly, and shall include:
(1) Information on measures being used to track the success and accountability of the grant program;
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(2) A Description of each industry sector partnership receiving grant funding and the status of the
partnership; and
(3) Information on workers who have obtained the following as a result of the grant program:
(A) Credential or an identifiable skill;
(B) a new employment position;
(C) a title promotion;
(D) a wage promotion.
SECTION X. AND BE IT FURTHER ENACTED That this Act shall take effect on July 1, 2017.
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Appendix 4
SWOT Analysis Brainstorming
Post-It Note Ideas
September 29, 2016
Strengths
• Good Community – promoting everything the community has to offer (67)
o Community resource availability
o Social activities
o Many gaps/organizations to support families
o Cultural influences in Tiffin
o Close knit community – people stay here
o Easy to find support (people know people)
o Safe place to live
o Low crime
o Vision
o Cost of living
o Low crime rate
o Park District
o Safe community
o Strong Community (park system, great activities, increased amenities –
restaurants, activities)
o Small community
o Solid foundation to community
o Strong community – family support
o Central location
o Resources
o Centrally located
o Close to good medical facilities
o Location – Tiffin is easily accessible to many other larger cities, Turnpike is close
o Relatively safe community
o Geographic location
o Generational family commitment
o Longevity and reputation
o Tiffin growing downtown, changing
o Passion – people care
o Good education in community
o Tuition reimbursement
o Collaboration of all entries, willing partners
o Location – River Trails, Quality of Life
o Loyalty of people. Grew up here, stayed here, or came back.
o Strong community services: WSOS, First Call for Help, United Way, Churches,
Family & Children First Council
• 2. Good Government Backing – promoting
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•

•

o Political awareness and working toward workforce needs
o Local government leadership
o SIEDC
o Strong leaders in county help push to improve
o State reps
o Support of local government
o Strong government leadership
3. Lots of Jobs – promoting
o Availability of jobs
o Flexible schedules
o Benefits
o Facebook/social media mechanisms to get word out for employees
o Wages relative to cost of living
o Jobs availability
o Employment available
o Diversity of workforce sections
o Potential opportunity for new businesses – places to locate
o Clean/safe work environment
o Relocation
o Large stable manufactures in that area
o Businesses are positive in working with schools
o Lots of jobs in county
o Growth opportunities
o Pay scale
4. Education – promoting programs and opportunities
o Continued training
o Schools/education
o Good schools and educational opportunities
o School system becoming better offering “life after classes”
o Strong school system – two colleges, tech school, and vocational school
o Education options – post-secondary
o Training grants available
o Sentinel
o Good school system – private, public
o Schools have a captive audience

Weaknesses
• 1. Environmental Barriers – soft skills need to be taught through home and education
prior to employment.
o Affordable housing
o Drugs
o Mindset/expectation
o Dress
o Communication
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•
•

o Resume
o Show up
o Attitude
2. Government Benefits – show the benefit of meaningful work with wages that
eliminate the need for government assistance
3. Quantity versus Quality of Workers
o Need more work-based learning finding accelerated education
o Education focused on mandates more than local need
o Lack of resilience
o Younger – wants big city experience
o Businesses always “one upping” the other to gain workers
o Technology
o Verbal Communication
o Lack of Knowledge (Funding, Community, Work Availability)
o Perception
o Expectations (work, wage)

Opportunities
• 1. Education & Awareness
o Advise students of adult education opportunities
o Different learning opportunities
o Junior Achievement classes in local schools
o Educate kids on industries
o Accelerate training to work
o Embed more communication class into curriculum
o Implement the Reach Program
o Access to educational infrastructure – Heidelberg, Tiffin University, Terra,
Sentinel, etc.
o Embed career awareness/readiness into curriculum
o Create more work-based learning opportunities
o Career opportunities within Seneca County for students
o The higher education community such as Sentinel, TU, and Berg
o Continued collaboration between education and industry
o Teaching life skills
o Education
o Teaching opportunities that are available
o Job training in jails/prisons
o Manufacturing showcase
o Bring back trades into schools (industrial arts)
o Taking advantage of local resources to combat kid drug use
• 2. Collaboration & Communication
o Time, talents and treasures of all partners
o Create different living situations
o Create connection and paint picture of what job is like
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•

•

o Employers need to communicate opportunities/benefits. Explain in detail, use
examples.
o Better access to career exploration/career paths.
o Create partnership with other business by sharing employees with similar skills for
advancement.
o Engage employees.
o Employee engagement
o Flexibility as employers
o Increased customer experience
o Business growth
o Increase of workers who stay in Seneca County (keeps people home).
3. Community Development/Marketing
o Inform students where to go for career opportunities
o Great connections
o Chance to overcome stigma, change perceptions
o Bring retail businesses to the community
o Many opportunities to do what you want. Different levels of pay.
o Money talks – good career opportunities; happiness with profession
4. Diversity
o Diversity of opportunities within Seneca County
o Flexibility within the community
o Realize kids want to do wall – you just have to approach each differently.
“Connect” with the students.
5. Resources
o Bill Reineke can help advocate for workforce development resources at the state
level.

