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PREFACE
While writing this report between mid-January and
March 2020, the United States was hit by the Covid-19
pandemic during this same time period. As the virus
spread across the country, with the first reported U.S.
death on February 6, Ohio Governor Mike DeWine
canceled the Arnold Classic in Columbus on March 3.
On March 9, the governor declared a State of emergency
in Ohio. On March 12, the governor closed all schools
and on March 16 all non-essential businesses, bars
and restaurants. Mass gatherings of people were also
prohibited. On March 22, the Governor issued a stayat-home order for all non-essential workers. A listing of
such workers was provided and a task force appointed
to clarify and resolve questions about worker status.
As the disease progressed throughout April, the
Governor extended the stay-at-home order until May 1.
On April 22, the governor announced that all schools
would remain closed for the rest of the academic year.
In late April, the governor announced that in early May,
Ohio’s businesses would incrementally be permitted to
open back up. As of May 11, 2020, Ohio had 24,777
confirmed cases of individuals with the Covid-19 virus
and 1,357 deaths. Of the 4CG counties; Huron had 38
cases with 1 death; Ottawa had 47 cases with 2 deaths;
Sandusky had 52 cases with 8 deaths; and Seneca had
14 cases with 1 death.
The economic devastation that has occurred as a result
of this world-wide pandemic has not been seen since the
great depression initiated by the stock market crash of
1929. With the economic shut down, the United States
experienced a dramatic fall in the stock market and
an unemployment rate spike to 14.7% as of April 2020
representing 23.1 million persons out of work.
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On May 9, 2020, the WSJ reported that of the 20.5
million unemployed workers reported in April, women
comprised 16.2% and men 13.5%. The percentage
of unemployed by race was 14.2% for Whites; 16.7%
for Blacks and 18.9% for Hispanics. The hardest hit
age group was the 20-24 at 25.7%; followed by the
25-34 group at 14.5% and the 55+ workers at 13.6%.
In regards to the level of education of the unemployed:
21.2% had less than a high school education; 17.3%
had a high school diploma with no college and 8.4%
had a bachelor’s degree or higher.
Nationally, the hardest hit industries were in the
leisure and hospitality sector (-7.65 million workers),
professional services (-2.13 million), retail (-2.11 million),
health care (-1.44 million), manufacturing (-1.33 million),
construction (-0.97 million) and transportation (-0.58
million). 4CG’s pre-covid-19 top industries were
manufacturing, health care, retail, hospitality and
education services.
Ohio’s March unemployment rate was 5.5%. The
4CG counties unemployment rates were: Huron 8.9%
(ranked 80th); Ottawa 9.1% (ranked 81st); Sandusky
5.7% (ranked 41st) and Seneca 5.3% (ranked 34th). In
2017, the unemployment rates for these counties were
3.6% for Huron; 4.5% for Ottawa; 3.4% for Sandusky
and 3.6% for Seneca.
The accompanying report details a pre-Covid-19
comprehensive analysis of the 4CG workforce and
an assessment of key businesses, educational
institutions, industry clusters and regional
assets. The document outlines the strengths and
opportunities of the 4CG workforce and offers specific
recommendations to bolster the regional economy.
We believe that this report will serve as a helpful

resource to guide the 4CG counties as they reboot
their local economies with specific and focused
assistance to the identified key businesses and
industry clusters in their area.
As a result of the Covid-19 pandemic, some Federal
agencies have reallocated some of their program
funds to assist hard hit communities. Also, Congress
has appropriated $1.5 billion of additional funds
to EDA under the Coronavirus Aid, Relief and
Economic Security Act (CARES). EDA will earmark
these funds to its Economic Adjustment Assistance
(EAA) Program. This money can be used for both
construction and planning. The Notice of Funding
Opportunity will be issued in mid-May. The Chicago
regional office of EDA has been allocated $200
million which covers six states (including Ohio). This
office usually receives $30-37 million annually. This
NOFO will likely have a two-year window. The EAA
program, though competitive, is flexible in the type
of projects that can be funded. EAA projects can be
used for infrastructure or broadband projects aimed
at diversification, entrepreneurship, or creating new
modes of commerce. EAA funds can also be used
for non-construction, planning and implementation
activities that support businesses and jobs. All 88
counties in Ohio will be eligible to apply. Priority will
be given to projects that support economic resilience
and can show a direct impact to the economy from
COVID-19.
In addition, on May 11, 2020, EDA made the following
announcement.
“Closures of nuclear power plants (NPPS) throughout
the United States have had a significant impact on
the economic foundation of surrounding communities
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through sudden job losses and a reduction to the local
tax base.
EDA has a strong history of working with communities
facing structural economic adjustments, including those
impacted by nuclear power plant closures.
In FY2020, EDA is deploying $15 million appropriated to
the agency (EDA) to support communities impacted by
nuclear plant closures.
Today, $1.5 million of this funding is available under
the Bureau’s existing Research and National Technical
Assistance (RNTA) Notice of Funding Opportunity to
secure one or more cooperative agreement(s) to provide
technical assistance to Nuclear Closure Communities
(NCCs).
The remaining $13.5 million in funding is now also
available to provide grants through EDA’s Public Works
and Economic Adjustment Assistance (PWEAA) Notice of
Funding Opportunity (NOFO).
For entities to be considered for the RNTA funding
source, proposed activities should include the
development and refinement of best practices related
to economic adjustment associated with nuclear
power plant closures and support for connecting these
geographically dispersed areas into a community of
practice.
In addition to the criteria specified in the RNTA NOFO, a
responsive application for funds specific to supporting
NCCs should include details pertaining to the following
items in the scope of work:
∙∙ Establishing a formal national network of NCCs for
information dissemination, training and sharing of
experiences related to closures.

∙∙ Engaging NCCs to refine economic development
goals and properly scope projects in anticipation of
future EDA applications related to the NCC funds
and other funding sources.

to early-stage strategic planning activities, public
works (construction) investments, and economic
diversification initiatives.

∙∙ Identifying best practices, writing and sharing
success stories, and publishing a periodic
newsletter for sharing materials between impacted
communities.

With completion of the 4CG Regional Strategic
Workforce and Economic Development Strategy,
Huron, Ottawa, Sandusky and Seneca Counties can
now use the findings and recommendations of this
report to secure additional resources and funding to
hone the skills of their workforce and to assist their
respective businesses and industries. With imminent
deadlines for EDA funding, the timing of this report’s
completion, could not have come at a better time.

∙∙ Identifying diagnostic tools for economic
development readiness, regional economic
strengths/opportunities as a way to support
strategic planning decisions, and the update/
development of Comprehensive Economic
Development Strategies (CEDS).
∙∙ Developing a training curriculum to help impacted
communities better understand EDA, its role in
supporting the broader efforts of the NCC funds,
and the importance of regional planning for
economic recovery.
∙∙ Planning for social media/project rollout strategy
for engaging communities in need of support.
Interested applicants organizations should review the
RNTA NOFO for information on eligible entities, eligible
activities, and past successful projects. Applications
are due on June 12, 2020.
The $13.5 million available through EDA’s Economic
Adjustment Assistance (EAA) Program will provide
grants generally ranging from $500,000 to $2 million
for implementation projects and from $100,000 to
$350,000 for planning activities. The funding is
targeted for regions that have been impacted, or can
reasonably demonstrate that they will be impacted, by
NPP closure(s).
To be eligible for NCC funding, a project must meet
the NCC Special Need eligibility criterion and may
be used to make awards for any activity eligible
for award under EAA, including but not limited
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The 4CG is an excellent beginning
for regional collaboration and
communications.

Executive Summary

EXECUTIVE SUMMARY
As the process has unfolded to develop a strategy for
workforce and economic development in the four county
region, it is apparent that there will be no “quick fix” to
the many issues related to workforce and economic
development. In many ways, the four counties are very
similar with some degree of differences.

COMMON THEMES
An understanding that strong collaboration and communications is critical
There is an excellent quality of life with attractive natural resources for work/
play/& living in the four counties
Lack of public transportation is a commonality
Lack of a skilled workforce is also a commonality
The four counties have good economic development organizations
Declining and/or aging population is a perceived threat by all four counties
A current “status quo” culture that resists change

COLLABORATION/COMMUNICATION
The 4CG is an excellent beginning for regional
collaboration and communications. However, to resolve
the many complex issues related to the current lack of
a skilled workforce which is limiting economic growth
in the region, it will take many additional stakeholders
to work collaboratively. Stakeholders can work
toward resolution of an identified issue, such as public
transportation, mental health, education, etc., but it is
recommended that representative stakeholders meet on
a regular basis to avoid duplication of effort and develop
an understanding of the roles and responsibilities of the
organizations. Following the Action Table in Chapter
9, which lists responsibility for each action item will be
a start. This Action Table can be updated, as different
economic development partners are included in the
implementation of this plan.
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Organizations/Stakeholders that
should be included are:
Education (K-12, Vocational, 2-Year
Community College, 4-Year College/University)
Training and education are critical to a skilled
workforce. Today’s employees must engage in lifelong learning (formal and informal) to keep abreast of
emerging technology and to enable employers to be
competitive in the market.

Employers
Successful businesses are those that engage their
employees, support continual education and training
and are competitive in the market. Employers need to
collaborate to understand the current workforce and
employee benefits/incentives that encourage worker
retention and attraction.

Labor Unions
Organizations that represent employees can be
instrumental in encouraging life-long training and the
way to advancement within the work environment.

Elected Officials
Funding for training programs, public transportation,
affordable housing, daycare, addiction, mental
health, quality of life, and other needs will require a
comprehensive understanding by our elected local,
state and federal officials. Burdensome regulations
can also affect workforce and economic development.

Chambers of Commerce/Tourism
Centers
Chambers of Commerce represent a broad range of
employers. They can be instrumental in working with
business to understand the issues and the need for
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Industry Overviews
cultural change. Tourism Centers are key organizations in the
area, promoting the quality of life, including natural resources
and recreational and cultural attractions in the region.

4 CG Regional Strategic Workforce and
Economic Development Strategy Area

General Public

Ottawa

Providing information to the general public about education,
training and employment opportunities will be important.
Parents need to understand that their children have many diverse
educational and career opportunities and that a four-year degree
is not for everyone.
A simple Google search will produce hundreds of workforce
development strategies, a list of dos and don’ts, and other
ideas for solving this national problem. We have seen recent
national articles about workforce shortages in the furniture
industry, training boot camps in the southwest to fill the gap
between job openings and the workforce, manufacturing
paying relocation costs and bonuses to move new hires across
the country. In January 2020, the US Labor Department
stated a half a million US factory jobs are unfilled (highest
number in two decades) with the unemployment rate at a
50 year low. Locally, we heard over and over again from
focus groups and individual interviews with employers that
businesses cannot expand because they cannot find a
qualified workforce. We also heard about onerous government
regulations and a population that often does not understand
the realities of the workplace resulting in a costly high rate of
turnover for the employers.
By using the data gathered, including industry overviews, cluster
analysis, occupation overviews, occupation and award gaps,
commuting patterns, real estate transactions, housing stock
analysis, the 4CG is able to better understand workforce and
economic development in the region. A Best Practices Guide to
talent, attraction and implementation to strengthen the existing
workforce and to bring future workers to the area has also
been prepared and is included in an Attachment to this report.
Generally, industry overviews identified the following:

Sandusky

Seneca

Largest Industry Sectors

Manufacturing
∙∙ Huron County
∙∙ Sandusky County
∙∙ Seneca County

Accommodation
& Food Services
∙∙ Ottawa County

Huron

Largest Occupation Group

Production
Occupations
∙∙ Huron County
∙∙ Sandusky County
∙∙ Seneca County

Food Preparation
& Serving
∙∙ Ottawa County

Executive Summary

Over the next
10 years,
employment
in all counties
is expected to
shrink/contract

Waste
Management/
Remediation
Services

Manufacturing

Accommodation/
Food Services

Administrative/
Support

Best Job Growth
Regional sectors with
best job growth (or most
moderate job loss)

Management
of Companies/
Enterprises

Construction

49-60% of the 4
County Residents are
Leaving and Working in
Neighboring Counties
as well as counties as far away as
Franklin and Cuyahoga Counties

Public Administration

FastestGrowingOccupation

Personal Care &
Service Occupations
∙∙ Huron County
∙∙ Ottawa County

Community &
Social Service
Occupations
∙∙ Seneca County

∙∙ Sandusky County
POGGEMEYER Design Group
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Occupation Shortfalls

Huron County

Ottawa County

Sandusky County

Seneca County

∙∙ Healthcare Practioners

∙∙ Management

∙∙ Health Care Practitioners

∙∙ Health Care Practitioners

∙∙ Management

∙∙ Health Care Practioners

∙∙ Management

∙∙ Management

∙∙ Construction

∙∙ Construction/Extraction

∙∙ Installation/Maintenance/Repair

∙∙ Education Training/Library

∙∙ Business/Financial Operations

∙∙ Installation/Maintenance/Repair

∙∙ Business/Financial Operations

∙∙ Financial Operations
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4CG Industry Clusters
Industry Clusters for Huron County, Ohio as of 2019Q3

Industry Clusters for Ottawa County, Ohio as of 2019Q3

Executive Summary

Industry Clusters for Sandusky County, Ohio as of 2019Q3

Industry Clusters for Seneca County, Ohio as of 2019Q3
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No one goal, objective or action step will solve the current shortage of available workforce. People have many available options when entering the workforce. Youth are often influenced by
family and their experiences in the workplace. Most parents want better opportunities for their children, often gently pushing them into a career they are not suited for.

Based on our six-phase project (of Discovery, Project Design, Collaborative Input, Visioning, Planning and Final Review/Adoption),
we found that a number of themes (or pillars) rose to the top. The eight pillars, which this report will stand on, and related goals include:

THE EIGHT PILLARS
1

2
3
3

Education/Life Long Learning
Goal: Develop and retain a talented and
skilled workforce so four-county region
businesses (existing and future) can retain
existing levels and expand to compete locally,
regionally, nationally and internationally.

Marketing/Branding
Goal: Develop, create and maintain a multimedia marketing plan and campaign that will
enable the region to sell itself regionally, statewide and nationally.

Infrastructure/Capital
Resources
Goal: Ensure all infrastructure and capital
resources are up to date to maintain existing
business, attract new business and appeal to
existing and new workers.

4

Regional Collaboration/
Continued Partnerships
Goal: Strengthen existing and create
new collaborative partnerships to operate
effectively as one voice for regional economic
success.

5

Tourism
Goal: Develop tourism to further enhance the
local economy as a job creator, but also as a
population generator.

6

Business/Industry Activities
(Agriculture, Construction, Davis Besse,
Healthcare, Manufacturing, Service/Travel/
Tourism, Transportation/Logistics)
Goal: Develop an ecosystem for creating,
attracting, expanding and retaining businesses
and offer the necessary inducements for the
existing and future skilled workforce.

7

Quality of Life

8

Legislative Action

Goal: Create a unique identity and sense of
community for the four-county region.

Goal: Stay current on regional, state and
national trends, initiatives and funding for
Workforce Development and Economic
Development Policies.

Implementation
Effective communications/collaboration
should result in partnerships that develop
implementation strategies. A key to the
implementation will be sufficient resources
and a strong will to succeed. Funding
opportunities can vary depending on the
project and the public and political interest.
Examples of funding are included in Chapter 11.
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Workforce Partners would like
to proactively facilitate the
placement of existing workers.

Introduction

INTRODUCTION
The impetus for this project is the underlying issue that the region continues to have more jobs than they have workers to fill them and the Workforce Partners are looking for action
steps to right size this challenge. By being proactive, the Workforce Partners would also like to facilitate the placement of existing workers (displaced by a closure or relocation event, for
example, the potential closure of Davis Besse), into existing businesses in the region. In January 2020, there were more than 150,000 job openings in Ohio with approximately 60,000 of
them with salaries of more than $50,000 a year. Ohio has the jobs, but employers cannot find workers to fill these jobs, due to specific skills needed (including life skills) and the aging/
shrinking workforce. By 2028, Ohio is expected to have a new shortfall between jobs and talent of approximately 700,000 workers (Ohio Means Jobs).

JOBS SHORTFALL

>150,000

Januray 2020 Job Openings in Ohio

700,000

2028 Expected Shortfall of Workers

Approx. 60,000 salaries > $50,000 a year

While some communities allow the future to naturally
occur, proactive communities, such as Huron, Ottawa,
Sandusky and Seneca Counties, recognize that the future
is something that they can plan for and help to shape. A
consultant-led and Workforce Partners-driven process
allowed the counties to take the time to produce a
vision for the strategic workforce and related economic
development (outlining mutually agreed upon values
and aspirations) and put a process in place to achieve its
goals. Our goal with this document was to bring together
workforce partners and industries of the counties to
POGGEMEYER Design Group
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encourage an honest dialogue about the current
and future workforce and a related future economic
development strategy.
With the consultants’ expertise in regional economics
and community development and the knowledge
of the local economic development and workforce
professionals, the combined effort readily identified
challenges, evaluated existing and future conditions
and built collective visions to improve the economy. All
parties had the opportunity to express their opinions
and ideas. Collaboration and consensus was our

theme for this planning process and we worked to
craft implementation goals to meet the needs of
the four counties.

LOCATION
The four county region is located generally in
northwest/northcentral Ohio, with Ottawa and
Sandusky Counties bordering Lake Erie. All four
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counties are rural in nature, with Ottawa County having
a large tourist population and Seneca County having
an educational focus with two universities. County
seats are located in historic downtowns. The majority
of all four counties have access to major transportation
networks.

TERMS
Workforce Development describes a wide range of
activities and includes policies and programs to create,
sustain and retain a viable workforce for existing
and future businesses and industries. It is also an
important piece of community economic development.
Employers, communities, educational institutions
and social service providers all approach workforce
development in their own unique way, either focusing
on the organization, individual or overall community
economic growth. A comprehensive approach to
workforce development includes substantial business/
industry engagement, community connections,
career advancement, social services, industry-driven
education/training and strong partnerships/networks.
An Economic Development Strategy (EDS) is an integral
planning process resulting in a document aimed at
achieving sustainable and measurable economic growth.
With a formal plan, communities can take control of
their economic development future, set clear and
attainable economic development objectives and design
policies and programs to achieve them. By carefully and
strategically building a framework that utilizes economic
data, public and private stakeholder participation and
measured benchmarks and metrics, the EDS provides a
roadmap that communities can follow to achieve diverse,
long-term goals.

Huron, Ottawa, Sandusky, and Seneca Counties, Ohio

4CG Regional Strategic Workforce and Economic Development Strategy

CHAPTER 2 : SUMMARY OF EXISTING
EFFORTS/DOCUMENTS
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All four counties have a strong history
of planning and implementation.

Summary of Existing Efforts/Documents

SUMMARY OF EXISTING EFFORTS/DOCUMENTS
Prior to the initial meeting with the 4CG Partners, consultants reviewed 4CG meeting minutes from the last year, as well as previous planning documents including Labor Market
Information from ODJFS, Transportation Plans, Housing Plans, Economic Development Plans and County Regional Planning documents. All four counties have a strong history of planning
and implementation. In fact, Seneca County is in the process of finishing a multi-year, multi-jurisdictional Comprehensive Plan. It is anticipated that the plan will be completed and
adopted in June 2020. Sandusky County also is in the process of updating its 2013 Comprehensive Plan and plans a June 2020 completion and adoption. It was recommended that the
4CG Partners review these new plans to identify possible connections with this 4CG plan.
As we reviewed the existing planning documents, the
commonalities included the area’s strong manufacturing
sector, its proximity to terrific natural assets like Lake
Erie, its partnerships and its location (between Toledo
and Cleveland). Its challenges were a declining and
aging population, the need to retain its workforce, the
recruitment of graduating students to stay local and be
part of the local economy, uniform public transportation,
lack of housing stock and substance abuse. It is hoped that
this chapter will serve as a resource to the 4CG Partners to
utilize as they move forward with implementation of their
plan.

TRANSPORTATION
Key takeaways by County include:

Huron County 2018-2022 Coordinated
Public and Human Services
Transportation Plan
∙∙ Document was developed in 2008 and revised in 2017
∙∙ Transport services provided: medical appointments,
workday transportation (Huron County Board of
Disabilities), major shopping destinations, major
employment centers (Willard – LSC Communications,
MTD and Pepperidge Farms)
∙∙ 2019 County Engineer projects included Paving and
Bridge/Culvert Replacement throughout the County
∙∙ County Commissioners created Transportation
Improvement District (TID) in 2017 to cover the entire
County
POGGEMEYER Design Group
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Ottawa County 2019 Update Coordinated
Public and Human Services Transportation Plan
∙∙ Board of County Commissioners created
Transportation Improvement District (TID) in 2019
to cover the entire County
∙∙ Recognized that transportation provided access
to jobs, education, healthcare, human services
and allows all community members to live
independently
∙∙ Plan’s Purpose: identified all community
resources, prioritized community transportation
needs and established a clear path for achieving
shared goals
∙∙ Plan’s Goals: improve customer service, efficiencies
and communication to minimize duplication. It
also identified capital needs to improve its fleet,
marketing strategies to promote mobility and
transportation options with regional coordination.

∙∙ Services provided included: ADA, curb-to-curb/
door-to-door transport service upon request, curbto-curb/ door-to-door to clients of non-profits,
door-to-door services to medical appointments
(for Veterans), and on-demand emergency and
non-emergency medical transportation

Sandusky County 2013 Comprehensive
Plan, Transportation Chapter
∙∙ Identified vehicular traffic counts on major
highways from ODOT website
∙∙ Called for the creation of a Transportation
Improvement District (TID) that included the
entire County to provide new source of funding.
TID’s first project was the entrance to Terra State
Community College at S.R. 53
∙∙ County has two airports- a privately-owned
regional airport between Fremont and Clyde that
allows corporate aircraft access and a smaller
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airport on S.R. 53 for privately operated aircraft.
Airports managed by the Sandusky County Regional
Airport Authority comprised of a five member board
appointed by Board of County Commissioners
∙∙ The Strategies and Recommendations included
exploring the feasibility of formulating an access
management plan and to ensure that the County’s
Thoroughfare Plan was updated annually

Seneca County 2017 Transportation
Improvement Plan Updates & Priorities
∙∙ Purpose: Updated the 2001 TIP, identified and
described critical roadwork infrastructure projects
for which outside funding sources were needed
∙∙ Initiated design for the widening of US 224 (Fair
Lane Extension)
∙∙ Called for improvements to the Tiffin Fostoria
Corridor (CR592)
∙∙ Initiated work on the Fostoria Loop Road (Phase
2b) and the resurfacing of Jones Road/SR12
∙∙ Goals and Objectives: focused on needed upgrades,
the use of access management, the funding of City
arteries and connections, the construction of new
roads and grade separations
∙∙ To help with these projects, a Transportation
Improvement District (TID) was created in 2015 by
the Seneca County Commissioners

Seneca County Comprehensive ED
Strategy
∙∙ Developed truck routes with higher load limits
∙∙ Advocated for projects to improve efficiency and
safety to highways (SR53 and US224)

Seneca County State Route 53 Corridor
(2014)
∙∙ Study of problems from Upper Sandusky to SR2 in
Ottawa County
∙∙ Identified 20 hotspots (defined as places where 5 or
more crashes occurred)

∙∙ Determined that some high cost improvements had
a negative rate of return, the monies spent on such
projects would not see a return in the investment

ECONOMIC DEVELOPMENT/
COMPREHENSIVE PLANS
The following are overall themes in the fourcounty region as the economic development and
comprehensive planning documents were reviewed:
∙∙ Skilled trades, manufacturing, nursing/nursing
assistants remained “in-demand” careers
∙∙ Community partners include Chambers, ED
Corps, United Ways/United Fund, Jobs and Family
Services, County Commissioners, Educational
Institutions (all levels)
∙∙ High quality of life, niche with outdoor recreation,
waterfront and open spaces
∙∙ High quality of services
∙∙ High quality of engagement, collaboration
∙∙ High quality of education/outreach, all recognized
it as an important link between education and
economic development
∙∙ High utilization of local, state and federal resources
∙∙ Strong social media presence
∙∙ Priority focused on business retention

∙∙ Lack of available workers
∙∙ Lack of matching worker skills with open positions
∙∙ Transportation issues
∙∙ Lack of varying types of housing (in all price ranges
and life style needs)
∙∙ Substance abuse

HURON COUNTY
Comprehensive Land Use Plan (2017)
∙∙ Lower per capita income in Team NEO/NE Region
(3rd from bottom)
∙∙ Team NEO’s key industries identified as
aerospace/aviation, automotive, biomedical/
medical devices, food processing, headquarter/
professional services, instruments/controls/
electronics, metal production/fabrication, oil/gas,
polymers/materials and IT
∙∙ County historically experienced high unemployment
rates
∙∙ List of top employers: Fisher Titus Medical Center, MTD
Products/ Midwest Industries, formerly RR Donnelley
& Sons (now LSC Communications), NS, Pepperidge
Farm, CSX, Huron County, formerly Venture Packaging/
Berry Plastics (now Berry Global), Norwalk City Schools,
R&L Carriers, Walmart, Oglesby Construction, Norwalk
City, Mercy Health Willard Hospital, New Horizons
Baking Company, Norwalk Custom Order Furniture,

Summary of Existing Efforts/Documents

∙∙ Survey and inventory employees for occupation
mix/skills for redeployment
∙∙ Identify secondary businesses and suppliers
impacted by decommissioning
∙∙ Hold information sessions for staff, spouses as
dislocated/displaced homemakers/workers and
secondary business workers
∙∙ Ensure appropriate funds available for dislocated
workforce
∙∙ Ensure appropriate funds available for economic
impact mitigation planning and project/initiative
implementation
formerly Wilbert Plastic Services (now EPC), Windsor
Mold (Autoplas), Bunge North American, Janotta &
Herner (JHI)
∙∙ Recommended promoting the County as single
location for development
∙∙ Primarily focused on retention of existing businesses
∙∙ Located on fringe of Lake Erie tourism
∙∙ Workforce development- encourage and develop
programs, services and incentives to maintain
County’s competitive advantage for business growth
∙∙ Preserve those features that sets the County apart
from other places such as business locations with
desirable quality of life amenities.
∙∙ Open space, recreational opportunities, leisure
activities (water, golf hiking trails, etc.),
∙∙ Outstanding general and specialty health care
facilities

OTTAWA COUNTY
A Rapid Response Strategy was completed for Davis
Besse Nuclear Power Station by the Ottawa County
Improvement Corporation in partnership with the
County’s Department of Job & Family Services, Sandusky
County Economic Development Corporation and
Department of Job & Family Services, Seneca County
POGGEMEYER Design Group
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Job and Family Services and the Ohio Department
of Job and Family Services. It was completed due to
FirstEnergy Solutions intention to exit the generation
business in deregulated states. The Strategy was
designed to provide guidance for two possible phases:
(1) support facility ownership transition; and (2) minimize
disruptions associated with plant closure and long-term
decommissioning. House Bill 6 was passed by the State
of Ohio in July, 2019, providing funding until 2027 for
nuclear power plants in Ohio and avoiding an ownership
transition or plant closure/decommissioning. Additional
detail includes:

#1 Support facility ownership transitions
∙∙ Formulate media/communications strategy with
new owner
∙∙ Garner Federal, state, local economic development
and workforce development support for purchase
of plant/retention of jobs
∙∙ Utilization of Job Retention Tax Credits,
Incumbent Worker Training Program

#2 Minimize disruptions associated with plant
closure/long-term decommissioning
Closure Strategy 2.1
∙∙ Convene initial informational meeting with
management, labor representatives regarding time
lines, schedule of positions, etc.

∙∙ Engage partner communities within Davis
Besse labor shed, state and federal agencies
to employment transition planning and
outplacement services
∙∙ Locate facility/space for transition center
∙∙ Outline access to services training,
career counseling, financial management
counseling, mental health services, retirement,
modification of support orders, retraining and
unemployment process

Closure Strategy 2.2:
∙∙ Establish and communicate plan for long-term
decommissioning process
∙∙ Become the regional voice for regulatory process
∙∙ Community-minded communication strategy for
closure and decommissioning process (Community
Advisory Panel)
∙∙ Advocate for immediate decommissioning following
closure, so mitigation in form of decommissioning
jobs and economic impact for 10 years following
closure
∙∙ Represent and advocate in statewide and federal
decommissioning deliberations
∙∙ ID positions retained or contracted during each
phase of decommissioning, provide Rapid Response
Incumbent Workers funds for retraining for those skill
to match those needed for decommissioning, delay
layoffs and reduce need for outside contractors

2 :3

2: 4

4CG Regional StrategicWorkforce and Economic Development Strategy

∙∙ Provide schedule of Rapid Response information
sessions for each wave of positions during
decommissioning
∙∙ Create/maintain online regional decommissioning
info center, keeping public informed

COACT Marketing Plan
This Plan was completed by COACT, a full-service
business growth agency, to focus on new business
attraction efforts. Key recommendations included:
∙∙ Identify and engage with site selectors and inhouse real estate teams to identify geographic
target markets, expansion opportunities
∙∙ Mitigate human capital losses with closure and
decommissioning
∙∙ Real time inventory of job opportunities that
match skill sets of Davis Besse dislocated
workers
∙∙ Identify resources to create peer to peer assistance
outreach and programing to connect labor union
and management participants
∙∙ Improve workforce quality and skill sets, increase
industry credentials, certifications, associate
degrees and those with some college. Identify skills
and education of current workers and the needed
skills/education of future workforce
∙∙ Establish workforce transition committee with
management and labor representatives
∙∙ Establish transition center housed on-site, or
close to facility
∙∙ Identify transferable skill sets of existing
employees
∙∙ Identify and refer eligible participants to Individual
Training Accounts and OTJ training to upgrade
skills and match current community business
needs
∙∙ Retain (with Business Advisory Council) new and
recent high school grads entering directly into
workforce, provide with training, internships and
career connections

∙∙ Work to attract local high school grads back for
employment/career opportunities, once received
industry credentials, certifications, 2 year diplomas
or 4 year diplomas
∙∙ Leverage OC work/life balance message to attract
and retain young talent and resident families

Education/ Student Coordination (2016-2019)
∙∙ Career Engagement Opportunities (CEO)
Internship Program. This program provides
students with a pathway from school to work.
Students develop entry level skills in specific
occupations, practice career management,
and prepare for employment while earning
high school credit. 21 kids since 2016 have
participated.
∙∙ “It’s All Here” workforce attraction campaign with
a website targeted towards juniors and seniors.
The REACH Program targets 4th and 5th graders,
introducing them to the local workforce by having
business reps come to classrooms monthly.
∙∙ The Ottawa County Teacher Manufacturing
Bootcamp had 30 teachers tour 6 manufacturing
companies and in summarizing their experience,
the teachers created a program for their
classrooms whereby teachers would accompany
their students on company tours.

OCIC’s Annual Report (2018)
Their Vision was “To become a recognized strategic
resource for the Ottawa County business community,
whereby OCIC engagement enhances private sector
profitability, encourages capital investment and
demonstrates job creation.
∙∙ Their integrated approach included Business
Retention & Expansion, New Business Attraction,
Workforce Development and Communications &
Marketing assistance
∙∙ The top strategic resources to clients included:
workforce development and job creation services,
private investment assistance, gap financing, preemployment testing, public infrastructure assistance
and connecting industry & education
∙∙ The primary need of businesses is workforce
∙∙ Hiring and matching job seekers to employment
opportunities remains a top priority
∙∙ OCIC offers training assistance for employersone of most valuable tools
∙∙ Safety Council
∙∙ Human Resources Network- Collective Intelligence
& Knowledge Sharing through quarterly
roundtables
∙∙ Workforce Development ($246,000 in job training
support, 23 training grants)

Summary of Existing Efforts/Documents

SANDUSKY COUNTY
Sandusky County is currently in the process of
updating their 2013 Comprehensive Plan and we would
recommend reviewing the following chapters to identify
applicable intersection with this 4CG plan: economic
development, transportation, housing and land use. The
Comprehensive Plan Update will be completed in June
2020.

EDC 2018 Five-Year Capital Campaign Plan

∙∙ Through Ohio Means Jobs
∙∙ 199 job seeker re-engaged in workforce
∙∙ 481 resumes created/updated for job seekers
∙∙ 39 job search workshops convened for the
public
∙∙ Provided job seeking assistance, resume
support, practiced job interview skills and
helped with new career paths
∙∙ Use of Business Advisory Council (BAC)
∙∙ Brings K-12 educational leaders together with
business leaders to advance and encourage
local career opportunities and pathways in OC
∙∙ 7 students graduated from CEO-credit based
internship program
∙∙ 30 graduating seniors participated in 2nd
annual senior job fair, entering workforce
directly
∙∙ REACH program teaches students soft, life and
employment skills in elementary and middle
schools
∙∙ “Ottawa County: It’s All Here” Workforce Attraction
Campaign
∙∙ Stays connected with HS students and alums
∙∙ Promotes work-life balance assets
∙∙ On facebook (FB), Twitter and Instagram
POGGEMEYER Design Group
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∙∙ 1,457 jobs promoted through OMJ OC
∙∙ Targeted regional supply chain prospects promoting
unique physical assets of Lake Erie Business Park and
Erie-Ottawa International Airport
∙∙ Industry Sector Prospect Outreach: Recreational
Vehicles, Medical Devices/Pharma, Food/Beverage
Manufacturers, e-commerce
∙∙ Continued proactive, outbound attraction efforts
with Site Selectors & target market prospects
∙∙ Through 4 CRAs, induced $10m of investment and
facilitated $436k in loans, for a $2.55m investment
∙∙ Davis Besse
∙∙ Active in ongoing dialogue with local labor
leaders, commissioners, state and federal
legislators, regarding current and future plant
operations
∙∙ Facilitated plant tours for state legislators and
stakeholders
∙∙ Worked with Ohio Clean Energy Jobs Alliance to
highlight the benefits
∙∙ Used Social Media: FB, Instagram, Twitter and
LinkedIn, 9% increase in social media presence in
2018

∙∙ Expand & Retain Existing Industries: task force
for core industries/community issues; councils
for agribusiness, automotive, plastics; proactive
company visitation program; meet with corporate
staff regarding local branches
∙∙ Resolve Issues that are an Impediment to Regional
Growth: connect job seekers with employment
opportunities; capture graduating high school
seniors for job opportunities; strategic workforce
group focused on overcoming barriers to
employment and gaps in pipeline; teach technical
skills to youth; develop spec building program for
expanding industries; identify sites, acquire property,
manage JobsOhio Site Cert process; fast track
approval process for tax abatements; investigate
establishing specific space for youth and young
professionals to learn and hone new skills; establish
menu of services for other ED agencies in County;
develop pool of capital to utilize when no other
funding option exists
∙∙ New Business Recruitment: establish a brand for
the County; develop marketing plan for certain
identified sectors with marketing materials; develop
and deploy social media and web-based marketing
campaign; identify/pursue opportunities to recruit
companies that are suppliers or customers of
companies currently in County
∙∙ Encourage Small Business Growth/Development:
create report with The Small Business Development
Center to explore needs of small business; form
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committee to focus on overcoming regional barriers;
investigate establishment of incubator and co-working
space; investigate establishment of entrepreneurial
innovation incubators
∙∙ Communicate with Stakeholders, Area Businesses,
Residents: create quarterly and annual investor
events; form marketing committee to develop regional
communications plan; position as experts on which
media rely for economic development perspectives;
forge a partnership with local elected officials and
staff with regular contacts/ meetings to communicate
SCEDC’s activities/successes; conduct annual meeting
of investors and stakeholders
∙∙ Deliver Outstanding Outcomes: SCEDC’s Metric Goals
Over the Next Five Years:
∙∙ 720 Business Retention & Expansion Visits
∙∙ 18,000 retained jobs
∙∙ Satisfied or Very Satisfied rating from 85% of existing
industries
∙∙ $1.25 billion in new capital expenditure
∙∙ 1,500 new jobs create
∙∙ $55 million in new payroll
∙∙ Rank in the Top 100 List of the Nation’s Micropolitan
Communities

EDC Annual Report (2014)
∙∙ Target industries- included alternative energy,
distribution centers and suppliers to existing
businesses
∙∙ Major Expansions in 2014: Heinz, ODOT, NOMS,
Norfolk Southern, Mitsubishi Chemical, Unican,
Standard Technologies, Crown Battery, Terra, Trilogy
Health Services, B&W, Wilbert Plastic, Promedica and
Century Die
∙∙ As the 23rd Micropolitan area in the NationSandusky County has been recognized for business
investment and expansion by Site Selection
Magazine (tied with Van Wert). In 2013, it was ranked
10th and received the Governor’s Cup award
∙∙ Sandusky County has been part of a long-term
program that has identified 44 companies in Ohio
and surrounding states as having plastic-related

supplier needs. EDC has worked with these
companies to eliminate the offshore supplier in
Mexico and replace it with a supplier in Sandusky
County or the region
∙∙ Of critical importance to employers- has been
the ability to attract employees that are capable
of performing work that is needed for area
businesses. Shortage of skilled workers and an
aging workforce are threats

Comprehensive Plan (2013)
∙∙ Lots of entities performing economic development
in County: County EDC, County Chamber, Bellevue
EDC, Clydescope, Fremont, County CVB, County
DJFS/OhioMeansJobs Center, Terra State CC,
Gibsonburg and WSOS (now GLCAP)
∙∙ There are development offices in 3 cities in the
county
∙∙ There has been a decrease in workers between
2003-13

with local entrepreneurs) with OCIC, bringing tech
assist services to applicable businesses (market
and competition research, GIS Applications and
search engine optimization from a national team of
specialists)
∙∙ Whirlpool employs approximately 1/3rd of county’s
manufacturing workforce

Workforce Development Objectives
∙∙ Continue, expand cooperation/coordination
between local, state and fed agencies/entities
engaged in workforce development activities/
decision making
∙∙ Expand available talent pool of skilled works
and ensure skills are matched with current job
opportunities
∙∙ Improve employability through design and
implementation of training programs and
needed support services (transportation,
childcare, etc.)

∙∙ Traditional blue collar businesses provide
the largest employment opportunity, 1/4 in
management/professional occupations and 1/5 in
sales and office

∙∙ Help small businesses gain better access to
workforce training system

∙∙ New business starts average 57 a year

∙∙ Implement monitoring programs that measure
outcomes and support accountability

∙∙ Have initiated the economic gardening approach
(fostering growth from within the community

∙∙ Facilitate regional coordination of workforce
training and education

∙∙ Take steps to overcome personal barriers related
to substance abuse that prohibits employment

Summary of Existing Efforts/Documents

∙∙ Terra State services expanded offering within their
main campus and satellite sites, distance learning,
manufacturing technologies and transfer degree
options
∙∙ Have a Tech Prep option at Vanguard and at area
high schools, preparing high school students for tech
careers in computer fields
∙∙ Rapid Response to avert layoffs and assist with
reemployment after layoffs and One Stop as single
point of access for employment, training, community
services, information

∙∙ Guide future development within the county,
contiguous to or near areas with available
infrastructure and compatible land uses

∙∙ The top employers in order of employees in 2013
were (3,300-117 employees): Whirlpool, Crown
Battery, Revere Plastics, Heinz USA, International
Automotive Component, Style Crest Products,
Inoac Exterior Projects, Curwood, Precision
Automotive Plastics, PolyChem Corp/Evergreen
Plastics, Atlas Industries, Martin Marietta Magnesia
Specialties, The Plastics Group, Rexam and Green
Bay Packaging, Inc.

