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PART 1: About Broad Ripple Strategies



MATT DEVEAU

Principal, Project Lead

Chicago, IL

OUR TEAM

ALEX PEARLSTEIN

Principal

Birmingham, AL




30+ years

/0+ communities

100+ projects

OUR EXPERIENCE




BROAD
RIPPLE
STRATEGIES

Shared philosophy based on how plans get implemented
‘Big rocks” in a strategy make “broad ripples”

Customized processes that maximize impact



OUR ULTIMATE GOAL

Raise standards of living and improve quality of life
for current and future residents
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PART 2: The Strategic Planning

Process



WHY TALENT?

 Talent is the TOP factor influencing economic competitiveness
» Critical in economic development site location decisions
 Education and training associated w/ improved individual outcomes

« Communities around the country are facing major talent challenges
— Long-term demographic trends and an aging workforce

— Emerging issues such as a lack of childcare, housing costs, etc.




PLANNING TIMELINE

WORKFORCE SCAN TALENT STRATEGY
December 2023 December 2024 to July 2025
What does the data say How can we work across
about the depth and quality sectors to make an impact on
of our workforce? workforce and talent?
TALENT PRIORITIES

April to June 2024

What are the business
community’s top priorities
for workforce and talent?




PROCESS GOAL

Develop an ambitious cross-sector talent strategy to
enhance Catawba County’s workforce.




PROCESS LEADERSHIP

 Steering Committee of public, private, nonprofit, and education leaders

* 39 members with three committee chairs:
— Zack Cranford, Founder, Cranford Hospitality
— Dr. Garrett Hinshaw, President, Catawba Valley Community College

— Randy Isenhower, Chairman, Catawba County Board of Commissioners

 All PK-12 school districts and higher education institutions represented
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PROCESS OVERVIEW

PHASE 1 PHASE 2 PHASE 3
April to July 2025

Nov. 2024 to Jan. 2025 Jan. to April 2025
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RESEARCH +
INPUT

IMPLEMENTATION

STRATEGY
GUIDELINES

DEVELOPMENT




PHASE 1 — RESEARCH & INPUT

Objective: Blend existing work with new data and perspectives to

understand Catawba County’s opportunities and challenges for talent

» Review of existing research
» Quantitative data analysis
» Targeted online survey

» Stakeholder interviews and focus groups




PHASE 2 — STRATEGY DEVELOPMENT

Objective: Create an ambitious yet achievable cross-sector strategy to

enhance Catawba County’s workforce

Grounded in research and input

Based on priorities and goals identified by stakeholders and the Committee

|dentified ways to better align to meet our talent needs

High-impact goals and objectives and actionable "topline” strategies




PHASE 3 — IMPLEMENTATION GUIDELINES

Objective: Develop recommendations for activating the Talent Strategy

Recommended organizational roles for partners

Program costs and potential resources

Priority strategies and timelines

Performance measures to track progress towards goal attainment

Organizations and entities ultimately confirm implementation roles
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PART 3: Key Research

Input Findings



RESEARCH AND INPUT ACTIVITIES

Existing Research Review

— Review of key findings from existing reports, including Talent Priorities and Workforce Scan

Focus Groups and Interviews

— Engaged key leaders and constituencies from the public, private, nonprofit, and education sectors

Online Survey

— 314 total responses; available by invitation

Data Analysis

— Built on previous work to update data, fill in gaps, and identify potential needs




EXISTING RESEARCH

Talent Profile and Talent Priorities process materials (2023 & 2024)
Aligning Education Efforts (AEE) strategic plan (2020)

Arts Culture Catawba Cultural Plan (2024)

Chamber Wages & Benefits Survey (2024)

Catawba EDC Industry Growth Analysis (2024)

The State of Housing in Catawba County and the Region (2024)




FOCUS GROUPS

Manufacturing and Logistics (x2)

Health Care

Professional Services and Commercial Development
Non-profit organizations

PK-12 educators and administrators

Higher education educators and administrators
Elected officials

Communications / quality of place

Hickory Young Professionals

100+ participants




DATA ANALYSIS

L everaged and updated work from previous processes

« Examined new and updated data from public and proprietary sources
— High-level trends impacting workforce competitiveness
— Industry and occupation trends

— Higher education awards and alignment with workforce needs

» “Labor shed” goes beyond county lines, but...