Threats
• Social Media
o Utilizing Social Media in an inappropriate manner…Both as employees and
employers
• Drugs/Alcohol
o Aid people to combat addiction in order to retain employable workforce.
o Prevention Efforts - How this impacts future employment. Ground effort.
• Mental Health - How to help people with mental illnesses in the workplace.
o How to turn this challenge into an opportunity for employers?
o Provide/educate employers with community-based resources
• Government Benefits - Not challenged to seek employment because benefits are
lucrative.
o Incentivize jobs to reduce usage of government benefits
o Work with government agencies
o Government programs disincentivize work participation
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Appendix 5
SWEAT Pledge
From the Mike Rowe Foundation
“The S.W.E.A.T. Pledge”
(Skill & Work Ethic Aren’t Taboo)
1. I believe that I have won the greatest lottery of all time. I am alive. I walk the Earth. I live in
America. Above all things, I am grateful.
2. I believe that I am entitled to life, liberty, and the pursuit of happiness. Nothing more. I also
understand that “happiness” and the “pursuit of happiness” are not the same thing.
3. I believe there is no such thing as a “bad job.” I believe that all jobs are opportunities, and it’s
up to me to make the best of them.
4. I do not “follow my passion.” I bring it with me. I believe that any job can be done with passion
and enthusiasm.
5. I deplore debt, and do all I can to avoid it. I would rather live in a tent and eat beans than
borrow money to pay for a lifestyle I can’t afford.
6. I believe that my safety is my responsibility. I understand that being in “compliance” does not
necessarily mean I’m out of danger.
7. I believe the best way to distinguish myself at work is to show up early, stay late, and cheerfully
volunteer for every crappy task there is.
8. I believe the most annoying sounds in the world are whining and complaining. I will never make
them. If I am unhappy in my work, I will either find a new job, or find a way to be happy.
9. I believe that my education is my responsibility, and absolutely critical to my success. I am
resolved to learn as much as I can from whatever source is available to me. I will never stop
learning, and understand that library cards are free.
10. I believe that I am a product of my choices – not my circumstances. I will never blame anyone
for my shortcomings or the challenges I face. And I will never accept the credit for something I
didn’t do.
11. I understand the world is not fair, and I’m OK with that. I do not resent the success of others.
12. I believe that all people are created equal. I also believe that all people make choices. Some
choose to be lazy. Some choose to sleep in. I choose to work my butt off.
On my honor, I hereby affirm the above statements to be an accurate summation of my personal
worldview. I promise to live by them.
Signed_______________________________________
Dated________________________________________
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Appendix 6 – Ohio Means Jobs Reports
OhioMeansJobs (ohiomeansjobs.com) also produces monthly reports on several topics, and
we’ve included in this appendix the following six reports:
• Online Job Postings – Northwest Ohio (August 2016)
• Online Job Postings – Ohio (August 2016)
• Online Job Postings by Occupational Focus – Northwest Ohio (August 2016)
• Online Job Postings by Occupational Focus – Ohio (August 2016)
• Online Internship Ads – Northwest Ohio (August 2016)
• Online Internship Ads – Ohio (August 2016)
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Help Wanted Online ® Job Postings

FOR IMMEDIATE RELEASE
September 30, 2016

in the Northwest JobsOhio Network

Contact: Jon Keeling or Hayley Call-Carducci

August 2016

Phone: (614) 466-6650
Email: jon.keeling@jfs.ohio.gov, hayley.call@jfs.ohio.gov

A total of 14,515 job openings were posted online from July 14, 2016, through August 13, 2016, for Allen, Crawford, Defiance,
Fulton, Hancock, Hardin, Henry, Lucas, Ottawa, Paulding, Putnam, Sandusky, Seneca, Van Wert, Williams, Wood and Wyandot
counties, according to data from The Conference Board. This was an increase of 927 ads from the previous reporting period.
Compared to the same time period a year ago, this reflects a decrease of 5,349 ads. The graph below shows historical trends for
ads posted in this area over the last several years.
This report, and reports for other JobsOhio regions, can be found here and at OhioMeansJobs.com.
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August 2012