∙∙ Promote coordination between economic
development and capital improvements
programing to ensure adequate infrastructure
for existing and for new development

∙∙ Education and health care sectors are significant
with 3 hospitals, several public and parochial
school systems, a vocational/career center and a
community college

Economic Development Objectives
∙∙ Increase county visibility to outside economic
interests through marketing
∙∙ Enhance R&E efforts for needs of existing
business as top ED priority

∙∙ Encourage applicable agricultural diversity,
profitability in production and preservation of
prime farmland
∙∙ Facilitate revitalization of declining commercial/
industrial areas and obsolete facilities
∙∙ Promote selective use of public financing, tax
incentives and ED programs
∙∙ Expand and coordinate visitor and tourism
activities
∙∙ Continue support of RPC, EDC, Chamber as well
as other county-wide and community based
economic development practitioners and
organizations

EDA Set Plan of Work
∙∙ Enhance Business & Industry Retention and Expansion
(business visitation program)
∙∙ Attract & Recruit business and industry; continue to
maintain the database of industrial sites and buildings
for State prospect system
∙∙ Provide assistance to the Sandusky County Regional
Airport, including further assistance to develop the
Airport Industrial/Business Park
∙∙ Ensure that current and future funding needs are met
to assist in execution of EDC’s Work Plan

Workforce Development
∙∙ Have a One Stop Center/Job Store- providing free
services for those looking for employment

POGGEMEYER Design Group

BGSU CRD

∙∙ Have available TRIPS transportation (Monday –
Saturday) to anywhere in county for small fee. As
an update, TRIPS now has two fixed loop routes that
began in late 2019 and expanded in 2020

Recommendations
∙∙ Maintain link between education and economic
development
∙∙ Continue to build community-wide collaboration for
workforce development programs
∙∙ Develop occupational skill standards and
certifications
∙∙ Improve labor market information systems, match
needs of labor market with job seekers
∙∙ Align local efforts with State’s emphasis on specific
business clusters, promote industrial development
within those industry clusters

Education Coordination/Outreach (2013-2019)
∙∙ Held the Junior/Senior Job Fair (2018-THINK
Sandusky County) for high schoolers (153 students,
6 districts.) THINK Sandusky County Manufacturing
Showcase (2018) attracted 650 high school students
representing 5 districts and 2 private schools.
∙∙ Job Fair was held in 2017, 2018, 2019
∙∙ Showcase was held in 2015, 2016, 2017, 2018, 2019 and
Open Houses were held in 2018 and 2019
∙∙ Manufacturing Teacher Bootcamp was held for the
first time in 2019 with 24 educators
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∙∙ THINK Sandusky County Bus Tour 2019 was convened
for school administrators, teachers and school
counseling staff. Six business sites toured, including
manufacturing, health care and agricultural facilities.
Bus tours were also held in 2013 and 2014
∙∙ The Chamber created the BRIDGE program website
for business leaders to post updated job shadow and
internship opportunities. They also have the REACH
Program
∙∙ Terra State puts on the START (Skilled Trades
Apprenticeship Readiness Training) Camp for 9-12
graders each summer in 2015, 2016, 2017, 2018,
2019. Terra has held a Kids College each summer
for the past 20+ years for grades K-8 and a variety of
topics are covered, including tech type offerings and
robotics
∙∙ Vanguard offers some winter camps and exposure
to some of their offerings, including AIM Industries
and the mobile lab bus that travels to schools and
different events

SENECA COUNTY
Seneca County is currently in the process of updating its
2001 Comprehensive Plan and we recommend reviewing
the following chapters to identify any intersections with
the 4CG plan: economic development, transportation,
housing and land use. The Comprehensive Plan Update
is in the final stages and should be completed by June
2020.

Economic Development Strategy (2011)

∙∙ Link businesses with educators
∙∙ Maintain County’s qualified and job-ready labor
pool and build number of “knowledge workers”
∙∙ Use business retention & attraction survey and
other means to identify and inventory workforce
and training needs of businesses. Catalog/ quantify
needs, look for commonalities among businesses
and respond accordingly to trending needs
∙∙ Include educational partners in County-wide
Industrial Management Council
∙∙ Promote volunteerism in assisting existing and
potential workforce (training, mentoring, job
shadowing)
∙∙ Promote, facilitate more collaboration and sharing
of services among school districts
∙∙ Use local expertise to develop mentoring system to
assist new workforce members

∙∙ Likely growth sectors/clusters: education and
related services, young entrepreneurs, rail/shipping,
agriculture and automotive supply chain

∙∙ Quantify and understand County’s drug
dependency issue and its impact on local
businesses

∙∙ Where headed: in a positive direction. Would like
Seneca County to evolve as a hub for regional
services to small emerging businesses and enterprises
showing growth potential

∙∙ Identify employment trends and skill sets that
workers need to correspond with local business
needs (personal preference, skills assessment,
researching jobs, resume development and
interviewing techniques)

∙∙ Facilitate workforce employability and training.
Educational attainment percentages lower in county
vs statewide, so at a disadvantage

∙∙ SWOT Analysis completed
∙∙ Strengths related to WF/ED: several ED orgs,

labor force with strong work ethic, bootstrap
community/history of self-reliance, spirit of
citizenship, a culture that is supportive of families
∙∙ Weaknesses related to WF/ED: cost of doing
business, attitude of self-defeatism, declining
population, decreasing tax base, perception of high
labor costs and presence of union labor, problems
with attitudes/anti-change mentality
∙∙ Opportunities: two universities; specializations
at universities, green businesses/practices
(wind, solar), culture that raises children to work,
educational opportunities, synergies between
business and higher education
∙∙ Threats: cost of doing business, employment
opportunities elsewhere (jobs disappearing),
housing market with many vacancies, aging
population, mismatch between labor skills and
business needs (current and future)

Success Report (2016)
“Plan your work, work your plan”: mantra
∙∙ 200 different investments- start up, expansion or
location projects, $168m in new investment, 1,000
new jobs, almost 7,000 jobs retained, ranked in the
top 10% for economic development nationally
∙∙ Mission- economic development, community
development and downtown development
∙∙ Assist companies in finding locations, obtaining
incentives and resources, providing research and

Summary of Existing Efforts/Documents

Rental Housing
The study shows demand for 200-260 rental units with
the greatest need for apartments leasing for $750 or less
(90-100).
Less than $750;......................................................... 90-100
$750-$849;.................................................................... 55-75
$850-$999;....................................................................35-55
$1,000 and higher;.....................................................20-30

Single-Family Homes
information and advocating on their behalf to
facilitate job creation and investment
∙∙ Designated as Best in the US for site selection for 5
years running and ranked in top 10% nationally of all
Micropolitans (39th), also for five years in a row
∙∙ Tiffin ranked in top 10 in Midwest for
entrepreneurship, based on census data, small
business employee growth and % of small businesses
∙∙ Held a County Manufacturing bus tour- 9 areas
schools visited Seneca Millwork, Mennel Milling,
Toledo Molding & Die, Tiffin Metal Products, National
Machinery and Sentinel Career Center to learn about
careers in advanced manufacturing

Business Advisory Council
(2018-19 School Year)
Purpose: provide advice and recommendations to
member school districts that align work of educators
with needs of businesses
∙∙ Plan Components
∙∙ Create strong understanding of regional/labor
market needs: wage/benefit survey, promote Jobs
Seneca FB Page, finalize employer videos and post
monthly, invite new business partners to join BAC,
implement manufacturing camp
∙∙ Develop opportunities for work based learning,
promote use of Ohio Means Jobs Readiness Seal:
POGGEMEYER Design Group
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expansion of BRAG program beyond one site
∙∙ Implement career education curriculum in
middle grades
∙∙ Participate in county-wide college career readiness
programs and related activities

Tiffin Housing Opportunities Analysis (2019)
This document was prepared for the Tiffin-Seneca
Economic Partnership by DiSalvo Development Advisors,
LLC (DDA) of Columbus, Ohio, June 2019. The study
area chosen, termed as the Primary Market Area (PMA),
consisted of the City of Tiffin and small portions of four
townships abutting the City: Hopewell; Clinton; Seneca
and Eden.
Using information from interviews with key stakeholders,
an on-line survey, demographic analyses and on-site
review of properties and sites within the PMA, the study
identified the need for 330 to 450 units of new housing.
This was broken down by rental units, single-family
homes and condos/villas/duplexes/townhouses. Location
for these units included the west side of the PMA for
single-family and multi-family units; the downtown for
rentals; the northeast for maintenance free housing and
the southside for high-end single-family housing.

There was need for 90-130 new single-family homes in
five price ranges:
$140,000-$159,999;.......................38-48 units needed
$160,000-$179,999;....................... 20-24 units needed
$180,000-$199,000;...................... 16-30 units needed
$200,000-$299,999;.......................10-18 units needed
$300,000 and over; ........................ 6-12 units needed

Condominiums/Villas/Duplexes/Townhouses
The study reported a need for 40-60 units of this type of
housing mostly in the $140,000-$179,999 price range.
$140,000-$179,999;.................................................... 18-24
$180,000-$199,999;................................................... 14-20
$200,000 and higher;............................................... 10-16
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Regional Planning
Great Lakes Community Action Partnership
(formerly WSOS) Community Needs Assessment
(2018)
GLAP primarily serves Wood, Sandusky, Ottawa and
Seneca Counties and has been for over 50 years.
The major problems identified in the community
included: alcohol/substance abuse, low-paying
jobs and unemployment. Employment needs that
should be addressed in the community included:
training, job readiness, job referral/placement, preemployment financial assistance and self-employment
skills. Comments from former employers included
that payroll taxes were prohibitive to hiring new staff
and they were unable to find dependable, trainable,
honest people. Transportation needs in community
included transportation to work as most important by
participants.

Learning Committee. The Community Buy in Committee
has 4CG Partners on it and they will continue to report
back to the 4CG group on this important endeavor. This
activity was focused on future workers. The 4CG report
will be used to assist both the existing and future work
force.

Pathways to Prosperity Project (2019)

Firelands Forward (2020)

Some of the 4CG Partners were involved in the
Pathways to Prosperity Project. Sandusky and Seneca
County were involved with this endeavor, which was
a study to look at strengthening a seamless transition
between school and secondary education. The
Pathways Project was coordinated by Jobs for the
Future (JFF), a national non-profit that accelerates
the alignment and transportation of the American
workforce and education systems to ensure access
to economic advancement for all. The report was
completed in October 2019 with the end product being
the provision of technical assistance offered over the
next few years to strengthen pathways to connect the
local workforce. Three subcommittees were created
under this process and included Community Buy in,
Alignment of Career Pathways Systems and Work Based

The Firelands Forward Partnership (FFP) Executive
Summary outlines critical workforce challenges due
to limited coordinating agents and limited labor force
attachment systems with recommendations to improve
business outreach and management and improve
collaboration among funders. The report has a three
stage approach- articulate the challenge, identify the
gaps and develop solutions. The development of
solutions include five potential projects/initiatives: High
School Career Connections; Boomerang Workforce
Attraction; Un- and Under- Employed Workforce
Connections; Frontline Worker Retention; and Non-Profit
Staffing Agency. An organizational structure to govern,
manage and implement projects was also proposed. This
includes the establishment of a new central organization
that drives high quality connections among businesses,
job seeker and workforce providers. The 4CG Team

acknowledges that there are several regional projects
around them and will look at finding ways to intersect
and partner with FFP and other economic development
entities to implement such projects and to undertake
other joint redevelopment initiatives in the surrounding
counties in the future.

4CG Regional Strategic Workforce and Economic Development Strategy

CHAPTER 3: ECONOMIC &
DEMOGRAPHIC PROFILE
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

A key component to an effective
economic development strategy is the
strengthening of key industry clusters.

Economic & Demographic Profile

Data collection was integral in this project to determine
current conditions and trends of the 4CG region and
to identify measures needed to improve and advance
workforce development and economic growth. Multiple
software programs and data sources were utilized
including: U.S. Census Data, Policy Map, Jobs EQ
and EMSI Labor Market Analytics. Regional cluster
analyses were completed showing the number of
persons employed in each sector represented by the
size of each bubble. Comparison was also made in
each sector in terms of average wages and forecasted
employment rate, with negative rates indicating decline.
These clusters provide an overview of the sectors
that are growing and/or declining, how they compare
to each other in terms of general employment and
economic impact and how the industry concentration
in the county compares with national concentrations,
which can inform economic development decisions
when considered within local context. Industry cluster

graphs across Northwest Ohio show that the majority
of sectors are declining solely based on employment.
While some of this is actual decline, a portion can be
attributed to automation, some of which has been
driven by the inadequate pool of skilled workers.
Another good measure of regionally important sectors
involves analyzing the productivity of those sectors,
especially the ones that are showing a projected
employment decline. A key component to an effective
economic development strategy is the strengthening of
key industry clusters.

INDUSTRY OVERVIEW

HURON COUNTY

County with the highest average wages per worker are
Utilities ($68,458), Mining, Quarrying, and Oil and Gas
Extraction ($68,187) and Construction ($61,757). Regional
sectors with the best job growth (or most moderate job
losses) over the last 5 years are Manufacturing (+339 jobs),
Accommodation and Food Services (+272) and Construction
(+259).
Over the next 10 years, employment in Huron County is
projected to contract by 965 jobs. The fastest growing
sector in the region is expected to be Construction with a
+0.5% year-over-year rate of growth. The strongest forecast
by number of jobs over this period is expected for Health
Care and Social Assistance (+101 jobs), Construction (+101)
and Accommodation and Food Services (+85).

The largest sector in Huron County is manufacturing,
employing 6,094 workers. The next-largest sectors in
the region are Health Care and Social Assistance (2,813
workers) and Retail Trade (2,218). Sectors in Huron

Ottawa

Sandusky

Seneca

POGGEMEYER Design Group

BGSU CRD

Huron

Manufacturing
Largest Sector

Manufacturing
Best Job Growth

Construction Fastest
Growing Job Growth

6,094 workers

+339 jobs

+0.5% year-over-year rate
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NAICS

Industry

31

Manufacturing

62
44

Current
Avg Ann
Wages

Empl

5-Year History
Empl
Change

LQ

Ann %

10-Year Forecast
Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

6,094

$48,083

3.09

339

1.1%

5,249

2,199

3,766

-716

-1.2%

Health Care and Social Assistance

2,813

$44,303

0.82

104

0.8%

2,791

1,323

1,367

101

0.4%

Retail Trade

2,218

$26,785

0.90

47

0.4%

2,713

1,263

1,597

-147

-0.7%

23

Construction

1,951

$61,757

1.42

259

2.9%

2,059

701

1,257

101

0.5%

72

Accommodation and Food Services

1,774

$13,913

0.82

272

3.4%

3,017

1,298

1,634

85

0.5%

48

Transportation and Warehousing

1,685

$61,073

1.57

60

0.7%

1,635

738

999

-103

-0.6%

61

Educational Services

1,521

$41,617

0.78

36

0.5%

1,252

652

704

-104

-0.7%

81

Other Services (except Public
Administration)

1,182

$27,868

1.11

69

1.2%

1,275

602

719

-45

-0.4%

11

Agriculture, Forestry, Fishing and
Hunting

895

$38,936

2.81

-11

-0.2%

918

405

546

-33

-0.4%

42

Wholesale Trade

695

$54,019

0.77

98

3.1%

641

263

436

-58

-0.9%

92

Public Administration

653

$38,618

0.58

48

1.5%

564

248

339

-23

-0.4%

56

Administrative and Support
and Waste Management and
Remediation Services

566

$30,747

0.37

156

6.7%

651

276

376

-1

0.0%

52

Finance and Insurance

437

$52,638

0.47

-17

-0.7%

382

151

248

-17

-0.4%

54

Professional, Scientific, and Technical
Services

401

$44,989

0.25

-6

-0.3%

357

128

218

11

0.3%

71

Arts, Entertainment, and Recreation

247

$17,859

0.52

-31

-2.4%

359

157

194

8

0.3%

53

Real Estate and Rental and Leasing

230

$36,681

0.56

41

4.0%

228

105

126

-3

-0.1%

51

Information

220

$32,417

0.47

-66

-5.1%

197

74

133

-10

-0.5%

55

Management of Companies and
Enterprises

156

$38,334

0.43

-19

-2.3%

137

51

88

-2

-0.1%

22

Utilities

130

$68,458

1.06

-44

-5.7%

105

41

72

-9

-0.7%

21

Mining, Quarrying, and Oil and Gas
Extraction

1

$68,187

0.01

-31

-46.9%

1

0

1

0

-1.2%

23,870

$42,534

1.00

1,303

1.1%

24,484

10,872

14,577

-965

-0.4%

Total - All Industries

Source: JobsEQ®
Employment data are derived from the Quarterly Census of Employment and Wages, provided by the Bureau of Labor Statistics and imputed where necessary. Data are updated through 2019Q1 with
preliminary estimates updated to 2019Q3. Forecast employment growth uses national projections adapted for regional growth patterns.
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Industry Clusters for Huron County, Ohio as of 2019Q3

INDUSTRY CLUSTER ANALYSIS

OCCUPATION OVERVIEW

A cluster is a geographic concentration of interrelated industries or occupations.
High location quotients (LQs) indicate sectors in which a region has high
concentrations of employment compared to the national average, with a LQ over
1.0 meaning a comparative advantage. The industry cluster in Huron County with
the highest relative concentration is Chemical with a location quotient of 6.27. This
cluster employs 1,397 workers in the region with an average wage of $47,585.
Employment in the Chemical cluster is projected to contract in the region about
1.2% per year over the next ten years.

The largest major occupation group in Huron County
is Production Occupations, employing 3,635 workers.
The next-largest occupation groups in the region
are Office and Administrative Support Occupations
(2,837 workers) and Transportation and Material
Moving Occupations (2,380). High location quotients
(LQs) indicate occupation groups in which a region
has high concentrations of employment compared
to the national average. The major groups with the
largest LQs in the region are Production Occupations
(LQ = 2.55), Farming, Fishing, and Forestry
Occupations (2.30), and Transportation and Material
Moving Occupations (1.44).

Location quotient and average wage data are derived from the Quarterly Census of
Employment and Wages, provided by the Bureau of Labor Statistics, imputed where
necessary, and updated through 2019Q1 with preliminary estimates updated to
2019Q3. Forecast employment growth uses national projections from the Bureau of
Labor Statistics adapted for regional growth patterns.

POGGEMEYER Design Group
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Largest Major
Occupation Group
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strongest forecast by number of jobs over this period is expected
for Food Preparation and Serving Related Occupations (+78 jobs)
and Construction and Extraction Occupations (+65). Over the same
period, the highest separation demand (occupation demand due to
retirements and workers moving from one occupation to another)
is expected in Production Occupations (3,831 jobs) and Food
Preparation and Serving Related Occupations (3,240).

Occupation groups in Huron County with the highest average wages
per worker are Management Occupations ($90,700), Healthcare
Practitioners and Technical Occupations ($70,800) and Legal
Occupations ($70,500). The unemployment rate in the region varied
among the major groups from 1.7% among Legal Occupations to
11.4% among Farming, Fishing, and Forestry Occupations.
Over the next 10 years, the fastest growing occupation group
in Huron County is expected to be Personal Care and Service
Occupations with a +0.6% year-over-year rate of growth. The

Personal Care &
Service Occupations
Fastest Growing
+0.6% year-over-year rate

Huron County, Ohio, 2019q31
Current

5-Year History

10-Year Forecast

SOC

Occupation

51‑0000

Production

3,635

$35,600

2.55

280

5.6%

55

113

0.6%

3,376

1,402

2,429

-455

-1.3%

43‑0000

Office and Administrative
Support

2,837

$33,900

0.83

173

5.0%

106

43

0.3%

2,647

1,371

1,581

-306

-1.1%

53‑0000

Transportation and
Material Moving

2,380

$36,700

1.44

215

6.6%

140

175

1.5%

2,544

1,028

1,624

-108

-0.5%

41‑0000

Sales and Related

1,993

$35,400

0.85

185

6.9%

233

71

0.7%

2,530

1,165

1,494

-129

-0.7%

35‑0000

Food Preparation and
Serving Related

1,862

$21,600

0.91

262

8.8%

133

262

3.1%

3,318

1,466

1,774

78

0.4%

47‑0000

Construction and
Extraction

1,488

$47,700

1.36

168

8.4%

19

165

2.4%

1,584

531

988

65

0.4%

11‑0000

Management

1,418

$90,700

0.95

27

2.2%

33

85

1.2%

1,019

462

592

-35

-0.2%

29‑0000

Healthcare Practitioners
and Technical

1,288

$70,800

0.94

27

1.8%

114

139

2.3%

702

344

338

21

0.2%

25‑0000

Education, Training, and
Library

1,226

$48,600

0.92

57

4.1%

15

22

0.4%

914

491

487

-64

-0.5%

49‑0000

Installation, Maintenance,
and Repair

1,054

$42,500

1.15

55

3.5%

68

40

0.8%

924

360

602

-38

-0.4%

13‑0000

Business and Financial
Operations

780

$59,200

0.62

20

3.9%

23

87

2.4%

667

227

459

-20

-0.3%

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth
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Current
SOC

Occupation

Empl

Avg Ann
Wages2

LQ

5-Year History

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

10-Year Forecast
Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

Personal Care and Service

659

$24,900

0.63

50

5.9%

33

-3

-0.1%

996

491

467

39

0.6%

37‑0000

Building and Grounds
Cleaning and Maintenance

647

$27,200

0.79

77

7.4%

45

43

1.4%

781

375

409

-3

-0.1%

31‑0000

Healthcare Support

516

$28,900

0.79

37

4.7%

36

-19

-0.7%

615

297

291

26

0.5%

17‑0000

Architecture and
Engineering

393

$66,000

0.97

8

3.4%

11

61

3.4%

254

95

173

-14

-0.4%

45‑0000

Farming, Fishing, and
Forestry

351

$30,400

2.30

43

11.4%

1

-9

-0.5%

503

127

387

-11

-0.3%

21‑0000

Community and Social
Service

332

$40,600

0.82

10

3.1%

26

-13

-0.8%

381

139

226

16

0.5%

33‑0000

Protective Service

326

$41,300

0.64

14

4.0%

5

17

1.1%

308

151

167

-10

-0.3%

15‑0000

Computer and
Mathematical

274

$63,800

0.39

4

3.2%

17

25

1.9%

179

47

131

1

0.0%

27‑0000

Arts, Design, Entertainment,
Sports, and Media

265

$36,800

0.62

5

4.5%

6

-3

-0.2%

236

110

141

-15

-0.6%

19‑0000

Life, Physical, and Social
Science

87

$58,700

0.46

2

2.9%

3

8

2.1%

74

23

53

-2

-0.2%

23‑0000

Legal

58

$70,500

0.29

1

1.7%

n/a

-4

-1.4%

32

14

18

0

0.1%

23,870

$41,700

1.00

1,720

5.8%

1,126

1,303

1.1%

24,584

10,718

14,830

-965

-0.4%

Total - All Occupations

Source: JobsEQ®
Data as of 2019Q3 unless noted otherwise
Note: Figures may not sum due to rounding.
1. Data based on a four-quarter moving average unless noted otherwise.
2. Wage data are as of 2018 and represent the average for all Covered Employment
3. Data represent found online ads active within the last thirty days in the selected region; data represents a sampling rather than the complete universe of postings. Ads lacking zip code information but
designating a place (city, town, etc.) may be assigned to the zip code with greatest employment in that place for queries in this analytic. Due to alternative county-assignment algorithms, ad counts in this
analytic may not match that shown in RTI (nor in the popup window ad list).
Occupation employment data are estimated via industry employment data and the estimated industry/occupation mix. Industry employment data are derived from the Quarterly Census of Employment and
Wages, provided by the Bureau of Labor Statistics and currently updated through 2019Q1, imputed where necessary with preliminary estimates updated to 2019Q3. Wages by occupation are as of 2018
provided by the BLS and imputed where necessary. Forecast employment growth uses national projections from the Bureau of Labor Statistics adapted for regional growth patterns.
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OCCUPATION AND
AWARD GAPS

Huron County Occupation Gaps

The chart below highlights potential occupation
gaps and surpluses in Huron County over the
next ten years. Occupations in red are projected
to have shortfalls, which are an underlying
market condition which needs to be corrected
through alignment of educational programs,
higher wages, or the attraction of new talent to
the region. Occupations in blue are projected to
have surpluses over the next 10 years as a result
of projected training, industry and automation
patterns.
Huron County will face an average annual shortfall
of 14 health care practitioners, such as registered
nurses over the next 10 years. Additionally,
the county will see shortages in management
occupations (11), construction occupations (6) and
business and financial operations occupations (5).
In addition to shortages in particular occupations,
Huron County will face shortages in the number
of awards granted from educational institutions
for occupation demand in the region. Specifically,
Huron County will face an annual shortage of
awards for registered nurses (24), general and
operations managers (19), elementary school
teachers (16), secondary school teachers (14) and
welders, cutters, and brazers (14).

Huron County Award Gaps

Economic & Demographic Profile

OTTAWA COUNTY
The largest sector in Ottawa County is
Accommodation and Food Services, employing 2,330
workers. The next-largest sectors in the region are
Manufacturing (2,113 workers) and Health Care and
Social Assistance (2,008). Sectors in Ottawa County
with the highest average wages per worker are
Utilities ($118,035), Management of Companies and
Enterprises ($71,200), and Mining, Quarrying, and Oil
and Gas Extraction ($61,232). Regional sectors with
the best job growth (or most moderate job losses)
over the last 5 years are Accommodation and Food
Services (+162 jobs), Public Administration (+131), and
Construction (+123).
Over the next 10 years, employment in Ottawa County
is projected to shrink by 635 jobs. The fastest growing
sector in the region is expected to be Construction
with a +0.5% year-over-year rate of growth. The

strongest forecast by number of jobs over this period
is expected for Accommodation and Food Services

(+70 jobs), Construction (+42), and Health Care and
Social Assistance (+36).

Ottawa

Sandusky

Seneca
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Huron

Accommodation
& Food Services
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Accommodation
& Food Services
Best Job Growth

2,330 workers

+162 jobs

Construction Fastest
Growing Job Growth
+0.5% year-over-year rate
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NAICS

Current

Industry

Empl

5-Year History

Avg Ann
Wages

Empl
Change

LQ

10-Year Forecast
Total
Demand

Ann %

Exits

Empl
Growth

Transfers

Ann %
Growth

72

Accommodation and Food Services

2,330

$19,103

1.66

162

1.5%

3,888

1,690

2,128

70

0.3%

31

Manufacturing

2,113

$60,064

1.64

-146

-1.3%

1,760

755

1,293

-287

-1.4%

62

Health Care and Social Assistance

2,008

$33,632

0.90

29

0.3%

1,939

936

967

36

0.2%

44

Retail Trade

1,534

$27,352

0.95

-122

-1.5%

1,864

871

1,102

-110

-0.7%

61

Educational Services

972

$43,228

0.77

29

0.6%

777

413

446

-82

-0.9%

92

Public Administration

916

$47,345

1.26

131

3.1%

779

347

473

-40

-0.5%

23

Construction

861

$50,171

0.96

123

3.1%

905

309

554

42

0.5%

71

Arts, Entertainment, and Recreation

745

$29,861

2.40

69

2.0%

1,075

473

585

17

0.2%

22

Utilities

742

$118,035

9.29

61

1.7%

483

221

389

-127

-1.9%

48

Transportation and Warehousing

702

$50,860

1.01

-3

-0.1%

662

305

413

-56

-0.8%

81

Other Services (except Public
Administration)

675

$25,151

0.97

-95

-2.6%

714

341

408

-35

-0.5%

56

Administrative and Support
and Waste Management and
Remediation Services

365

$32,859

0.37

40

2.3%

426

179

244

3

0.1%

11

Agriculture, Forestry, Fishing and
Hunting

340

$22,112

1.64

-50

-2.7%

336

152

205

-21

-0.6%

52

Finance and Insurance

317

$56,580

0.52

-6

-0.4%

264

108

177

-21

-0.7%

54

Professional, Scientific, and Technical
Services

292

$47,994

0.28

-1

0.0%

251

92

157

2

0.1%

42

Wholesale Trade

192

$49,433

0.32

-22

-2.2%

174

72

120

-17

-1.0%

53

Real Estate and Rental and Leasing

191

$41,190

0.71

6

0.7%

186

87

104

-4

-0.2%

51

Information

111

$26,365

0.36

-48

-7.0%

104

38

68

-2

-0.2%

21

Mining, Quarrying, and Oil and Gas
Extraction

93

$61,232

1.35

7

1.5%

91

30

63

-2

-0.3%

55

Management of Companies and
Enterprises

68

$71,200

0.29

-3

-0.9%

59

22

38

-1

-0.2%

99

Unclassified

0

n/a

0.00

-1

n/a

0

0

0

0

Total - All Industries

15,566

$43,476

1.00

160

0.2%

15,956

7,088

9,504

-635

Source: JobsEQ®
Employment data are derived from the Quarterly Census of Employment and Wages, provided by the Bureau of Labor Statistics and imputed where necessary. Data are updated through 2019Q1 with
preliminary estimates updated to 2019Q3. Forecast employment growth uses national projections adapted for regional growth patterns.

-0.4%
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Industry Clusters for Ottawa County, Ohio as of 2019Q3

INDUSTRY CLUSTER ANALYSIS

OCCUPATION OVERVIEW

A cluster is a geographic concentration of interrelated industries or occupations.
High location quotients (LQs) indicate sectors in which a region has high
concentrations of employment compared to the national average, with a LQ over
1.0 meaning a comparative advantage. The industry cluster in Ottawa County with
the highest relative concentration is Metal & Product Mfg. with a location quotient
of 6.77. This cluster employs 811 workers in the region with an average wage of
$62,756. Employment in the Metal & Product Mfg. cluster is projected to contract in
the region about 1.5% per year over the next ten years.

The largest major occupation group in Ottawa County
is Food Preparation and Serving Related Occupations,
employing 2,217 workers. The next-largest occupation
groups in the region are Office and Administrative
Support Occupations (1,674 workers) and Production
Occupations (1,476). High location quotients (LQs)
indicate occupation groups in which a region has
high concentrations of employment compared to the
national average. The major groups with the largest LQs
in the region are Food Preparation and Serving Related
Occupations (LQ = 1.65), Production Occupations (1.58)
and Life, Physical, and Social Science Occupations (1.44).

Location quotient and average wage data are derived from the Quarterly Census of
Employment and Wages, provided by the Bureau of Labor Statistics, imputed where
necessary, and updated through 2019Q1 with preliminary estimates updated to
2019Q3. Forecast employment growth uses national projections from the Bureau of
Labor Statistics adapted for regional growth patterns.
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Occupation groups in Ottawa County with the highest
average wages per worker are Management Occupations
($98,000), Architecture and Engineering Occupations
($78,400) and Legal Occupations ($76,900). The
unemployment rate in the region varied among the
major groups from 2.5% among Healthcare Practitioners
and Technical Occupations to 10.7% among Farming,
Fishing and Forestry Occupations.

retirements and workers moving from one occupation
to another) is expected in Food Preparation and
Serving Related Occupations (3,835 jobs) and Office and
Administrative Support Occupations (1,752).

Over the next 10 years, the fastest growing occupation
group in Ottawa County is expected to be Personal Care
and Service Occupations with a +0.5% year-over-year rate
of growth. The strongest forecast by number of jobs over
this period is expected for Food Preparation and Serving
Related Occupations (+85 jobs) and Personal Care and
Service Occupations (+34). Over the same period, the
highest separation demand (occupation demand due to

Ottawa County, Ohio, 2019q31
Current

5-Year History

10-Year Forecast

SOC

Occupation

35 0000

Food Preparation and
Serving Related

2,217

$23,600

1.65

244

9.2%

101

202

1.9%

3,920

1,678

2,157

85

0.4%

43 0000

Office and Administrative
Support

1,674

$36,900

0.75

160

5.5%

82

-101

-1.2%

1,565

811

941

-187

-1.2%

51 0000

Production

1,476

$44,100

1.58

114

5.5%

20

-104

-1.4%

1,254

514

957

-217

-1.6%

41 0000

Sales and Related

1,280

$35,700

0.83

144

7.6%

176

-69

-1.0%

1,654

779

961

-86

-0.7%

53 0000

Transportation and
Material Moving

993

$40,100

0.92

105

6.8%

79

-18

-0.4%

1,051

439

671

-59

-0.6%

11 0000

Management

922

$98,000

0.95

27

2.6%

28

9

0.2%

655

293

395

-33

-0.4%

25 0000

Education, Training, and
Library

827

$52,700

0.95

49

4.9%

11

20

0.5%

612

335

329

-52

-0.6%

47 0000

Construction and
Extraction

757

$51,700

1.06

75

8.4%

16

88

2.5%

790

268

501

21

0.3%

39 0000

Personal Care and Service

716

$25,900

1.05

64

7.2%

36

50

1.5%

1,150

562

554

34

0.5%

37 0000

Building and Grounds
Cleaning and Maintenance

708

$29,600

1.32

67

8.4%

34

50

1.5%

842

393

456

-6

-0.1%

49 0000

Installation, Maintenance,
and Repair

671

$48,400

1.12

38

3.9%

31

-23

-0.7%

579

233

379

-33

-0.5%

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

Economic & Demographic Profile

Current

5-Year History

10-Year Forecast

SOC

Occupation

29 0000

Healthcare Practitioners
and Technical

612

$70,700

0.69

26

2.5%

64

-9

-0.3%

326

166

166

-5

-0.1%

13 0000

Business and Financial
Operations

506

$65,100

0.62

27

4.2%

15

35

1.5%

418

147

292

-21

-0.4%

33 0000

Protective Service

448

$45,200

1.34

27

4.4%

13

35

1.6%

406

202

233

-29

-0.7%

31 0000

Healthcare Support

437

$29,100

1.02

35

5.0%

24

-78

-3.2%

499

258

233

7

0.2%

21 0000

Community and Social
Service

320

$43,500

1.22

10

3.7%

28

36

2.4%

355

131

215

9

0.3%

17 0000

Architecture and
Engineering

304

$78,400

1.15

16

3.7%

6

20

1.4%

173

74

130

-32

-1.1%

27 0000

Arts, Design,
Entertainment, Sports, and
Media

214

$38,100

0.77

11

4.7%

4

5

0.5%

200

93

117

-10

-0.5%

19 0000

Life, Physical, and Social
Science

177

$66,900

1.44

10

6.0%

1

32

4.0%

151

57

114

-19

-1.1%

15 0000

Computer and
Mathematical

155

$70,400

0.34

8

3.7%

6

1

0.2%

99

27

73

-1

0.0%

23 0000

Legal

80

$76,900

0.62

3

2.6%

n/a

5

1.3%

43

19

26

-2

-0.2%

45 0000

Farming, Fishing, and
Forestry

72

$34,000

0.72

6

10.7%

n/a

-27

-6.1%

93

25

71

-3

-0.5%

15,566

$43,700

1.00

1,263

6.0%

773

160

0.2%

16,837

7,500

9,972

-635

-0.4%

Total - All Occupations

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Source: JobsEQ®
Data as of 2019Q3 unless noted otherwise
Note: Figures may not sum due to rounding.
1. Data based on a four-quarter moving average unless noted otherwise.
2. Wage data are as of 2018 and represent the average for all Covered Employment
3. Data represent found online ads active within the last thirty days in the selected region; data represents a sampling rather than the complete universe of postings. Ads lacking zip code information but
designating a place (city, town, etc.) may be assigned to the zip code with greatest employment in that place for queries in this analytic. Due to alternative county-assignment algorithms, ad counts in this
analytic may not match that shown in RTI (nor in the popup window ad list).
Occupation employment data are estimated via industry employment data and the estimated industry/occupation mix. Industry employment data are derived from the Quarterly Census of Employment and
Wages, provided by the Bureau of Labor Statistics and currently updated through 2019Q1, imputed where necessary with preliminary estimates updated to 2019Q3. Wages by occupation are as of 2018
provided by the BLS and imputed where necessary. Forecast employment growth uses national projections from the Bureau of Labor Statistics adapted for regional growth patterns.
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OCCUPATION AND
AWARD GAPS

Ottawa County Occupation Gaps

The chart below highlights potential occupation
gaps and surpluses in Ottawa County over the next
ten years. Occupations in red are projected to have
shortfalls, which are an underlying market condition
which needs to be corrected through alignment of
educational programs, higher wages, or the attraction
of new talent to the region. Occupations in blue are
projected to have surpluses over the next 10 years as a
result of projected training, industry and automation
patterns.
Ottawa County will face an average annual shortfall
of 7 management occupations over the next 10 years.
Additionally, the county will see shortages in health
care practitioners (6), construction and extraction
occupations (4) and installation, maintenance, and
repair occupations (3).
In addition to shortages in particular occupations,
Ottawa County will face shortages in the number
of awards granted from educational institutions for
occupation demand in the region. Specifically, Ottawa
County will face an annual shortage of awards for
general and operations managers (11), elementary
school teachers (10), secondary school teachers (9) and
registered nurses (9).

Ottawa County Award Gaps

Economic & Demographic Profile

SANDUSKY COUNTY
The largest sector in Sandusky County is Manufacturing,
employing 9,396 workers. The next-largest sectors in
the region are Health Care and Social Assistance (3,222
workers) and Retail Trade (2,724). Sectors in Sandusky
County with the highest average wages per worker are
Management of Companies and Enterprises ($83,654),
Utilities ($82,057) and Mining, Quarrying, and Oil and
Gas Extraction ($64,701). Regional sectors with the best
job growth (or most moderate job losses) over the last
5 years are Manufacturing (+794 jobs), Accommodation
and Food Services (+293) and Management of
Companies and Enterprises (+39).
Over the next 10 years, employment in Sandusky
County is projected to shrink by 1,370 jobs. The fastest
growing sector in the region is expected to be Health
Care and Social Assistance with a +0.7% year-over-year
rate of growth. The strongest forecast by number of

jobs over this period is expected for Health Care and
Social Assistance (+216 jobs), Accommodation and Food
Services (+98), and Construction (+56).