February 2013

August 2013

February 2014

August 2014

February 2015

Salary for OnLine® Job Ads
Salary Range

22.6%
26.6%
38.6%
6.2%
6.0%

Education Range

5,746
2,120
1,451
861
853
793
624
438
349
333

Skills

MERCY HEALTH
Bob Evans Farms, Inc.
Blanchard Valley Health System
HCR ManorCare
Macy's
Pizza Hut
Fifth Third Bank
FCA US LLC
Lowe's
Sears Holdings Corporation
DANA LIMITED
Procter & Gamble
Aramark Corporation
JCPenney
The Andersons, Inc.
Hmshost
Fremont City School District
Roehl
Compass Group
Tiffin City Schools
HMSHost Tollroads, Inc.
State of Ohio
FedEx
CVS Health
Regis Corporation
Oldcastle
McDonald's Corporation
Meijer
G4S
NSP, Inc
Genesis HealthCare
Trilogy Health Services
Teradata
Kohl's Corporation
PNC Financial Services

Ads

Pediatrics
Society for Worldwide Interbank Financial Telecommunication
Quality Assurance
Preventative maintenance inspections
Critical care
Food preparation
Geriatrics
Quality control
Preventive maintenance
Technical support

Top Employers with the Most Area Job Ads
Employer

40.7%
35.8%
17.4%
1.9%
4.1%

Top Skills for OnLine® Job Ads
Ads

Commercial Driver's License
Driver's License
Certified Registered Nurse
HAZMAT
Certified Purchasing Manager
Certification in Cardiopulmonary Resuscitation
Licensed Practical Nurse
Basic Life Support
Continuing Education
DOT Medical card

August 2016

Ads

GED/High School
Associate Level
Bachelor's Degree
Master's Degree
Doctoral Degree

Top Certifications for OnLine® Job Ads
Certifications

February 2016

Education for OnLine® Job Ads
Ads

Entry Level Jobs (less than $30K)
Middle Income Jobs ($30K-$49K)
Upper Middle Income Jobs ($50K-$79K)
High Income Jobs ($80K-$99K)
Six Figure Jobs ($100K+)

August 2015

739
505
329
325
324
279
272
256
242
202

Top Occupations with the Most Area Job Ads
Ads
494
255
140
128
122
96
79
76
73
71
69
68
67
66
60
58
57
56
55
55
54
54
52
49
49
48
46
45
45
44
41
41
41
39
39

Occupation
Heavy and Tractor-Trailer Truck Drivers
Retail Salespersons
Registered Nurses
First-Line Supervisors of Retail Sales Workers
First-Line Supervisors of Food Preparation and Serving Workers
First-Line Supervisors of Production and Operating Workers
Maintenance and Repair Workers, General
Combined Food Preparation and Serving Workers, Including Fast Food
Data Entry Keyers
Nursing Assistants
Industrial Engineers
Customer Service Representatives
Licensed Practical and Licensed Vocational Nurses
Laborers and Freight, Stock, and Material Movers, Hand
Light Truck or Delivery Services Drivers
First-Line Supervisors of Office and Administrative Support Workers
Cashiers
Sales Reps, Wholesale & Manufacturing, Except Technical & Scientific Products
Social and Human Service Assistants
Security Guards
First-Line Supervisors of Mechanics, Installers, and Repairers
Janitors and Cleaners, Except Maids and Housekeeping Cleaners
Medical and Health Services Managers
Tellers
Maids and Housekeeping Cleaners
Computer User Support Specialists
Helpers--Production Workers
1st-Line Supervs of Transportation & Material-Moving Machine & Vehicle Opers
Sales Agents, Financial Services
Waiters and Waitresses
Cooks, Restaurant
Executive Secretaries and Executive Administrative Assistants
Accountants
Driver/Sales Workers
Medical Assistants

Ads
1,292
427
421
372
241
239
220
188
186
179
167
159
150
146
143
137
128
127
123
121
118
118
113
109
107
106
105
104
102
101
85
84
80
77
74

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The
Conference Board. This series is compiled with Wanted Analytics Software. Third-party, staffing agencies and anonymous
employers are not included.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historical reports, may
vary slightly over time, as minor revisions are continually made to this live database. Some ads may appear in two or more
occupation codes and may be counted more than once. This information should be used in conjunction with local labor market
information to analyze current occupational demand.
This data has not been seasonally adjusted. Sometimes seasonal adjustment is used to remove fluctuations in unemployment and
labor force trends that normally occur with changes in the season. Seasonal variation in employment occurs for natural and
institutional reasons, including reduced employment involving outdoor activities during winter, changes in labor force and
unemployment levels with opening and closing of schools, and layoffs during the automobile model changeover period. Seasonal
variations can also affect the number of online job ads, so over the year it will affect the data in this report.
The Conference Board is a global, not-for-profit independent business membership and research association working in the public
interest. Wanted Technologies Corporation is a leading supplier of real-time sales and business intelligence solutions for the
media, classified and recruitment industries. The Wanted Analytics system aggregates real-time data from thousands of job, real
estate, newspaper and corporate websites on a daily basis.