Ottawa

Sandusky

Seneca

POGGEMEYER Design Group

BGSU CRD

Huron

Manufacturing
Largest Sector

Manufacturing
Best Job Growth

Heath Care Fastest
Growing Job Growth

9,396 workers

+794 jobs

+0.7% year-over-year rate
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NAICS

Industry

Current
Avg Ann
Wages

Empl

5-Year History
Empl
Change

LQ

Ann %

10-Year Forecast
Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

31

Manufacturing

9,396

$51,160

4.10

794

1.8%

7,960

3,373

5,778

-1,191

-1.3%

62

Health Care and Social Assistance

3,222

$36,933

0.81

-328

-1.9%

3,343

1,537

1,589

216

0.7%

44

Retail Trade

2,724

$27,454

0.95

-127

-0.9%

3,323

1,549

1,960

-186

-0.7%

72

Accommodation and Food Services

2,241

$14,490

0.90

293

2.8%

3,794

1,636

2,060

98

0.4%

61

Educational Services

2,002

$43,302

0.89

-263

-2.4%

1,536

841

908

-213

-1.1%

81

Other Services (except Public
Administration)

1,220

$22,460

0.98

-68

-1.1%

1,299

618

738

-57

-0.5%

23

Construction

1,148

$47,615

0.72

-50

-0.8%

1,206

412

739

56

0.5%

48

Transportation and Warehousing

973

$51,604

0.78

-11

-0.2%

1,040

441

596

4

0.0%

56

Administrative and Support
and Waste Management and
Remediation Services

828

$35,305

0.46

-26

-0.6%

957

403

551

3

0.0%

42

Wholesale Trade

615

$49,528

0.58

16

0.5%

572

233

387

-48

-0.8%

92

Public Administration

612

$45,735

0.47

-41

-1.3%

534

234

318

-18

-0.3%

52

Finance and Insurance

524

$49,447

0.48

20

0.8%

450

180

296

-26

-0.5%

54

Professional, Scientific, and Technical
Services

468

$43,674

0.25

33

1.5%

415

149

254

12

0.2%

11

Agriculture, Forestry, Fishing and
Hunting

423

$29,863

1.14

-48

-2.1%

428

190

257

-19

-0.5%

53

Real Estate and Rental and Leasing

413

$42,296

0.86

17

0.8%

414

189

227

-1

0.0%

71

Arts, Entertainment, and Recreation

352

$19,296

0.64

-52

-2.7%

518

225

278

14

0.4%

55

Management of Companies and
Enterprises

241

$83,654

0.58

39

3.6%

214

80

136

-2

-0.1%

51

Information

212

$35,051

0.39

-27

-2.4%

195

72

129

-6

-0.3%

22

Utilities

111

$82,057

0.78

4

0.8%

93

35

62

-4

-0.4%

21

Mining, Quarrying, and Oil and Gas
Extraction

21

$64,701

0.17

-5

-4.4%

21

7

14

0

-0.2%

99

Unclassified

2

$20,375

0.04

-2

-15.6%

2

1

1

0

-0.5%

27,747

$40,882

1.00

168

0.1%

28,076

12,580

16,867

-1,370

-0.5%

Total - All Industries

Source: JobsEQ®
Employment data are derived from the Quarterly Census of Employment and Wages, provided by the Bureau of Labor Statistics and imputed where necessary. Data are updated through 2019Q1 with
preliminary estimates updated to 2019Q3. Forecast employment growth uses national projections adapted for regional growth patterns.

Economic & Demographic Profile

Industry Clusters for Sandusky County, Ohio as of 2019Q3

INDUSTRY CLUSTER ANALYSIS

OCCUPATION OVERVIEW

A cluster is a geographic concentration of interrelated industries or occupations.
High location quotients (LQs) indicate sectors in which a region has high
concentrations of employment compared to the national average, with a LQ over 1.0
meaning a comparative advantage. The industry cluster in Sandusky County with
the highest relative concentration is Electric/Electronics Mfg. with a location quotient
of 12.22. This cluster employs 3,609 workers in the region with an average wage of
$46,087. Employment in the Electric/Electronics Mfg. cluster is projected to contract
in the region about 2.0% per year over the next ten years.

The largest major occupation group in Sandusky
County, Ohio is Production Occupations, employing
5,892 workers. The next-largest occupation groups
in the region are Office and Administrative Support
Occupations (3,285 workers) and Sales and Related
Occupations (2,247). High location quotients (LQs)
indicate occupation groups in which a region has
high concentrations of employment compared to the
national average. The major groups with the largest
LQs in the region are Production Occupations (LQ
= 3.55), Architecture and Engineering Occupations
(1.43) and Transportation and Material Moving
Occupations (1.15).

Location quotient and average wage data are derived from the Quarterly Census of
Employment and Wages, provided by the Bureau of Labor Statistics, imputed where
necessary, and updated through 2019Q1 with preliminary estimates updated to
2019Q3. Forecast employment growth uses national projections from the Bureau of
Labor Statistics adapted for regional growth patterns.
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Production
Occupations
Largest Major
Occupation Group
5,892 workers

3:15

3:16

4CG Regional StrategicWorkforce and Economic Development Strategy

Over the next 10 years, the fastest growing occupation
group in Sandusky County, Ohio is expected to be
Personal Care and Service Occupations with a +1.0%
year-over-year rate of growth. The strongest forecast
by number of jobs over this period is expected for Food
Preparation and Serving Related Occupations (+114
jobs) and Personal Care and Service Occupations (+79).
Over the same period, the highest separation demand

Occupation groups in Sandusky County, Ohio with the
highest average wages per worker are Management
Occupations ($95,400), Healthcare Practitioners and
Technical Occupations ($70,200) and Legal Occupations
($70,200). The unemployment rate in the region varied
among the major groups from 1.5% among Legal
Occupations to 8.7% among Farming, Fishing and
Forestry Occupations.

(occupation demand due to retirements and workers
moving from one occupation to another) is expected
in Production Occupations (6,087 jobs) and Food
Preparation and Serving Related Occupations (3,835).
Sandusky County, Ohio, 2019q31

Sandusky County, Ohio, 2019q31
Current

5-Year History

10-Year Forecast

SOC

Occupation

51 0000

Production

5,892

$36,300

3.55

252

4.4%

77

476

1.7%

5,214

2,168

3,919

-873

-1.6%

43 0000

Office and Administrative
Support

3,285

$34,200

0.83

146

3.7%

99

-81

-0.5%

3,158

1,585

1,898

-325

-1.0%

41 0000

Sales and Related

2,247

$35,600

0.82

136

5.3%

267

-36

-0.3%

2,844

1,298

1,682

-136

-0.6%

53 0000

Transportation and
Material Moving

2,216

$34,200

1.15

148

5.5%

141

-48

-0.4%

2,561

1,037

1,596

-72

-0.3%

35 0000

Food Preparation and
Serving Related

2,212

$22,000

0.93

188

6.6%

163

60

0.6%

3,950

1,725

2,110

114

0.5%

25 0000

Education, Training, and
Library

1,547

$53,400

1.00

44

3.3%

40

-184

-2.2%

1,072

606

601

-135

-0.9%

11 0000

Management

1,400

$95,400

0.81

22

1.9%

48

29

0.4%

1,020

415

636

-31

-0.2%

29 0000

Healthcare Practitioners
and Technical

1,207

$70,200

0.76

20

1.6%

92

-149

-2.3%

700

333

331

36

0.3%

49 0000

Installation, Maintenance,
and Repair

1,168

$43,300

1.10

39

2.7%

69

43

0.8%

1,049

410

668

-30

-0.3%

13 0000

Business and Financial
Operations

992

$60,700

0.68

25

3.3%

22

95

2.0%

835

286

584

-34

-0.3%

47 0000

Construction and
Extraction

964

$46,500

0.76

78

6.4%

21

-57

-1.2%

1,021

339

646

35

0.4%

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

Economic & Demographic Profile

Current
SOC

Occupation

37 0000

Building and Grounds
Cleaning and Maintenance

798

Empl

Avg Ann
Wages2

LQ

5-Year History

Unempl

$27,000

0.83

56

Unempl
Rate

Online
Job Ads3

5.8%

61

Empl
Change
64

Ann %

10-Year Forecast
Total
Demand

Exits

Transfers

1.7%

969

474

Empl
Growth

499

-4

Ann %
Growth
-0.1%

39 0000

Personal Care and Service

782

$24,500

0.64

44

4.9%

48

28

0.7%

1,257

607

571

79

1.0%

31 0000

Healthcare Support

765

$28,400

1.01

35

3.5%

45

-111

-2.7%

943

455

429

59

0.7%

17 0000

Architecture and
Engineering

676

$66,900

1.43

14

2.6%

14

88

2.8%

424

160

293

-30

-0.5%

21 0000

Community and Social
Service

353

$41,700

0.75

6

2.7%

32

-13

-0.7%

392

147

237

8

0.2%

15 0000

Computer and
Mathematical

350

$63,800

0.43

6

2.8%

16

39

2.4%

222

60

165

-3

-0.1%

33 0000

Protective Service

350

$41,400

0.59

12

2.8%

10

-32

-1.7%

340

167

184

-12

-0.3%

27 0000

Arts, Design,
Entertainment, Sports, and
Media

279

$38,200

0.56

8

4.2%

9

-4

-0.3%

256

118

149

-11

-0.4%

45 0000

Farming, Fishing, and
Forestry

112

$31,300

0.63

9

8.7%

2

-26

-4.1%

155

40

120

-6

-0.5%

19 0000

Life, Physical, and Social
Science

75

$58,900

0.34

2

3.2%

5

-2

-0.6%

66

21

46

-1

-0.2%

23 0000

Legal

74

$70,200

0.32

1

1.5%

n/a

-9

-2.4%

43

18

25

1

0.1%

27,747

$41,600

1.00

1,292

4.4%

1,282

168

0.1%

28,489

12,470

17,390

-1,370

-0.5%

Total - All Occupations

Source: JobsEQ®
Data as of 2019Q3 unless noted otherwise
Note: Figures may not sum due to rounding.
1. Data based on a four-quarter moving average unless noted otherwise.
2. Wage data are as of 2018 and represent the average for all Covered Employment
3. Data represent found online ads active within the last thirty days in the selected region; data represents a sampling rather than the complete universe of postings. Ads lacking zip code information
but designating a place (city, town, etc.) may be assigned to the zip code with greatest employment in that place for queries in this analytic. Due to alternative county-assignment algorithms, ad
counts in this analytic may not match that shown in RTI (nor in the popup window ad list).
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OCCUPATION AND
AWARD GAPS

Sandusky County Occupation Gaps

The chart below highlights potential occupation
gaps and surpluses in Sandusky County over the
next ten years. Occupations in red are projected
to have shortfalls, which are an underlying
market condition which needs to be corrected
through alignment of educational programs,
higher wages, or the attraction of new talent to
the region. Occupations in blue are projected to
have surpluses over the next 10 years as a result
of projected training, industry, and automation
patterns.
Sandusky County will face an average annual
shortfall of 14 health care practitioners such
as registered nurses over the next 10 years.
Additionally, the county will see shortages in
management occupations (11), installation,
maintenance, and repair occupations (6) and
business and financial operations occupations. (5).
In addition to shortages in particular occupations,
Sandusky County will face shortages in the
number of awards granted from educational
institutions for occupation demand in the region.
Specifically, Sandusky County will face an annual
shortage of awards for elementary school teachers
(15), secondary school teachers (14), general and
operations managers (12), nursing assistants (12)
and mechanical engineers (12).

Sandusky County Award Gaps

Economic & Demographic Profile

SENECA COUNTY
The largest sector in Seneca County is
Manufacturing, employing 4,456 workers. The nextlargest sectors in the region are Health Care and
Social Assistance (2,947 workers) and Educational
Services (2,534). Sectors in Seneca County
with the highest average wages per worker are
Utilities ($76,936), Management of Companies and
Enterprises ($62,571), and Mining, Quarrying, and Oil
and Gas Extraction ($61,068). Regional sectors with
the best job growth (or most moderate job losses)
over the last 5 years are Accommodation and Food
Services (+664 jobs), Manufacturing (+558) and
Administrative and Support and Waste Management
and Remediation Services (+179).
Over the next 10 years, employment in Seneca
County is projected to contract by 1,124 jobs. The
fastest growing sector in the region is expected to

Health Care and Social Assistance (+100 jobs),
Accommodation and Food Services (+45) and
Construction (+28).

be Health Care and Social Assistance with a +0.3%
year-over-year rate of growth. The strongest forecast
by number of jobs over this period is expected for

Ottawa

Sandusky

Seneca

POGGEMEYER Design Group

BGSU CRD

Huron

Manufacturing
Largest Sector

Manufacturing
Best Job Growth

4,456workers

+664 jobs

Heath Care & Social
Assistance Fastest
Growing Job Growth
+0.3% year-over-year rate
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NAICS

Industry

Current
Avg Ann
Wages

Empl

5-Year History
Empl
Change

LQ

10-Year Forecast

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth

31

Manufacturing

4,456

$50,177

2.49

558

2.7%

3,826

1,606

2,751

-532

-1.3%

62

Health Care and Social Assistance

2,947

$34,367

0.95

135

0.9%

2,915

1,384

1,431

100

0.3%

61

Educational Services

2,534

$37,706

1.44

-15

-0.1%

2,165

1,098

1,186

-119

-0.5%

44

Retail Trade

2,304

$27,816

1.03

9

0.1%

2,738

1,298

1,641

-201

-0.9%

72

Accommodation and Food Services

2,221

$12,433

1.14

664

7.4%

3,669

1,604

2,020

45

0.2%

23

Construction

1,331

$43,414

1.07

108

1.7%

1,344

471

845

28

0.2%

81

Other Services (except Public
Administration)

952

$20,065

0.98

-25

-0.5%

978

476

569

-67

-0.7%

48

Transportation and Warehousing

846

$53,046

0.87

-100

-2.2%

794

367

496

-69

-0.8%

42

Wholesale Trade

708

$50,669

0.86

25

0.7%

597

260

432

-95

-1.4%

56

Administrative and Support
and Waste Management and
Remediation Services

610

$31,146

0.44

179

7.2%

665

291

398

-24

-0.4%

92

Public Administration

560

$45,470

0.55

-58

-2.0%

461

210

286

-35

-0.7%

11

Agriculture, Forestry, Fishing and
Hunting

479

$32,633

1.66

-33

-1.3%

452

211

284

-43

-0.9%

52

Finance and Insurance

440

$55,944

0.52

6

0.3%

364

149

245

-30

-0.7%

54

Professional, Scientific, and Technical
Services

366

$38,539

0.25

-18

-1.0%

301

114

194

-8

-0.2%

51

Information

267

$21,906

0.63

-43

-3.0%

191

85

151

-44

-1.8%

22

Utilities

150

$76,936

1.36

11

1.6%

118

47

83

-12

-0.8%

53

Real Estate and Rental and Leasing

141

$30,125

0.38

17

2.5%

133

63

76

-6

-0.4%

21

Mining, Quarrying, and Oil and Gas
Extraction

131

$61,068

1.37

-3

-0.5%

123

42

88

-7

-0.5%

71

Arts, Entertainment, and Recreation

99

$18,087

0.23

-97

-12.7%

139

62

77

0

0.0%

55

Management of Companies and
Enterprises

93

$62,571

0.29

-16

-3.1%

78

30

52

-4

-0.4%

3

$81,807

0.11

2

n/a

3

1

2

0

-0.5%

21,637

$37,303

1.00

1,303

1.2%

21,809

9,797

13,136

-1,124

-0.5%

99

Unclassified
Total - All Industries

Source: JobsEQ®
Employment data are derived from the Quarterly Census of Employment and Wages, provided by the Bureau of Labor Statistics and imputed where necessary. Data are updated through 2019Q1 with
preliminary estimates updated to 2019Q3. Forecast employment growth uses national projections adapted for regional growth patterns.
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Industry Clusters for Seneca County, Ohio as of 2019Q3

INDUSTRY CLUSTER ANALYSIS

OCCUPATION OVERVIEW

A cluster is a geographic concentration of interrelated industries or occupations.
High location quotients (LQs) indicate sectors in which a region has high
concentrations of employment compared to the national average, with a LQ over
1.0 meaning a comparative advantage. The industry cluster in Seneca County
with the highest relative concentration is Chemical with a location quotient of 5.18.
This cluster employs 1,046 workers in the region with an average wage of $55,158.
Employment in the Chemical cluster is projected to contract in the region about
1.6% per year over the next ten years.

The largest major occupation group in Seneca County
is Production Occupations, employing 2,935 workers.
The next-largest occupation groups in the region are
Office and Administrative Support Occupations (2,514
workers) and Food Preparation and Serving Related
Occupations (2,252). High location quotients (LQs)
indicate occupation groups in which a region has
high concentrations of employment compared to the
national average. The major groups with the largest LQs
in the region are Production Occupations (LQ = 2.27),
Education, Training and Library Occupations (1.37) and
Healthcare Support Occupations (1.23).

Location quotient and average wage data are derived from the Quarterly Census of
Employment and Wages, provided by the Bureau of Labor Statistics, imputed where
necessary, and updated through 2019Q1 with preliminary estimates updated to
2019Q3. Forecast employment growth uses national projections from the Bureau of
Labor Statistics adapted for regional growth patterns.
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Occupation groups in Seneca County with the
highest average wages per worker are Management

Production
Occupations
Largest Major
Occupation Group
2,935 workers
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jobs) and Personal Care and Service Occupations (+39).
Over the same period, the highest separation demand
(occupation demand due to retirements and workers
moving from one occupation to another) is expected
in Food Preparation and Serving Related Occupations
(3,860 jobs) and Production Occupations (2,988).

Over the next 10 years, the fastest growing occupation
group in Seneca County is expected to be Community
and Social Service Occupations with a +0.6% yearover-year rate of growth. The strongest forecast by
number of jobs over this period is expected for Food
Preparation and Serving Related Occupations (+40

Occupations ($89,900), Legal Occupations
($66,800) and Healthcare Practitioners and Technical
Occupations ($66,100). The unemployment rate in
the region varied among the major groups from 1.3%
among Legal Occupations to 7.1% among Farming,
Fishing and Forestry Occupations.

Seneca County, Ohio, 2019q31
Current

5-Year History

10-Year Forecast

SOC

Occupation

51 0000

Production

2,935

$35,800

2.27

201

4.2%

53

296

2.1%

2,593

1,058

1,930

-394

-1.4%

43 0000

Office and Administrative
Support

2,514

$33,000

0.81

122

3.8%

104

-58

-0.5%

2,310

1,212

1,398

-301

-1.3%

35 0000

Food Preparation and
Serving Related

2,252

$21,000

1.21

195

6.7%

139

588

6.2%

3,901

1,738

2,122

40

0.2%

41 0000

Sales and Related

1,834

$34,800

0.86

123

5.3%

176

60

0.7%

2,253

1,065

1,356

-167

-1.0%

25 0000

Education, Training, and
Library

1,654

$56,000

1.37

61

3.1%

21

-28

-0.3%

1,240

665

651

-75

-0.5%

53 0000

Transportation and
Material Moving

1,472

$34,200

0.98

134

5.3%

112

-9

-0.1%

1,563

658

1,006

-100

-0.7%

11 0000

Management

1,293

$89,900

0.96

19

1.6%

42

42

0.7%

893

412

541

-61

-0.5%

47 0000

Construction and
Extraction

1,051

$44,800

1.06

83

5.9%

20

41

0.8%

1,064

363

693

8

0.1%

29 0000

Healthcare Practitioners
and Technical

941

$66,100

0.76

18

1.4%

112

86

1.9%

502

255

251

-4

0.0%

49 0000

Installation, Maintenance,
and Repair

863

$42,700

1.04

38

2.5%

50

37

0.9%

741

291

490

-39

-0.5%

39 0000

Personal Care and Service

822

$23,900

0.87

39

4.4%

28

58

1.5%

1,220

613

568

39

0.5%

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Ann %
Growth
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Current

5-Year History

10-Year Forecast

SOC

Occupation

31 0000

Healthcare Support

727

$26,500

1.23

33

3.7%

41

-37

-1.0%

829

425

390

14

0.2%

13 0000

Business and Financial
Operations

700

$57,600

0.62

17

3.1%

19

52

1.6%

585

203

409

-27

-0.4%

37 0000

Building and Grounds
Cleaning and Maintenance

638

$26,300

0.85

46

5.6%

44

106

3.7%

740

359

398

-17

-0.3%

21 0000

Community and Social
Service

435

$39,400

1.19

11

2.6%

42

34

1.6%

503

179

297

27

0.6%

33 0000

Protective Service

348

$39,400

0.75

11

3.1%

10

16

1.0%

330

167

183

-20

-0.6%

17 0000

Architecture and
Engineering

338

$65,300

0.92

7

2.5%

5

26

1.6%

223

82

149

-8

-0.2%

15 0000

Computer and
Mathematical

283

$61,400

0.45

4

2.4%

18

22

1.6%

176

48

134

-6

-0.2%

27 0000

Arts, Design,
Entertainment, Sports, and
Media

266

$35,500

0.69

4

3.2%

10

-18

-1.3%

236

110

146

-20

-0.8%

19 0000

Life, Physical, and Social
Science

119

$57,000

0.69

2

1.9%

5

-2

-0.3%

98

31

70

-3

-0.3%

23 0000

Legal

83

$66,800

0.46

1

1.3%

1

3

0.8%

46

20

28

-2

-0.2%

45 0000

Farming, Fishing, and
Forestry

69

$30,500

0.50

5

7.1%

2

-10

-2.8%

89

24

72

-7

-1.0%

21,637

$40,400

1.00

1,176

4.2%

1,055

1,303

1.2%

22,135

9,977

13,282

-1,124

-0.5%

Total - All Occupations

Empl

Avg Ann
Wages2

LQ

Unempl

Unempl
Rate

Online
Job Ads3

Empl
Change

Ann %

Total
Demand

Exits

Transfers

Empl
Growth

Source: JobsEQ®
Data as of 2019Q3 unless noted otherwise
Note: Figures may not sum due to rounding.
1. Data based on a four-quarter moving average unless noted otherwise.
2. Wage data are as of 2018 and represent the average for all Covered Employment
3. Data represent found online ads active within the last thirty days in the selected region; data represents a sampling rather than the complete universe of postings. Ads lacking zip code information
but designating a place (city, town, etc.) may be assigned to the zip code with greatest employment in that place for queries in this analytic. Due to alternative county-assignment algorithms, ad
counts in this analytic may not match that shown in RTI (nor in the popup window ad list).
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OCCUPATION AND
AWARD GAPS

Seneca County Occupation Gaps

The chart below highlights potential occupation
gaps and surpluses in Seneca County over the
next ten years. Occupations in red are projected
to have shortfalls, which are an underlying
market condition which needs to be corrected
through alignment of educational programs,
higher wages, or the attraction of new talent to
the region. Occupations in blue are projected to
have surpluses over the next 10 years as a result
of projected training, industry, and automation
patterns.
Seneca County will face an average annual
shortfall of 9 health care practitioners such
as registered nurses over the next 10 years.
Additionally, the county will see shortages in
management occupations (9), education training,
and library occupations (7) and business and
financial operations occupations (4).
In addition to shortages in particular occupations,
Seneca County will face shortages in the number
of awards granted from educational institutions
for occupation demand in the region. Specifically,
Seneca County will face an annual shortage of
awards for registered nurses (13), licensed practical
and vocational nurses (10), nursing assistants (10)
and welders, cutters, and brazers (9).

Seneca County Award Gaps

Economic & Demographic Profile

COMMUTING PATTERNS
OVERVIEW
Identification of commuting patterns of employeeaged individuals into and out of the four counties
were analyzed. People who are working in the
counties are traveling home past surrounding
counties and for Sandusky County workplace, as far
as Lucas, Hancock, Wyandot, Marion and Cuyahoga
Counties; for Seneca workplace, as far as Lucas,
Ottawa and Franklin Counties; for Huron County
workplace, as far as Lucas, Ottawa and Cuyahoga
Counties and for Ottawa County workplace, as far as
Monroe County, MI, Hancock, Seneca, Huron, Lorain
and Cuyahoga Counties. Further surveys would be
needed to determine why people are not living in
the four-county region (family ties, costs, housing
stock, etc.) Residents in three of the four counties are
traveling to Franklin County for work. 4CG members
thought this could be medical professionals traveling
to Franklin County hospitals for work.

POGGEMEYER Design Group
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HURON COUNTY
The majority of workers who live in Huron County work in Huron County (47%), followed by the balance of the majority
traveling to work in Erie, Lorain, Richland, Cuyahoga and Sandusky Counties. A number of residents travel to Franklin
(Columbus area) and Summit and Stark Counties (Akron/Canton area) for work and possibly higher salaries.

Huron County Residence to Workplace
County

Huron

Count

29 or
younger

Huron County Resident to Workplace

Ages 30
to 54

55 and older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than $3,333/
month

10750

21.0%

53.7%

25.3%

25.4%

37.8%

36.8%

Erie

3990

23.9%

54.2%

21.9%

25.3%

43.8%

30.9%

Lorain

1900

22.2%

55.2%

22.6%

21.3%

44.8%

33.9%

Richland

1468

29.6%

52.9%

17.4%

25.1%

48.3%

26.6%

Cuyahoga

1369

23.9%

54.8%

21.3%

26.3%

35.1%

38.6%

Sandusky

988

22.0%

57.2%

20.9%

20.7%

40.9%

38.4%

Franklin

700

27.7%

52.1%

20.1%

28.7%

34.0%

37.3%

Summit

486

21.6%

58.0%

20.4%

25.3%

35.2%

39.5%

Ashland

425

25.9%

57.2%

16.9%

22.1%

49.9%

28.0%

Medina

391

25.8%

52.9%

21.2%

38.6%

33.5%

27.9%

Stark

315

27.0%

49.8%

23.2%

33.7%

39.7%

26.7%

Source: Ohio Department of Job and Family Services Bureau of Labor Market Information

Huron County workers are traveling home to Erie, Sandusky, Richland and Lorain Counties. They are traveling a little
further to Lucas and Cuyahoga Counties, too, instead of just those counties surrounding Huron County.

Huron County Workplace to Residence
County

Huron

Count

29 or
younger

10750

21%

Huron County Workplace to Residence

Ages 30
to 54

55 and older

54%

25%

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

25%

38%

37%

Erie

1817

20%

57%

24%

24%

34%

42%

Sandusky

1152

21%

57%

21%

26%

39%

35%

Richland

1055

18%

58%

24%

18%

41%

41%

Lorain

777

20%

56%

24%

29%

31%

41%

Seneca

636

16%

58%

27%

15%

37%

48%

Ashland

383

25%

58%

17%

27%

36%

37%

Crawford

357

13%

66%

21%

13%

40%

47%

Cuyahoga

282

27%

50%

23%

29%

30%

40%

Ottawa

252

22%

51%

27%

23%

41%

36%

Lucas

204

29%

43%

28%

44%

29%

27%

Source: Ohio Department of Job and Family Services Bureau of Labor Market Information
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OTTAWA COUNTY
The majority of Ottawa County residents (40%) are working within their home county, followed by the balance of the majority are working in Lucas, Sandusky, Wood and Erie Counties.
Residents are traveling as far as Cuyahoga County and Franklin County for work. Higher monthly wages seem to be from those jobs closer to the larger cities of Toledo and Cleveland.

Ottawa County Residence to Workplace
County

Count

29 or
younger

Ages 30
to 54

55 and
older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

Ottawa

6393

18.3%

52.5%

29.2%

27.6%

37.0%

35.3%

Lucas

2686

15.5%

60.1%

24.5%

20.6%

29.7%

49.7%

Sandusky

1540

20.2%

55.8%

24.0%

25.3%

38.2%

36.5%

Wood

1416

23.0%

50.6%

26.4%

24.4%

31.9%

43.7%

Erie

1308

19.0%

53.7%

27.2%

22.0%

42.5%

35.5%

Cuyahoga

877

21.2%

54.8%

23.9%

26.7%

27.8%

45.5%

Lorain

567

19.8%

49.7%

30.5%

26.1%

30.5%

43.4%

Franklin

352

29.0%

49.7%

21.3%

28.4%

35.2%

36.4%

Seneca

262

26.3%

49.2%

24.4%

37.4%

34.4%

28.2%

Huron

252

22.2%

51.2%

26.6%

23.4%

40.5%

36.1%

Hancock

245

21.6%

56.7%

21.6%

21.2%

44.5%

34.3%

Ottawa County Resident to Workplace

Source: Ohio Department of Job and Family Services Bureau of Labor Market Information

As far as workers coming into Ottawa County to work, the majority are coming from Sandusky, Lucas, Wood, Erie and Seneca and then as far as Cuyahoga County.

Ottawa County Workplace to Residence
County

Count

29 or
younger

Ages 30
to 54

55 and
older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

Ottawa

6393

18.3%

52.5%

29.2%

27.6%

37.0%

35.3%

Sandusky

1369

21.0%

54.6%

24.4%

22.9%

32.4%

44.6%

Lucas

1069

20.7%

55.9%

23.4%

23.3%

35.5%

41.2%

Wood

809

22.9%

48.0%

29.2%

21.6%

29.2%

49.2%

Erie

767

21.9%

54.8%

23.3%

22.2%

33.4%

44.5%

Seneca

174

17.2%

54.0%

28.7%

16.1%

40.2%

43.7%

Cuyahoga

141

26.2%

48.2%

25.5%

27.0%

27.7%

45.4%

Huron

138

31.9%

47.1%

21.0%

26.8%

33.3%

39.9%

Lorain

103

26.2%

50.5%

23.3%

36.9%

18.4%

44.7%

Hancock

102

21.6%

49.0%

29.4%

27.5%

41.2%

31.4%

Monroe, MI

83

16.9%

60.2%

22.9%

8.4%

20.5%

71.1%

Source: Ohio Department of Job and Family Services Bureau of Labor Market Information
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Ottawa County Workplace to Residence
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SANDUSKY COUNTY
Again, the majority of residents (51%) stay in Sandusky County to work, but the balance of the majority are also leaving for Lucas, Erie, Wood, Ottawa, Seneca, Cuyahoga and Huron
Counties. The farthest residents are traveling for work again is Franklin County, most likely due to hospitals located there.

Sandusky County Residence to Workplace
County

Sandusky

Count

29 or
younger

Ages 30
to 54

55 and
older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

13407

20.6%

53.0%

26.4%

23.9%

42.4%

33.7%

Lucas

2241

22.0%

56.6%

21.4%

25.5%

30.3%

44.2%

Erie

2051

23.8%

56.1%

20.0%

25.5%

41.3%

33.2%

Wood

1620

21.8%

55.5%

22.7%

26.6%

31.4%

42.0%

Ottawa

1369

21.0%

54.6%

24.4%

22.9%

32.4%

44.6%

Seneca

1312

23.7%

54.2%

22.1%

31.0%

37.9%

31.1%

Cuyahoga

1216

25.5%

51.0%

23.5%

27.8%

30.2%

42.0%

Huron

1152

21.4%

57.2%

21.4%

25.7%

39.0%

35.3%

Lorain

856

21.4%

50.4%

28.3%

24.3%

31.2%

44.5%

Franklin

593

28.2%

50.4%

21.4%

29.8%

35.4%

34.7%

Hancock

404

20.8%

55.4%

23.8%

20.3%

47.0%

32.7%

Sandusk County Resident to Workplace

Source: Ohio Department of Job and Family Services Bureau of Labor Market Information

After those workers who live and work in Sandusky County, the majority of the workers are coming from Seneca, Ottawa, Erie and Wood Counties to work in Sandusky County. Workers are
also coming from outlying counties such as Cuyahoga and Marion.

Sandusky County Workplace to Residence
County

Sandusky

Count

29 or
younger

Ages 30
to 54

55 and older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

13407

20.6%

53.0%

26.4%

23.9%

42.4%

33.7%

Seneca

2604

19.8%

56.6%

23.5%

21.2%

40.3%

38.5%

Ottawa

1540

20.2%

55.8%

24.0%

25.3%

38.2%

36.5%

Erie

1357

19.8%

57.6%

22.5%

21.1%

43.4%

35.5%

Wood

1122

25.4%

51.8%

22.8%

25.6%

32.5%

41.9%

Huron

988

22.0%

57.2%

20.9%

20.7%

40.9%

38.4%

Lucas

887

28.1%

53.3%

18.6%

29.8%

33.6%

36.6%

Hancock

644

21.0%

52.6%

26.4%

19.4%

48.6%

32.0%

Marion

259

17.0%

61.4%

21.6%

10.4%

61.8%

27.8%

Cuyahoga

239

27.2%

49.0%

23.8%

32.2%

35.1%

32.6%

Wyandot

194

15.5%

57.7%

26.8%

17.0%

44.8%

38.1%

ource: Ohio Department of Job and Family Services Bureau of Labor Market Information

Sandusky County Workplace to Residence
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SENECA COUNTY
The majority of residents work in Seneca County (48%), but many are traveling to Hancock, Sandusky, Wood and Wyandot Counties. Franklin County shows up again, as the farthest
county traveling to, along with Allen County. Both Franklin and Allen County are near larger cities (Columbus and Lima), which could be a reason for the travel. Higher wages may be
located in Huron and Wyandot Counties.

Seneca County Residence to Workplace
County

29 or
younger

Count

Ages 30
to 54

55 and
older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

Seneca

10526

22.4%

50.8%

26.8%

27.3%

43.1%

29.6%

Hancock

2902

22.2%

58.2%

19.6%

16.2%

46.5%

37.3%

Sandusky

2604

19.8%

56.6%

23.5%

21.2%

40.3%

38.5%

Wood

1150

25.2%

49.0%

25.8%

26.8%

37.6%

35.7%

Wyandot

1018

20.1%

56.9%

23.0%

14.0%

39.6%

46.4%

Lucas

930

27.6%

52.2%

20.2%

29.9%

34.4%

35.7%

Franklin

742

26.5%

52.8%

20.6%

25.1%

39.1%

35.8%

Huron

636

15.6%

57.7%

26.7%

14.9%

37.3%

47.8%

Cuyahoga

496

28.0%

49.8%

22.2%

35.1%

30.6%

34.3%

Allen

398

28.6%

53.3%

18.1%

32.2%

32.9%

34.9%

Marion

334

19.5%

55.7%

24.9%

16.2%

45.8%

38.0%

Seneca County Resident to Workplace

ource: Ohio Department of Job and Family Services Bureau of Labor Market Information

Workers in Seneca County live in Sandusky, Hancock, Wood and Wyandot Counties. Seneca County is centrally located within its draw of workers; however, it is attracting workers who live
in Franklin County. This could be due to the universities located within Seneca County.

Seneca County Workplace to Residence
County

29 or
younger

Count

Ages 30
to 54

55 and
older

$1,250/ month
or less

$1,251 to
$3,333/ month

More than
$3,333/ month

Seneca

10526

22.4%

50.8%

26.8%

27.3%

43.1%

29.6%

Sandusky

1312

23.7%

54.2%

22.1%

31.0%

37.9%

31.1%

Hancock

1043

17.6%

58.0%

24.4%

21.8%

34.2%

44.0%

Wood

914

25.9%

50.0%

24.1%

27.2%

35.4%

37.3%

Wyandot

665

17.6%

61.1%

21.4%

23.6%

43.6%

32.8%

Lucas

440

23.6%

55.0%

21.4%

34.8%

33.0%

32.3%

Erie

415

33.5%

44.1%

22.4%

43.4%

34.7%

21.9%

Crawford

349

20.3%

54.4%

25.2%

33.5%

38.7%

27.8%

Huron

296

27.0%

50.7%

22.3%

29.1%

42.9%

28.0%

Ottawa

262

26.3%

49.2%

24.4%

37.4%

34.4%

28.2%

Franklin

207

28.0%

42.0%

30.0%

27.1%

39.6%

33.3%

ource: Ohio Department of Job and Family Services Bureau of Labor Market Information
POGGEMEYER Design Group
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Seneca County Workplace to Residence
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HOUSING DATA
OVERVIEW
In 2017, the 4CG Region had a total of 103,996 housing units with almost 18% vacant, almost 73% owner-occupied, 27% renter occupied and 75% 1 unit detached. Ottawa County has
the most mobile homes (44%), which could be attributed to its status as a tourist area. The median value of owner-occupied homes decreased slightly from 2010 to 2017 in all counties
but Ottawa County. Ottawa County had the highest value at $145,400 and Seneca County had the lowest value at $98,600. Again this could be attributed to some higher value vacation
homes in Ottawa County. Home sales have gone up in all counties from the previous year, except Huron. The four counties had a total of 644 foreclosure with Huron County with the
most (196 foreclosures) and Seneca County with the least (136 foreclosures). Between 2013 and 2017, all counties had fewer foreclosures, except for Ottawa County.
According to the migration pattern data, Ottawa County seems to be most stable with people moving in and out of the county. Seneca County is less stable with people moving in and out, but
have more people coming from abroad, which most likely is related to the number of universities in the county. Only between 1-1.7% of people moving within the last year are moving from
outside Ohio. Therefore, any marketing efforts to attract people to move to the area should be focused within Ohio. There are a total of 18,397 vacant units in the four-county region and the
renovation of these units may be an option to add to the housing stock. New housing permitting is shown below, with decreases from 2016, in all but Sandusky County and increases from 2017
in Huron and Ottawa Counties. The large difference in new permitting in Ottawa County vs the rest of the counties is most likely due to the number of seasonal homes.

2010 Housing
Total Hsg
units

Occupied

Vacant

OwnerOccupied

Renteroccupied

1 unit
detached

1 unit
attached

2 unit
duplex

3 to 4 units

10 or more
units

Mobile
homes

Lacking
plumbing

Lacking
Kitchen

No
Telephone

Huron Co

25,054

22,972

2,082

17,143

5,829

18,347

564

1,058

1,435

550

2,067

48

48

515

Sandusky Co

26,385

24,109

2,276

18,243

5,866

20,442

524

1,450

1,107

924

1,381

16

180

829

Seneca Co

24,216

22,138

2,078

16,624

5,514

19,065

611

1,357

483

760

1,353

62

121

607

Ottawa Co

27,656

17,933

9,723

14,726

3,207

19,734

646

757

747

1,051

3,793

62

171

980

Total

103,311

87,152

16,159

66,736

20,416

77,588

2,345

4,622

3,742

3,285

8,594

188

520

2,931

Ohio

5,107,273

4,552,270

555,003

3,149,052

1,403,218

3,493,151

234,295

235,896

230,181

464,897

203,279

19,506

36,438

175,107

OwnerOccupied

Renteroccupied

1 unit
detached

1 unit
attached

2 unit
duplex

3 to 4 units

10 or more
units

2017 Housing
Total Hsg
units

Occupied

Vacant

Mobile
homes

Lacking
plumbing

Lacking
Kitchen

No
Telephone

Huron Co

25,259

22,876

2,383

15,996

6,880

18,364

619

1,786

1,037

821

1,713

100

118

456

Sandusky Co

26,332

23,721

2,611

16,945

6,776

20,445

394

1,262

1,271

837

1,296

51

296

528

Seneca Co

24,105

21,507

2,598

15,534

5,973

18,787

598

1,227

747

916

1,124

42

216

452

Ottawa Co

28,300

17,495

10,805

13,686

3,809

20,497

522

735

847

1,272

3,243

65

159

524

Total

103,996

85,599

18,397

62,161

23,438

78,093

2,133

5,010

3,902

3,846

7,376

258

787

1,960

Ohio

5,174,838

4,633,145

541,693

231,390

225,839

229,148

486,169

196,586

17,102

44,374

119,456

1,572,672

Economic & Demographic Profile

HOUSING COSTS
Median Value
Owner-occupied Home

Median Monthly Mortgage

Median Monthly Rent

2010

2017

2010

2017

2010

2017

Huron County

$121,500

$118,800

$1,155

$1,087

$598

$650

Sandusky County

$116,300

$111,900

$1,108

$1,059

$568

$666

Seneca County

$101,100

$98,600

$992

$989

$577

$672

Ottawa County

$142,200

$145,400

$1,325

$1,216

$687

$699

Ohio

$136,400

$135,100

$1,288

$1,247

$678

$764

Residence One Year Ago
Population 1
year + over

Same House

Different House
in U.S.