Help Wanted Online® Job Postings―Occupational Focus
Top Jobs in the Northwest JobsOhio Network: August 2016
(10)
(9)
(8)
(7)
(6)
(5)
(4)
(3)
(2)
(1)

390
393

14,515 Total Job Ads

670
676
721
824
1,230
1,311
1,562

1,908
0

500

1,000

1,500

2,000

2,500

(1) Transportation and Material Moving Occupations

15%

(2) Sales and Related Occupations

Heavy and Tractor-Trailer Truck Drivers

68%

Retail Salespersons

13%
27%

Laborers and Freight, Stock, and Material Movers, Hand

8%

First-Line Supervisors of Retail Sales Workers

24%

Light Truck or Delivery Services Drivers

8%

Cashiers

8%

1st-Line Supervisors of Transportation & Material-Moving Machine & Vehicle Operators

5%

Sales Reps, Wholesale and Manufacturing, Except Technical and Scientific Products

8%

Driver/Sales Workers

4%

Sales Agents, Financial Services

6%

Industrial Truck and Tractor Operators

2%

First-Line Supervisors of Non-Retail Sales Workers

5%

Cleaners of Vehicles and Equipment

2%

Sales Representatives, Wholesale and Manufacturing, Technical and Scientific Products

4%

Taxi Drivers and Chauffeurs

1%

Advertising Sales Agents

4%

(3) Office and Administrative Support Occupations

11%

(4) Healthcare Practitioners and Technical Occupations

10%

Data Entry Keyers

14%

Registered Nurses

34%

Customer Service Representatives

12%

Licensed Practical and Licensed Vocational Nurses

12%

First-Line Supervisors of Office and Administrative Support Workers

10%

Physical Therapists

6%

Tellers

8%

Pharmacy Technicians

5%

Executive Secretaries and Executive Administrative Assistants

6%

Occupational Therapists

3%

Stock Clerks, Sales Floor

5%

Speech-Language Pathologists

3%

Secretaries and Administrative Assistants, Except Legal, Medical, and Executive

5%

Pharmacists

3%

Office Clerks, General

5%

Physicians and Surgeons, All Other

2%

(5) Food Preparation and Serving Related Occupations

7%

(6) Management Occupations

6%

First-Line Supervisors of Food Preparation and Serving Workers

29%

Medical and Health Services Managers

16%

Combined Food Preparation and Serving Workers, Including Fast Food

23%

General and Operations Managers

10%

Waiters and Waitresses

12%

Food Service Managers

8%

Cooks, Restaurant

10%

Financial Managers, Branch or Department

8%

Cooks, Institution and Cafeteria

5%

Sales Managers

7%

Cooks, Short Order

4%

Marketing Managers

7%

Dishwashers

3%

Human Resources Managers

7%

Hosts and Hostesses, Restaurant, Lounge, and Coffee Shop

3%

Property, Real Estate, and Community Association Managers

5%

(7) Production Occupations

5%

(8) Installation, Maintenance, and Repair Occupations

5%

First-Line Supervisors of Production and Operating Workers

36%

Maintenance and Repair Workers, General

33%

Helpers--Production Workers

15%

First-Line Supervisors of Mechanics, Installers, and Repairers

18%

Packaging and Filling Machine Operators and Tenders

8%

Bus and Truck Mechanics and Diesel Engine Specialists

11%

Welders, Cutters, and Welder Fitters

5%

Automotive Specialty Technicians

8%

Machinists

4%

Heating and Air Conditioning Mechanics and Installers

4%

Inspectors, Testers, Sorters, Samplers, and Weighers

3%

Telecommunications Equipment Installers and Repairers, Except Line Installers

4%

Cutting, Punching, & Press Machine Setters, Operators, & Tenders, Metal & Plastic