Same County

Different County

Same State

Different State

Abroad

Huron County

57,920

50,503
87.2%

7,346
12.7%

4,425
7.6%

2,921
5.0%

1,986
3.4%

935
1.6%

71
0.1%

Sandusky
County

58,919

52,271
88.7%

6,610
11.2%

4,564
7.7%

2,046
3.5%

1,446
2.5%

600
1.0%

38
0.1%

Seneca County

54,942

46,596
84.8%

8,024
14.6%

4,00
17.3%

4,023
7.3%

3,083
5.6%

940
1.7%

322
0.6%

Ottawa County

40,485

36,541
90.3%

3,933
9.7%

2,035
5.0%

1,898
4.7%

1,368
3.4%

530
1.3%

11
0.0%

Ohio

11,477,267

9,772,568
85.1%

1,658,613
14.5%

1,070,560
9.3%

588,053
5.1%

392,424
3.4%

195,629
1.7%

46,086
0.4%

USA

317,248,555

270,854,872
85.4%

44,319,586
14%

26,717,038
8.4%

17,602,548
5.5%

10,247,779
3.2%

7,354,769
2.3%

2,074,097
0.7%

Source: U.S. Census Bureau: 2013-2017 American community Survey (ACS) 5 year Estimates

POGGEMEYER Design Group
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Foreclosures
2013

2014

2015

2016

2017

Huron County

214

161

161

181

196

Sandusky County

229

186

173

197

144

Seneca County

192

144

154

136

136

Ottawa County

137

107

121

97

168

Total

772

598

609

611

644

Source: Ohio Supreme Court Statistical Reports for 2013-2017

Housing Permits Comparison
2018

2017

2017

Huron County

37 (35 single family, 2 two-unit
structures)

36 (33 single family, 3 two-unit
structures)

49 (46 single family, 2 two-unit
structures, 1 three-four unit structure)

Ottawa County

126 (114 single family, 2 twounit structures, 6 three-four unit
structures, 4 five-plus unit structures)

114 (114 single family)

135 (135 single family)

Sandusky County

43 (42 single family, 1 two-unit
structure)

48 (48 single family)

37 (37 single family)

Seneca County

24 (23 single family, 1 three-four unit
structure)

28 (28 single family)

27 (24 single family, 3 five-plus unit
structures)

Economic & Demographic Profile

Housing Sales Comparison
2017

2016

2015

Huron County

575 (504 single family, 40 condos/
cooperative housing, 31 two-four unit
multifamily)

605 (538 single family, 33 condos/
cooperative housing, 34 two-four unit
multifamily)

530 (469 single family, 35 condos/
cooperative housing, 26 two-four unit
multifamily)

Ottawa County

935 (622 single family, 283 condos/
cooperative housing, 31 two-four unit
multifamily)

913 (591 single family, 300 condos/
cooperative housing, 23 two-four unit
multifamily)

813 (536 single family, 241 condos/
cooperative housing, 36 two-four unit
multifamily)

Sandusky County

800 (721 single family, 38 condos/
cooperative housing, 41 two-four unit
multifamily)

701 (644 single family, 26 condos/
cooperative housing, 32 two-four unit
multifamily)

790 (715 single family, 46 condos/
cooperative housing, 29 two-four unit
multifamily)

Seneca County

637 (587 single family, 25 condos/
cooperative housing, 25 two-four unit
multifamily)

586 (537 single family, 23 condos/
cooperative housing, 26 two-four unit
multifamily)

514 (479 single family, 22 condos/
cooperative housing, 13 two-four unit
multifamily)

Public Transportation
Each of the counties in the 4CG area has public transportation, however, operations vary from county to county. Most of systems are provided on a “call for services” basis. Residents do call for
rides to employment, but availability of services is typically limited to day-time hours. Some of the systems have limited week-end service. Most funding is for services within the county. Many
public services will not cross county lines; however, ODOT is working on regional transportation areas that would allow transportation across county lines.

Organization Characteristics
County

Huron

POGGEMEYER Design Group

# Operators
Purchasing
Service for
Clients
4

# Annual
1-Way

76,626*

BGSU CRD

Ave.
# Trip

18

Days/Hrs of
Operation

M-F 7am6pm

Mode of
Service

Bus/Vans

Alternative/Active
Transportation
Options
Huron Co.
Transit, GT Cab
Service. Paco's
Taxi, Tijuana Taxi
LLC

Unmet Needs

1. Later in evening and weekends
2. Trans to retail (groceries/pharmacy)
3. Regional coordination to travel to adjoining counties
4. Explore MOU's between counties
5. Options for US250 corridor
6. More vehicles to serve entire county
7. Trans from Norwalk to Willard 8 Options for individuals with drug addiction
9. More affordable for families and childcare
10. Need to educate and market available transportation options to residents
11. Fear of using public trans. for first time, lack of travel training
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County

# Operators
Purchasing
Service for
Clients

# Annual
1-Way

Ave.
# Trip

Days/Hrs of
Operation

Mode of
Service

Alternative/Active
Transportation
Options

Unmet Needs

Ottawa

4

91,900

12

Daily 6am11pm**

Bus/Vans

Miller's Ferry,
Kelley’s
Island Ferry,
Jet Express,
TMACOGGOOHIO
commute, Bike
Trails

1. More services because of aging population and geographic size of county;
later at night and holidays
2. Deviated fixed route
3. Cannot transport outside County
4. No specialized medical facilities in county - need to go outside of county
5. More funding
6. Disabled and aging population have difficulty getting to work
7. Taxis expensive/free transportation limited
8. Residents not aware of trans. options
9. Provide information and referral service and travel training
10. Public perception of services for disabled only
11. Regional coordination for outside county

Sandusky

6

98,063

35

M-F 5am7pm; Sat
5am-Noon
M-S (TRIPS)

Bus/Vans

First Choice
Cab Co., Get
You There Cab,
Good Samaritan
Medical
Transportation,
Reliable Rides
Taxi, Turbo Taxi,
North Coast
Inland Trail, TRIPS
Fixed Routes

1. Protection of resources to retain capacity for Medicaid eligible
2. More affordable & reliable options in evening and capacity to transport groups
of special needs populations and seniors
3. More coordination by providers across the region
4. More flexible options to and from work
5. More efficient and reliable methods to transport in county and out of county
medical trips
6. More affordable & reliable weekend transportation
7. More travel training
8. More effective marketing to increase ridership
9. Expand Safe Routes to School and Open Streets concept

Seneca

6

167,950

10

M-F 5am
-6pm***

Service Cab,
Hart's Ambulette,
North Central
EMS, Mercy Life
Star

1. Regional coordination
2. New legislation effecting Medicaid non-emergency
3. Tiffin Fix Route, public transportation on weekends and evening hours
4. Smart phone application for scheduling
5. Transportation options for Fostoria
6. Improve community awareness
7. Lack of transportation for grocery/pharmacy
8. Travel trainings
9 Passenger Care Attendant Program
10. MOU between Seneca County agencies

*Does not include Veterans' Services
**OCTA only
***SCAT
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CHAPTER 4: PUBLIC PARTICIPATION
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

Public participation is essential to any
planning process.

Public Participation

PUBLIC PARTICIPATION
EVENTS
Existing data collected from previous applicable planning
efforts was utilized, so as not to reinvent the wheel;
however, a strength, weakness, opportunity and threat
analysis, focus groups, stakeholder interviews and online
surveys were also used to hone in on issues regarding
current and future visions. The Workforce Partners
identified these stakeholders for the focus groups,
interviews and surveys. Specific agendas, power points,
in-person and on-line interview tools were developed
and utilized for each stakeholder. It was anticipated that
stakeholders would be able to provide us with insights
into what may have worked well (or not worked well) in
past economic development initiatives, as well as the
pulse of the four counties. In this phase, we set the
visioning time frame at five years.

SWOT ANALYSIS
A SWOT Analysis is a
community engagement
activity undertaken to identify
strengths and weaknesses,
as well as opportunities and
threats. It is an effective tool
because it takes advantage
of many stakeholders in one
session and each person offers
a different perspective. The
SWOT Analysis is not intended
to come up with solutions, but
to list strengths, weaknesses,
opportunities and threats with general
brainstorming that would help identify
POGGEMEYER Design Group

BGSU CRD

specific issues/problems, and/or set/reaffirm goals,
and provide a basis to create an action
plan. Material generated from prior steps
was made available and shared to help
promote dialog. This event also informed
and educated all parties of each step
taken, so that they were more likely
to participate in the entire planning
process. The end product includes all
findings from this exercise.
The 4CG SWOT Analysis was a twostep process with an online survey
utilized to provide a foundation for
the discussion at the event. After
the survey was completed and
results analyzed, one single SWOT
event was convened that invited
business/industry representatives,
community leaders, stakeholders and
citizens. Survey categories included: Business & Industry

(businesses, supply chains, clusters); Transportation (port,
rail, air, roadways); Infrastructure (electric, gas, water,
sewer, telecom/broadband); Workforce (skills, availability,
quality, pipeline); Education (levels, quality institutions,
research, training); Quality of Life (residential, parks/rec,
arts); Culture (collaboration, inclusiveness, optimism,
work ethic, rural atmosphere); Economic Development
(partners, incentives, sites, buildings); Government
(elected officials, agencies, laws/regulations); Cost of
Living/Doing Business; and Natural Environment (climate,
weather, recreational). The key takeaways from this
preliminary survey were recorded for the region, not by
county, and many of the same categories were reported
as both advantages and disadvantages, as well as
opportunities and threats, which we will take into account
when working on the final goals, objectives and action
items:
∙∙ Top Advantages: cost of living/doing business,
education, quality of life, culture, economic
development, natural environment, transportation,
business/industry, infrastructure, government

4:1
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∙∙ Top Disadvantages: workforce, transportation,
education, quality of life, natural environment,
business/industry
∙∙ General Opportunities: workforce, education,
business/industry, culture, natural environment,
quality of life, infrastructure, transportation
∙∙ General Threats: workforce, education, economic
development, transportation, business/industry,
government, quality of life, natural environment
On September 11, 2019, the Strengths, Weaknesses,
Opportunities, & Threats (SWOT) Analysis was
held at Terra State Community College. The 4CG
Partners invited key stakeholders in economic
development from their counties to attend a 2-hour
interactive session, facilitated by the consultants. Key
stakeholders included business and industry leaders
in each county as well as educational partners (high
school, including vocational and higher education)
and elected officials. After an introductory power
point, outlining the planning process
and some preliminary data, participants
broke out by County affiliation to
complete the SWOT. The Workforce
Partners attended, as well, to participate
in the meeting and actually facilitated the
brainstorming session for their respective
county.
The goal was to understand not only the
strengths and opportunities available in the
four county region, but also the weaknesses
and threats that can hinder workforce and
economic development. Participants from
each group reported back to the entire
audience.

Public Participation

KEY COMMON TAKE AWAYS FROM ALL FOUR COUNTIES

Overall Common Strengths
∙∙ Communication
∙∙ Collaboration
∙∙ Quality of life/culture/natural resources
∙∙ Education- opportunities,
secondary education, school system,
resources

POGGEMEYER Design Group
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Overall Common Weaknesses
∙∙ Public transportationaccessibility, lack of public
transportation

∙∙ Lack of workforce/skilled
employees/ training center/
programs physically located in
County

Overall Common
Opportunities

Overall Common Threats
∙∙ Youth migration/declining population

∙∙ Economic development

∙∙ Aging population/workforce

∙∙ Job opportunities/ marketing/
connections

∙∙ Brain drain

∙∙ Commerce development (industrial,
manufacturing, commercial,
residential)

∙∙ Businesses leave or not grow due
to lack of workforce
∙∙ Culture/lack of forward thinking/
pushing college degree over
skilled trade

4:3
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Specific SWOT Analysis by County

HURON COUNTY

S

STRENGTHS

W

WEAKNESSES

O

T

OPPORTUNITIES

THREATS

1. Great Quality of Life

1. Lack of Public Transportation

1. To Increase Partnerships

1. Unskilled Workers/ Employers Not
Wanting to Invest in Training

2. Great Educational Opportunities/
Secondary Education/Career Training

2. Resistance to Workforce Culture
Changes/Unrealistic Employer
Expectations/Reactive Hiring Practices

2. Transportation Grant Funding

2. Lack of Regionalism/ Disconnect
between Govt. Entities

3. Available Resources

3. Tax Base/ Revenue/ Poor Wages

3. Collaboration/ Communication

3. Brain Drain/ Business Leaves or Not
Grow Due to Lack of Workforce

4. Diverse Industries

4. Drug Abuse/ Mental Health

4. Child Care for Three Shifts

4. Automation

5. Child Care

5. Branding of County/ Become
Destination

5. Benefits Lost/Reduced if Individual
Works

5. Highway Access & Logistics/
Location

Public Participation

OTTAWA COUNTY

S

W

O

T

STRENGTHS

WEAKNESSES

OPPORTUNITIES

THREATS

1. P3/Govt. Support/ Collaboration

1. Accessible Public Transportation

1. Workforce Development (Education/
Training)

1. Youth Migration

2. Tourism Support/ Events

2. Seasonality of Tourism

2. Expansion of Seasonal Activities/
Diversification of Activities

2. Aging Population

3. Strong Community Investment

3. Workforce Development (Training
Center/Programs in County)

3. Improve Roadways

3. Environmental (Algal Blooms/ Lake
Erie)

4. Work-Play Lifestyle

4. Lack of Workforce (#s)

4. Workforce Renewal

4. Lack of Funding (Income Tax Levies,
Property Tax Levies, Grants)

5. Diverse Job Opportunities

5. Lack of Regional Identity for County

5. Commerce Development (Industrial/
Manufacturing, Commercial,
Residential)

5. Lack of Forward Thinking

POGGEMEYER Design Group
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SANDUSKY COUNTY

S

W

O

T

STRENGTHS

WEAKNESSES

OPPORTUNITIES

THREATS

1. Culture

1. Workforce

1. Economic Development

1. Aging Population

2. Education

2. Housing

2. Education

2. Brain Drain

3. Collaboration

3. Retention

3. Attract Talent

3. Potential Loss of Business/Industry

4. Natural Resources

4. Population Decline

4. Collaboration

4. Culture

5. Diversity

5. Transportation

5. Community Development

5. Drugs/Crime

SENECA COUNTY

S

W

O

T

STRENGTHS

WEAKNESSES

OPPORTUNITIES

THREATS

1. School System/ Educational
Resources

1. Lack of Skilled Employees/Workforce

1. Additional Housing

1. Mental Health/ Drug Abuse

2. Community/ Economic Development

2. Low Wages/ Average Annual
Earnings

2. Job Opportunities/ Marketing/
Connections

2. Declining Population/ Aging
Workforce

3. Cost of Living

3. Housing/ Stagnate Housing Market

3. Expanded Public Transportation

3. Neighboring County Competition
with Job Diversity/Wages

4. Collaboration/Communication

4. State Highway System (Bypass
Communities)

4. Generational Divide/ Work Ethic/
Technology

5. Transportation

5. Mental Health Resources

5. Pushing College Degree over Skilled
Trade

Public Participation

Key Stakeholder InterviewsNovember/December

∙∙ Local Elected Officials

The 4CG was charged with identifying “key stakeholders”
in the community to interview regarding this planning
process by the consultants. The 4CG Partners identified
40 people to be interviewed. In November and
December, a survey tool was developed and utilized
to interview 27 of these individuals. Consultants spent
approximately one hour interviewing these individuals
and cataloguing the results. Stakeholder interviews were
undertaken with representatives of the following groups:

∙∙ Local Non-Profit Board Members

∙∙ County Elected Officials

∙∙ Economic Development Board Members
∙∙ Local Businesses Representatives
∙∙ Educational Representatives
∙∙ Workforce Development Representatives
The interviews were well received by the key
stakeholders, each was anxious to discuss workforce
and economic development within their County.
The overall strengths, weaknesses, threats and
opportunities mirrored those given in the SWOT
Analysis held in September:

Key Stakeholder Interviews November/December
STRENGTHS
∙∙ Location/Education
∙∙ Low Cost of Living/
Strong Work Ethic
∙∙ Tourism/Travel
∙∙ Strong Organizations
∙∙ Partnerships

WEAKNESSES
∙∙ Some Services Not
Well Marketed
∙∙ Territorial Entities
∙∙ Deteriorating Family
Structure
∙∙ Aging Population
∙∙ Lack of Housing

∙∙ Collaboration

OPPORTUNITIES
∙∙ Collaboration/
Communication/
Partnerships
∙∙ Recreational/
Tourism Economic
Development Partners
∙∙ Infrastructure/
Transportation
Education

THREATS
∙∙ Lack of Available
Work Force
∙∙ Public Utility
Uncertainty
∙∙ Generational
Differences in
Workforce
∙∙ Drug Use
∙∙ Job Poaching
∙∙ Politics/Political
Infighting

Parents should be included in the education process to
better promote “career ready” instead of “college ready.”

POGGEMEYER Design Group
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All surveyed agreed that current workforce needs are
not being met with the existing population, except for
those in the education and public sector fields. According
to the majority of responses, there are issues with both
quantity and quality of workers. This seems to stretch
across all industries and classifications, based on those
we interviewed. Skills needed include not only those to
do the job, but life skills to understand the importance of
showing up to work, being drug-free, putting in a full and
undistracted day of work, having dignity and pride in their
work, etc. Respondents suggested the following to help
attract additional workers: engagement with students in
middle school, additional housing options, increasing pay,
paid time off and flexibility, working with social services
for wrap around services and recruiting foreign workers.
We asked key stakeholders to rank where the 4CG
should put their economic development efforts and
manufacturing was consistently ranked #1 or at least
in the top 3. A comment included that manufacturing
“makes things and when it expands, it supports the
other service industries.” Transportation must be
updated in order to recruit manufacturing. Commercial/
office, healthcare and education were also listed in the
top 3. Agriculture and travel/tourism were also in the
top 3 for some of the counties.
Key stakeholders thought that partnerships between
business and education should be strengthened and
partnerships should include all vocational and higher
education partners, along with public and private school
districts. Emerging technology should be taught at
these educational institutions as well as promoting
internal apprenticeship programs with area businesses.
Parents should be included in the education process to
better promote “career ready” instead of “college ready.”
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Visioning for key stakeholders is included in
Chapter 6. Improvements necessary to achieve
their visions, according to the key stakeholders,
included:

∙∙ Communication/collaboration between all workforce
partners;
∙∙ Better pathways from school to workforce;
∙∙ Legislative improvements to send existing workers to
schools and reduce reliance on public assistance;
∙∙ Infrastructure improvements;
∙∙ Diversification of industries;
∙∙ Additional housing stock;
∙∙ Creating/promoting a positive image of counties; and
∙∙ Better leadership, more transparency among elected
officials.

Barriers to visions included:
∙∙ Fractured organization;
∙∙ Negative perceptions;
∙∙ Political infighting;
∙∙ Territorial organizations;
∙∙ Changes in leadership;
∙∙ Difficult to change, attitudes;
∙∙ Lack of life skills;
∙∙ Compensation;
∙∙ Funding/financing; and
∙∙ Lack of housing stock.
Respondents felt that two of the four counties had a
strong brand and did utilize it in marketing, but they were
not sure it was bringing additional residents, potential
workforce and new businesses. The other two counties
would like to examine the creation of a brand or to have
a stronger brand.
Specific Information from these interviews is summarized
by County and included in the Attachments.

Online Surveys-December/January/
February
In December, multiple survey tools were developed
and information from them was used to develop
questionnaires through Survey Monkey to assist with
this planning process. The 4CG wanted to ask questions
of citizens, business owners/plant managers, human
resource managers, economic development partners
and high school seniors. The survey link was emailed to
plant managers, human resource managers, economic
development partners and public/private/vocational
high schools. The citizen survey was posted on county
and community websites as well as social media outlets.
Approximately 831 people responded to the surveys
over a 3-month period. A complete list of responses is
provided in an Attachment to this report broken down
by county, where possible. Some of the region-wide
key takeaways from the majority of respondents from
each stakeholder survey include:

Citizen
∙∙ 150 respondents
∙∙ Majority lived within a city (49%) or a township
(34%).
∙∙ Majority were between ages 35-44 (25%), 45-54
(25%) and 55-64 (20%) and over 73% owned their
own home.
∙∙ Majority were employed (almost 84%), with 27%
finding employment with an in-person application
and 28% with other means (Friend, Referral,
Newspaper, Recruited). Almost 14% used online
employment services (Indeed, Monster, LinkedIn).
∙∙ Majority were in manufacturing (18%), followed by
government (14%), nonprofit (13%) and office (9%).
∙∙ Commute times for majority were 0-10 miles (54%)

and 11-20 miles (31%). Over 97% stated they had
reliable transportation and almost 91% drove their
own car to work.
∙∙ Majority worked full –time (77%), first shift (32%), 8
hour days (28%).
∙∙ Majority were being paid hourly (60%) and the hourly
rate pay ranged between $17.01-$19.00 (17%);
$13.01-$15.00 (16%); $15.01-$17.00 (14%); $21.00$25.00 (11%). The majority of salaried workers were
paid $40,000-$59,000 (31%); $80,000-$99,000
(15%); and $100,000-$119,000 (13%). The fairness
of the average total compensation was rated as a 6
out of 10 (with 1 being unfair and 10 being really fair).
∙∙ Of those who used childcare, 100% of respondents
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said they had reliable childcare. Relatives (42%) and
Babysitters (36%) provided the majority of childcare.
12% of respondents stated that they needed childcare
that was available during the 2nd and 3rd shifts.
Ottawa County recently did a child care survey that
found almost 17% of respondents needed full-time
child care and almost 25% of respondents needed
part-time child care. Cost and flexible hours were most
important to these respondents and the overwhelming
majority were looking for child care from MondayFriday during the day.
∙∙ Overall, the majority of respondents were satisfied
with their job and rated it a 7, with 1 being not liking
their job and 10 really liking their job.
∙∙ The majority of respondents felt that their paycheck
reflected their work (67%), that it was appropriate for
that type of job (47%), that the job had a flexible work
schedule (37%), that the job aligned with the mission
and/or had a positive impact on the company (30%),
and that what motivated them most was adherence
to the company culture (29%).
∙∙ The majority of respondents cited that they were
doing the same job that they were hired to do (81%).
Comments were split 50/50 on whether they received
any on the job training, as they advanced from their
position that they were initially hired to perform.
Comments were split again 44% yes/38% no on
whether there were opportunities for advancement
with current employer. Over 17% were unsure.
∙∙ The majority of respondents saw themselves working
at the same place a year from now (almost 80%). If
not, respondents would be leaving to look for better
pay/benefits, a position closer to home, retirement, or
for a better corporate culture.

from working included lack of work skills/education
(20%), inadequate pay (18%), a criminal record
(11%) and a disability (11%). A number of open
ended responses reported that age (senior citizen
classification) limited the work available to them.

Plant Managers
∙∙ 29 respondents
∙∙ Respondents were spread evenly with businesses
located within City, Village and Township limits.
∙∙ Majority were from the manufacturing industry
(37%). Construction industry was the next largest
response category (11%).
∙∙ Majority had firms made up of 1-10 people. Second,
third and fourth most listed firm size was 41-50, 101200 and 401-500 employees (each at 11%).
∙∙ Majority (64%) stated they had ample staffing to
complete current workload, while almost 36% said
they did not. Of those respondents, all stated that
their lack of staffing was due to their inability to
find employees.
∙∙ Majority said they couldn’t find employees due to
lack of workforce (78%), lack of work ethic (67%),
lack of skilled labor (56%), rate of pay (56%) and
type of work (56%). These responses echo what
we heard in during public input process. The
inability to pass a drug test was mentioned by 44%
of respondents as a deterrent to hiring. The lack
of life skills, transportation, and childcare were
all ranked by 33% of respondents as reasons they
couldn’t find employees.

∙∙ The majority of respondents were not currently
looking for another job (67%). However, 23% of
respondents reported that they were always looking
for a better job opportunity and almost 14% were
wanting to change jobs.

∙∙ Only 42% of respondents were considering
expanding their business. 38% stated difficulty
in finding workers as a limiting factor impacting
growth of their business. General comments
included finding committed employees with a
good work ethic and character. Also, there was a
need for qualified construction tradespeople, CDL
drivers and trainable employees.

∙∙ Highly ranked obstacles that prevented respondents

∙∙ 38% of respondents stated that they would be
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more willing to expand if incentives were available;
however, 50% were unsure. Majority listed grants as
the type of incentive that they were most interested
in (71%), followed by workforce training (almost
48%) and property tax abatement (almost 43%).
A few respondents mentioned higher Medicaid
reimbursement rates and additional state/federal
assistance from Medicaid & HUD.
∙∙ 73% of respondents knew who to contact at the
County ED Agency for assistance. Almost 47%
of respondents were willing to host partnership
programs with local education institutions.

Reasons for Lack of Staffing
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∙∙ Respondents felt high ranking strengths in their county
included workforce, business & industry, infrastructure,
culture, economic development, natural environment,
quality of life, cost of living/doing business,
transportation and education.
∙∙ Respondents felt high ranking weaknesses in their
county included workforce, business & industry,
government, transportation, infrastructure, cost of
living, quality of life and economic development.
∙∙ Government relations were affecting ability to
compete for 50% of respondents. Examples
included rate of reimbursement for services, health
department, farm industry, OSHA compliant vs firms
who are not.

Human Resource Managers
(Wage & Benefit)
∙∙ 53 respondents
∙∙ Majority of respondents were located in Sandusky
County (43%).
∙∙ Majority of respondents had firms between 1-25
employees (28%). The next largest categories of
employees were 51-100 (almost 17%), 101-150 (13%),
26-50 (11%), 201-300 (11%).
∙∙ Majority of respondents were in manufacturing (47%),
healthcare (13%), construction (11%) and non-profit
(9%).
∙∙ Over 3/4s of respondents were from non-union
businesses.
∙∙ Over 58% of respondents offered part-time work,
49% offered second shift and 43% offered third shift
work. 28% offered flex time, which helped meet the
workforce’s need for a balance work/life.
∙∙ Extended workdays were also offered, almost 21%
offered a 10-hour day and almost 17% offered a 12hour day. Almost 72% of respondents had overtime
work.
∙∙ The overwhelming majority of businesses operated
on a 40-hour work week (81%).

∙∙ 92-98% of respondents offered major paid holidays
(New Year’s Day, Memorial Day, Independence Day,
Labor Day, Thanksgiving Day and Christmas Day).
New Year’s Eve and Christmas Eve were offered by
40% and 67% of respondents respectively. MLK,
President’s Day, Columbus Day, and Veteran’s Day
had a small group that provided them as additional
days off (anywhere from 7-13% of respondents). Many
companies responded that they offered the Friday
after Thanksgiving off, as well as two floating holidays
per year, which were seen as an additional benefit.
∙∙ Paid sick leave was pretty split- almost 53% said they
offered it, while 47% said they didn’t. This may be
a benefit that businesses could provide to attract
employees. Paid personal time off was not being
offered by almost 60% of respondents. This may also
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be a benefit that employers should consider offering
as an added incentive. As many companies move to
paid time off (PTO) that includes vacation, sick and
personal time, this was seen as a desirable benefit
liked by employees.
∙∙ The overwhelming majority offered paid vacation
(almost 91%) and the same with paid bereavement
time off (83%).
∙∙ Overwhelming majority offered medical (96%),
dental (82%) and vision (80%) benefits. Disability
was offered by almost 60% of respondents. Mental
health assistance and maternity/paternity benefits
were offered by 47% and 41% respectively. The
4CG was interested in the percentage of businesses
offering mental health assistance.
∙∙ The majority of respondents (58%) stated that the
monthly employee paid insurance premium range
was $101-$150.
∙∙ Other benefits offered included life insurance
(67%), 401k (65%), tuition reimbursement (54%),
disability insurance (50%) and bonuses (42%). Tuition
reimbursement was seen as a life-long learning
benefit in the 4 county region. 75% of respondents
matched employee 401K contributions. The majority
of respondents (31%) stated that their benefits
package was worth $10.01- $15.00 an hour, which
should be promoted in the hiring process. Almost
10% offered a transportation credit. These businesses
will be contacted to see how their programs could be
replicated by other businesses.
∙∙ Majority of respondents paid their employees hourly
(92%).
∙∙ Even with all of the technology changes, the
majority of employers (71%) were still using in
person applications to find employees. This matches
with how citizens reported finding their jobs. The
internet was used for the next two categories,
company website/online application (63%) and online
employment services such as Indeed, Monster, and
Linked In (67%). Reaching potential employees this

Public Participation

way would be a problem for the percentage of people
in the four county region without internet access.
County employment services were used for almost
27% of respondents. Responding businesses also used
technical school partners and college partners, 21% and
17% respectively. These numbers could be increased
with stronger partnerships. Print publications were the
least source used to find employees. Social media and
employee referrals were mentioned repeatedly in open
ended comments.
∙∙ Per responding businesses, applicants were not
hired for the following reasons: lack of skills/job
requirements (74%), poor work history (60%) and
failed drug/alcohol tests (43%). Background checks/
references were also listed as reasons applicants
were not hired. These were areas that the 4CG
Partners could assist with, to make these potential
employees employment ready.
∙∙ Majority have 1-5 positions open, on average, per
month (51%), while 23% have no positions open.
∙∙ Majority have orientation, onboarding and crosstraining processes. Components of orientation
and onboarding could be shared with 4CG and
educational partners so that they can better prepare
individuals to the workforce.
∙∙ Majority have internships (52%), apprenticeships
(42%) and pathways for position advancement (42%)
available. The 4CG Partners should approach these
businesses for better worker placement into these
programs.
∙∙ Majority had a turnover rate of 1-10% (58%). Almost
21% of respondents had a turnover rate of 11-20%
and 15% had a turnover rate of 15%. The majority of
those turning over were workers in the 26-36 years
old category followed by the 18-25 year olds. Typical
tenure for those turning over was 1-4 years followed by
3-6 months. This data echoes focus group comments
that if you can keep them for at least six months, then
you will probably have them for the long haul.
∙∙ Excessive absenteeism (not specifically defined) was a
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major reason (almost 37%) why responding employers
terminated an employee. Lack of work skills/aptitude
was the second highest reason (27%). Drug use was
also mentioned as a cause for termination. Almost
58% of respondents completed exit interviews and
79% completed drug tests.
∙∙ Responding employers felt employees were leaving
for better pay at another job (47%) and also because
they didn’t like the work (30%). It was interesting to
note that lack of childcare and lack of transportation
were not mentioned at all. Retirement was listed by
a number of respondents for the other category.

Economic Development Partners
∙∙ 27 respondents
∙∙ Majority of respondents had 1-2 staff members
(48%) or 11+ staff members (36%).
∙∙ Majority served the County (37%) with others
serving the region (22%), the City (18.5%) and/or the
Village (11%) to give the survey responses a balance
of all jurisdictional levels of economic development.
∙∙ Majority of economic development services
provided listed business retention (59%) and new
business development (48%). Employment training
(41%) and job search assistance (33%) were also
listed. Housing, transportation and child care were
not ranked highly, but such services are important
to economic development.
∙∙ Almost 35% of respondents did not offer
employment assistance programs to individuals.
Local programs were offered by 46%, State
programs by 27%, and Federal ones by 23%.
∙∙ Personal visits (89%), email blasts (81%), social media
(70%), group presentations and websites (each at
59%) were the ways in which partners communicated
with business/industry.
∙∙ 30% of respondents were not making an initial
contact with new businesses/industries. This will
be added to the 4CG Partners outreach list.
∙∙ Almost 93% routinely collaborate with other service
providers in the area.

∙∙ 44% competed/overlapped with services/programs
with other organizations in the area. 42% stated
duplication of services. 44% felt that there were
services they should be providing but did not.
Examples included grants, visa programs, small
business assistance, driver’s education, incubator
space/program, workforce development and job
training. The 4CG Partners should further examine this
to make sure these percentages decrease.
∙∙ 52% offered programs that could be utilized regionally/
state wide. Examples included youth entrepreneur
programs, multi-entry point system for CTE with
increase in enrollment and teacher boot camp.
Showcasing 4CG Partner’s work at the State level
should be considered for these programs, as a means
for additional funding, but also for providing examples
of best practices.

Services Provided to Employers
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High School Senior
∙∙ 572 respondents
∙∙ Responding high schools included: Bellevue, Bishop
Hoffman, Carey, EHOVE, Fremont, Fostoria, Genoa,
Mohawk, New Riegel, Norwalk, Oak Harbor, Old Fort,
Monroeville, New London, Put-in-Bay, Seneca East,
South Central, Tiffin Columbian, Tiffin Calvert, Western
Reserve and Woodmore
∙∙ Majority of respondents felt their community was a
good (53%) or excellent (almost 18%) place to live.
This was a good baseline to build on for retaining
students after they graduated.
∙∙ Majority felt their communities offered some (54%)
or too few (26%) job opportunities. Only 15% felt
their community offered many job
opportunities.
∙∙ Majority felt their communities
offered some (44%) to few (40%) good
paying jobs.
∙∙ Majority (51%) of respondents
planned on attending a 4-year
Ohio college after graduation.
Approximately 14% were planning
on attending a 2- year Ohio college,
almost 11% were getting jobs after
graduation and 6% were attending
a trade school. It was interesting to
note that only 4% were attending a
college out of state.
∙∙ Respondents felt that they had the
following skills as they moved toward
a career path: teamwork (84%),
communication (80%), problem
solving/critical thinking (77%) and
leadership (71%).
∙∙ Respondents felt that having a strong
work ethic meant managing time
wisely/showing up on time (92%),
working well with others (88%), being
respectful (89%) and being honest
(83%). Less than half thought it meant

putting job first, which suggests respondents were
interested in a strong work/life balance.
∙∙ Majority wanted to work in the healthcare field (35%),
followed by business/information management
(24%) and then construction/skilled trades (17%)
and education (18%). Other responses included
graphic design, the arts, music, cosmetology,
culinary arts, psychology, social work, video games
and engineering. Only 6% listed manufacturing.
Of note: the 4CG Partners have a vision of a strong
manufacturing sector and will be undertaking
many activities to showcase this sector, the students
surveyed, however, were not as interested in this line
of work.

What Does a Strong Work Ethic Mean to You?

∙∙ The majority of high school seniors (44%) were
deciding their career fields based on internet research.
Additional means included parents/family members in
that field (31%), completing job shadowing in that field
(28%) and receiving training during high school in that
field (23%).
∙∙ It was interesting that many students commented
that they were always interested in that field (79%),
indicating that interest in careers was often decided
early. Pay and availability of jobs also ranked high.
Many comments cited included passion for that type
of work as the reason to pursue that specific field.
∙∙ Majority felt that parents or other family members
(49%) helped them the most when determining
their career path, followed by no one (35%), school
(21%) and internet/social media (22%). Only 6% of
respondents felt that career showcases determined
their career path. This revelation shows that career
showcases should be held earlier and that a focus
on mentoring/internships in junior high/high school
should be offered.
∙∙ Students want more information on various careers,
not just business and marketing. They wanted to
see additional military information; more guidance,
less pressure; more cultural opportunities; more
encouragement from staff/administration; a class
about career readiness and more exposure to other
fields. 49% said more business shadowing, 39%
said more on-site business visits and 33% said
more apprenticeships. Businesses will need to do a
better job of opening up their facilities to encourage
this future workforce.
∙∙ The overwhelming majority of respondents have
considered moving away after high school (74%),
even though they stated earlier in survey that their
community was good or excellent. Based on their
Ohio college choices, they were at least still within
the State. The most chosen reason to move away was
exploring a new place (69%), a job (65%), going to
college (63%) and a higher paying job (59%). Family
(83%), mate/partner (35%) and work (28%) would

Public Participation

bring them back to their home community. As far
as environment, 18% said rural atmosphere and 17%
said natural environment would bring them back.
Even if the region could attract this percentage of the
population back, this would increase the available
workforce.
∙∙ Almost 79% of respondents had their driver’s
license. Of the 22% of those who did not have a
license, reasons included no driver’s education
(38%), no car (37%) and other reasons (38%), which
seemed to be a combination of all of the above.
Approximately 16% listed cost as a barrier to a
driver’s license.
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CHAPTER 5: INDUSTRY
ANALYSIS/FOCUS GROUPS
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

Agriculture, Construction, Davis-Besse,
Education, Healthcare, Manufacturing, Service/
Travel/Tourism, Transportation/Logistics

Industry Analysis

AGRICULTURE
Overview
Agriculture is a predominant economic contributor to
the four counties. In Huron County, 72.42% of the land
is used for cultivated crops and pasture/hay production;
in Ottawa County it is 60.33%; in Sandusky County
76.03% and in Seneca County 82.05%. As depicted in
the tables below, Seneca County has the most farms
with 1,156 and Ottawa the fewest at 551. Huron County,
however, had the largest average farm size at 297 acres.
In cash receipts; Huron County tops the four-county area
with $199,958,000; Seneca County with $140,877,000;
Sandusky County with $101,038,000; and Ottawa County
with $59,220,000. The top crops grown are soybeans,
corn and wheat. Seneca County has the most acreage in
soybeans with 123,121, followed by Huron with 121,114
acres. Seneca County also has the most acreage in corn
with 81,055, followed by Sandusky County with 58,248
acres. For wheat, Seneca County has the most acreage

with 22,184, followed by Huron County with 14,111 acres.
As a side note, all Focus Group discussions utilized 2010
US Census Data and 2017 American Community Survey
Data when it was the most recent data available.
In regards to livestock, chickens, cattle and hogs were
the most dominant with Huron County raising the

most chickens (943,273) and cattle (15,095). Seneca
County was tops in hogs/pigs with 40,630. Huron
County had the highest amount of livestock receipts
with $65,059,000, followed by Seneca County with
$25,345,000.

Land in Farming
Total Land/Percent
Cultivated crops,
Pasture and hay

Agricultural Value

Land In Farms
(acres)

Number Of farms
Ave.

Total Cash
receipts

Farm Size (acres)

Ave. Receipts Per
farm

Huron Co

493.1 sq
mi/72.42%

$262,653,420

240,519

810

297

$199,958,000

$246,862

Ottawa Co

255.1 sq
mi/60.33%

$133,124,950

121,498

551

221

$59,220,000

$107,477

Sandusky Co

409.2 sq
mi/76.03%

$243,764,380

178,161

768

233

$101,038,000

$131,560

Seneca Co

550.6 sq
mi/82.05%

$329,214,680

266,896

1,156

231

$140,877,000

$121,866

Source: USDA- National Agricultural Statistics Service- 2017 County Profiles
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Top Crops
Soybeans for beans #
of acres

Corn for grain # of
acres

Wheat for grain # of
acres

Forage Hay and
Haylage # of acres

Vegetables # of acres

Cash receipts For
crops

Huron Co

121,114

57,728

14,111

6,391

4,121

$134,900,000

Ottawa Co

75,594

18,229

7,411

4,712

1,528

$55,036,000

Sandusky Co

89,116

58,248

6,504

4,988

2,386

$91,797,000

Seneca Co

123,121

81,055

22,184

4,360

637* *Corn for silage
or greenchop

$115,532,000

Source: USDA- National Agricultural Statistics Service- 2017 County Profiles

Livestock
Broilers
chickens

Cattle/calves

Goats

Hogs/Pigs

Horses/
Ponies

Layers/Eggs

Pullets

Sheep/
lambs

Turkeys

Cash
Receipts for
Livestock

Huron Co

943,273

15,095

363

12,821

758

192,160

413

2,699

35

$65,059,000

Ottawa Co

0

5,824

100

149

302

1,030

0

274

0

$4,184,000

Sandusky Co

300

5,036

426

5,489

374

1,619

342

515

35

$9,242,000

Seneca Co

1,275

6,519

617

40,630

277

4,328

297

2,623

No info

$25,345,000

Source: USDA- National Agricultural Statistics Service- 2017 County Profiles
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Agriculture Jobs
Huron County

2004

2010

2017

38.7%

31.3%

29.8%

Agriculture, Forestry, Fishing and
Hunting

1.4%

1.4%

1.9%

Ottawa County

2004

2010

2017

Manufacturing

Manufacturing

19.7%

19.0%

17.3%

Agriculture, Forestry, Fishing and
Hunting

0.8%

0.7%

0.5%

Sandusky County

2004

2010

2017

39.0%

35.8%

40.7%

Agriculture, Forestry, Fishing and
Hunting

0.4%

0.5%

0.3%

Seneca County

2004

2010

2017

27.8%

20.2%

24.3%

0.4%

0.4%

0.3%

Manufacturing

Manufacturing
Agriculture, Forestry, Fishing and
Hunting

Source: Ohio Jobs and Family Service- Ohio Economic Health Report, 2017

Agriculture, Forestry, Fishing & Hunting Jobs
2010

2017

2019

Huron Co

777

1,114

895

Ottawa Co

485

323

340

Sandusky Co

740

717

423

Seneca Co

539

444

479

2,541

2,598

2,137

Total

Source: 2010 US Census; 2017 ACS Data; 2019 Job EQ- Quarterly Census of
Employment by Bureau of Labor Statistics, US Dept. Of Labor
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Historically, employment in agriculture is one of the lowest categories among
the four counties. From data noted above, combined there were only 2,137
persons working on farms in 2019 compared to 2,598 in 2017, approximately an
18% decrease. From 2017 State of Ohio ODJFS data showing job distribution by
industry, manufacturing employs the most persons in all four counties with the
highest percentage in Sandusky County with 40.7%. Agriculture is one of the
lowest employment industries in all four counties, with Huron County employing
the most persons.
Our focus group on Agriculture was held on December 9th and had
representatives from the 4CG Partners, the farming industry, soil and
water conservation offices and OSU Extension Office participating. These
individuals provided expert information on their industry.
Unique and distinct skills are needed for agriculture workers, “MacGyver”
like. A mindset is needed where a person needs to know how to work out
various problems on the farm. Math skills are important along with knowledge
in physics, biology, botany, agronomy, meteorology, animal science and
economics.
Competitive disadvantages include hard work for little pay in the beginning.
Farming and the associated careers are not always financially lucrative. They
are, however, morally lucrative and gives one a sense of hope. Farm work is very
stressful, reliant on weather and economic conditions, creating financial and
mental health burdens on farmers and their families. To address this growing
issue, the Ohio Farm Bureau is now emphasizing the availability and access to
mental health programs for farm families.
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Of all the 3,285 farms in the four county area; 1,200 are
operated by young farmers (under 35) and 684 farms are
operated by women. Public support for young families
starting out in the business is needed. More vocational
training is also needed and more exposure in this field
should be made available in area high schools. The Ohio
Farm Bureau and the Future Farmers of America (FFA)
are big proponents of this and have initiated programs
in the elementary, middle schools and high schools.
AG educational programs need to be expanded in the
technical schools with internships, mentoring programs
and work study systems. The Ohio Farm Bureau, the OSU
Extension Office, the 4H Club and the Ohio Department
of Agriculture should all be involved. The Ohio Farm
Bureau and Ohio Department of Agriculture have also
started programs to provide financial assistance to
young farmers with recent passage of funding incentives
through the Ohio legislature.
Overall, farms are getting smaller in the four-county
region, but they are becoming more efficient with
advanced technology. Most farmers are getting technical
assistance from farm equipment vendors rather
than the Extension Office or Farm Bureau. Stronger
partnerships among the farming community, schools,
the FFA and Ohio Farm Bureau will help in the long
run. Succession planning is also a problem with many
farmers. Continued family ownership of farms is getting
harder with younger generations not willing to continue
in the field. Full-time farming does not bring in enough
income, so many farmers have to work other jobs just to
make ends meet. In the four-county region, family farms
proliferate. Most farms have 4-5 employees in addition
to family members. Drainage issues and soils are unique
to the region and present problems with farming. Most
of the area was formerly swampland and draining the
land is expensive.

Issues related to pesticides, manure and fertilizers are
major concerns for farmers. The harmful algae bloom
problem in Lake Erie is also impacting area farmers.
Past practices are catching up with current farmers.
With Lake Erie now the focus of attention, farmers
will need to contend with the EPA in addition to the
Department of Agriculture, which can be stressful.
More jobs, however, have opened up with the Soil and
Water Conservation offices to monitor phosphorous
into Lake Erie. The State of Ohio H2O program should
help, but it is new.
Current farmers need help with new crops, markets,
distribution assistance and storage. A distribution
system was not in place when some farmers ventured
into growing hops and barley for microbreweries and as
a result, they suffered losses. Similarly, the new initiative
of growing hemp is experiencing the same problems.
Better coordination and education from the Ohio
Farm Bureau, the OSU Extension Office and the Ohio
Department of Agriculture are needed to help farmers

with these new crops. Farmers are an independent lot
and not very social. They need to be coaxed to learn
about new technology, economic incentives and new
crops.
The use of H2A visas for temporary agricultural workers
by some growers in the four-county region, especially
in Huron County, has been instrumental in the success
of these businesses. Local farms are able to hire foreign
immigrants on a temporary basis (for up to a 3-year
stay) for seasonal agricultural work. Applications (from
businesses/growers) are processed through the state
via the U.S. Department of Labor –DOL (to obtain a
Temporary Labor Certification). Then, once a certification
is received from DOL, a request is made to the U.S.
Citizenship and Immigration Services (USCIS), filling out
Form I-129. Prospective workers apply for U.S work visas
through US Embassies or Consulates. Once approved by
Homeland Security, workers gain access to the United
States through U.S. Customs and Border Protection. It is
a cumbersome program, but according to the growers,
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well worth it. This program has enabled local growers
to successfully harvest their crops and get them to
market. Despite the extensive paperwork and costs, area
growers feel it is well worth it for peace of mind knowing
that they will have plenty of workers to harvest their
crops. Unlike the H2B Visa program (for non-agricultural
workers) which has a cap, the H2A program does not.
Local farmers hope that current policies will prevail, but
are somewhat concerned given the anti-immigration
mood in Washington.

Recommendations
To encourage additional growth in the agriculture
industry for future workforce, retention of existing
workforce and overall economic development, the
following are some of the recommendations voiced by
the Focus Group attendees:
∙∙ Expose elementary, middle school and high school
students to the agricultural industry. Work with the
schools, the Ohio and American Farm Bureau, the 4H
POGGEMEYER Design Group
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Club, the Ohio Department of Agriculture, the Future
Farmers of America, the local chambers and area
economic development organizations. Emphasize
advanced technological side of the business.
∙∙ Strengthen the AG programs in the vocational
schools, Terra State Community College, Owens
Community College, OSU, etc. Establish
internships and work study programs that show the
multiple educational disciplines needed for farming.
∙∙ Establish mentoring programs for young farmers
through the various farming agencies and enhance
financial assistance to young farmers.
∙∙ Work with the farming industry to introduce new
crops such as barley, hops and hemp, as demand
for these products grow regionally and state-wide.
Help to build the marketing, distribution and storage
networks.
∙∙ Foster more cooperation and coordination among
farmers through co-ops and other networks for better
pricing and access to labor force, transportation and
crop processing.
∙∙ Ensure that the H2A Visa program for seasonal
agricultural workers is continued and enhanced. This

has helped the Buurma and Wiers growers in Huron
County. Inform State and Federal legislators of
these programs and their importance to the region
so that they can support them in Columbus and
Washington.
∙∙ Encourage more immigrants and refugees to the
four-county region to help address labor shortages.
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CONSTRUCTION
Overview
From U.S. Census and American Community Survey
data, in 2017, the construction industry had 6,493
workers in the 4CG region representing 6.45% of
the total four county workforce of 100,676. This
reflects a decrease of 0.60% from 2010 figures.
In 2010, there were 7,327 construction workers
out of a workforce of 103,882. Jobs EQ data for
2019 (Chapter 3) shows a further drop to 5,105
construction workers in the region.

4CG Construction Workers
Total 2010 County
Workforce

2010 Const workers

Total 2017 County
Workforce

2017 Const workers

2019 County
Workforce

2019 Const workers

Huron Co

27,300

2,272

27,061

2,137

23,870

1,951

Ottawa Co

19,990

1,498

19,348

1,246

15,566

861

Sandusky Co

29,616

2,056

28,434

1,571

27,747

1,148

Seneca Co

26,976

1,501

25,833

1,539

21,637

1,331

Total 4CG

103,882

7,327

100,676

6,493

88,820

5,291

Source: 2010 U.S. Census; 2017 ACS Data; 2019 Job EQ- Quarterly Census of Employment by Bureau of Labor Statistics, US Dept. of Labor

In 2017, construction was the 5th highest ranking industry in the 4CG region, with Huron County having the highest number of construction workers. Chapter 3 Jobs EQ 2019 data
has it dropping to the 6th highest ranking industry in the 4CG region. Overall, manufacturing employs the most workers in the 4CG region with 25,571 workers followed by Health
and Social Assistance with 21,713 workers.
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Top Ten 2017 Industries in 4CG by Number of employees
Huron Co

Ottawa Co

Sandusky Co

Seneca Co

4CG Total

Manuf

6,478

3,712

8,188

7,193

25,571

Educ/Health Soc. Services

5,632

4,503

5,657

5,921

21,713

Retail

2,766

1,783

2,639

3,062

10,250

Food Service

2,095

2,342

2,390

1,774

8,601

Construction

2,137

1,246

1,571

1,539

6,493

Transp/warehousing,
Utilities

1,754

1,495

1,796

1,285

6,330

Prof/Scientific/Mgmt
Admin/waste mgmt

1,397

1,267

1,826

1,179

5,669

Other

1,284

814

1,470

1,169

4,737

Public Admin

631

756

645

741

2,773

Finance/Ins/Real Estate
Rental and Leasing

667

667

728

686

2,748

Arts/Entertain Rec/Accom

Source: 2013-2017 American Community Survey (ACS) Data

Percentage of Construction workers by County
2004

2010

2017

County
employment Rank

Huron Co

6.0%

6.4%

7.2%

5th highest industry

Ottawa Co

4.6%

3.1%

4.5%

8th highest industry

Sandusky Co

4.2%

3.4%

3.9%

6th highest industry

Seneca Co

4.9%

5.2%

5.1%

6th highest industry

Source: U.S. Census, Quarterly Workforce Indicators

From 2019 Third Quarter data from Jobs EQ, construction workers in the
4CG region earned between $44,800 and $51,700 annually. Unemployment
in the field ranged from 5.9% to 8.4%. The most demand for construction
workers was in Huron County, which also had the most exits (workers leaving
their jobs).
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Number and wages of Construction workers
by County

Huron Co

Number of
workers

Annual
wage

Unemployment

Demand
For
workers

Exits

1,488

$47,700

8.4%

158

53

Ottawa Co

757

$51,700

8.4%

79

27

Sandusky Co

964

$46,500

6.4%

102

34

Seneca Co

1,051

$44,800

5.9%

108

36

4CG

4,260

--

--

447

150

Source: 2019 3rd Quarter Top Occupations

On November 1, 2019 a Focus Group meeting was held with fifteen construction
businesses and affiliated representatives at Terra State Community College.
Construction work is not for everyone. It is for able bodied individuals between
the ages of 19 to 60. Construction work is physically demanding with long hour
days. Attendance is mandatory given job deadlines and this presents problems
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to newer workers that want time-off for a variety of
family issues. Construction work is also seasonal with
lulls between November and March. There also may
be some out-of-town travel required and work may
take place under inclement weather conditions. Many
contractors have job vacancies and if they had the
employees, could go after additional work. The lack
of workers has been a big stumbling block for many
businesses to expand.

requirements that potentially expose the companies to
liability issues.

Current challenges include a static population, an overall
aging workforce, fewer number of construction-age
workers, individuals who cannot pass a drug test or do
not have a driver’s license or have transportation to work.
Many new workers do not have the work ethic that older
workers possessed. Sadly, many new workers do not
have the math or communication skills that are needed
for the job. New workers are impatient, not willing to
stay on the job long enough to learn the business or
to get trained. Some of the construction companies
mentioned that they have had mixed results with some
Amish workers. Though they are hardworking, they are
somewhat strong-willed and pay little regard to OSHA

Recommendations

Many construction employers also noted the growing
generational differences between older workers and
younger ones. Where sharing a beer after work was
a common occurrence that built up teamwork and
comradery, younger workers now bolt home or are too
busy on their cell phones.

To encourage additional growth in the construction
industry for future workforce, retention of existing
workforce and overall economic development, the
following are some of the recommendations voiced by
the Focus Group attendees:
∙∙ Encourage more students to consider vocational
schools. This decision should not be seen as a
negative. College prep is not for everyone. From a
wage comparison standpoint, many of the salaries of
skilled trade jobs are equal to or slightly surpass those
jobs requiring college degrees. Getting teachers and

parents on board with this thinking is critical.
∙∙ More internships and apprenticeships in the
construction industry will expose students to this field
and get them familiarized with all of affiliated tasks
and required skills.
∙∙ As with other fields, improved technology has aided
the construction industry and more workers will
need to keep up with it. As a result, the vocational
schools and community colleges should continue
and/or expand their classes in the trades.
∙∙ Given the dire need for more workers, construction
companies are tapping the part-time worker market.
With innovative scheduling, this has helped alleviate
shortages.
∙∙ A construction company in the area encouraged
workers from Puerto Rico to move here along
with their families with the understanding that
construction work would be available to them.
∙∙ More immigrant labor should be encouraged
in the 4CG region to address the current labor
shortage and it should be done in a partnership
effort to include the state, JFS, local chambers, ED
organizations and congressional representatives.
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DAVIS-BESSE
Overview
Davis-Besse (D-B) Nuclear Power Plant operated
by First Energy is located in Ottawa County near the
Village of Oak Harbor. The plant employs 700 persons
and produces approximately 40% of the total power
consumed by the northwestern region of Ohio. D-B is
the largest private employer in Ottawa County.
There are only 99 operating nuclear power plants
in the United States. In 2017, the Ottawa County
Improvement Corp (OCIC) partnered with economic
and workforce development organizations throughout
the Davis Besse labor shed to prepare for the imminent
closure of the plant (due to FirstEnergy Solutions
intention to exit the generation business in deregulated
states), even if legislative relief was approved. The
Strategy was designed to provide guidance for
two possible phases: (1) support facility ownership
transition; and (2) minimize disruptions associated
with plant closure and long-term decommissioning.
This Strategy includes Economic and Workforce
Development Growth Objectives that focus on
identifying high-value targets in industries that utilize
resources available in Ottawa County, capitalize on
the skill sets of existing job seekers and impending
Davis Besse job seekers and prepare Ottawa County
infrastructure properties for possible site location
opportunities. Additional information on this Strategy is
provided in Chapter 2.
House Bill 6 was passed by the State of Ohio in July,
2019. The bill provided funding until 2027 for nuclear
power plants in Ohio which avoided a shut-down of
the Davis-Besse Nuclear Power Plant and stabilized
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the company’s future. However, OCIC has urged the
Economic Development Administration to incorporate
langue into the new FY20 nuclear power plant closure
priorities that will allow any community with a nuclear
power plant to be eligible for funding to develop
strategies that are focused on attracting new economic
development opportunities for growth in the local
employment and tax base. Benton-Carroll-Salem
School District is also requesting that they be eligible
for Stranded Act funds because of its vulnerability to
changes within the nuclear power industry.

A focus group was held with representatives of
Davis-Besse on November 4, 2019. Participants
talked about an aging workforce with the need to
replace these experienced employees. New hires
who have extensive training often leave the region
for a better paying job. The tenuous nature of DavisBesse prior to HB 6 passage may have contributed
to the recent high turnover. The plant competes with
other regional power plants for skilled staff.
Retention of staff is a challenge. In the past, they
have hired persons laid off from manufacturing,
which has worked well. However, people continue
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to leave for better paying similar positions. For
example, municipal police forces can have a higher
pay scale and better benefits. At least twenty D-B
officers have gone through the training and then left for
other positions.
Nuclear power plants are highly regulated and must be
as efficient as possible. It takes 3-4 years for a person
to get a good idea of the plant and what needs to be
done. There are only about ten people still employed
since the 1980’s.
All training is in-house, with specialty training vendors
brought in for some training. Young people move
to other departments, as well as other plants. Law
enforcement/security typically is the entry for
new employees. Currently the Law Enforcement
Department has ten classes with 4-5 people to replace
about 30 positions. Previously, there was one class
annually. The department is currently not meeting its
quota for female staff. There were 3 females in the
last class; 2 quit before they started. Some applicants
cannot pass the background security check. Most
law enforcement positions are filled by veterans. They
look for military police, security staff and other related
positions. However, military can be deployed at any
time, leaving the plant short-staffed. One-third of the
workforce were identified as veterans. Since 9/11,
the security at the plant has changed dramatically.
Security staff are working extended hours to keep the
protection strategy in place.
Employees are represented by Local 245 who perform
line construction in 26 counties in Northwest Ohio.
There is currently a shortage of lineman. The Plant also
has warehouse personnel, mechanical maintenance,
pipe fitters, machinists, electricians, chemist to monitor
water within the plant, radiation protection, instrument

control, calibration and equipment and operators of
the plant; reactivator to entry. Training is second to
none. Background security checks are mandated for all
positions and a good solid educational background is
important. An outside apprenticeship is 7000 hours from
entry level to journeyman. The program is recognized by
the Department of Labor and Department of Education.
Cost to provide the education is about $10,000 per
person.
It is difficult to recruit employees. The company is
running an advertising campaign targeted to The
University of Toledo, Walleye Games and sponsorships

on Public Television. They get a lot of feedback and
applicants from the campaign; however, some are not
qualified. The open positions are challenging for a high
school graduate. CDL training at schools would be a plus
for non-college bound students. Davis-Besse currently
allows a grace period for employees to get a CDL
certification. There is a critical need for skilled trades.
Some union organizations have started working
with high school students. They provide tours for
students and courses the student can take in high
school. The programs introduce students to the skilled
trade opportunities and give them an advantage

Industry Analysis

when applying for apprenticeships after high school.
Carpenters and electricians are trying this approach.
Davis Besse should be working with Ottawa County
schools to demonstrate what the plant has to offer them.
Career days should be at the junior high school level with
classes to choose a career path.

and knowledge with younger staff. The plant cannot
always rely on retirees, but they have been fortunate for
the past 3-4 years. Davis Besse provides pension benefits
that start the first of the month following the date of hire.
They have to work three years before receiving benefits
upon retirement.

The Engineering Department is also facing challenges.
Turn-over is high. There is an expectation by the
employee for training and there often is not ample
time to give the needed training. New engineers are
expected to do the job of a 20-30 year engineer. The
stress for young engineers is real. The company is
creating co-ops and internships with local universities
and identifying people willing to relocate within the
proximity of the plant. They have found that people
from the area will stay longer and become better trained
through work. Students from the area differ in staying
in the area or moving elsewhere. They usually need a
reason to stay in the area, such as a good job, to be near
family.

The future of Davis-Besse is more stable with the
passage of HB6. They cannot pre-hire when staff has
announced retirement/resignation because of staffing
level requirements. The industry accreditation process
must be followed. The power plant must maintain
certain staffing levels per regulations. The plant does
not typically go over regulated staffing levels, but find
there is a need for transition from new hire to replace
experienced, well- qualified person. Efforts are needed
to keep the correct number of staff and acquire the
required level of experience.

The younger workforce does not think it is important
to stay in one job or industry for an extended period of
time. They are always looking for the next job. Once
they establish a family in the area, it is more likely that
the employee will stay in that job. There is a clear
career path for employees who work hard and have
individual drive to succeed. Moving into supervisory
positions means more responsibility and time required.
Technical training and moving through the operator
sequence is a good path to success. Additional
training will be provided for employees who have vision
and want to succeed.
A number of retired employees will return to fill open
positions. They can provide training, share experiences
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Davis-Besse Nuclear Plant has
several competitive disadvantages.
They include:
∙∙ Higher pay scale in Michigan with union pension;
∙∙ Twelve-hour shifts for security personnel can be
challenging. Younger employees do not like the long
hours, working on holidays and forced overtime. They
typically get holidays off every other year;
∙∙ During plant shutdown, the company hires extra
staff and works 24/7 to get the plant back on line.
The shutdown occurs every 24 months and several
staff will leave after the first shut down experience.
Training new employees about shut down may be
beneficial. The plant is operating well and does not
typically need extended shut down as it has in the
past;
∙∙ New employees often do not have realistic
expectations about work. Most do not have jobs

before graduation and are not prepared to enter
the workforce. The young employee is involved
in sports and other leisure activities that can
often be a priority over work. They do not worry
about a pension, because they think they can find
a job anywhere. Working at a regulatory facility is
stressful. Drug test failures are minimal;
∙∙ Gas fired generating plants are a real threat to
nuclear power plants. They typically have 1/8th
the staff to generate the same amount of power.
However, if they do have an interruption in the
gas, it would be very costly. Using only one
source of generation, gas, could be problematic
for a consistent power supply;
∙∙ Difficult to find electricians who can pass the
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Edison Institute Test that is conducted industrywide. A new hire that passes the test will be a good
employee; and
∙∙ Regulatory requirements are very restrictive. Very
few licenses have been issued for nuclear power
plants. There are small module built plants in other
countries, but very political and not financially
attractive in the US. D-B has lost some employees to
the United Emirates. There is a plant being built in
Georgia, but it has had many cost overruns. Nuclear
plants are being built in other countries. The small
module plants may be the future. Economics make it
difficult, but clean air is nuclear power.
There are many advantages of being located in Ottawa
County. The cost of living is low and it is a good
place to raise a family. Affordable housing is available
and there are many recreational opportunities in the
Lake Erie area. Larger metropolitan areas with their
amenities are nearby and there are several good
universities in the area.
There are a few disadvantages to the plant location
such as there are not many large operations in the area.
Davis-Besse has not been integrated into the community
workforce and they are not aware of on-goings in other
industries in the area. They want to be made aware of
plant closings/lay-offs that could have a skilled workforce
suitable for Davis-Besse. Current conversations are good
and should continue.
The Plant does receive public support and is included
in most security operations with local law enforcement.
Tabletop exercises are conducted with the FBI and
emergency response drills are conducted quarterly. A
lot of local people spoke on behalf of Davis-Besse during
the deliberation of HB6. Participants talked about
being a better corporate citizen and performing more
community outreach. At the end of 2020, residents/
business will see a reduction in their electric bills due to
passage of HB6.

Participants commented that we need to think about
how we can capitalize on nuclear knowledge in the
region, from medical technology and beyond. Recently,
D-B was awarded a $9 million hydrogen energy-research
project with the University of Toledo. Davis Besse will
serve as a pilot site for research in expanding production
of hydrogen, an industrial and commercial energy
source. This is another example of partnerships with the
private and university partners investing $2.3 million in
this research project.
Partnerships with schools and training centers are
very important, incorporating the trades into career
days and communicating better with ED organizations.
Davis Besse has participated in BGSU’s STEM
program. Skilled trades need to understand
technology, which is highly specialized, but underrated.
Chemistry can be a real-life experience on a huge
scale. There are many applications on the industrial
level. Young people need to be encouraged to enter
the field of chemistry.

Recommendations
To encourage additional growth in the nuclear power
plant industry for future workforce, retention of existing
workforce and overall economic development, the
following are some of the recommendations voiced by
the Focus Group attendees:
∙∙ Continue to work with recruiting efforts, targeting
students with STEM skills, veterans and even retirees.
Focus on the unique skill sets, clear career path and
quality of life advantages.
∙∙ Focus on cross-training, long-term and succession
planning to assure retention of highly-skilled, highly
qualified workforce to operate plant.
∙∙ Work with economic development partners to
publicize co-ops and internships to cultivate future
workforce.

∙∙ Provide adequate available workforce talent to
assist with business expansion to generate wealth
in community. Create a competitive environment to
bring in new businesses.
∙∙ Work with economic development partners for
better communication of other industries who are
laying off employees that could be utilized at D-B.
∙∙ Continue community dialog that was opened with
passage of HB6. Provide more opportunities for the
community, including future workers at local schools,
to see the importance of nuclear power and the
exciting multi-disciplined job opportunities available.
Further “nuclear knowledge” of utilization of nuclear
in other industries should be explored and promoted.
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EDUCATION
Overview
In 2010, nearly 44% of the populations over 25 years old
were high school graduates. In 2017, nearly 43% were
high school graduates. Almost 47% of this population
had attained some college, an associate degree, a
bachelor degree and/or a graduate/professional degree
in 2017. Approximately 7% of this population did not
graduate from high school and nearly 21% had attended
college, but did not receive a degree. Below is a graph
showing educational attainment in the four-county area.

Educational Attainment Data
2010

Pop 25
yrs & over

< than 9th grade

9-12 grade No
Diploma

HS Grad/GED

Some College No
Degree

Assoc. Degree

Bachelor’s Degree

Grad/Prof Degree

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Huron Co

39,177

1,802

4.6%

3,565

9.1%

19,549

49.9%

6,621

16.9%

2,938

7.5%

3,095

7.9%

1,645

4.2%

Sandusky Co

41,362

1,530

3.7%

3,681

8.9%

18,075

43.7%

8,438

20.4%

4,219

10.2%

3,391

8.2%

2,027

4.9%

Seneca Co

37,411

1,122

3.0%

3,554

9.5%

16,386

43.8%

7,070

18.9%

3,254

8.7%

3,666

9.8%

2,357

6.3%

Ottawa Co

29,989

779

2.6%

2,309

7.7%

10,946

36.5%

7,347

24.5%

2,939

9.8%

3,479

11.6%

2,219

7.4%

Total

147,939

5,233

3.5%

13,109

8.9%

64,956

43.9%

29,476

19.9%

13,350

9.0%

13,631

9.2%

8,248

5.6%

Ohio

7,655,994

260,304

3.4%

704,351

9.2%

2,740,846

35.8%

1,538,855

20.1%

558,887

7.3%

1,171,367

15.3%

673,727

8.8%
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2017

Pop 25 yrs &
over

9-12 grade No
Diploma

< than 9th grade

HS Grad/GED

Some College No
Degree

Assoc. Degree

Bachelor’s Degree

Grad/Prof Degree

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Total

Percent

Huron Co

39,248

1,827

4.7%

3,095

7.9%

18,239

46.5%

7,446

19.0%

3,259

8.3%

3,552

9.1%

1,830

4.7%

Sandusky
Co

41,001

1,377

3.4%

2,930

7.1%

17,328

42.3%

8,918

21.8%

4,228

10.3%

4,178

10.2%

2,042

5.0%

Seneca Co

37,041

930

2.5%

2,482

6.7%

16,856

45.5%

7,291

19.7%

3,799

10.3%

3,588

9.7%z

2,095

5.7%

Ottawa Co

30,165

670

2.2%

1,683

5.6%

10,873

36.0%

6,858

22.7%

3,343

11.1%

4,255

14.1%

2,483

8.2%

Total

147,455

4,804

3.3%

10,190

6.9%

63,296

42.9%

30,513

20.7%

14,629

9.9%

15,573

10.6%

8,450

5.7%

Ohio

7,888,150

228,438

2.9%

577,205

7.3%

2,646,608

33.6%

1,614,614

20.5%

672,658

8.5%

1,341,204

17.0%

807,423

10.2%

Developing an effective workforce with the necessary
skills to be successful is a common theme throughout
this initiative and appears to be a national objective.
Employers relate continued challenges recruiting
and retaining a trained workforce that makes them
competitive in the market. High turnover and lack of
basic life/work skills are a common theme. Focused
educational/training programs that create pathways to
a successful career must include employers from most
private sectors to find solutions to the lack of an effective
workforce. Educational attainment of the population is
the single most important factor for shaping a region’s
economic success.
The SWOT Analysis conducted with the four counties
resulted in a common theme related to workforce
development education/training. All four county groups
identified the importance of a quality workforce as an
economic tool. The lack of a quality workforce was
attributed to a decline in the population, drug abuse/
mental health issues and poor wages.

A focus group was held for Education stakeholders on
December 9, 2019. Representatives from five local school
districts, two career centers and one community college
were in attendance. Comments made correlate with
the statistics for educational attainment. Family plays
a critical role in determining the career path selected
by a student, which is typically college-ready instead
of career-ready. However, the significant debt burden
carried by those attending a college may help to change
the current culture. Parents and students need to
understand that there are many excellent opportunities
for a successful and fulfilling career. Most careers will
require life-long learning to stay current with everchanging technology to stay competitive in the market.
The group identified several competitive advantages
in the four-county area. The advantages described
included:
∙∙ Open enrollment is staying constant;
∙∙ Educational partners at many different levels;
∙∙ Strong Business Advisory Council (BAC);
∙∙ Good coordination/communication between

educational institutions; and
∙∙ Shared resources among many districts, particularly
services from Educational Service Centers, that
provide staff psychologist and other professional
development programs/staffing.
K-12 schools must create an environment recognizing
that all students will not have the same path to success.
Students and parents need to understand a pathway
to success is based on student interests, aptitude and
opportunity. According to the student survey, the
majority of student respondents (44%) are deciding
their career fields based on internet research. Additional
means include completing job shadowing in that field
(33%), receiving training during high school in that field
(30%) and parents/family members are in that field (28%).
Student exposure to the workplace can give them a
better understanding of the opportunities available to
them. Apprenticeships should help employers identify
students that meet their needs and could be an effective
long-term employee. Several schools have adopted
programs to guide students toward a successful career.
They include:
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Successful Career Programs
Little Giant Pathway

Fremont City Schools

Signing Day for Trades

Danbury and Woodmore Schools

Workforce Development Scholarships

Terra Community College

Career Signing Day

EHOVE

Drug Free Clubs

EHOVE

Skilled Trade School

Ottawa County BAC

Pre-Apprenticeship

Ottawa County

Finance 101

Partner with Credit Unions

Mentoring Programs

Partner with Local Businesses

Teacher Boot Camp

Huron, Ottawa and Sandusky Counties

Pathways

Vanguard Sentinel

Pathways to Prosperity

Sandusky and Seneca Counties

		
The group also identified and agreed that there are several challenges and
obstacles for educational institutions that impact success. They include:
∙∙ Lack of preschool programs, comments included that there was not one in
a 129-mile radius and only two schools have a program. As a result, children
are not prepared when they come to kindergarten;
∙∙ Lack of internet access and computers, comments included especially in
Sandusky and Seneca Counties;
∙∙ Lack of transportation. Students are not getting driver’s licenses because of
the cost of driver’s training, vehicle costs and lack of understanding the need.
According to Focus Group respondents, sixty-four percent (64%) of seniors
do not have a driver’s license. Of those responding to the high school
senior survey, it was 22%. Eighty-seven percent (87%) of jobs will require a
driver’s license. Public transportation, UBER, etc., are not available in most
of the four-county area. Lack of transportation also impacts apprenticeship
programs and other training programs;
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∙∙ State of Ohio required testing impedes a number of students from attaining a
high school diploma. Most do not understand the importance of graduating.
Examine if students could participate in alternative programs such as working/
community services to obtain the points required for graduation;
∙∙ Liability insurance and workplace regulations often reduce opportunities for
apprenticeship programs for students under 18 years old working in certain
workplace environments;
∙∙ Lower starting wages. Manufacturing and construction starting wages are
comparable with wages paid for seasonal jobs, such as Kalahari (which may be a
deemed a more comfortable environment for some job seekers);
∙∙ Extra-curricular activities on weekends and evenings often take priority over
seasonal employment;
∙∙ Need for immediate satisfaction and lack of life skills can be a challenge. Difficult
to get students to consider careers that require longer education/training, such
as for the health care sector;
∙∙ Funding for driver’s training and other programs. Families do not qualify for
assistance, but do not have available funding for driver’s training, etc. As an
update, Huron County does have CCMEP (Comprehensive Case Management
and Employment Program) Funds that pay for driver’s training for youth up to
the age of 24. However, there is a long wait list to get into this training;
∙∙ Employers will employ persons who qualify for funding reimbursement over
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those who do not qualify for On-the-Job Training
programs;
∙∙ Funding for hand tools is not available, but appears
there is sufficient funding for cyber security and
computers;
∙∙ Losing a part of the workforce to drug addiction.
Random drug testing with consequences (no sports,
music programs, etc.) is a good lesson that will
continue in the workplace; and
∙∙ Mental health issues must be identified in schools.
If a student is struggling in school, he will continue
to struggle in the workplace. Governor DeWine has
recognized this issue with funding. Schools must be a
safe place for students.

Recommendations
To meet current and future needs and challenges in
education for the existing and future workforce, the
following are some of the recommendations voiced by
the Focus Group attendees:
∙∙ Focus on providing early education services,
whether physical preschools or partnerships with
other organizations that focus on early childhood
education.
∙∙ Educate parents and other family members who
influence student career choice that there are
many paths to a successful and fulfilling career,
including vocational training/certificates, removing
any stigmas. Invite parents to career showcases
or at minimum give them the tools to help to
develop a career path for their children with on-line
newsletters, highlighting various industries within
the region.
∙∙ Continue to educate teachers to create awareness
of opportunities for students. Develop an
understanding that not all students will go to college
and remove any stigmas.
∙∙ Focus on “career-ready” instead of “college ready” to

encompass all potential paths for students. Include a
marketing/branding campaign- “R U Career Ready?”
Campaign should show “pipelines of success” or
“yellow brick road to future.”
∙∙ Promote keys to “career ready”, such as a
diploma, certifications, life skills, a driver’s license,
apprenticeships, internships, mentors, etc. Reinstate
funding in the schools for driver’s training. A student
cannot be career ready in this area without reliable
transportation.
∙∙ Articulate value to students and employers of the OMJ
Seal, targeting specific high school classes and human
resource managers.
∙∙ Work with the State of Ohio regarding required testing
that impedes a number of students from attaining a
high school diploma. Suggest students participate
in alternative programs such as working/community
services to obtain the points required for graduation.
∙∙ Focus on automation/robotics as part of school
curriculum, starting earlier in school districts, since
some companies are moving towards automation due
to lack of workforce.

∙∙ Continue and enhance bus tours, site visits,
mentorships, apprenticeships, internships to increase
touchpoints between students and businesses. Start
earlier with these touch points, elementary or middle
school level for better engagement.
∙∙ Work with schools and manufacturing (or any
industry) to see how they market for new positions in
order to prepare future workforce.
∙∙ Target former students, ages 18-20, who may have
gone to college, but came back to the area and need
to get into the workforce.
∙∙ Work with industries to make workplace an attractive,
“fun,” team experience for future generations. Look
to best practices outside the region (Vitamix, Hyland
Software were examples given).
∙∙ Keep making it easy for students to go online and
find information about career paths, utilizing social
media (Twitter, Instagram, Snapchat) and QR codes to
connect with them.

Industry Analysis

CAREER PATHWAYS
Ohio In-Demand Jobs
Agriculture and Environmental
Systems
∙∙ Animal Science Environmental
Systems
∙∙ Food Buyer
∙∙ Food Inspector
∙∙ Food Science
∙∙ Geoscience
∙∙ Horticulture

∙∙ Supply Chain Management (II)
∙∙ Training

∙∙ Aerospace

∙∙ Biomedical Engineering

∙∙ Industrial Engineering

∙∙ Electrical

∙∙ Biotech (I)

∙∙ Industrial Technology

∙∙ HVAC

∙∙ Biotech (II)

∙∙ Materials

∙∙ Heavy Equipment

∙∙ Dental

∙∙ Manufacturing Safety

∙∙ Management (I)

∙∙ Medical Assisting

∙∙ Manufacturing Systems

∙∙ Management (II)

∙∙ Nursing (I)

∙∙ Telecommunications

∙∙ Nursing (II)

Construction Technologies

∙∙ Teaching

∙∙ Urban Forestry

Engineering and Science
Technologies

∙∙ Veterinarian
∙∙ Water Systems

Arts and Communication
Commercial Design

∙∙ Chemical Engineering
∙∙ Electrical Engineering
∙∙ Electronics Engineering
∙∙ Engineering Management

Media Arts (I)

∙∙ Mechanical Engineering

Media Arts (II)

Finance

Performing Arts

∙∙ Accounting

∙∙ Occupational Therapy
∙∙ Pharmacy
∙∙ Physical Therapy
∙∙ Prosthetics
∙∙ Radiology
∙∙ Surgery

Hospitality and Tourism
∙∙ Culinary Arts

Human Services
∙∙ Mental Health Counseling
∙∙ Social Work

Information Technology

Visual Design

∙∙ Banking
∙∙ Financial Advisor

∙∙ Interactive Media

Business Administration

∙∙ Financial Analysis

∙∙ Network Systems (I)

∙∙ Insurance

∙∙ Network Systems (II)

∙∙ Management

∙∙ Programming (I)

∙∙ Administrative Support
∙∙ Business Management
∙∙ Human Resources (I)
∙∙ Human Resources (II)
∙∙ Legal Management
∙∙ Medical Management

Government and Public
Administration
∙∙ Compliance

∙∙ Programming (II)
∙∙ Support (I)
∙∙ Support (II)
∙∙ Law and Public Safety

∙∙ Purchasing

∙∙ Emergency Medical Technician

∙∙ Supply Chain Management (I)

∙∙ Security

POGGEMEYER Design Group

BGSU CRD

Manufacturing

∙∙ Advanced Patient Care

Education and Training

∙∙ Natural Resources

Health Science

Marketing
∙∙ E-Commerce
∙∙ Marketing Management (I)
∙∙ Marketing Management (II)
∙∙ Public Relations
∙∙ Sales

Transportation Systems
∙∙ Automotive Technology
∙∙ Aviation
∙∙ Diesel Driver
∙∙ Diesel Mechanic
∙∙ Freight Operations

5:17

5:18

4CG Regional StrategicWorkforce and Economic Development Strategy

HEALTHCARE
Overview
The State of Ohio had more than a 5% increase in
employment in healthcare, education, and social services
from 2010 to 2017. During the same period, the fourcounty area had a 4.58% decrease in employment in
the same sector. Sandusky and Seneca Counties had
the most significant decrease in employment while
during the same period Huron County had over a 5%
increase matching the State increase and Ottawa County
had a 1.75% increase in employment in the healthcare,
education, and social services sectors.
Healthcare, Education, Social Services
Employment

Civilian Employed 16 & Over

16 & Over, 2017) and the largest category of workers in
Ottawa County.