2%

Industrial Machinery Mechanics

4%

Team Assemblers

2%

Automotive Master Mechanics

3%

(9) Education, Training, and Library Occupations

3%

(10) Healthcare Support Occupations

3%

Teacher Assistants

13%

Nursing Assistants

46%

Elementary School Teachers, Except Special Education

12%

Medical Assistants

19%

Secondary School Teachers, Except Special and Career/Technical Education

11%

Home Health Aides

14%

Preschool Teachers, Except Special Education

10%

Physical Therapist Assistants

5%

Middle School Teachers, Except Special and Career/Technical Education

8%

Healthcare Support Workers, All Other

4%

Vocational Education Teachers, Postsecondary

6%

Phlebotomists

3%

Nursing Instructors and Teachers, Postsecondary

4%

Dental Assistants

3%

Special Education Teachers, Secondary School

3%

Occupational Therapy Assistants

3%

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The Conference
Board. The series is compiled with Wanted Analytics software. Duplicate postings, third-party, staffing agency and anonymous employers
are not included.
Reports for other areas or months are located at http://ohiolmi.com/asp/omj/hw.htm.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historicalreports, may vary
slightly over time, as minor revisions are continually made to this live database. Some ads may be in two or more occupation codes and
may be counted more than once. This information should be used in conjunction with local labor market information to analyze current
occupational demand.
This data has not been seasonally adjusted. Sometimes seasonal adjustment is used to remove fluctuations in unemployment and labor
force trends that normally occur with changes in the season. Seasonal variation in employment occurs for natural and institutional
reasons, including reduced employment involving outdoor activities during winter, changes in labor force and unemployment levels with
opening and closing of schools, and layoffs during the automobile model changeover period. Seasonal variations can also affect the
number of online job ads, so over the year it will affect the data in this report.
The Conference Board is a global, not-for-profit independent business membership and research association working in the public interest.
Wanted Technologies Corporation is a leading supplier of real-time sales and business intelligence solutions for the media, classified and
recruitment industries. The Wanted Analytics system aggregates real-time data from thousands of job, real estate, newspaper and
corporate websites on a daily basis.

Help Wanted OnLine® Internship Ads
in the Northwest JobsOhio Network

August 2016 Snapshot of Help Wanted OnLine® Internship Ads
A total of 110 internship ads were posted online from July 14, 2016, through August 13, 2016, for northwest Ohio. This was an
increase of one ad from the previous reporting period and a decrease of 37 ads compared to the same time period a year ago. The
graph below shows historical trends for internship ads posted in this area over the last several years.
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Mid-Monthly Ads-Total (4yr)

0
August 2012

August 2013

August 2014

Employers with the Most Internship Ads
Employer
Tradesmen International
State of Ohio
MERCY HEALTH
Petco
MENARDS, INC.
Husky Energy Inc.
Ssoe
The Toledo Zoo and Aquarium
Simonton Windows
PENSKE
Copmass Events
MATERION
Campbell's Soup Company
Meijer
CliftonLarsonAllen
Bowling Green State University
Hub Group, Inc.
G4S
HCR ManorCare
Anheuser-Busch Companies, Inc.
CVS Health
Compass Events
Avita health System

August 2015

August 2016

Top Internship Occupations Found in Area
Ads

Occupation

Ads

13

Industrial Engineers

7

6
6

Managers, All Other

7
5

5
5

Registered Nurses

4
4

Construction Laborers

4
4

Bus and Truck Mechanics and Diesel Engine Specialists

3
3

Animal Trainers

3
3

Mechanical Engineers

2
2

Bookkeeping, Accounting, and Auditing Clerks

2
2

Logisticians

2
1

Market Research Analysts and Marketing Specialists

1
1

Telecommunications Line Installers and Repairers

1
1

Meat, Poultry, and Fish Cutters and Trimmers

Electricians
Civil Engineers
Human Resources Assistants, Except Payroll and Timekeeping
Helpers--Production Workers
Nonfarm Animal Caretakers
Helpers--Electricians
Marketing Managers
Auditors
First-Line Supervisors of Mechanics, Installers, and Repairers
Pharmacists
Sales Agents, Financial Services

5
3
3
3
3
3
3
3
2
2
2
2
2
2
2
2
2
2
2
2

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The Conference
Board. This series is compiled with Wanted Analytics Software. Third-party, duplicate and anonymous ads are not included.
Reports for other areas or months are located at http://ohiolmi.com/asp/omj/hw.htm.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historical reports, may vary
slightly over time, as minor revisions are continually made to this live database. Some ads may be in two or more occupation codes
and counted more than once. This information should be used in conjunction with local labor market information to provide an
overall analysis of current occupational demand.