2010

2017

%+/-

2010

2017

+/-

% +/-

Huron Co

27,300

27,061

-0.88%

5,338

5,632

294

5.22%

Sandusky Co

29,616

28,434

-4.16%

6,388

5,657

-731

-12.92%

Seneca Co

26,976

25,833

-4.42%

6,557

5,921

-636

-10.74%

Ottawa Co

19,900

19,348

-2.85%

4,424

4,503

79

1.75%

Total

103,792

100,676

-3.10%

22,707

21,713

-994

-4.58%

Ohio

5,369,857

5,488,180

2.16%

1,254,969

1,324,164

69,195

5.23%

Ohio Source: 2010 U.S. Census and 2017 ACS Data

According to the Bureau of Labor Statistics website, the
unemployment rate in December 2019, was 3.4% for the
United States. The Toledo area unemployment rate was
4.0%. The Cleveland area had an unemployment rate of
3.5% during the same period. All areas had a reduced
overall unemployment rate from 2018. Education and
health services employment in the Cleveland area was
210,900 in December 2019, an increase of 2.6% from

December 2018. During the same period, the Toledo
area employment was 51,400, a decrease of 1.9% from
December 2018.
The majority of high school senior survey respondents
wanted to work in the healthcare field and Education/
Health/Social services is the second largest category of
workers in the four-county region (Civilian Employed

A focus group of healthcare professionals was held
on October 30, 2019. Representatives from area
hospitals, medical providers, public health, non-profit
health and nursing homes attended. For the most
part at the time of the focus group, participants felt
that healthcare has a stable workforce in the fourcounty region. Again, at the time this focus group
was held, respondents stated that the region has not
experienced a nursing shortage. Area facilities work
with Terra State Community College using student
nurses, who will often stay long-term. However,
some indicated that nurses need better bedside skills.
Hands-on training is good, but not always available for
students. Some participants also indicated that they
do not hire LPN’s. State Tested Nursing Assistants
(STNA) training has been positive for improving patient
care and time management. Some do training onsite, having training groups come to the facility for
specialized training, such as obstetrics.
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Terra State Community College
Organizations will often pay for additional training
for nurses. A BSN may get a higher starting salary
than an RN, but there is really not much difference.
The starting BSN will not have clinical experience and
will require training. Participants indicated that their
organization will pay for nurses/technician training.
Once a nurse is in the hospital system, there are many
opportunities for training and advancement.
All indicated a need for laboratory technicians to
analyze blood draws. There is not an issue finding
phlebotomists. There was an attempt to conduct
a laboratory science program at Terra State
Community College, but there were not enough
students enrolled to sustain the program.
At the time of the focus group, participants stated that
the healthcare sector is experiencing high turnover
for environmental services and non-skilled staff. High
turnover can be attributed to low wages. They often
lose dietary staff to fast food restaurants. An increase
in hourly wages may help, but experience indicates
that an increase in benefits is not effective. The
attendees were able to recruit skilled maintenance
staff when a plant recently closed in the area.
There is some difficulty recruiting doctors in rural
areas. Spouses and families want opportunities
offered in metropolitan areas, such as Starbucks,
shopping, etc. Organizations have stressed quality
of life and the advantages of living near Lake Erie
with its recreational opportunities to potential
new hires. Agencies are conducting constant
recruitment, offering to pay off student loans. Some
professionals will move after the loan is paid off, but
some have stayed in the position and location.
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Mental health professionals are difficult to recruit. There
is a great need for counselors for children. Participants
have used telemedicine, but it may not be easily
accepted by patients. Organizations have offered to
help with training and pay some of the cost if there is
a need. Professionals are making long commutes to
work to obtain higher wages in the larger cities, such
as Columbus, Toledo, and Cleveland. Peer recovering
services are needed for drug addiction recovery. None
of the participants perceived a change in mental health
professional recruiting in the future and some thought it
could get worse.
Group turnovers can occur when people hired at the
same time decide to retire. One participant indicated
that this could likely happen in their physical therapy
department. Eighty-six percent (86%) of employees
leave within six months. Per participants, an OSU
statistic cites a turnover cost of $72,000 for each position.
Pre-application research and retention programs are
important. Typically, nurses will leave after two years
employment. Hospitals are not competitive after two

years’ experience. Raising wages has helped, as well
as offering week-end positions only to offset staff
who do not want week-end work hours. Human
resources focuses on working with young staff and
it appears to be paying off. Nurses like twelve-hour
shifts with two days off better than eight-hour
shifts. Good succession planning process should
be in place and they are providing mentor training
for replacement staff for professionals planning
retirement.
Outpatient services and home health care
positions are usually filled. Some staff physicians
are currently driving from Michigan and working in
long-term care/behavioral health services. These
positions are difficult to fill. Participants are not
using recruitment agencies now, but may have to
utilize these services in the future.
The County Health Department has lower wages,
but better benefits. There are no holiday, weekend,
or night positions. The workforce is stable, but
they have experienced some reductions because of
funding.
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The healthcare industry in the four-county area is
relatively stable. Organizations are preparing for the
future, dealing with changes in the law, and continuing
to develop a skilled workforce. Most of the workforce is
living within a thirty minute drive to employment. Hiring
long-term local residents is preferred because when
a facility hires from outside the immediate area, the
employee typically does not stay long-term.

Other future initiatives include:
∙∙ Telemedicine for specialized care is not readily locally
available. Training staff to use the new technology
which will change jobs over the next ten years. Tele
wound is a new technology, which provides real-time
evaluations of patients with poorly healing wounds
with remote consults to help local physicians treat
wounds and reduce patient transfer rates.
∙∙ Changes to managing paperwork/billing, which is a
continuous challenge and can be a bigger problem
than medicine. Facilities can be billing 600-1000
different insurance companies.
∙∙ Building relationships with patients and families.
Managing stakeholders continues to be more difficult.
People used to trust nurses, now they get beat up,
screamed at and worse. Facebook Live and other
social media creates perceptions that may or may not
be realistic. Need to provide training for handling
patients and families in emergency situations.
∙∙ Continue employee assistance programs for staff.
Staff is more open to asking for assistance with
mental health issues. Need internal follow-up and
peer support network, such as programs used for
law enforcement, firefighters, etc. Employees do
not leave their issues at the door when they come
to work. Employees need to find a good balance
with family and situations at work.
There is a perception that there are many advantages
to working in the healthcare sector. Hospitals are a
unique team experience. When a crisis occurs, everyone
works together to get the job done. Nurses will come

to work with suitcases in bad weather, ready to stay as
long as they are needed. Hospitals have many resources
communities depend on during emergencies, such as
food and emergency power generators. The industry is
recession proof, as there will always be sick people.

security, safety, etc. – a holistic approach to medicine,
being proactive rather than reactive. Long-term care
is focusing on community-based services, congregate
dining, etc. The certificate of need now allows moving
bed space from one location to another to address need.

Hospitals are an integral part of the community, but
maybe underutilized by area businesses, workforce
and economic development. Hospitals need to
sell themselves to the community, rather than the
perception that they are an expense, consuming
resources as opposed to providing services. Some
hospitals are planning or have walking trails and park
spaces (Magruder Hospital in Port Clinton recently
constructed a walking trail and Tiffin Mercy has a park
that is maintained in cooperation with the Seneca
County Parks District) and other resources that can be
accessed by the community and businesses. Hospital
foundations are developing housing near their facility to
help communities address the current housing shortage.
Hospitals can help address social determinates that affect
personal health, such as nutrition, housing, financial

Collaboration is important and will continue to
be important to maintain health costs. Economic
Development partners can help tell the story and
develop partnerships with hospitals, schools and other
organizations to improve hygiene, first aid, etc. Sandusky
County does a good job working together with the
Health Department, schools and hospital. A lack of
resources can make collaboration challenging. Most
hospitals have continuous fund-raising to supplement
programs.
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Recommendations
To encourage additional growth in the health care industry
for future workforce, retention of existing workforce and
overall economic development, the following are some of the
recommendations voiced by the Focus Group attendees:
∙∙ Recognize the majority of jobs in health care is currently
in a good place regarding recruitment of employees;
however, more will be needed as this industry sector shows
employment growth over the next ten years in each county.

MANUFACTURING
Overview
The population in the four-county area decreased by about 3% from 2010 to 2017. Employment in the manufacturing
sector increased 1.34% during the same period. Huron County lost employment in this sector, while Ottawa County
had the larger increase in manufacturing employment from 2010 to 2017. According to the 2019 data in Chapter 3,
manufacturing is the largest sector in three (Huron, Sandusky and Seneca Counties) of the four counties and in all four
counties employs 22,059 workers.
Civilian Employed 16 & Over

∙∙ Work to train future health care workforce for work in
telemedicine, mental health services and preventative
wellness.
∙∙ Focus on jobs with highest turnovers and most difficulties
with attraction (environmental services and non-skilled staff)
and focus recruitment and retention efforts here. Focus on
unique team experience as a medical provider.
∙∙ Other industries could look to the health care industry to
utilize their recruitment, hiring and in-house training as
model for best practices.
∙∙ Continue to enhance role in community as economic
development partner, focusing on wellness activities/events.

2010

2017

%+/-

2010

2017

+/-

% +/-

Huron Co

27,300

27,061

-0.88%

6,855

6,478

-377

-5.82%

Sandusky Co

29,616

28,434

-4.16%

8,004

8,188

184

2.25%

Seneca Co

26,976

25,833

-4.42%

6,890

7,193

303

4.21%

Ottawa Co

19,900

19,348

-2.85%

3,480

3,712

232

6.25%

Total

103,792

100,676

-3.10%

25,229

25,571

342

1.34%

Ohio

5,369,857

5,488,180

2.16%

859,548

849,082

-10,466

-1.23%

Source: 2010 U.S. Census and 2017 ACS Data
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Manufacturing Employment
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A SWOT analysis was conducted on September 11,
2019, with representatives from all sectors of private
and public employers. A common theme from all
four counties was a lack of persons available who are
ready to work. Workforce development training, lack
of skilled workforce, along with aging population and
young people leaving the area were also mentioned.
During a focus group of manufacturers in the region
held on October 30, 2019, similar common themes
emerged throughout the discussion. Manufacturing
is no longer uncomfortable, repetitive manual work.
Most factories are automated requiring a workforce
skilled in tooling, automation and maintenance of
state-of-the-art machinery. Most equipment is linked
to a computer network requiring employees with a
greater understanding and knowledge of computer
technology. Positions still exist with common skill sets,
but more specialists, such as electrical, are needed.
One employer indicated that out of 216 applicants,
they may find 40 persons who are acceptable for
employment. Typically it takes 4-5 applicants to get
1 new hire. Then one out of four new hires will leave
within three to six months. If an employee stays six
months, they will stay an extended period of time.

The high rate of turnover is costly for the
company. Several reasons were cited for the
high turnover, including:
∙∙ Higher compensation elsewhere;
∙∙ Shift work, especially 2nd and 3rd shifts;
∙∙ Drug use, approximately 2 out of 11 tested will be
drug free;
∙∙ Unrealistic expectations by a new hire;
∙∙ Lack of life/work skills; and
∙∙ Poor attendance due to lack of transportation and/or
childcare.

Several companies have tried programs to encourage
retention and improve attendance. The majority
of the programs have to do with offering flexible
schedules by hiring part-time and/or letting people
choose a three-day per week shift. This has been most
successful for students and retirees in unskilled labor
positions. The company does not have to pay benefits,
but part-timers start at the same starting hourly rate as
full-timers. Implementing flex hours, getting people to
work on Monday and Friday and allowing employees
to work different times to make up time for personal
appointments have all been tried. Some companies have
been offering incentives for good attendance for the new
employees. Unfortunately, these have not always been
successful, workers seem to not be motivated as much by
additional money and this type of program is not always
well-received by long-term employees.
The big push has been looking at how manufacturing
facilities operate. Most facilities are still operating on
three shifts and do not have a good understanding

of today’s workforce preferences of flexibility as
mentioned above. Some have been considering that
the current approach (Henry Ford Model, as some
focus group members commented) may not work best,
moving forward into the future. Today’s workforce
wants a flexible schedule and the ability to spend
time with family, etc. Although manufacturing needs
accountability and production, comments were made
that in order to meet the needs for a work-life balance,
changes must be made. Vitamix was discussed at
the focus group as a good example of a different
manufacturing model. Employees work in teams,
employees are cross-trained and provide suggestions for
improvement. The result is a high cost, superior product
and an engaged team.
As far as encouraging retention, there have been some
pilot programs for lower-skilled employees to train them
for higher positions within the organization. Movement
has also been made to hire persons with some work
experience, rather than right out of high school. They
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are usually more aggressive in an interview and have
better job retention numbers. Hiring students during
the summer, who may be future full-time skilled staff, has
also been done with some success.
Most of the manufacturers understand that
there needs to be a culture shift if people are
going to encourage youth to consider a career in
manufacturing. There are many opportunities for
career choices, and many could have a well-paid,
satisfying career in this area. Companies need to
collaborate with education, possibly in middle school,
to develop a better understanding of the workplace
skill needs. Managers in the workplace need to
understand the needs of employees and how to
discuss excessive absenteeism, job performance, etc.
Employers and employees should work with educators
for continued life-long training to understand emerging
technology and other workplace adaptions to become
more competitive in the world market.
Some funding is available for training through
OhioMeansJobs. Companies often do not have the
resources to complete lengthy applications for funding
and continued reporting requirements. This is especially
difficult for smaller firms. Economic Development
organizations need more power to shape programs
and help get funding for training without cumbersome
red tape. Some schools are conducting aptitude tests
to identify interests and natural abilities of students.
Exposing students to the workplace is important, but can
be challenging for companies with high-risk worksites.
Lack of resources is problematic, but important for
a student to make good choices on future careers.
Students can enroll in certificate programs during high
school that engage with employers who will interview
them for full-time employment after completion.
POGGEMEYER Design Group
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Students and adults need to learn basic skills (“life skills”),
such as preparing a resume and interviewing for a job,
budgeting, etc. Continued engagement with the parent
is important so they understand that their child may
not be interested or have the aptitude for an expensive
college degree. Adult training should be offered to those
who did not receive this training in high school.
There are several challenges for manufacturers in
today’s competitive market, but the region wants to
help employers develop a skilled workforce. Vanguard
Sentinel is starting its own production training. Public
transportation is also starting pilot programs to have
regularly scheduled routes that loop through downtowns
and industrial parks. Childcare continues to be a

challenge for parents working 2nd and 3rd shifts.
Some of the counties in the four-county area have
no childcare during the evenings. Businesses need
to be responsible for their future workforce and
develop methods to retain and train employees.
The public sector can support these retain and
training efforts through strong collaborations. A
recent article in the Wall Street Journal (January 13,
2020), tells about manufacturers paying relocation
costs and bonuses to move new hires across the
country during this time of low unemployment
and competition for skilled workers. The article
goes on to state, “Half a million U.S. factory jobs are
unfilled, the most in nearly two decades, and the
unemployment rate is hovering at a 50 year low,”
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according to the Labor Department. “At the same time,
people are moving around the country at the lowest rate
in at least 70 years.” For example, Caterpillar Inc.’s engine
plant in Lafayette, Indiana, is paying electricians and
machine maintenance staff $5,000 in moving expenses
if they live at least 75 miles from the plant before hire.
Several other companies, such as Lockheed Martin Corp.,
Raytheon Co., and Columbus Hydraulics Co. have similar
programs.
Additional comments from the manufacturing focus
group stated their workers are not motivated by
money; however, citizen surveys stated the paycheck
was the biggest motivator for showing up for work
each day. Based on this difference in data collected,
businesses (especially those struggling with retention)
should examine their hourly rates to ensure they
are competitive within the industry and the region.
Manufacturing focus group attendees did comment on
flexible work schedule being an important motivator.
However, in order to attract citizens to work there,
manufacturing should focus on promoting the various
types of work available, flexible work schedule,
mission/impact of company and company culture as
motivators.

Recommendations
To encourage additional growth in manufacturing for
future workforce, retention of existing workforce and
overall economic development, the following are some
of the recommendations voiced by the Focus Group
attendees:
∙∙ Engage students earlier and more often with
exposure to types of manufacturing jobs in the
region.
∙∙ Encourage manufacturing firms to open their doors

to the community and schools in order for residents,
students and parents to see exactly what happens
on the floor to encourage people to apply or strive to
work in a manufacturing setting.
∙∙ In order to keep this population employed and
keep a pipeline of new workers into this industry,
businesses and economic development partners
must focus on industry-specific training.
∙∙ Assist businesses with grant applications for
workforce development funding.
∙∙ Move from Henry Ford model of manufacturing to a
model that better fits current and future workforce,
one that builds on team work and flexibility with
hours, tasks and schedules to assist with better
retention and attraction of workers.
∙∙ Look to work done by and best practices from
Brookings Institute and Ohio Manufacturers
Association.

∙∙ Address wage gap, people in manufacturing are
making half of what they made 10 years ago.
∙∙ Work to keep people in the county and region,
instead of documented outmigration to other
counties outside the region for higher wages.
∙∙ Work to address concerns of job pirating and
negative attitude towards new businesses attracted
to the region.
∙∙ Encourage industry diversification within the region,
so as not to keep all eggs in one basket.

Industry Analysis

SERVICE/TRAVEL/TOURISM
Overview
In 2019, the four-county area employed 10,009 people in
the Arts, Entertainment, Recreation, Accommodation and
Food Service sector. This represents a 16% increase from
2017 as depicted in the chart below. Ottawa County
had the highest number of employees in this sector
with 3,075 followed by Sandusky County with 2,593.
No doubt, their proximity to Lake Erie is a major reason
for this. From 2019 quarterly census of employment by
the Bureau of Labor Statistics, there were over 1,600
workers in demand and 704 reported exits (those leaving
employment in this field). This turnover rate is not
surprising for this sector.

2010, 2017 & 2019 Arts, Entertainment,
Recreation, Accommodation and Food
Service workers

2019 Arts, Entertainment, Recreation, Accommodations and Food Service Workers

Accom/Food Service
Huron Co

Arts/Enter/Rec

2010

2017

2019

Huron Co

1,978

2,095

2,021

Ottawa Co

2,334

2,342

3,075

Sandusky Co

2,422

2,390

2,593

Seneca Co

2,074

1,774

2,320

Total for Ottawa Co

Total 4CG

8,808

8,601

10,009

Accom/Food Service

Source: 2010 U.S. Census; 2017 ACS; 2019 Job EQ
Quarterly Census of Employment by Bureau of Labor
Statistics- U.S. Dept. of Labor

Sector
Rank within
County

#
employees

Ave. wages

Demand

Exits

#5

1,774

$13,913

295

127

#15

247

$17,857

35

16

330

143

Total for Huron Co

Ottawa Co

Sandusky Co

2,021

Accom/Food Service

#1

2,330

$19,103

383

167

Arts/Enter/Rec

#8

745

$29,861

106

47

489

214

Arts/Enter/Rec

3,075
#4

2,241

$14,490

372

160

#16

352

$19,296

51

22

423

182

Total for Sandusky Co
Accom/Food Service
Seneca Co

Arts/Enter/Rec
Total for Seneca Co

4CG Total

2,593
#5

2,221

$12,433

363

159

#19

99

$18,087

14

6

2,320

377

165

10,009

1,619

704

Source: 2019 Job EQ- Quarterly Census of Employment by Bureau of Labor Statistics, US Dept. Of Labor
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On November 1, 2019, a focus group was held at Terra
State Community College with representatives from the
Service/Travel & Tourism industry, including tourism
and service industry representatives, tourism marketing
organization, non-profits and park districts from the 4CG
area.
Some of this work is seasonal, low paying and
performed by foreign workers (especially in Ottawa
and Sandusky Counties). Businesses like hotels, resorts,
some restaurants, Cedar Point and related recreational
employers use the H-2B Visa Seasonal work program,
whereby foreign workers, mostly from Eastern Europe,
are brought in to the states by specific companies. It
was reported that 15% to 18% of the seasonal workers
were foreign. Put-in-Bay alone has 1,500 foreign workers.
The US Government has limited the number of such
employees to 66,000 per year. In 2017 and 2018, this
cap was raise by 15,000 workers to 81,000 and in 2019
it was increased to 96,000 workers. Currently, due to
some lobbying from Congress, some legislators are
requesting that the cap be raised to its statutory limit
of 130,000 workers. The administration is considering
raising the 66,000 cap by another 45,000 workers for
a total of 111,000. To date, a final resolution has not
been reached. The demand is definitely there, but given
the administration’s anti-immigration policies, local
employers need the support of their congressional
representatives to advocate for this program and to
increase the number of H-2B Visas for the 4CG region.
Many businesses stated that they could be open yearround if they had the workers. The workforce is just not
growing. Many employers stated that individuals do
not show up for job interviews and do not call to inform
employers they will not be attending the interview. This
is happening in all industries, not just in the service/

travel/tourism industry. Many workers dislike weekend
work which is a necessity for the tourism industry. Over
the past few years, employers have been hiring older
workers more than they did previously. Older workers
are more dependable and prefer part-time work.
Employers are finding that younger workers are also
preferring part-time work, which was also discussed in
the Manufacturing Focus Group.
Other factors that hinder tourism workers include the
lack of transportation, affordable daycare services
and a housing shortage. Employers have to provide
housing for the H-2B Visa workers, which stresses the
rental market. Quality single-family housing that is

moderately priced is not being built in the area forcing
long commutes or the turning down of area job offers.
Employers felt that mentoring and job shadowing
programs would be helpful for this industry. Life and soft
skills are also needed for many workers.
Employers in the tourism industry understand that not
all workers are geared for this sector. They are looking
for seasonal workers who are sociable, dependable,
trustworthy, flexible and caring. For many, this work
will be for an interim period of time (during college, or
prior to starting college, or for that period of time before
marriage and before starting a career). However, the
region’s static and graying population has resulted in an

Industry Analysis

overall decrease in the working age population (those
16 years and older). Competition, unfortunately, has
greatly increased for workers in a reduced workforce.
Consequently, without new workers (from nearby
counties, states, countries and/or from abroad) the
tourism sector, like many others, will be facing a dire
future.

Recommendations
To encourage additional growth in the service/travel/
tourism industry for future workforce, retention of
existing workforce and overall economic development,
the following are some of the recommendations voiced
by the Focus Group attendees:
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∙∙ Move to designate these positions as year-round,
not seasonal, and end the perception of the lay-off
and rehire cycle. Work with business owners to
designate employment roles that are year-round.
This designation may open up funding for workforce
training.
∙∙ Increase wages in the service/travel/tourism industry
to attract people during the tourist season, but also to
stay on in the off-season as year-round employment.
This may also assist with the competition between
tourism and manufacturing industries for employees.
∙∙ Promote OhioMeansJobs Centers to find quality
employees at no cost to the employer.
∙∙ Provide H-2B Visa training for employers to make
the process of attracting foreign workers more
streamlined and less expensive. Lake Erie Shores and
Islands could be approached to be the coordinator of
this program.

∙∙ Work to provide support services, such as
affordable housing, childcare and transportation,
to the service/travel/tourism industry’s existing
workers and future workers.
∙∙ Provide additional job shadowing, mentoring
and life/soft skill training to assist existing and
future employees in these industries.
∙∙ Work with service/travel/tourism industry to
better identify those who fit the rigors of the
industry (weekends, long hours, ability to work
with customers, etc.)
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TRANSPORTATION/
LOGISTICS
Overview
As mentioned previously, population in the four-county
area decreased slightly from 2010 to 2017. Persons
employed in Transportation, Warehousing and Utilities
in 2010 totaled 6,398. In 2017, 6,330 persons were
employed in this sector, with very little change in the
number of employees during the period. In 2019, the
number of workers dropped by almost 16% to 5,339
workers.

2010, 2017 & 2019 Transportation,
Warehousing & Utilities
2010

2017

2019

Huron Co

1,908

1,754

1,815

Ottawa Co

1,584

1,495

1,444

Sandusky Co

1,585

1,796

1,084

Seneca Co

1,321

1,285

996

Total 4CG

6,398

6,330

5,339

Source: 2010 U.S. Census; 2017 ACS; 2019 Job EQ
Quarterly Census of Employment by Bureau of Labor
Statistics- U.S. Dept. of Labor

A SWOT analysis was conducted with representatives
from Sandusky, Ottawa, Huron and Seneca Counties
on September 11, 2019. A common theme was lack
of accessible public transportation. The availability of
reliable public transportation was perceived as a threat
to developing a skilled and expanded workforce.
A focus group of representatives of the Transportation/
Logistic sector was held on November 4, 2019. Those
in attendance represented public and private personal

transportation, air transportation and materials handling
and transportation. Representatives from US Customs
and the Ottawa County Engineer were also present.

Public Transportation
Funding for public transportation is a significant
issue. Each of the counties in the 4CG area has public
transportation, however, operations vary from county
to county. Most of systems are provided on a “call
for services” basis. Residents do call for rides to
employment, but availability of services is typically
limited to day-time hours. Some of the systems
have limited week-end service. Most funding is for
services within the County. Many public services will
not cross county lines; however, ODOT is working on
regional transportation opportunities that would allow
transportation across county lines.
Class B drivers must pass drug and alcohol tests prior to
employment. There are many jobs to fill. Fremont has

a public fixed-route service, along with Huron County.
The public system in Seneca County is planning to have
fixed routes, to include industrial parks, in July, 2021.
It will probably take about 3-5 years to determine if it
is successful. The average age of drivers in the public
sector is 65 years and salary is $10 an hour.

Air Transportation
A representative from the Erie Ottawa International
Airport reported that the airport currently has 4-5
employees, but week-end staffing is a challenge.
The airport is expanding taxi ways. Construction
should be complete spring, 2020. Having an airport
has several advantages, including transporting freight.
US Customs will support any international flights at
the airport.

Industry Analysis

US Customs
Representatives from US Customs stated they
can provide training for international shipping,
documentation, etc. They can go on-site to the larger
companies to help get freight into the country. There is
a demand for freight coming out of bonded warehouses
from foreign countries, as it can travel from different
bonded warehouses without being processed. This
is not a difficult process, but there could be insurance
implications. Much of this freight is coming by rail and
this could be because there are not enough drivers for
truck transport.

Material Handling (Trucking and
Warehousing)
Class A tractor/trailer (semi) drivers can be recruited online or in-person. A HazMat endorsement on the Class A
is also desired. Training and background checks, which
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normally take ten to fourteen days, are required for the
HazMat endorsement. Requirements for drivers are
rigorous because of insurance regulations. Drivers must
be 21 years of age and pass a DOT physical annually.
Ten percent (10%) of drivers are typically selected for
random drug testing. Insurance programs do not allow
apprenticeship programs. Drivers under 23 years old
cannot cross state lines. A two-year mentor program
can cost $10,000. Drivers need life/soft skills to work
unsupervised and meet the required regulations.
Probationary periods are not required if a driver is
qualified, but companies can implement a probationary
period if the person has a flawed driver’s record. This
is a national issue. The current driver’s average age is
47 years. Many will be eligible for retirement in the
near future, providing more opportunities for younger
employees. The transportation/logistics industry
needs all employees to be involved in problem-solving/
solutions.

In addition to drivers, many firms have warehouses
that require workers and operate truck repair
shops that need skilled mechanics. Mechanics
often leave to work in the private sector. Logistics
(warehouse) is typically a seven day operation. The
Thursday through Saturday shift is difficult to fill,
especially 2nd shift. Starting salary is about $12
an hour. Companies attending the Focus Group
have hired some college students part-time and
are considering offering week-end only shifts to be
more flexible for the current workforce. They have
also started working with temp agencies and are
willing to train new hires in the warehouse. This
industry does not have many retirees employed.
Occasionally drivers have to work in the warehouse
and many do not like this. There are firms who are
willing to train persons for warehouse jobs.
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Employee expectations of the demands of driving
are sometimes not realistic. Local routes can be
100 miles away, allowing the employee to be home
nightly. However, regional drivers can travel 300 to 400
miles from home and will not be home every night.
Employees want to be involved with family, attend
children’s events. Drivers can be sent out on a weekend and Department of Transportation regulations
related to the number of hours a driver can drive will
require them to stay over, away from home. Drivers
must be responsible and comply with all state and
federal regulations. The customer can also dictate
a driver’s schedule. Drivers typically take their truck
home so they can leave from home.
Twenty percent (20%) of the workforce will leave
after six months. Focus Group attendees felt that
if you can keep an employee six months, they will
stay for 6 years. Paychecks can vary week to week,
depending on the travel route. The Department of
Transportation states that it costs $8,000 to hire a
new driver. Many trucking companies are about forty
miles apart making it relatively easy for employees to
transfer to another company with better salary and
benefits.
The transportation/logistics sector has much to
offer a person who can be committed to the work
requirements. Starting salary for local drivers is
about $18 an hour. A regional driver could make
$60,000, plus benefits, the first year of employment,
but they must be disciplined to work at least 40
hours a week. If a person works hard, he/she can
make a good salary. However, when salaries are
increasing, the cost to the customer increases,
making the industry less competitive with freight
trains and/or air freight.

Larger firms who are self-insured can have more
flexibility with hiring requirements, i.e., probationary
periods and in-house training programs. Occasionally,
smaller firms will hire employees from the larger firms
who have completed the in-house training. In the
current economy, many employees change firms in a
short time. Companies still hire them because of the
need for trained drivers. Wages and benefits have
changed over the last ten years. It often takes a new hire
some time to realize the opportunities for good wages
and benefits. Firms do not have the turn-over with longterm drivers. One firm is offering a 20% bonus if a new
employee will make a commitment to stay for a defined
period of time. It has made a difference in new employee
retention, but does not make the existing staff happy,
which we also heard in the Manufacturing Focus Group.
Some larger firms are using Visa classification to sponsor
foreign drivers. US Customs can assist with this process.
Firms have tried flexible hours with drivers sharing
equipment, but most drivers do not like to share
equipment or space. Using two drivers on a route can

reduce need for required breaks, but the two drivers
must get along with each other. Some of the attendees
have a few part-time drivers for local runs.
Federal regulations continue to be more restrictive. The
industry has a lobbying organization, but the average
citizen does not understand the cost implications of
onerous regulations on the trucking industry. Driver
liability and other regulations have caused some to
quit the industry. Drivers have regulated breaks and if
interrupted, they have to start breaks over. It may create
a situation that prohibits them from coming home
until the break is completed. It is also often difficult to
find a safe place to park during required breaks. Many
companies do not have space for semi-truck parking for
an extended period of time.
Companies could hire ex-prisoners, but it could be
problematic depending on the charge, crossing state
lines, etc. Firms have hired ex-prisoners if they are
qualified, particularly in warehouse positions. Again,
insurance providers can dictate employment of exprisoners.

Industry Analysis

The industry is always planning for a recession. Other
modes of transportation are often used when the
price of diesel fuel rises. The increase in the gas tax
has impacted business. Autonomous trucks for longer
distances may be in the future, but probably not suitable
for regional routes. Developing partnerships across
industry sectors will help each party understand the
issues and challenges facing each organization as it
relates to moving products and recruiting and keeping
quality employees.

Recommendations
To encourage additional growth in the transportation
(including public transportation)/logistics industry for
future workforce, retention of existing workforce and
overall economic development, the following are some
of the recommendations voiced by the Focus Group
attendees:
∙∙ Examine attracting ride hailing companies to the
region such as Lift/Uber, etc. Encourage taxis to
re-invent themselves, as residents commented that
they are in bad shape and too expensive for lowincome community (per survey responses).
∙∙ Examine three main types of transit service for
rural communities: fixed-route service; demand
response service and flex-route service, asking
businesses to participate if necessary.
∙∙ Target loops to service industrial areas and
residential population centers. Keep close watch
on Seneca County’s project to determine if model
could be used for the entire four-county region.
Huron County also has a proposed program that
includes transportation to major employers.
∙∙ Utilize regional practices to allow transportation
services to cross county lines.
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∙∙ Provide a platform for area transportation firms to
relay the issues and challenges of the industry to
elected officials as a result of continued restrictive
regulations.
∙∙ Implement pay structure agreements to stay with
the company if it pays for training. Implement pay
increase for longevity.
∙∙ Work with industry to implement a driver’s finishing
program to provide both training and real road
experience. Provide pay increase if the employee
finishes program and require agreements to keep
employee in place once training is completed.
∙∙ Utilize US customs for training, support as it
relates to international transportation.
∙∙ Work with transportation industry to better
identify those who fit the rigors of the industry
(overnight and weekend travel, long hours, ability
to follow federal regulations, have necessary
endorsements, etc.)
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

The Planning Team carefully recorded ideas
and conclusions generated by this session
and used them as building blocks for the
strategy.

Visioning

VISIONING
A visioning session was undertaken by the 4CG
Partners and its consultants on January 10, 2020 at the
Sandusky County Economic Development Corporation
Offices. The purpose of this process was to review
key findings from prior steps and focus on essential
elements of a sound and well-reasoned strategy for
helping the four-county region move forward toward
continued economic development and growth.
The Planning Team carefully recorded ideas and
conclusions generated by this session and used them
as building blocks for the strategy. Our goal was to
engage the 4CG in an interactive way to:
∙∙ Develop a shared understanding of problems;

Mission

∙∙ Identify and raise level of awareness of root
causes;

4CG will continue to be the key regional partnership to promote workforce and
economic development activities to strengthen existing business, to grow future
businesses and to provide strategies to retain the existing and future workforce.
These actions will highlight the 4CG region as a great place to live, work, and play.

∙∙ Conduct a true brainstorming session; and
∙∙ Add items to consider without their evaluation
(that will happen later in the process).
There were certain common characteristics identified
to formulate an effective vision statement. Some
included: future focused, directional, specific,
relevant and purpose driven, values based,
challenging, unique, memorable and inspiring. The
4CG Partners worked to keep these characteristics
in mind as they were visioning for the future.
All members of the 4CG Partners participated in
this exercise and spent over two hours reviewing
the thirteen areas to create visions based on these
categories that were identified in the previous
planning efforts. The process was facilitated by the
consultants. The following vision statements were
developed related to the overall mission statement of:
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Region’s Core Values as Visions
All partners (businesses, elected
officials, staff) in economic development
and workforce development will strive to:
∙∙ Value collaboration and communication and
maintain knowledge of resources;
∙∙ Be apolitical;
∙∙ Meet the needs/voices of existing businesses
related to workforce;
∙∙ To stay nimble with the ability to prioritize retention,
while continuing attraction efforts;
∙∙ Provide partnerships and avenues for education
to focus on life-long learning and increasing strong
work ethic and life skills;

∙∙ Be proactive, not reactive, in all things related to
workforce and economic development;
∙∙ Cultivate a strong manufacturing climate within the
region;
∙∙ Cultivate a culture of open-mindedness within the
region, related to all workforce partners, especially
businesses as they work with a new generation of
workers;
∙∙ Provide support to all partners, top down and all
over, including businesses, workers, students,
organizations, elected officials and staff;
∙∙ Facilitate networking between all partners, focusing
on what can be implemented as best practices with
both economic development partners and business
industries;
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∙∙ Promote what is unique to the region, a work/
life balance that includes recreation and natural
environmental assets;
∙∙ Promote engaged/compassionate/passionate/
creative brainstorming and related ideas for economic
development and workforce development issues; and
∙∙ Encourage current and future workforce cultural
diversity.

Key people interviewed also shared their
visions for the region related to economic
development and workforce development.
Highlights from these interviews included:

VISION BY ECONOMIC SECTOR
Agriculture
∙∙ Great growth opportunities, have strong network and partnerships
in place
∙∙ Continuation and expansion of H2A and H2B visas for seasonal
agricultural workers and seasonal businesses-entertainment/
tourism workers.
∙∙ Keep up with new technology (e.g. drones) to address consumer
demand
∙∙ More consumer promotion and interest

∙∙ Provide more people and quality workers for all
businesses;

∙∙ Assistance “breaking into” farming or going from part-time vs fulltime farming

∙∙ Have physical infrastructure to support existing
and future businesses (roads, accessibility, public
transportation, energy efficiency, housing/affordable
housing, high speed broad band etc.)

∙∙ Stronger succession planning

∙∙ Strengthen connections with all partners;

∙∙ Continue partnership with Soil and Water Conservation District &
Farm Bureau
∙∙ Address farmland preservation and institute smart growth strategies

∙∙ Stick with the plans, see them through;
∙∙ Address skills gap, underemployment and deincentivizing public assistance;
∙∙ Keep people here and attract them here with natural
environment;
∙∙ Encourage every business to create one new job;
∙∙ Encourage “life skills” training ;
∙∙ Attract and retain higher paying jobs;
∙∙ Encourage manufacturing to recruit and train youth for
current and future positions;
∙∙ Foster and encourage community pride;
∙∙ Encourage utilization of empty buildings and/or
encourage construction of new buildings for businesses;
∙∙ Promote positive images for the area as a great place to
live, work and play to encourage those here to stay and
attract new residents to the area;
∙∙ Work toward putting politics aside to foster better
collaboration and successes.

Construction
∙∙ Supply trained and willing workforce for construction by
enhancing mentoring, apprenticeships and job shadowing
programs.
∙∙ Take advantage of training during off-season- in-house/county
directed (e.g. union/construction-labor unions and AGC Assoc.
of General Contractors of NOW)
∙∙ Shift in attitude with construction as career, career path that
includes retirement from industry
∙∙ Accurate information on wages, benefits and seasonality

Visioning

Culture
∙∙ Repeated and early exposure to variety of
careers
∙∙ Change mindsets
∙∙ Internal culture- need managers/supervisors
who are in charge, but also have people skills
(emotional IQ on how to treat people)
∙∙ External culture- career vs college, exposure
to vocational industries for students
∙∙ Work towards a culture where better to stay in
a position than to leave

Davis-Besse

∙∙ Move past “Henry Ford” area of manufacturing
-Look at existing point system
- 3 strikes & out- too restrictive
-Work culture needs to be nimble and change
with upcoming workforce
-Need family friendly atmosphere, flex time
-Stop labeling/ get past generational labels
-Loyalty goes both ways

∙∙ Community education/public relations to
highlight their importance to electric grid, local
employment, tax base, and reliability of service

∙∙ Promote reliability of service, input of nuclear
power to electric grid, reliance of other
businesses on this power for their plans

∙∙ Provide two messages; one to citizens and
one to economic development professionals

∙∙ Davis-Besse should have displays at fairs and
public places and events highlighting nuclear
energy

∙∙ Diversify industry in region so as not to be
overly reliant on power plant

Education
∙∙ Agile and react to change quickly to meet
needs of existing and future workforce
∙∙ Promote career based education with more
defined career paths
∙∙ Continued participation as an economic
development partner
∙∙ Better connection with what industry needs as
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far as workforce
∙∙ More access to students/teachers for economic
development professionals and industries
∙∙ Current and future technology in schools or
partnerships
∙∙ Increase collaboration between businesses and
educational institutions with all sectors
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Government/Economic
Development Partners
∙∙ Ensure businesses across the board
represented
∙∙ Continued collaboration with all partners

∙∙ Provide onboarding, training for elected officials
∙∙ All businesses to see economic development
partners (and 4CG) as relevant and part of
workforce solution

∙∙ Enhance accountability/transparency
∙∙ Encourage continuity with newly elected
officials and new staff

Healthcare
∙∙ Provide specialty services to local residents
in region (e.g. healthcare, wellness programs,
housing for staff, etc.)
∙∙ Infrastructure in place to attract new healthcare
facilities (e.g. transportation network, housing)
∙∙ Promote healthy lifestyles in community, more
preventative and more innovative in nature

∙∙ Tie healthcare to quality of life
∙∙ Use as model, become best practices for all (e.g.
adapt to market place, share employees, provide
housing and training, forecasting, succession
planning, competitive wages, mental health
services, etc.)

Infrastructure
∙∙ Interstate connectivity with local road networks

development partners on yearly basis

∙∙ Funding/financial assistance to install new
infrastructure and/or maintain existing
infrastructure

∙∙ Accessible, multi-modal and public
transportation, along with more walkability and
biking

∙∙ Ensure adequacy of utilities including
broadband/high speed internet services,
water/sewer/storm, gas, electric, etc.

∙∙ Additional housing provided with varying types
including starter, affordable and high-end/
professional

∙∙ Capital Improvements Plans shared and
reviewed between communities and economic

Visioning

Quality of life/Natural
Environment
∙∙ Supporting a healthy Lake Erie
∙∙ Work towards multi-modal/active
transportation network
∙∙ Market the area to visitors/tourists regarding
quality of life promotions and heritage tourism

Manufacturing
∙∙ Hold earlier and continued exposure of area
industries to students, parents, schools and
other businesses

∙∙ Have more regional campaigns for quality of life/
natural environment using social media and area
businesses
∙∙ Tie promotions and quality of life with schools to
keep students here and/or to bring them back

∙∙ Strong uniform partnership with education
∙∙ Take internal look and change plant/jobs to fit
needs of current and future workforce

∙∙ Keep doors open to all
∙∙ Collaboration/communication with economic
development partners and other businesses

Service/Travel/Tourism
∙∙ Advocate to make H2B visas more accessible
by reducing legal and application procedures

∙∙ Interconnections of business sectors and growth

∙∙ Education of workforce, year-round
opportunities for tourism

∙∙ Address tourism impact on traffic/transportation
and addressing issues with communities

∙∙ Provide small business support and resources

∙∙ Provide better wayfinding through and around
region

∙∙ Additional collaboration between businesses
regarding off-season employment
opportunities
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∙∙ Publicize impact of tourism on economy
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Transportation/Logistics
∙∙ Explore new technology such as autonomous
vehicles related to trucking industry
∙∙ Provide better job mentoring since truckers
must be 21 years of age, keep them internally
from ages 18-21

∙∙ Collaboration with other sectors to better
enhance their businesses with transportation/
logistics
∙∙ Recognize customer demands give time
constraints that limit driver flexibility

∙∙ Internal career pathways, apprenticeships

∙∙ Promote rail resources-network/system

∙∙ Retain mechanics

∙∙ Promote airports with development
opportunities, onsite customs, easy access

Workforce (existing and future)
∙∙ Increase number of people available
∙∙ Provide childcare and transportation for all
shifts
∙∙ Provide ease of employment/efficient services
∙∙ Provide wrap around services
∙∙ Promote strong work ethic for all generations
∙∙ Promote good communication skills
∙∙ Use technology/creative avenues in job
searching/recruitment

∙∙ Increase internal communication with employees
to keep them happy
∙∙ De-incentivize public assistance
∙∙ Import workers using H2A and H2B visas
(immigrants/refugees)
∙∙ Keep young people here. Wooster using “Come
home to Family campaign” to encourage former
residents to move back
∙∙ Provide career ladder for upward mobility,
starting with unemployed

To close the event, a group activity was undertaken with participants writing newspaper headlines for the future of the four-county region. “Imagine you are all
newspaper writers writing for a regional newspaper. Please write a headline that you hope to see in the newspaper about the four-county region in next 5 years.
Something positive that captures what they would like people to talk about.” Themes from the future headlines included: gaining additional population; solving the
workforce shortage, making a difference; teaming with employers to address transportation and childcare issues; supported by region and state; recognized nationally;
responsible for regional growth and success; regional leadership carrying communities forward; fully-funded indefinitely; working together works; attracts and retains
talent, while growing industries; continues to thrive; and key player in growing the four-county region into the future.

Visioning
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CHAPTER 7: ECONOMIC
DEVELOPMENT STRATEGY
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

An Economic Development Strategy
(EDS) provides a roadmap to follow to
achieve diverse, long-term goals.

Economic Development Strategy

ECONOMIC
DEVELOPMENT
STRATEGY
An Economic Development Strategy (EDS) is an
integral planning process resulting in a document
aimed at achieving sustainable and measurable
economic growth. With a formal plan, counties
can take control of economic development in the
community, set clear and attainable economic
development objectives and design policies
and programs to achieve them. By carefully and
strategically building a framework that utilizes
economic data, public and private stakeholder
participation and measured benchmarks and
metrics, the EDS provides a roadmap to follow to
achieve diverse, long-term goals.

An array of material and information was considered in crafting this plan. The following elements,
listed below are included in this report:

1. Background & Current Conditions -

3. Mission, Objectives and Goals -

According to the US Economic Development
Administration (EDA), a comprehensive economic
development strategy framework “is fundamentally
about enhancing the factors of productive
capacity- land, labor, capital and technology- of a
national, state or local economy.”

A number of factors must be examined to understand the
current condition of the region and locality. This includes
weighing local and regional economic and demographic
data from research, analysis and forecasting, as well
as detailing county assets, natural resources and
transportation networks.

A section identifying the mission, objectives and goals
necessary to capitalize on existing conditions and
leverage market trends is included. Any identified EDS
project, program, or activity must fulfill these goals and
objectives.

The result of this project will be an economic
roadmap to assist with education, marketing/
branding, infrastructure improvements, regional
collaboration, tourism, business/industry activities,
quality of life and legislative action. Job retention
and creation along with redevelopment and
investment strategies for the four-county region
will follow. These actions will both strengthen and
diversify the regional economy.

2. Analysis of Strengths, Weaknesses,
Opportunities and Threats (SWOT) -

A section discussing key stakeholders committed to
developing the EDS and their roles in implementing the
plan (carrying-out the Action Table) is included.
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Analyzing the background and current conditions in the
context of both internal and external economic forces
creates a baseline that allows the region to see itself as a
complete product, encompassing its past, present and
forecasted future. Identifying strengths, opportunities,
weaknesses and potential threats and considering them
against existing governmental plans and industry cluster
trends provides continuity throughout all levels of effort in
the economic vitality of a region.

4. Public and Private Partnerships -

5. Strategic Projects The description of potential regional projects that
implement the Goal and Objectives of the EDS is included.
This section should prioritize ongoing, immediate/shortterm, mid-term and long-term projects and programs and
identify funding sources for investments.
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6. EDS Plan of Action -

questions.

The plan of action is a working, fluid plan with
key milestones that achieves the EDS goals and
objectives in a way that enhances economic
development while preserving the key assets of the
region.

1. Who are the largest employers in the region?

7. Performance Measures -

Huron County

3. What is the county (counties) role in the larger region?
4. What are the strengths of the county (counties) and how can they contribute
to growth?
5. What could be potential challenges to growth?

An EDS must contain a list of performance measures
by which to evaluate progress toward achievement
of its stated goals, objectives, and expectations.
Some of these can include number of jobs created
and/or retained, private sector investment and the
completion of capital improvement projects.

When creating an economic development
strategy, it is important to answer several

2. What drives the local economy?

6. What overall image is the county (counties) working to create?
7. What strategies can be implemented to accomplish the end vision?

Key Takeaways
Through the entire planning process, we have been working to answer these questions through 4CG meetings and
public input (SWOT Analysis, Focus Groups, Key Person Interviews and Surveys). We know the largest employers
in the region, which did change with one major manufacturing industry closing during our planning process (Atlas Industries
with locations in Fremont and Tiffin).

4CG MAJOR EMPLOYERS
Huron County
Sandusky County

Seneca County

Berry Global (Mfg)

Benton-Carroll-Salem Local Schools (Govt)

Auria Fremont, LLC (Mfg)

American Fine Sinter (Mfg)

Pepperidge Farms/Campbell Soup, Co (Mfg)

First Energy Corp/Davis Besse (Utility)

Bellevue Hospital (Serv)

Dorel Industries/Ameriwood Ind (Mfg)

Fisher-Titus Medical Center (Serv)

Fenner Dunlop (Mfg)

Crown Battery (Mfg)

Fostoria City Schools (Govt)

Huron County Government (Govt)

Luther Home of Mercy (Serv)

ABC INOAC (Mfg)

Heidelberg College (Serv)

LSC Communication (Mfg)

Magruder Hospital (Serv)

Fremont City Schools (Govt)

Mercy Hospital of Tiffin (Serv)

MTD Productions/Midwest Inds (Mfg)

Materion Brush/Brush Wellman, Inc. (Mfg)

Kraft Heinz (Mfg)

National Machinery (Mfg)

New Horizons Baking, Co. (Mfg)

Ottawa County Government (Govt)

Memorial Hospital (Serv)

Roppe Corp (Mfg)

Norwalk Area Health Systems (Serv)

Port Clinton City Schools (Govt)

Revere Plastics (Mfg)

State of Ohio (Govt)

Norwalk City Schools (Govt)

US Gypsum, Co (Mfg)

Sandusky County Government (Govt)

Tiffin City Schools (Govt)

Norwalk Custom Order Furniture (Mfg)

Wal-Mart Stores, Inc. (Trade)

Style Crest/Poly-Foam Int’l (Mfg)

Tiffin University (Serv)

Whirlpool Corp (Mfg)

Toledo Molding & Die (Mfg)

Source: Ohio Development Services Agency (ODSA) County Profiles

Webster Industries (Mfg)
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We know what drives the local economy, with the top
five industries in the region: manufacturing, health care/
social assistance, retail trade, accommodation/food
services (tourism) and educational services. All of these
sectors thrive in part due to their location and inclusion
within key industry clusters in the region. The availability
of skilled workers, access to the turnpike, rich fertile
soils for vegetable farming, established educational and
healthcare institutions and close proximity to one of
Ohio’s greatest tourism attraction (the 312 mile long Lake
Erie shoreline) are all beneficial to the economy. Tourism
in Ohio is a $46 billion industry attracting 272 million
visitors annually. The 4CG region’s location, between
two larger metropolitan areas (Toledo and Cleveland)
is a tremendous asset that impacts growth, worker
recruitment and accessibility to cultural amenities.
For more information on the region’s economic and
demographic profile please see Chapter 3.
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When reviewing the SWOT Analysis information
in Chapter 4, we need to point out that workforce,
business/industry, transportation, quality of life, cost
of living and economic development were all listed
as both high ranking strengths and high ranking
weaknesses. The top manufacturing employers need
more skilled workers to replace retirees, vacancies
and for plant expansions all in an environment of a
diminishing labor pool. When new businesses come
into the area, existing industries lose their workers to
the new plants causing a labor disruption. Though
the 4CG area is centrally located between Toledo and
Cleveland along the Turnpike, this results in the area
losing workers to these larger cities but also attracting
workers from these urban areas. In regard to the cost
of living issue, the 4CG area has a lower cost of living
compared to Toledo and Cleveland but this also reflects
fewer amenities. In particular, the lack of housing for
all age groups and income levels. Participants in this

planning process see these items in both categories,
however, the 4CG Team sees them as an opportunity.

IMAGE AND BRAND
Branding is so important in economic development
planning. Communities must stand out to the consumer
(business, resident, visitor, etc.) and be able to grab
their attention and pull them in. This can be completed
through logos, taglines, improvements to commercial
corridors, etc. In fact, branding has been directly tied
to improving a community’s image, contributing to
increases in tourism, economic development and citizen
pride. If a community does a good job of identifying and
understanding its brand, it won’t just serve as a marketing
tool, it actually could be used to help guide decision
making. Focusing on selling quality of life can keep and
attract additional workforce.
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What is Branding?
∙∙ A community takes greater ownership and control over how it is perceived and how it expresses local
opportunities and greater appeal.
∙∙ Communities do not want a dated logo or uninspired tagline that doesn’t provide a strong first impression
or gives a reason to discover more about a community.
∙∙ Branding aids marketing efforts and is the conscious effort to define, shape and manage a community’s
image.
∙∙ Expressed with consistent use of logo, tagline and brand elements that connects to an authentic and
unique experience.
∙∙ Used on website, social media, letterhead, business cards, vehicles, wayfinding/gateway signage,
banners, water towers, etc.
Branding is very popular right now, especially community branding.

Best practices to community branding include:
∙∙ Completing brand research/information gathering and public input;
∙∙ Design of concepts/graphics; and
∙∙ Development of brand elements and implementation.
Branding portrays the essence of a community and in the 4CG region this means a rural atmosphere with a
concentration on business/industry/recreation/natural environment and high quality of life. Even though three of the
four counties have branding efforts, only two of the four counties identified a strong brand in the survey process. We
would recommend that they all continue to improve and create new avenues to reach their target audiences, utilizing
the existing or new brand on everything from website design to business recruitment materials.

Some further branding suggestions include:
∙∙ Develop a tri-fold economic development brochure that focuses on quality of life of the four-county region.
This brochure would be targeted to those who already work, but do not live in the four-county region, but also
those potential new hires at area businesses.
∙∙ Mimic Ottawa County’s “It’s All Here” campaign in the other three partner counties or take it four-county wide.
Add housing and education information to the site to show broad depth of amenities to live, work and play in the
region.
∙∙ Planning participants named City of Wooster and Findlay/Hancock County as having successful
campaigns to retain and attract workers, supporting economic growth and high quality of life for the workforce.
∙∙ Build off Lake Erie Shores and Islands campaign, but target to attract or keep young adults in the area. Have
communities create stories they can tell about themselves online. Focus on proximity to major cities, housing, schools
and outdoors. Nearby major cities give the smaller, more rural communities access to arts, culture, sports, shopping,
transportation options. Highlight year-round outdoor recreational activities and schools with not only good test
scores, but also community feel.

BIG PICTURE
This planning process revealed many items the
4CG already knew to be true. The region has and
will continue to have a lot to offer business/industry,
residents and visitors. Access to natural resources,
lower cost of living, higher quality of life and strong
community partnerships make these counties an
attractive community for residents, visitors and
businesses alike. The market for future economic
investments will remain healthy if the region can
continue its partnerships between communities,
businesses, economic development partners and
the education community to take advantage of its
existing labor force and nurturing its future labor force.
Concentrated efforts to improve upon high quality of
life/services such as varied housing types, increased
public transportation and increased branding to
create a visible community identity will bolster the
4CG’s attractiveness and marketability to businesses,
residents and visitors.
A new mindset seems to be emerging with many
businesses and industries, looking at innovative ways
to attract and retain workforce. The 4CG Partners must
cultivate this culture of open-mindedness within the
region, providing and supporting best practices for
economic and workforce development. This includes
the ability to offer flexible schedules to foster a work-life
balance that the current and future generations desire
and often demand. Another best practice should be soft
and life skills training in the education system, as every
business/industry involved mentioned these as being
important skills an employee can have. These include
skills such as having a good work ethic, collaboration,
responsibility, problem-solving, etc. These soft skills

Economic Development Strategy

are also important to the implementation of the
OhioMeansJobs Readiness Seal into school curriculum.
It is interesting to note that Student Survey respondents
felt that having a strong work ethic meant managing
time wisely/showing up on time, working well with
others, being respectful and being honest. This may
signify that the future workforce does have soft/life
skills and focus on teaching these skills should be on the
current workforce.

IMPLEMENTATION
CONSIDERATIONS
As the 4CG Partners work to implement the goals
outlined within this report, they should consider
refining its implementation strategy as new data and
information makes itself available. Clear, defined roles
and responsibilities should be determined to ensure
the most successful results.
Workforce is directly related to economic development.
Education, skills and talent all play into making an
economic development strategy “work.” In order
to attract educated talent with workforce skills, a
community must have a sense of place, livability,
availability of housing (all types and price points) and
infrastructure. We must remember that talent is mobile
and with trends such as working from home and
accessibility to major highways, many with talent can live
anywhere outside the region or even state.
Housing was mentioned repeatedly as being needed
to assist with attracting additional workers. Types of
housing necessary included starter homes, affordable
housing, high end/professional housing and even
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Workforce is directly related to economic development. Education, skills and talent
all play into making an economic development strategy “work.”
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empty nester housing. All of these types would attract
additional workers or keep workers from moving out of
the region, including allowing empty nesters to age in
place and continue working as necessary or desired. Low
housing cost and low rents should be marketed, targeting
those people living in other counties outside the fourcounty region and working in the four-county region.
These housing costs can also be communicated to area
businesses when they are recruiting employees. Some
recommendations for additional housing include: match
making events between property owners and developers;
industries providing housing as incentives to re-locate;
utilizing Community Reinvestment Area (CRAs) for
residential to encourage developers to build starter homes
and encourage first time home buyers; and reviewing
zoning (where applicable) to ensure ability to build smaller
homes, apartments, condos or cluster type housing
developments.
Labor force participation is a huge hurdle in workforce
planning and economic development. In 2007 (prerecession), the 4CG region had 95,310 people working. In
2008, these numbers bottomed out at 84,955 and as of
Q1 2019, the region was only at 88,196 employed people.
Recovery has taken time to increase employment numbers,
but it is anticipated that the region is not going to get back
to the 95,310 number, due to automation and changes in
the way these industries are doing business. On top of this,
the four counties also had a loss in population and baby
boomers retiring. The four-county region is not atypical to
the State numbers, everyone is losing population except
for Delaware and Franklin Counties. These counties have
a good industry mix and have marketed the area to young
people. Approximately 38% of people in the region are
able to work, but they are not in the labor force. Possible
reasons include they are retired, on public assistance or still

living at home with parents/family. On the positive side,
productivity is high in the region. It will be important to
protect against the next recession by upskilling workers
and working to increase the overall labor participation
rate.
At the time this report was being finalized, the fourcounty region’s unemployment rate was flat, around 4%
average. Typically, 4-5% is considered full employment.
Unemployment rates only count those who are looking
for work in the last four weeks. This can skew Ottawa
County’s numbers, they will have low unemployment
figures in tourist season, but higher in the winter season.
During our public input phase, we heard numerous calls
for best practices related to both economic development
and workforce development. Many states do have
best practices for economic development, including
Michigan and Connecticut. Both states have developed
a certification program for communities interested in
economic development. Benefits of these certification

programs include information sharing of best practices,
capacity building of staff, and improvement of overall
quality of economic development services at the local
level and across the state.
There has also been some discussion about hiring
a “recovery coordinator” for the region, someone
to coordinate and spearhead these regional
recommendations. Generally, this person could be
responsible for the following list of tasks, while specifically
this person could work to implement the regional goals
and objectives in Chapter 8 and the action table in
Chapter 9.

Economic Development Strategy

“REGIONAL RECOVERY COORDINATOR”
Mitigation of
unemployment impacts
∙∙ Job skill development
opportunities

Opportunity Zone
Management

Reuse and
Redevelopment

∙∙ Community stakeholders

∙∙ Employment alternatives

∙∙ Investment and economic
development strategy

∙∙ Review of economic
development corridors and
potential sites

∙∙ Training and education
programs

∙∙ Identify potential projects in
the zones

∙∙ Identify development areas
∙∙ Encourage development

∙∙ Living wage jobs

∙∙ Collaboration among partners

∙∙ Expand or locate on former
sites

Workforce and Industry
Assets
∙∙ Attract growth and diversify
industries
∙∙ Support existing businesses
and develop expansion
opportunities
∙∙ Identify unique attributes

The key to economic growth/stabilization will be to strengthen key industry clusters in the region, as well as focus
attention to the top five industries as discussed in further detail in the attached Talent & Attraction Implementation Plan
This plan serves as the policy guide for moving
the four-county region forward, guiding decisions
about future physical and economic development.
Transforming the plan’s goals into reality will require
a long-term commitment and political consensus.
The plan is designed to be a road map for action,
incorporating strategies, specific projects and
programs that will achieve the desired results. Many of
these recommendations will not come as a surprise, as
multiple previous reports have identified many of these
problems and proposed similar recommendations.
However, by organizing these regionally and pursuing
funding and coordination regionally, we hope that the
4CG Partners can move forward with implementation.

Economic Growth/Stabilization
Over the next 10 years, employment in the 4CG region
is projected to contract by 4,094 jobs. The key to
economic growth/stabilization will be to strengthen
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key industry clusters in the region, as well as focus
attention to the top five industries as discussed in further
detail in the attached Talent & Attraction Implementation
Plan. High location quotients (LQ) indicate a region
has high concentrations of employment compared to
the national average. For the region, Chemical is the
highest with a LQ of 5.91. The top five industries include:
Manufacturing, Health Care/Social Assistance, Retail
Trade, Accommodation/ Food Services and Educational
Services. Manufacturing is the largest sector with 22,059
workers and had the best job growth over the last five
years (+1,545 jobs). Utilities have the highest average
wages of $103,381. Healthcare/Social Assistance has
the fastest growing sector for 10-year focus (+0.4% YOY)
growth and best projected job growth of +453 jobs.
Focus group attendees felt that educational attainment
of the population is the single most important factor for
shaping a region’s economic success. Over the past ten
years (2010-2017), the number of high school graduates
for the region has remained the same. During this same

Business Development
∙∙ Engagement between
businesses and economic
development organizations
∙∙ Retention and expansion of
businesses
∙∙ Outside investment attraction
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time period, the number of college graduates in the 4CG
region increased from 13,631 to 15,573, an increase of
1,942 or 14%. In 2010, the 4CG area had 8,248 persons with
graduate/professional degrees. This number increased by
202 to 8,450 in 2017, a 2.45% rise.

Workforce Maintenance and
Attraction
All but a few industries said they struggled with workforce
maintenance and attraction. Those that didn’t struggle felt
it was due to the type of work completed in their industry,
their rate of pay and their flexibility with hours/schedule.
Looking at the surveys, the majority of plant managers
said they couldn’t find employees due to lack of workforce,
lack of work ethic, lack of skilled labor, rate of pay and type
of work. The plant manager responses echoed what we
heard during the public input process. The inability to pass
a drug test was mentioned by 44% of survey respondents
as a deterrent to hiring. The lack of life skills, transportation
and childcare all ranked highly as reasons they couldn’t
find employees. These are all items that goals, objectives
and actions will strive to address.
The majority of plant managers (58%) had a turnover rate
of 1-10%. Almost 21% of respondents had a turnover
rate of 11-20% and 15% had a turnover rate of 15%. The
majority of those workers turning over were 26-36 years
old followed by 18-25 year olds. Typical tenure for those
turning over was 1-4 years followed by 3-6 months. Citizen
survey respondents echoed this with the overwhelming
majority of respondents saying they saw themselves
working at the same place a year from now. If not,
respondents would be leaving for better pay/benefits,
a position closer to home, retirement or for a better
corporate culture. Citizen surveys ranked obstacles that

prevented respondents from working as lack of work
skills/education, inadequate pay, a criminal record and a
disability.
Flexible schedules seemed to play into employee
retention. Over 58% of survey respondents offered parttime work, 49% offered second shift and 43% offered
third shift work. 28% offered flex time, which helped
meet the workforce’s need for a balanced work/personal
life. This flexibility was echoed in Focus Group data.
Of those economic development partners surveyed,
they were offering employment training and job search
assistance. Housing, transportation and childcare were
not ranked highly, but such services are important to
economic development and workforce attraction/
retention, as previously discussed.
In order to meet the needs of a business/industry for
the availability of a trained and motivated workforce,
one of the best things a region can do is to cultivate its
work force and make it business friendly. Working with

local school districts is one of the best ways to start this
process. People typically strive to live and work in the
same community. This arrangement is beneficial for
smaller commute times, income tax payment benefits
and an overall time saver for busy people and families.
Attracting talented work force from surrounding areas
and growing a talented work force through the current
educational system (public and private K-12 systems,
vocational schools, community colleges and universities)
will continue to be important.
According to the Student Survey, respondents want
more information on various careers, not just business
and marketing. They wanted to see additional military
information; more guidance, less pressure; more
cultural opportunities; more encouragement from staff/
administration; a class about career readiness and more
exposure to other fields. Respondents wanted to see
more business shadowing, more on-site business visits
and more apprenticeships. Businesses will need to do a
better job of opening up their facilities to encourage this
future workforce.
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A basic wage and benefit survey was conducted as part
of the Human Resource Survey and it is located in the
Attachments Section. For a more detailed wage and
salary survey by position and company size, we would
recommend the 4CG Partners utilize a service such
as The Employers’ Association. The majority of the
wage responses in the Human Resource Survey were
on pace with the average annual wages from JobsEQ,
reported in the Talent & Attraction Implementation Plan
(Attachments Section), with the exception of Health
Care/Social Assistance and Accommodation and Food
Services, which were lower in the survey responses.
According to the Citizens Survey, the majority of overall
respondents were making between $13.01-$25.00 an
hour.
Of those human resource departments surveyed, the
majority offered major paid holidays, paid vacation and
paid bereavement time off. The offering of paid sick leave
was fairly split. The majority also offered medical, dental
and vision benefits. Almost half offered mental health
counseling and maternity/paternity leave. Disability
time off was offered by almost 60% of respondents. The
majority of respondents stated that the monthly employee
paid insurance premium range was $101-$150. Other
benefits offered included life insurance, 401k, tuition
reimbursement, disability insurance and bonuses. Almost
10% of respondents offered a transportation credit.
About 75% of respondents matched employee 401K
contributions. The majority of respondents stated that
their benefits package was worth $10.01- $15.00 an hour,
which should be promoted in the hiring process.
The majority of those responding said construction wages,
depending on the job category, ranged from $15.01-$30.00
an hour, with the majority of employees in the $25.01$30.00 range. A few positions (administration, electrician,
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laborer) were lower, at $8.56-$15.00, but this survey did
not ask about tenure, apprenticeships for these positions,
which could be the reason.

Construction Wages Survey Results

The majority of respondents said healthcare wages,
depending on the job category, ranged from $13.01-above
$50.00 an hour, with the majority of employees in the
$25.01-$30.00 range. A few positions (administration, food
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Healthcare Wages Survey Results

service, nursing assistance/orderly, other) were lower,
at $8.56-$13.00, but this survey did not ask about
tenure for these positions, which could be the reason.
This industry did have the highest concentration of
those responding in the above $50.00 an hour range
(administration, athletic trainer, dentist, pharmacist,
physician assistant, physician/surgeon).
The majority of those responding said manufacturing
wages, depending on the job category, ranged
from $15.01-$40.00 an hour, with the majority in the
$25.01-$30.00 range. A few positions (administration,
assembler, human resources, quality control inspector,

Economic Development Strategy

Manufacturing Wages Survey Results

technician and other) were lower, at $8.56-$15.00
an hour, but this survey did not ask about tenure.
The majority of respondents said service/travel/
tourism wages, depending on the job category,
ranged from $8.56-$17.00 an hour, with the
majority in the $8.56-$11.00 range (accountant,
administration, other) or $15.01-$17.00 range
(accountant, administration, food operations,
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Service/Travel/Tourism Wages Survey Results

manager/supervisor). Again, this survey did not ask
about tenure.
Based on a Brookings recent analysis (1/8/20 Low
Unemployment Isn’t Worth Much- If the Jobs Barely
Pay), they determined that 44% of all workers (ages
18-64) barely earn enough to live on with their
median earnings at $10.22 an hour. According
to the blog, these workers can be found in the
following industries: retail sales, cooks, food and
beverage servers, janitors/housekeepers, personal
care/services workers and administrative positions.
For those industries in the four-county region who
are routinely dealing with employee turnover, hourly
wages should be reviewed to determine if this is a
contributing factor.
According to the U.S. Bureau of Labor Statistics
(April 2020), the mean hourly wage for all
occupations for the Cleveland-Elyria Metropolitan
Statistical Area is $25.04 an hour and for the Toledo
Metropolitan Statistical Area is $22.39 an hour. Both
hourly wages are lower than the national average of
all occupations at $25.72. Waiters and waitresses in
the Toledo area had average hourly salary of $10.82
and cooks/restaurants in the Cleveland Area had an
average hourly salary of $13.15. An example in the
Cleveland area of increasing wages, the Cleveland
Clinic raised their minimum wage to $15.00 an hour
in January 2020 and this includes those entry-level
positions (environmental services workers and
patient care nursing assistants).
As all planning participants are aware, worker
shortage is a national issue. According to an article in
the Wall Street Journal (2/20/20), a New Conference

Economic Development Strategy

Board business survey report finds corporations are
increasing their wages to find blue collar workers,
where the workforce pool is already small. The
survey states that 85% of blue collar businesses
report recruiting difficulties versus 64% of white
collar employers in finding employees. A tight labor
market is accelerating wage growth for lower-skilled
and young workers. Wages for 20-24 years olds
are increasing twice as fast as for other workers.
Employers are focusing on recruitment efforts on more
women and minorities and offering better benefits to
make the job more attractive. Of those surveyed, 90%
of blue collar businesses report operating with open
positions and 29% says this has made them reduce
output or turn down business. One recommendation,
deemed a short term fix, is to increase legal
immigration. As discussed previously, foreign workers
are used in the travel/tourism and agricultural
industries in the four-county region. Moving this
practice into other business/industries should be
examined, with assistance to make the process less
time intensive and less costly for businesses. Related
to this, is the Welcoming Cities Initiative, a program
that includes policy development in areas such as
retention of international students, career pathway
assistance for skilled immigrants and easier access
to capital for foreign entrepreneurs. This program
also helps employers become more knowledgeable
about the why and how of hiring international talent.
Cincinnati, Columbus, Dayton and Toledo are currently
participating in this program.

Business Retention/Attraction
Business retention and attraction is an important
pillar of any economic development strategy. Of the
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Other Jobs Wages Survey Results

economic development partners responding to survey,
the majority stated they are providing business retention
and new business development assistance. Focus group
data stated business retention was a priority. Personal
visits, email blasts, social media, group presentations and
websites were the ways in which partners communicated
with business/industry. However, 30% of respondents
were not making an initial contact with new businesses/
industries. This could be due to lack of staff to complete
these visits. This will be added to the 4CG Partners
outreach list.

New businesses/industries may not take the time to fully
understand the dynamics of the regional market and
especially the unmet demand. The 4CG Partners can utilize
the data prepared in Chapter 3 of this report to assist
with new business recruitment. Fact sheets for different
industries are included in Industry Spotlight Attachments
Section.
The Regional Growth Partnership and Team NEO serve
as the regional network partners for Northeast and
Northwest Ohio under JobsOhio. The network partners
are privately-led organizations that partner with the
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counties in their region to act in the best interest of
the businesses. They are instrumental in assisting the
counties with research, incentive packaging, project
development & planning, business attraction, retention
and expansion, among many other collaborations.

Ottawa

Sandusky

Redevelopment by County
As redevelopment occurs, each county must look to
the data as to the various industries that have growth
projections in the future.

Seneca

Huron

Huron’s top five industries reflected by the
number of workers were in:
1. Manufacturing (6,094);
2. Health Care/Social Assistance (2,813);
3. Retail (2,218);

2. Healthcare/Social Assistance (2,947);

4. Construction (1,951);

3. Educational Services (2,534);

5. Accommodation & Food Service (1,774).

4. Retail (2,304)

Ottawa County’s top five industries
were in:
1. Accommodation & Food Service (2,330);
2. Manufacturing (2,113);
3. Healthcare/Social Assistance (2,008);
4. Retail (1,534);
5. Educational Services (972).

Sandusky County’s top five industries were in:
1. Manufacturing (9,396);
2. Healthcare/Social Assistance (3,222);
3. Retail (2,724);
4. Accommodation & Food Service (2,241);
5. Educational Services (2,002).

Seneca County’s top five industries
were in:
1. Manufacturing (4,456);

5. Accommodation & Food Services (2,221).
With the exception of Ottawa County, the remaining
counties had Manufacturing as their number one
industry. Ottawa’s top industry was Accommodation
& Food Service. All 4CG counties, with the exception
of Huron County, had the same industries in their top
five category. Instead of Education, Huron County had
Construction as one of their top five industries. For the
foreseeable future these industries will continue to
dominate and thrive within the 4CG region. Assistance in
strengthening these clusters with economic incentives
and workforce development will benefit these employers
and the economy of the region.

Performance Measures
This plan has been developed with a degree of flexibility,
allowing for nimble responses to emerging conditions,

challenges and opportunities. To help ensure the
plan stays fresh and useful, periodic reviews may be
required. This will ensure plan goals, objectives and
recommendations reflect changing regional needs,
expectations and financial realities.
The 4CG Partners have the framework in place to
continue to evaluate progress towards achievement
of goals, objectives and expectations. An annual
progress check-in, utilizing the 4CG Partners who
put this report together and/or the existing Business
Advisory Councils, is recommended. Specific
performance measures could be baseline assessments,
land use assessments, number and type of capital
improvement projects, number of jobs created/
retained and carrying-out additional surveys of
citizens, students, business/industry, economic
development professionals, etc. (utilizing the same
questions from this planning effort) to determine
changes and trends.) A business attraction and
retention survey could also be completed to focus
more on existing and future business needs in the
region.

Economic Development Strategy

Waste
Management/
Remediation
Services

Manufacturing

Accommodation/
Food Services

Administrative/
Support

Best Job Growth
Regional sectors with
best job growth (or most
moderate job loss)

Management
of Companies/
Enterprises

Construction

Public Administration
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CHAPTER 8: REGIONAL GOALS
AND OBJECTIVES
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

Goals and Objectives will allow the 4CG leaders and
other key people/organizations to check off items as
they are completed or plan out items for the future.

Regional Goals and Objectives

REGIONAL GOALS AND
OBJECTIVES
Goals are high level policy statements that
drive future decisions around projects and
investment opportunities that can contribute
to community growth. Objectives are specific
ideas, strategies, policy statements or projects
that achieve goal results. The objectives
identified in this plan will assist the 4CG by
providing measurable tasks that revolve around
increasing economic activity within the fourcounty region. Further these objectives will
support other planning in the counties such
as other comprehensive planning efforts and
future capital improvement plans. Integrating
all the above planning efforts with a committed
leadership will be the most important driver
of success for the 4CG. Additional industryspecific recommendations are included
previously in Chapter 5.
Bridging planning with results is important
with any effort. No community, or consultant
for that matter, wants to have a plan or strategy
sit on the shelf. This Goals and Objectives Chart
and Action Table in Chapter 9 will allow the 4CG
Partners and other key people/organizations
to check off items as they are completed or
plan out items for future capital improvement
plans. This chart will serve as a guide and
quick reference for all to monitor progress or
serve as a “checklist” for implementation of
the plan. The following chart identifies major
steps and projects designed to assist the four-
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county region to continue to move toward a
unified economic development strategy and
workforce development. Some of the 4CG
Partners have started to work on these goals/
objectives, but they need to be continued
and expanded in order to recognize a true
economic development strategy. Plans
are dynamic and fluid and this document
is no different and should be reviewed for
modifications on an annual basis.
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REGIONAL GOALS & OBJECTIVES CHART
Goals

PILLAR 1
Education/
Life Long Learning

Develop and retain
a talented and
skilled workforce
so four-county
region businesses
(existing and future)
can retain existing
levels and expand
to compete locally,
regionally, nationally
and internationally.

Objectives

Future Workforce
1.1 Continue to provide a range of non-traditional education opportunities to high school students
and recent graduates.
1.2 Educate all (students, parents, teachers, administrators, etc.) to the opportunities of vocational
school, as well as entering the workforce from high school, removing any negative connotation to
these two pathways.
1.3 Educate for the future, not just those jobs in existence today. The majority of students entering
the education system today will hold jobs that currently do not exist.
1.4 Work to double the touch points between students and various industries in the counties.
1.5 Continue to coordinate large scale events between schools and businesses, such as Career
Showcases, FutureMaker Events, etc. to focus on opportunities for students to stay in the four-county
region after graduation. Expand events to elementary and middle school students.
1.6 Utilize the internet more for additional career exposure during school as this is how students are
selecting their career paths.
1.7 Promote the work of Pathways to Prosperity and its subcommittees.
1.8 Work to include former students, those who started college, but did not finish, in all workforce
initiatives.

Existing Workforce
1.9 Promote life-long learning by offering work skills training to existing workforce.
1.10 Participate in a regional system of connecting workers and employers with programs, best practices
and networks.
1.11 Take advantage of the TechCred Program, InnovateOhio and micro-degrees.
1.12 Examine development of new or revised training facility. Focus training on four-county footprint,
but add life-skills training.
1.13 Work to engage sector of the workforce who is not participating and work to remove their
barriers.
1.14 Utilize sector strategy pathways from Industry Spotlight data. Make sure it is understood
what businesses need and determine which types of workers could be channeled into those job
descriptions.

Regional Goals and Objectives

Goals

Objectives

Develop, create and
maintain a multi-media
marketing plan and
campaign that will
enable the region to sell
itself regionally, statewide and nationally.

2.0 Conduct campaign to live, work, play in the four-county region, targeting existing residents to
stay (especially students and the younger population) and potential residents (tourists and those who
already work in the region) to stay longer.

Ensure all infrastructure
and capital resources are
up to date to maintain
existing business and
appeal to existing and
new workers.

3.0 Look for opportunities to add more starter homes, middle-income and senior housing, including
condos, assisted living and other types of accessible housing.

2.1 Enhance the image of the region both internally and externally. Recognize that the area has many
positive quality of life factors. Focus on these, instead of on any less positive factors.
2.2 Better prepare economic development partners for business inquiries by streamlining and enhancing
marketing materials, promotional materials and business prospect/client responsiveness. Materials
should include representation of positive overall quality of life.

PILLAR 2
Marketing/Branding

3.1 Review existing and future transportation plans to determine feasibility of adding routes to get
workers or potential workers to employers.
3.2 Find ways to fund additional transportation projects, including public transit.
3.3 Improve the physical image of the counties, especially along key corridors and community entryways,
as this is the first impression to a new resident/employee/employer.
3.4 Work with townships, villages and cities to ensure all infrastructure (roads, water, sewer, storm,
electrical, internet, etc.) are all up to date and ready to meet the needs of existing and future businesses
and related expanded workforce.

PILLAR 3
Infrastructure/
Capital Resources

POGGEMEYER Design Group

BGSU CRD

8:5

8:6

4CG Regional StrategicWorkforce and Economic Development Strategy

Goals

Strengthen existing
and create new
collaborative
partnerships to
operate effectively
as one voice for
regional economic
success.

Objectives
4.0 Remove politics from workforce and economic development. Solicit participation from all
partners (economic development, non-profit, education, businesses, county, township, municipality
administration/elected officials and State elected officials) in the four counties to ensure success.
4.1 Develop an informational initiative for local governments on how to do workforce and economic
development with hopes this group can meet regularly to share ideas, best practices and ways to
collaborate on workforce development, economic development and overall marketing of the fourcounty region.
4.3 Create a “recovery coordination initiative” to help the region focus on economic resiliency efforts
to prepare for any downturns in the economy. Hire a regional recovery coordinator to work on
implementation of all pillars.
4.4 Create an economic development roundtable initiative or utilize existing groups with partner
organizations, local government officials, education and social services agencies to develop strategies to
address more social service aspects of workforce development/economic development.

PILLAR 4
Regional
Collaboration/
Continued
Partnerships

4.5 Recognize all partners in solving workforce shortage (businesses of all sizes, all levels of government,
educators and economic development/workforce development partners) as equal pieces in the equation.
4.6 Pursue listed funding sources to support projects with local and regional impacts related to
retention and expansion.