Help Wanted Online ® Job Postings
State of Ohio

FOR IMMEDIATE RELEASE
September 30, 2016
Contact: Jon Keeling or Hayley Call-Carducci

August 2016

Phone: (614) 466-6650
Email: jon.keeling@jfs.ohio.gov, hayley.call@jfs.ohio.gov

A total of 179,236 job openings were posted online from July 14, 2016, through August 13, 2016, for the state of Ohio, according to
data from The Conference Board. This was an increase of 10,176 ads from the previous reporting period. Compared to the same
time period a year ago, this reflects a decrease of 34,895 ads. The graph below shows historical trends for ads posted in this area
over the last several years.
This report, and reports for other JobsOhio regions, can be found here and at OhioMeansJobs.com.
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August 2012

February 2013

August 2013

February 2014

August 2014

February 2015

Salary for OnLine® Job Ads
Salary Range

23.7%
27.1%
30.0%
9.4%
9.9%

Education Range

28,671
23,692
12,830
6,489
5,686
5,090
4,463
3,686
3,681
3,612

Skills

Bob Evans Farms, Inc.
MERCY HEALTH
Macy's
Giant Eagle
Cleveland Clinic
PNC Financial Services
Sears Holdings Corporation
Fifth Third Bank
Aramark Corporation
University Hospitals
University of Cincinnati
ACCENTURE
JPMorgan Chase & Co.
UC Health
Pizza Hut
U.S. Bank
Anthem, Inc.
Target Corporation
State of Ohio
HCR ManorCare
Key Bank
BROOKDALE
University of Miami
Kindred Healthcare
Lowe's
H&R Block
Cardinal Health
JCPenney
Nationwide Children's Hospital
Huntington National Bank
Deloitte
Procter & Gamble
Walmart
Compass Group
McDonald's Corporation

Ads

Quality Assurance
Pediatrics
Quality control
Structured query language
Technical support
Critical care
Food preparation
Society for Worldwide Interbank Financial Telecommunication
Customer relationship management
Java

Top Employers with the Most Area Job Ads
Employer

44.3%
22.0%
26.4%
2.3%
5.0%

Top Skills for OnLine® Job Ads
Ads

Commercial Driver's License
Driver's License
Certified Registered Nurse
HAZMAT
Certification in Cardiopulmonary Resuscitation
Basic Life Support
Continuing Education
Occupational Safety & Health Administration Certification
Licensed Practical Nurse
Advanced Cardiac Life Support

August 2016

Ads

GED/High School
Associate Level
Bachelor's Degree
Master's Degree
Doctoral Degree

Top Certifications for OnLine® Job Ads
Certifications

February 2016

Education for OnLine® Job Ads
Ads

Entry Level Jobs (less than $30K)
Middle Income Jobs ($30K-$49K)
Upper Middle Income Jobs ($50K-$79K)
High Income Jobs ($80K-$99K)
Six Figure Jobs ($100K+)

August 2015

5,823
5,346
3,576
3,443
3,383
3,220
3,118
2,982
2,922
2,753

Top Occupations with the Most Area Job Ads
Ads
2,015
1,726
1,609
1,440
1,340
1,141
1,126
873
848
832
795
787
784
783
777
745
691
685
643
619
599
581
555
539
536
515
487
478
476
426
424
408
405
394
393

Occupation
Heavy and Tractor-Trailer Truck Drivers
Registered Nurses
Retail Salespersons
First-Line Supervisors of Retail Sales Workers
First-Line Supervisors of Food Preparation and Serving Workers
Customer Service Representatives
Maintenance and Repair Workers, General
First-Line Supervisors of Office and Administrative Support Workers
First-Line Supervisors of Production and Operating Workers
Combined Food Preparation and Serving Workers, Including Fast Food
Cashiers
Computer User Support Specialists
Sales Reps, Wholesale & Manufacturing, Except Technical & Scientific Products
Medical and Health Services Managers
Computer Systems Analysts
Management Analysts
Industrial Engineers
Marketing Managers
Janitors and Cleaners, Except Maids and Housekeeping Cleaners
Light Truck or Delivery Services Drivers
Laborers and Freight, Stock, and Material Movers, Hand
Licensed Practical and Licensed Vocational Nurses
Social and Human Service Assistants
Nursing Assistants
Sales Agents, Financial Services
Executive Secretaries and Executive Administrative Assistants
Software Developers, Applications
Financial Managers, Branch or Department
Waiters and Waitresses
Accountants
Data Entry Keyers
Tellers
Security Guards
Network and Computer Systems Administrators
Stock Clerks- Stockroom, Warehouse, or Storage Yard

Ads
8,627
5,085
4,852
4,351
2,869
2,766
2,568
2,385
1,789
1,738
1,709
1,708
1,639
1,580
1,499
1,434
1,416
1,400
1,367
1,358
1,344
1,334
1,327
1,314
1,281
1,273
1,269
1,233
1,204
1,167
1,161
1,133
1,128
1,098
1,075

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The
Conference Board. This series is compiled with Wanted Analytics Software. Third-party, staffing agencies and anonymous
employers are not included.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historical reports, may
vary slightly over time, as minor revisions are continually made to this live database. Some ads may appear in two or more
occupation codes and may be counted more than once. This information should be used in conjunction with local labor market
information to analyze current occupational demand.
This data has not been seasonally adjusted. Sometimes seasonal adjustment is used to remove fluctuations in unemployment and
labor force trends that normally occur with changes in the season. Seasonal variation in employment occurs for natural and
institutional reasons, including reduced employment involving outdoor activities during winter, changes in labor force and
unemployment levels with opening and closing of schools, and layoffs during the automobile model changeover period. Seasonal
variations can also affect the number of online job ads, so over the year it will affect the data in this report.
The Conference Board is a global, not-for-profit independent business membership and research association working in the public
interest. Wanted Technologies Corporation is a leading supplier of real-time sales and business intelligence solutions for the media,
classified and recruitment industries. The Wanted Analytics system aggregates real-time data from thousands of job, real estate,
newspaper and corporate websites on a daily basis.

Help Wanted Online® Job Postings―Occupational Focus
Top Jobs in Ohio: August 2016
(10)
(9)
(8)
(7)
(6)
(5)
(4)
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5,703
7,488
8,115

179,236 Total Job Ads

9,330
10,237
12,080
14,447
14,757

17,425
19,642
0

5,000

10,000

15,000

20,000

25,000

(1) Sales and Related Occupations

13%

(2) Office and Administrative Support Occupations

Retail Salespersons

25%

Customer Service Representatives

11%
16%

First-Line Supervisors of Retail Sales Workers

22%

First-Line Supervisors of Office and Administrative Support Workers

14%

Cashiers

9%

Executive Secretaries and Executive Administrative Assistants

7%

Sales Reps, Wholesale and Manufacturing, Except Technical and Scientific Products

8%

Data Entry Keyers

7%

Sales Agents, Financial Services

7%

Tellers

7%

Sales Representatives, Services, All Other

5%

Stock Clerks- Stockroom, Warehouse, or Storage Yard

6%

First-Line Supervisors of Non-Retail Sales Workers

4%

Stock Clerks, Sales Floor

6%

Advertising Sales Agents

4%

Office Clerks, General

5%

(3) Transportation and Material Moving Occupations

10%

(4) Healthcare Practitioners and Technical Occupations

10%

Heavy and Tractor-Trailer Truck Drivers

58%

Registered Nurses

35%

Light Truck or Delivery Services Drivers

9%

Licensed Practical and Licensed Vocational Nurses

9%

Laborers and Freight, Stock, and Material Movers, Hand

9%

Physical Therapists

5%

1st-Line Supervisors of Transportation & Material-Moving Machine & Vehicle Operators