Develop tourism to
further enhance the
local economy as
a job creator, but
also as a population
generator.

5.0 Recognize tourism as a year-round industry and one of the region’s economic generators.
5.1 Work with existing organizations, such as Lake Erie Shores and Islands, to hire a tourism
workforce development specialist for sole focus on the needs of this unique market and/or a regional
recovery coordinator to work on the implementation of all pillars.
5.2 Continue to market tourism resources within and outside the region, including waterfront, trails,
parks and recreation facilities and programs.
5.3 Improve use of social media through coordinated four-county region to promote local events and
tourist opportunities.
5.4 Improve access to technical assistance and financing for tourism-related businesses.

PILLAR 5
Tourism

5.6 Work to move visitors to full-time residents to increase population and support economic
development and workforce needs.

Regional Goals and Objectives

Goals

Develop an ecosystem
for creating, attracting,
expanding and
retaining businesses
and the necessary
existing and future
skilled workforce.

Objectives
6.0 Recognize the top industries and top occupations in the region and work with these industries
and educational partners to maintain and grow employment.
6.1 Recognize those industries with positive employment growth rates in the next ten years and work
to promote these skills in the education of students and existing workforce.
6.2 Recognize those industries with negative employment growth rates in the next ten years and
work to retrain these individuals to plug them into other employment growth industries in the region.
6.3 Recognize age distribution in industry cluster analysis to determine which industries are prone to
retiring a large portion of employees and better prepare workforce for these open positions.
6.4 Organize and publicize local, state and federal incentives and technical assistance for
development, redevelopment and workforce training.

PILLAR 6
Business/Industry
Activities

6.5 Keep inventory of available properties for recruitment of new businesses to the four-county area.
6.6 Work to identify a collaborative “punch list” of what both employers and 4CG need to assist with
creating, attracting, expanding and retaining businesses and the necessary skilled workforce.
6.7 Recognize industries with wage gaps from the industry spotlight data and determine ability to get
closer to national average.
6.8 Examine make-up and meeting attendance of existing Business Advisory Councils to ensure
proper balance of business, economic development partners and educational partners.
6.9 Work with workforce partners and the State to develop employment pre-screening drug tests,
with drug counseling and job placement assistance for those who don’t pass.
6.10 Start a “how to” program for H2A Visas. Secure funding to assist with the costly process.
6.11 Encourage business/industry partners to communicate career path once employees are hired,
utilizing on the job training and/or continued education.
6.12 Work with business/industry partners to understand what motivates employees in order to retain
existing workforce and attract new workforce.
6.13 Target certain demographics for open positions (e.g. stay-at-home parents, retirees, students, exoffenders, etc.) with part-time and/or flexible schedules.
6.14 Recognize that a sizeable portion of the labor market is always looking for a better job option.
Work to ensure best overall employment experience for employee to retain existing and attract new.
6.15 Follow larger industries in the State for best practices, such as Honda and Huntington, who have
made substantial commitments to upskill their workers.
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Goals

Objectives

Create a unique
identity and sense
of community for
the four-county
region.

7.0 Determine why employees live in other counties and work in the four-county region and vice versa
to assist in attracting people to live, work and play here.

Stay current on
regional, state
and national
trends, initiatives
and funding
for Workforce
Development
and Economic
Development
Polices.

8.0 Facilitate a meeting with all partners to tell the story of the 4CG and secure buy-in for proposed goals,
objectives and action items.

7.1 Target those students who have moved away, advertising quality of life, family ties and sense of
community, to move back to the region to continue their careers and build a family.
7.2 Continue to protect and improve recreational opportunities, including waterfront, trails, parks/
rec facilities and programs.

PILLAR 7
Quality of Life

PILLAR 8
Legislative Action

8.1 Stay actively involved in Governor’s Office of Workforce Transformation.
8.2 Initial asks should be for assistance with modifications to regulations and funding to implement
goals, objectives and action items from plan.
8.3 Work with local elected officials to put incentives in place for economic development.
8.4 Work on specific items by industry that need legislative changes that came about as part of this
planning process.
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Bridging Planning with Results.

Action Tables

ACTION TABLE
For the Economic Development Strategy to be an
effective document for the next several years, steps
must be identified to guide community leaders towards
implementation. This chapter is organized by vision/
action item, priority and responsibility.

can translate into high level policy statements that
drive future decisions around projects and investment
opportunities that can contribute to economic
development. Action steps are specific ideas, strategies,
policy statements or projects that achieve vision results.

Action steps have been identified related to vision
statements, with additional input and refinement by
the 4CG Partners, in this planning process. Visions

The following table identifies major steps and projects
designed to maintain and improve the four-county
region. Implementation of these items will have a positive

Action

impact on the character and vitality of the counties.
Many of the implementation recommendations
presented herein will require the close cooperation of
many partners. The final column in the table indicates
the primary group(s) responsible for implementation.

Priority

Responsibility

Rebrand to “career ready” instead of “college ready.”

Immediate

Educational Partners

Promote “keys” to career ready such as life skills, driver’s license, internships, mentorships.

Immediate

Educational Partners, 4CG,
Business/Industry Partners

Articulate value to students and employers of the OMJ Seal, targeting specific high school classes and human resource
managers.

Immediate

4CG

Invite parents to career showcases or at minimum, develop a career path on-line newsletter, highlighting various industries within
the counties.

Short-Term

4CG

Continue to educate teachers to create awareness of opportunities for students related to businesses/industries within the
counties.

On-going

4CG, Educational Partners,
Business/Industry Partners

Modify curriculum to identify current and future workforce needs of employers, especially related to changes in technology and
manufacturing.

Short-Term

Educational Partners,
Business/Industry Partners

Provide life skill training, including “common sense curriculum”: Communication/Interpersonal Skills, Decision-Making/Problem
Solving, Creative/Critical Thinking, Self-Awareness/Empathy, Assertiveness/Self Control, Resilience/Ability to Cope, Ability/
Willingness to Learn

Short-Term

Educational Partners

Work to double the amount of interactions between students and business/industry with guest speakers, business shadowing,
on-site business visits, more apprenticeships/mentorships, etc. Focus on those growth industries in each county and start touch
point process when students are younger, more engaged and more likely to be open to different pathways (e.g., focus on high
tech nature of manufacturing).

Mid-Term

4CG, Educational Partners,
Business/Industry Partners

Continue to coordinate large scale events between schools and businesses, such as Career Showcases, FutureMaker
Events, etc.

On-Going

4CG, Educational Partners,
Business/Industry Partners

Education #1
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Action

Priority

Responsibility

Start social media campaign for #4CGCareer Ready, built on Twitter, Instagram and Snapchat. Get students excited to stay in
the area after high school. This may also assist in reaching students whose parents aren’t involved in the career ready process.

Short-Term

4CG, Educational Partners,
Business/Industry Partners

Develop a visually attractive virtual kiosk/information center connecting students to jobs and internship opportunities.

Mid-Term

4CG, Educational Partners,
Business/Industry Partners

Stay involved to assist with implementation of Pathways to Prosperity and look to assist with implementing recommendations
into entire four-county region.

On-going

Educational Partners

Develop list of students who started college, but did not finish and offer placement services to them in order to get them to
participate in the labor force.

Mid-Term

Educational Partners,
Business/Industry Partners

Encourage business/industry to allow flexibility and/or incentives for existing workforce to continue life-long learning with
additional training/certifications.

On-going

4CG

Continue to be the clearinghouse to connect workers and employers with programs, funding, best practices and networks.

On-going

4CG

Be first in line for new funding programs at the State, like TechCred, InnovateOhio and Microdegrees.

Immediate

4CG

Examine development of new or revised training facility for the region, focusing on four-county footprint, but add a life-skills boot
camp.

Short-Term

4CG

Reach out to those not participating in workforce with survey to determine reasons not participating. Work to remove those
barriers.

Mid-Term

4CG, Industry/Business
Partners

Developing career pathways for existing industries, utilizing data from sector strategy industry profiles, as a strategy promotes
industry employment growth and workforce engagement.

Long Term

4CG, Industry/Business
Partners

Work with local partners to sell the positive quality of life in the 4CG Region. Build off Lake Erie Shores & Islands
campaign and Ottawa County’s It’s All Here Campaign, utilizing Twitter, Instagram and Facebook.

On-going

Chambers, Visitors
Convention Bureaus, 4CG

Prepare a standardized marketing packet for potential economic development leads. It should include important demographic
data from this Plan.

Mid-Term

4CG, Chambers, Visitors
Convention Bureaus

Strive to increase the number of workers living and working in the same county, from the current 40-51%, up to 75%, recognizing this
is good for economic development and growing the workforce.

Long-Term

4CG, Local Elected Officials

Marketing/Branding #2

Action Tables

Action

Priority

Responsibility

Encourage elected officials to utilize Community Reinvestment Areas and Opportunity Zones (if applicable) as tools to encourage
developers to build the types of housing needed to attract additional workforce and keep existing workforce.

Short-Term

Elected Officials, Community
Staff, Developers

Encourage elected officials to target the vacant housing units in each county for rehab funding and market them to assist with
the housing shortage.

Short-Term

Elected Officials, Community
Staff

Examine 3 main types of transit service for rural communities and work with local communities to add best route to get employees to
work.

Mid-Term

4CG, Elected Officials, Business/Industry Partners

Pursue funding for transportation improvements.

On-going

Elected Officials, TID Boards

Recommend implementation of County-wide, quarterly Pride Days for key corridors and gateways clean up.

On-going

Elected Officials, Educational
Partners

Request long-term Capital Improvement Plans from the counties and/or municipalities to incorporate into workforce and economic
development planning.

On-going

4CG Partners, County and
Local Elected Officials

Create an annual elected officials/administration ED/WFD Bootcamp, especially focusing on inviting newly elected officials.

Immediate

4CG Partners & All Elected
Officials/Administration

Create recovery coordination initiative with regional recovery coordinator to prepare for economic downturns, focusing on
diversification and transferring of skill sets.

Short-Term

4CG Partners

Short-Term

4CG Partners, Elected
Officials and Social Services
Partners

Short-Term

4CG Partners

Infrastructure/ Capital Resources #3

Regional Collaboration #4

Work to address more social services issues as they relate to ED/WFD:
-

Retain youth/families in the community

-

Develop effective public transportation

-

Strategies to provide affordable housing

-

Strategies to provide daycare that meets the needs of the workforce

-

Address mental health/drug addiction that strain community resources and reduce the workforce

Set up master 4CG grant calendar through One Drive in order to add grant application deadlines and primary responsible party
so efforts are not duplicated.
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Action

Priority

Responsibility

Classify the jobs as year-round, instead of seasonal, so this industry does not compete with other year-round positions with similar pay
scales.

Immediate

4CG Partners, Lake Erie
Shores & Islands, State
Elected Officials

Hire tourism workforce coordinator and/or regional recovery coordinator, a position that would cover all pillars.

Short-Term

4CG Partners & Lake Erie
Shores & Islands

Develop incentive packages that meet the financial needs of the tourism industry.

Mid-Term

4CG Partners & Local Chambers/Visitors Bureaus

Develop resource on social media or print media to use tourism as “hook” to turn visitors into residents and workforce participants.

Long-Term

4CG Partners & Local Chambers/Visitors Bureaus

Work with industry leaders to determine ways to increase total compensation to make these positions more attractive to workforce.

Immediate

4CG Partners & Tourism
Industry

Focus workforce and economic development efforts on top industries and top occupations for workforce training. Recognize
negative growth industries and retirement in specific industries will have an effect on existing and future workforce.

Short-Term

4CG

Utilize incentives when necessary to support expansion and new development efforts. Develop a performance standard for the
deployment of incentives. Develop an organizational chart in each county, outlining process and contacts for job seekers and
expanding/new businesses.

Ongoing

4CG, Economic
Development Partners, Local
Elected Officials

Continue business outreach, focusing on current and future needs related to workforce development and economic
development. Make sure to make connections with local and national partners within the company. Incentives, training, position
types, sector strategy pathways should all be reviewed.

Mid-Term

4CG, Business/Industry
Partners

Tourism #5

Business/Industry Activities #6

Identify industries with wage gaps and work with business/industry partners to determine if increasing wages will assist with retaining
Short-Term
existing and recruiting new workforce.

4CG, Business/Industry
Partners

Re-examine Business Advisory Councils and make sure their make-up is balanced with all economic development partners. Invite
participants from the 4CG public input process, as their backgrounds and participation in the 4CG could add to depth of group.

4CG, Economic
Development Partners

Short-Term

Action Tables

Action

Priority

Responsibility

Develop an employment pre-screening drug test with counseling services and job placement services for those who do not pass
the test.

Long-Term

4CG, State, Social Services
Partners

Collaborate with other groups to streamline H2A Visa process, utilizing co-op type organization to work to bring costs down.

Short-Term

4CG, Lake Erie Shores and
Islands

Work with business/industry partners to provide employees with clear career path, so they are more likely to be committed to longterm employment.

Short-Term

4CG, Business/Industry
Partners

Share survey results with business/industry to show them what motivates workers. Work with them to provide incentives such as
increasing hourly wage, offering bonuses, offering flexible work schedule and creating a strong work culture to retain and attract
employees.

Immediate

4CG, Business/Industry
Partners

Work with more business/industry on how to engage additional workers, if able to offer flexible schedules and/or part-time schedules.

Short-Term

4CG, Business/Industry
Partners

Work with business/industry to recognize they must provide a positive overall experience for employees in order to keep them,
utilizing work environment, pay and other incentives.

ShortTerm

4CG, Business/Industry
Partners

Create a small scale best practices upskill program for local industries to follow to help ensure future workforce will be met.

Long-Term

4CG

Work with each industry to develop a skill/aptitude list that can be given to potential job seekers to better see if “fit” with industry.
Better alignment of expectations and reality.

Long-Term

Business/Industry Partners,
4CG, Education Partners

Conduct further surveys to determine why employees work in the four counties, but live outside the region
(e.g. quality of life, job, home prices, family ties, etc.).

Short-Term

4CG & Other WF/ED
Partners

Target students who have moved away with marketing campaign, bringing them “home” to region to continue career and build a
family.

Mid-Term

4CG & Other WF/ED
Partners

Work to protect and improve waterfront, trails, parks/rec facilities and programs, as current and future residents desire these options
for overall quality of life.

On-Going

Elected Officials

Quality of Life #7
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Action

Priority

Responsibility

Hold meeting to facilitate buy-in from businesses/industries and elected officials (local, county, and state). Continue quarterly checkin meetings for progress.

Immediate

4CG, Business/Industry &
Elected Officials

Work to assist local governments to put economic development incentives in place (e.g. Community Reinvestment Areas, Revolving
Loan Funds and Tax Credits for commercial, industrial and residential development).

Short-Term

4CG & Local Elected Officials

Work to assist focus areas with necessary legislative changes/enhancements including transportation regulations, nuclear regulations,
de-incentivize welfare/public assistance and funding for specific career ready keys (e.g. drivers ed funding, life skills curriculum).

Mid-Term

4CG & State Elected Officials

Legislative Action #8

4CG Regional Strategic Workforce and Economic Development Strategy

CHAPTER 10: PARTNERS

10:2

4CG Regional StrategicWorkforce and Economic Development Strategy

Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

Successful plan implementation will be directly
related to a committed public and private sector
leadership.

Partners

PARTNERS
The input received through the planning process provided
a foundation to help achieve the 4CG’s vision; however,
multiple avenues of support, commitment and involvement
must continue. Successful plan implementation will be
directly related to a committed public and private sector
leadership. While elected and appointed officials will
have a strong leadership role, many others – county and
city/village department directors, educational partners,
staff and leaders from the region’s many institutions and
organizations - will also be instrumental in supporting
the plan. However, commitment reaches beyond just
these individuals and includes an array of stakeholders.
Business owners, building owners, developers and citizens
interested in how the region develops and redevelops
must unite toward the plan’s common vision. Additional
community partners include Chambers, Economic
Development Organizations, United Ways, Jobs & Family
Services, Area Non-Profits and Civic Organizations, etc.
The four-county region is very fortunate to have many
engaged and informed partners. Many of the partners
have a long history of working together and working
with economic development partner entities within their
villages and cities. According to the Economic Development
Partners survey results, almost 93% of participants routinely
collaborate with other service providers in the area. While
this is very important, we would like to highlight business
and industry owners/managers and echo that this group
should be invited to every conversation on workforce
and economic development. They have one of the most
important roles in the attraction and retention of a quality
workforce. Increased pay is not always the way to attract
and retain quality employees. According to Brent Gleeson,
Contributor, Leadership Strategy (The Top 10 Ways to
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Top 10 Ways to Attract and Retain Great Talent
1. Great Leadership

6. Problem Solving

2. Career Growth Path

7. Innovation

3. Strong Mission/Purpose

8. Professional Development

4. Creative Thinking

9. Recognition/Reward

5. Philanthropy/
Community Outreach

10. Teamwork/Teambuilding

Attract and Retain Great Talent, Forbes, October 13,
2016), there are ten ways to attract and retain great
talent: great leadership, career growth path, strong
mission/purpose, creative thinking, philanthropy/
community outreach, problem solving, innovation,
professional development, recognition/reward and
teamwork/teambuilding. In a nutshell, a strong work
culture will assist with retention and business/industry
owners/managers are the only ones who can create/
promote it.
Each of the 4CG Partners provided organizational
charts as a part of this process and each chart
outlined the number of partners working toward
economic development and workforce development
at the local and county levels. During meetings with
the 4CG Partners, there was consensus to having
a common message on a regional basis in regards
to economic development and workforce matters,
while simultaneously allowing each county to pursue

such efforts tailored to local need and delivery
system. The goal would be to offer across the board
assistance in economic and workforce development
with an emphasis on getting the information out to all
businesses in the 4CG region. Approximately 73%
of plant manager survey respondents knew who to
contact at the County ED Agency for assistance, it
should be a goal to get this closer to 100%.
The 4CG Partners should continue to serve as
the clearinghouse for all things workforce and
economic development related. The best economic
development agencies are those who are able to
be flexible and quick with responses. Additional
support may be needed, as discussed in Chapter
7, as hiring a “recovery coordinator” for the region,
someone to coordinate and spearhead these regional
recommendations.
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Through the public input process, it also became apparent
that the local elected officials are very interested in
“doing economic development,” but would like more
training on how they can best compliment their county
efforts. Educational partners also were very engaged in
this entire process and are hard at work getting students
“career ready,” whether this involves going directly into
the workforce or attending college first. These partners
are always interested in visiting other parts of the State to
see how they do workforce and economic development.
They are not afraid to tweak services if it better suits their
clients. Additionally, the state legislators are pushing
for collaboration and coordination with workforce and
economic development. They are focused on regionalism
and will work to make this happen and want to provide
a platform for economic development partners and
businesses/industries.
One downside to all this involvement could be that
sometimes there are “too many cooks in the kitchen.”
According to the Economic Development Partners
survey, approximately 44% said they competed/
overlapped with services/programs with other
organizations in the area and 42% stated there were
duplication of services. Approximately 44% felt that
there were services they should be providing but did
not. Examples included grants, visa programs, small
business assistance, driver’s education, incubator space/
programs, workforce development and job training. This
information shows that there is still work to be done to
provide a coordinated streamlined system for services.
While all partners have the best intentions, it is very
clear that a united front will get more work done and
save on duplication of time, funding, energy and effort
when it comes to economic development and workforce
development. This is especially true as the 4CG moves
into implementation and pursues funding opportunities.

InitialRecommendationsforPartnerDevelopmentforStrengthenedRegional
Collaboration/Continued Partnerships
Facilitate a meeting with
employers and elected local, state, and
federal officials to:

∙∙ Give employers a platform to tell their story, what
resources they need to stay competitive and the
existing regulations that are onerous and excessive.
∙∙ Develop an action plan after the meeting to achieve
the desired results.

Re-evaluate composition of current Business
Advisory Councils (BACs) to ensure inclusion of a
broad cross section of county representatives and
that members are attending and participating in
initiatives of the BAC:
Facilitate a meeting with economic
development organizations, local
government officials education and social
services agencies to develop strategies to:

∙∙ Make on-line platforms easy for all parties to
participate and keep up-to-date with activities.
∙∙ Make in-person meetings at the most convenient
times and locations for all participants.

∙∙ Retain youth/families in the community.
∙∙ Develop effective public transportation options.
∙∙ Create strategies to provide affordable housing.
∙∙ Formulate strategies to provide daycare that meets the
needs of the public.
∙∙ Address mental health/drug addiction that strain
community resources and reduce the workforce.
∙∙ Continue to meet quarterly to coordinate efforts and
identify success and areas for improvement.

Facilitate a stronger partnership between the entire business community and educational partners to train
youth and adults for the current and future workforce needs, understanding that education and training is a
life-long pursuit to remain competitive in the workforce.
Further discuss the hiring and funding of a “recovery coordinator” for the region, someone to
coordinate and spearhead these regional recommendations.
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Regional Strategic Workforce and Economic Development Strategy
A Partnership Between Huron, Ottawa, Sandusky & Seneca Counties

Funding sources to support projects with local
and regional impacts related to job retention and
expansion.

Funding

FUNDING
From the very beginning of
this planning process, the 4CG
Partners were very aware of the
need to secure local, state and
federal funding sources for the
implementation of the goals,
objectives and actions of this
plan. We have summarized
many potential funding sources
for workforce and economic
development. We believe
this document, along with the
collaborative nature of this group
and region, will be the key to
securing funding for this report. We
would recommend the 4CG Partners
pursue listed funding sources to
support projects with local and
regional impacts related to job
retention and expansion. This will
necessitate better coordination to
ensure other partner entities are not
pursuing the same funding sources
since funds are limited and there
are many projects. Working with
current administrations at the local,
state and federal levels will also be
important to secure funding, as their
focus is on economic development
efforts and ensuring that Ohio’s job
creators have an abundant, skilled
work force.
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Local Funding Sources
Community
Reinvestment Area
(CRA)/ Enterprise Zone
(EZ) Programs

These programs offer real and personal property tax abatement, up to 100% for up to 15 years in
the CRA for real property only (commercial, industrial and residential) and up to 60-75% for up to 10
years in the EZ for real and personal property (industrial only). Under the EZ, maximum exemption
levels may be exceeded with approval by the affected board of education, up to 100% exemption
for up to 15 years. A payment in lieu of taxes may be required to the affected school district. CRAs
can be county-wide or municipal-only based on a housing survey showing a disincentive to invest in
the area. Residential abatement can be offered under the CRA, but the community must set up its
legislation to offer residential abatement.

County/ Municipal
Revolving Loan
Funds (RLFs)

This program allows low-interest loan funds to be used to assist companies with location or
expansion in the county. Each loan funding source may have different requirements, including what
funds can be used for, number of jobs retained or created and differing rates/terms. If the RLF
originated with Community Development Block Grant (CDBG) funds, additional requirements are
necessary including an environmental review process, competitive quotes/bids, Davis Bacon Federal
Prevailing Wages and creation/retention of jobs for persons from low- and moderate-income (LMI)
households.
∙∙ Huron County has both a CDBG RLF for low-interest loan financing, as well as an Erie Basin Resource
Conservation and Development Council which assists with gap financing for small business projects.
Ottawa County has both a CDBG RLF, as well as another RLF available for low-interest loan financing.
Sandusky County and the City of Fremont both have CDBG RLFs to assist businesses with low-interest
loans. Seneca County has both a CDBG RLF available for low-interest loan financing, as well as loan
financing through the Fostoria Economic Development Corporation. This RLF offers low-interest
loans for gap financing to Fostoria-area businesses, primarily for industrial expansion. All of these
RLFs are tied directly to job retention/creation and have specific criteria that must be met to receive a
low-interest loan.

Housing as
an economic
development
strategy

Housing as an economic development strategy should be considered. Ensuring that there are
housing choices for the older and younger residents and those in-between is very important.
Housing options can be an economic development tool in itself. Examining different types of
housing options (e.g. zero lot line, cluster homes, apartments, condos and even adaptive re-use
of second floor downtown buildings) will only benefit the overall economic development strategy
of the 4CG region. Huron County does offer residential tax abatement under the CRA for housing
development.
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Local Job Creation and
Retention Program

Village and Cities can provide grant funds to businesses who are creating or retaining jobs, based on the company’s gross payroll and the
amount of municipal income tax such payroll will generate in the community.

Tax Increment
Financing (TIF)

This program is available to local governments to finance public infrastructure improvements and in certain circumstances, residential
rehabilitation. Payments derived from the increased assessed value of any improvement to real property are directed towards a separate
fund to finance the construction of public infrastructure defined within the TIF legislation. Some TIFs allow funds to be used for planning.

On-the-Job Training (OJT)

Training by an employer that is provided to a paid participant while engaged in productive work in a job that:
1. Provides knowledge or skills essential to the full and adequate performance of the job;
2. Is made available through a program that provides reimbursement to the employer of up to 50% of the wage rate of the participant, except
as provided in section 134(c)(3)(H) of WIOA, for the extraordinary costs of providing the training and additional supervision related to
training; and
3. Is limited in duration as appropriate to the occupation for which the participant is being trained, taking into account the content of the
training, the prior work experience of the participant and the service strategy of the participant, as appropriate.
OJT training payments to employers are deemed to be compensation for the extraordinary costs associated with training a participant and
his/her potentially lower productivity. Employers are to be reimbursed up to 50% of the wage rate of an OJT participant.

Incumbent Worker
Training (IWT)

WIOA provides both workers and employers with the opportunity to build and maintain a quality workforce and increase both participants’ and
companies’ competitiveness. Incumbent worker training is responsive to the special requirements of an employer or a group of employers in
partnership with other entities for the purposes of delivering training to:
∙∙ Help avert potential layoffs of employees, or
∙∙ Increase the skill levels of employees so they can be promoted within the company and create backfill opportunities for the employers.

Comprehensive
Case Management &
Employment Program
(CCMEP)

This program helps low-income 14- to 24-year-olds build career paths, find employment and break the cycle of poverty. A tailored range of
services are available to each individual and participants spend about 20 hours a week in CCMEP activities designed to help them achieve
their goals related to employment, increased training and/or obtaining a work certificate/credential. A wide range of follow-up services are
also available after goal achievement.

Funding

State Funding Sources
Area 7 Workforce
Development Board

This organization has currently been instrumental in assisting the 4CG Partners with workforce development (Area 7 approached Ohio
Department of Job and Family Services (ODJFS) on behalf of the 4CG and ODJFS funded the plan using Rapid Response dollars) and in the past.
The 4CG Partners will continue to work with Area 7 to request funding for the various goals, objectives and actions in this report.

Governor’s Office
of Workforce
Transformation,
Industry Sector Partner
Grant

This is a competitive grant to support collaboration between business, education and other community leaders to meet workforce needs.
Grant funds will help support industry sector partnerships, including program coordinators, new tools and programs and related expenses
associated with launching new partnerships and supporting existing partnerships. To be eligible for funding, an industry sector partnership
must include multiple private-sector employers focused on common workforce-related goals, be led by the business community and have
a regional and/or industry specific focus.

Governor’s Office
on Workforce
Transformation,
TechCred Program

This program connects businesses to give employees the ability to earn industry-recognized, technology-focused credentials. TechCred
provides reimbursement to eligible employers for training costs for both incumbent and prospective workers to earn a micro-credential, an
industry-recognized credential or certificate that may be completed in not more than one year, as well as creates a regional industry sector
partnership grant program. Credentials that are eligible must be short-term, industry-recognized and technology focused. This program
is projected to help workers excel in their careers by attaining industry- recognized credentials for in-demand jobs, while helping employers
hire Ohioans for unfilled tech jobs. The State of Ohio provides a reimbursement of up to $2,000 upon completion of a credential.

H2O Ohio Fund

This program has money available for water quality purposes, including awarding grants, issuing loans, funding cooperative research and
encouraging cooperation with governmental and private entities. The State team includes the Governor, Ohio Department of Agriculture,
Ohio Department of Natural Resources, Ohio Environmental Protection Agency, the Lake Erie Commission and other interested parties to
work together to invest in projects that will reduce nutrients and provide long-term economic and water quality benefits to communities in
Ohio.

InnovateOhio Platform

This program provides capabilities to enable state agencies to become more customer-centric and data driven. While funding may not be
available, this platform could assist the 4CG Partners as they work together to implement the goals, objectives and action items in this plan.

Jobs Ohio Workforce
Grant

This program provides funding for the improvement of worker skills and abilities on a reimbursement basis. It requires job creation and
training of employees within a specified time period. Funds may be provided per job created and employee trained. Eligible projects are
with those companies engaged in JobsOhio’s targeted industries and business functions. Retail and other population driven businesses
are not eligible. Grants are focused on a company’s training costs, including information technology, maintenance/skilled trades, leadership
skills, product knowledge, quality management/processes, safety training, supervisory, technical processes, technical training, on-the-job
training, equipment, materials and travel costs. College degrees, consumables, food/drink/entertainment, GEDs, infrastructure, soft skills,
training reimbursed by other public agencies/departments, OSHA regulatory, membership dues/licenses/fees, prep time/travel time and
profit-oriented courses are not eligible.
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Ohio Development
Services Agency,
Community
Development
Block Grant
(CDBG) Economic
Development (ED)/
Community Housing
Impact & Preservation
(CHIP) Programs

The ED program has grant funds for necessary off-site infrastructure improvements and loan funds for business/industry expenses. Grant
and loan funds are available through these sources in an amount up to $500,000, depending on project size, matching funds, job creation,
infrastructure costs and available funds at time of application. Communities make application on behalf of companies. Eligible communities
can apply for CHIP grants to provide home repair grants and/or housing rehabilitation loans to owner-occupied households. Additional federal
requirements are necessary including an environmental review process, competitive quotes/bids, Davis Bacon Federal Prevailing Wages and
creation/retention of jobs for persons from low- and moderate-income (LMI) households.

Ohio Development
Services Agency, Ohio
Opportunity Zones

This tax credit program provides an incentive for taxpayers to invest in projects in economically distressed areas. Both Sandusky and
Seneca Counties have a zone designated. Taxpayers invest cash into the Ohio Qualified Opportunity Fund (QOF), which is invested in a
Qualified Opportunity Zone property and the taxpayer is then eligible for a non-refundable tax credit, equal to 10% of the amount of funds
invested in the property. Taxpayers may invest in multiple Ohio QOFs and may receive up to $1 million dollars in tax credits in 2020-2021.
Benefits include increased business investments and housing development projects in economically distressed areas and a reduction in tax
liabilities to investors.

Ohio Development
Services Agency, Rural
Industrial Park Loan
Program

This program provides low-interest direct loans to counties, municipalities, townships, non-profit organizations, port authorities, community
improvement corporations and private developers to finance the development and improvement of industrial parks and related off-site
improvements in rural areas. Eligible rural areas include distressed, labor surplus and situational distressed counties. The loan can be
used to finance up to 75% of allowable project costs, with loan amounts ranging from $500,000 to $2,500,000. At least 50% of the loan
may be forgiven upon successful completion of the project.

Ohio Development
Services Agency,
InvestOhio Program

This program offers a non-refundable personal income tax credit to investors who provide new equity into Ohio small businesses to acquire
an ownership interest. Small business is then required to reinvest that equity into one of five categories and the investor must retain an
ownership interest for a two-year holding period before tax credit is claimed. Small business must retain property purchased from new
equity for entire two-year holding period.

Ohio Development
Services Agency,
Roadwork Development
(629) Funds

This program has grant funds available for public road way improvements related to new or expanding businesses (manufacturing,
research/development, high tech, corporate headquarters and distribution facilities). Project must create or retain jobs and local financial
participation is required.

Ohio Department of
Transportation, Jobs
and Commerce

This program provides funding for necessary road improvements for businesses locating or expanding in a community. Projects must be
justified by job creation or retention and this funding source should be part of an overall funding package.

Funding

Ohio Department of
Transportation, Small
Cities Program

This program provides federal funds to small cities with populations from 5,000 to 24,999 that are not located within Metropolitan Planning
Organization (MPO) boundaries (typically multi-jurisdictional transportation planning agencies). Funds may be used for any road, safety or
signal project on the Federal-aid system.

Ohio Department of
Transportation, Public
Transportation Grant
Program

This Rural Transit Program provides federal and state funding to assist with up to 50% of net project cost of operating expenses and up to 80% of
cost of capital projects. State general revenue funds are also available to provide up to 30% of eligible operating costs and up to 10% of capital
project costs. Counties, municipalities, villages, regional transit authorities, county transit boards, private non-profit corporations or county /
municipal departments are all eligible to apply for funding.

Ohio Department
of Transportation,
Transportation
Improvement Districts

This program awards funding to TID projects and is limited to 25% of project total, not to exceed $250,000 per fiscal year. Funds may be used for
construction, right-of-way acquisition and design. Funding consideration is based on the project’s ability to address economic development and
job creation/retention impact.

Ohio Environmental
Protection Agency,
Harmful Algal Blooms
Improvements

This program offers funding for water and wastewater improvements to address harmful algal blooms for laboratory equipment with grants
up to $30,000, as well as low-interest loans through existing programs.

State of Ohio Capital
Budget Appropriation

A request could be made for a line item in the state’s bi-annual capital budget. The application process varies from jurisdiction to jurisdiction
with some legislative districts requiring project vetting by a regional agency (Toledo). The budget is adopted every other year (even years) and
the project must have local support.

US Bank/LISC Housing
Development Training
Institute (HDTI)

This program provides area developers with training to assist in their ability to develop affordable housing.
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Federal Funding Sources
Economic Development
Administration (EDA)

EDA investment priorities are designed to contribute the strongest positive impact on sustainable regional economic growth and diversification.
A current investment priority is Workforce Development & Manufacturing for projects that support planning and implementation of
infrastructure for skills-training centers and related facilities that address a specific emphasis on the expansion of apprenticeships and work-andlearning training models to encourage job creation and business expansion in manufacturing. An EDA Application will need a project schedule,
program components and path to implementation. This grant is on an open cycle. EDA would prefer not to give money for administration, but
training programs are a high priority for them, and they like to see actual training facilities. The grant amount would be $100,000 maximum with
a 1:1 match. Typically, EDA is more interested in bricks and mortar projects. As denoted in the priorities below, EDA funding can also be used
for infrastructure. During initial discussions with EDA, they may be interested in a pilot study and/or funding a Regional Recovery Coordinator,
as discussed in Chapter 7. This Regional Recovery Coordinator could also work with a second new position, hired to work with communities
affected by facility closures. Both positions could work together to implement the initiatives outlined in this plan.

EDA Funding Priorities:
EDA’s investment priorities are designed to provide an overarching framework to guide the agency’s investment portfolio to ensure its
investments contribute the strongest positive impact on sustainable regional economic growth and diversification. Competitive applications
will be responsive to the evaluation criteria listed under each individual funding announcement, including at least one of the following
investment priorities:
1. Recovery & Resilience: Projects that assist with economic resilience (including business continuity and preparedness) and long-term
recovery from natural disasters and economic shocks to ensure U.S. communities are globally competitive.
2. Critical Infrastructure: Projects that establish the fundamental building blocks of a prosperous and innovation-centric economy
and a secure platform for American business, including physical (e.g., broadband, energy, roads, water, sewer) and other economic
infrastructure.
3. Workforce Development & Manufacturing: Projects that support the planning and implementation of infrastructure for skills-training
centers and related facilities that address the hiring needs of the business community -- particularly in the manufacturing sector -- with
a specific emphasis on the expansion of apprenticeships and work-and-learn training models. Also includes projects that encourage
job creation and business expansion in manufacturing, including infrastructure-related efforts that focus on advanced manufacturing of
innovative, high-value products and enhancing manufacturing supply chains.
4. Exports & FDI: Primarily infrastructure projects that enhance community assets (e.g., port facilities) to support growth in U.S. exports
and increased foreign direct investment—and ultimately the return of jobs to the United States.
5. Opportunity Zones: Planning and implementation projects aimed at attracting private investment – including from Opportunity Funds
– to grow businesses and create jobs in Census tracts that have been designated as Opportunity Zones. This includes targeted projects
located within an Opportunity Zone; projects that, while not located within an Opportunity Zone, have a clear intent of benefitting nearby
Opportunity Zone(s) and regional projects that encompass an area containing at least one Opportunity Zone with a clear intent of benefitting
that Opportunity Zone. Opportunity Zones are designed to spur economic development by providing tax benefits to investors.

Funding

U.S. Department
of Labor, The
Workforce Innovation
and Opportunity
Act (WIOA), Rapid
Response

This program provides funding for the state or designated entity to respond as quickly as possible to mass job loss following
announcement of permanent closure, mass layoff or natural/other disaster. For Rapid Response activities, the Governor may reserve up to
25% of the total dislocated worker formula allocation to the state and may include informational and direct reemployment services. Such
services may include delivery of solutions to address needs of businesses in transition, facilitating the connection of networks and partners
to provide assistance to dislocated workers and strategic planning for the economic change in the region.

U.S. Department of
Labor, The Reentry
Employment
Opportunities (REO)
Program

This program is a business driven approach to assist employers hiring ex-offenders and others with potential employment barriers.
Nehemiah Manufacturing in Cincinnati could be used as a best practices case study. Workers with criminal records make up almost 80%
of the company’s 180 employees. Nationally, JPMorgan Chase is making an effort to recruit people with criminal backgrounds.

Other/ Non-Profits/ Private Sector
Business/ Industries

There are many programs and incentives that local business/industry can partner in and/or implement. Continue working with businesses and
industries in 4CG region to partner with educational institutions to provide apprenticeships, mentorships or facilities to train workforce. For
example, Dana Inc. and Owens Community College recently partnered to create the Dana Advanced Manufacturing Training Center facility
designed to help address the shortage of skilled workers in northwest Ohio and southeast Michigan. Dana started the capital fundraising
campaign with a $1 million donation toward the renovation of a 59,000 sf existing facility with 6 skilled tech labs. The State has approved $4
million for the project and Owens is investing up to $3.6 million, with the balance being provided by a capital campaign.
Some best practices examples of employer incentives (“thinking outside the box”) include: free vacations/use of time shares; big money incentives;
“catch them doing something right” and reward with formal thank you; “safety bonuses” for following safe work practices; reloadable gift cards;
on-site health care and mental health resources; fun at the office (aka ping pong, billiards, slides); tuition reimbursement/scholarships/forgiving
college debt; employee appreciation week; immediate vacation time; profit sharing; monthly off-site team expeditions; flexible schedules; weekly
breakfasts/lunches; gifts; affordable housing loans and relocation bonuses (including trailing spouse incentives).

County Foundation
Boards

These groups are valuable resources for connections between business, industry, education and economic development partners, as well
as marketing and even potential funding sources.

Ohio Business
Roundtable

This is a non-partisan, not-for profit organization composed of the CEOs of Ohio’s biggest and most successful businesses. Their focus
is on economic development with workforce becoming a top priority. BGSU is a member of this organization and 4CG should receive
updates on workforce and economic development from this group.

Rotary Clubs

Rotary Club International is a 115 year old 1.2 million member service organization that has clubs in 22 countries. Rotary Clubs bring
together business and professional leaders within a community to provide humanitarian services. One of its principal objectives is to “grow
local economies” and in many communities have helped fund a variety of economic development activities. There are Rotary Clubs in
Fremont, Norwalk, Port Clinton and Tiffin.
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