7%

Occupational Therapists

4%
3%

Driver/Sales Workers

5%

Pharmacy Technicians

Industrial Truck and Tractor Operators

2%

Medical Records and Health Information Technicians

3%

Taxi Drivers and Chauffeurs

2%

Pharmacists

3%

Cleaners of Vehicles and Equipment

2%

Speech-Language Pathologists

2%

(5) Management Occupations

8%

(6) Computer and Mathematical Occupations

7%

Medical and Health Services Managers

13%

Computer User Support Specialists

17%

Marketing Managers

12%

Computer Systems Analysts

15%

Financial Managers, Branch or Department

10%

Software Developers, Applications

12%
11%

Sales Managers

9%

Network and Computer Systems Administrators

General and Operations Managers

8%

Web Developers

9%

Managers, All Other

6%

Information Technology Project Managers

8%
5%

Food Service Managers

6%

Computer Systems Engineers/Architects

Human Resources Managers

5%

Computer Programmers

5%

(7) Food Preparation and Serving Related Occupations

6%

(8) Business and Financial Operations Occupations

5%

First-Line Supervisors of Food Preparation and Serving Workers

31%

Management Analysts

18%

Combined Food Preparation and Serving Workers, Including Fast Food

19%

Accountants

14%

Waiters and Waitresses

13%

Market Research Analysts and Marketing Specialists

8%

Cooks, Restaurant

10%

Loan Officers

8%
6%

Food Preparation Workers

4%

Auditors

Cooks, Institution and Cafeteria

4%

Financial Analysts

5%

Cooks, Short Order

3%

Business Operations Specialists, All Other

5%

Dishwashers

3%

Human Resources Specialists

5%

(9) Installation, Maintenance, and Repair Occupations

5%

(10) Production Occupations

4%

Maintenance and Repair Workers, General

34%

First-Line Supervisors of Production and Operating Workers

31%

First-Line Supervisors of Mechanics, Installers, and Repairers

13%

Helpers--Production Workers

14%

Automotive Specialty Technicians

12%

Packaging and Filling Machine Operators and Tenders

8%

Bus and Truck Mechanics and Diesel Engine Specialists

8%

Machinists

5%

Heating and Air Conditioning Mechanics and Installers

5%

Computer-Controlled Machine Tool Operators, Metal and Plastic

4%

Telecommunications Equipment Installers and Repairers, Except Line Installers

4%

Inspectors, Testers, Sorters, Samplers, and Weighers

4%

Automotive Master Mechanics

4%

Welders, Cutters, and Welder Fitters

3%

Automotive Body and Related Repairers

3%

Printing Press Operators

3%

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The Conference
Board. The series is compiled with Wanted Analytics software. Duplicate postings, third-party, staffing agency and anonymous employers
are not included.
Reports for other areas or months are located at http://ohiolmi.com/asp/omj/hw.htm.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historicalreports, may vary
slightly over time, as minor revisions are continually made to this live database. Some ads may be in two or more occupation codes and
may be counted more than once. This information should be used in conjunction with local labor market information to analyze current
occupational demand.
This data has not been seasonally adjusted. Sometimes seasonal adjustment is used to remove fluctuations in unemployment and labor
force trends that normally occur with changes in the season. Seasonal variation in employment occurs for natural and institutional
reasons, including reduced employment involving outdoor activities during winter, changes in labor force and unemployment levels with
opening and closing of schools, and layoffs during the automobile model changeover period. Seasonal variations can also affect the
number of online job ads, so over the year it will affect the data in this report.
The Conference Board is a global, not-for-profit independent business membership and research association working in the public interest.
Wanted Technologies Corporation is a leading supplier of real-time sales and business intelligence solutions for the media, classified and
recruitment industries. The Wanted Analytics system aggregates real-time data from thousands of job, real estate, newspaper and
corporate websites on a daily basis.

Help Wanted OnLine® Internship Ads
State of Ohio

August 2016 Snapshot of Help Wanted OnLine® Internship Ads
A total of 1,352 internship ads were posted online from July 14, 2016, through August 13, 2016, for Ohio. This was a decrease of 40 ads
from the previous reporting period and a decrease of 290 ads compared to the same time period a year ago. The graph below shows
historical trends for internship ads posted in this area over the last several years.
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Employers with the Most Internship Ads
Employer

August 2015
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Top Internship Occupations Found in Area
Ads

Occupation

Ads

Tradesmen International

60

Industrial Engineers

94

Petco

45
42

Public Relations Specialists

61
51

31
29

Pharmacists

Giant Eagle
General Electric
State of Ohio
Walmart
Emerson Climate Technologies, Inc.
Deloitte
MENARDS, INC.
Hendrickson
The Borgen Project
Crown Equipment Corporation
MERCY HEALTH
Procter & Gamble
The Kroger Company
Assurex Health
Eaton Industries
Great American Insurance Co.
Cleveland Clinic
T3
Battelle Memorial Institute
Air Force Civilian Service
RSM US LLP

Market Research Analysts and Marketing Specialists
Auditors

27
25

Computer User Support Specialists

23
21

Electricians

18
18

Electrical Engineers

16
15

Marketing Managers

14
14

Managers, All Other
Accountants
Management Analysts
Mechanical Engineers
Pharmacy Technicians
HR Assistants, Except Payroll and Timekeeping

13
12

Web Developers

11
10

Graphic Designers

10
9

Civil Engineers

9
9

Computer Programmers
Construction Carpenters
Registered Nurses
Aerospace Engineers
Sales Representatives, Services, All Other

50
40
36
36
29
28
26
24
19
17
17
17
16
15
15
15
14
14
13
13

EDITOR'S NOTE: The information provided in this report is based on Help Wanted OnLine® (HWOL) data provided by The Conference
Board. This series is compiled with Wanted Analytics Software. Third-party, duplicate and anonymous ads are not included.
Reports for other areas or months are located at http://ohiolmi.com/asp/omj/hw.htm.
This information is a snapshot in time and may not represent long-term trends. Any of this data, including historical reports, may vary
slightly over time, as minor revisions are continually made to this live database. Some ads may be in two or more occupation codes and
counted more than once. This information should be used in conjunction with local labor market information to provide an overall
analysis of current occupational demand.