» Analyzed Catawba County because it is where we have the most pull
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DATA BENCHMARKING

Compared Catawba County data to:
 United States
* North Carolina

* Three comparison counties:
— Alamance, NC (Burlington)
— Iredell, NC (Mooresville)

— Spartanburg, SC (Spartanburg)




A (VERY) HIGH-LEVEL DATA SUMMARY




“Collar Type” of Occupations by Place of Work, 2024 QT
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Online Survey Question: Please assess the overall depth and
quality of Catawba County's current workforce.

Very Weak | 0.4%

weak [N 1.1
Very Strong - 4.6%

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0%

N = 291; above results do not include “Don’t Know or N/A" responses.




Number of Residents Aged 25-44 for Every 100 Residents Aged 45-64, 2023
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Online Survey Question: Looking forward over the next five years,
how concerned are you about the potential impact of retirements
on your company's workforce?

Not at All Concerned _ 17.3%

Slightly Concerned 18.9%

Moderately Concerned

veyconcemec. | 63.8%
Extremely Concerned _ 10.2%

0.0% 5.0% 10.0% 15.0% 20.0% 250% 30.0% 35.0% 40.0% 45.0%

N = 129; above results do not include “Don’t Know or N/A" responses.




BA+ Attainment Gap Relative to the Nation by Age Group, 2018-2022
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Online Survey Responses: Top issues rated as a serious or moderate
challenge to the DEPTH or QUALITY of Catawba County’s workforce.

Childcare affordability 63.4% 27.2% 90.7%

"Homegrown" talent leaving 54.5% 35.6% 90.1%

Childcare availability 45.6% 35.7% 81.3%

Career awareness among adults 28.6% 50.0% 78.6%

Career awarenesss among PK-12 parents and students 29.7% 47.7% 77.4%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

m Serious challenge Moderate challenge

N = 264; above results do not include “Don’t Know or N/A" responses. Includes responses from two separate questions in which respondents were asked to indicate the degree
B@ to which certain issues were a challenge to the 1) depth or 2) quality of Catawba County’s workforce. Response choices have been shortened for clarity.




An urgent need for new and attainable housing

Mulltifamily overall vacancy rate for Catawba County, 2024

Healthy, well-balanced market range, 4-6%

0% 2% 4% 6% 8% 10%

Catawba County, 1.3%

1 0 6 5 1 Total estimated Housing Gap for
) Catawba County, 2024 to 2029

Source: Bowen National Research



Total Housing Units Permitted in Catawba County by Year, 1980-2023
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SUMMARY

- Unanimous opinion: we do not currently have the talent we need

« Age dynamics are a major threat today

» Recent job and population growth reflect opportunity

» Diversification opportunities limited by education level, etc.
 Better alignment among talent partners is a key need

 Other consistent themes: housing, quality of place, child and family care




WHAT TO DQO?

There are three general ways in which a community can enhance talent:

1) Cultivate a strong homegrown workforce
2) Retain current residents

3) Attract new talent from elsewhere

Research and input reveal all three are needed and desired!
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PART 4: The Talent Strategy



VISION

VISION: Partners in Catawba County will work collaboratively
to DEVELOP, RETAIN, and ATTRACT a skilled
and educated workforce by advancing four PRIORITIES.




STRATEGIC FRAMEWORK

VISION: Partners in Catawba County will work collaboratively to DEVELOP, RETAIN, and ATTRACT
a skilled and educated workforce by advancing four PRIORITIES.

DEVELOP RETAIN ATTRACT
;o
6@ 2. Targeted Talent Marketing N4
¢ ¢




1. HOMEGROWN TALENT
PIPELINE PARTNERSHIP

Goal statement: Establish a talent pipeline
partnership to align cross-sector stakeholders around
shared priorities and metrics to improve homegrown
talent outcomes.

Key Features:

« Forum for collaboration and problem solving
« Hosted within the Chamber with funding through the Chamber Foundation
 Bring together business with all education partners and other key stakeholders

« Align around shared priorities and metrics
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1. HOMEGROWN TALENT

PIPELINE PARTNERSHIP
Goal statement: Establish a talent pipeline
partnership to align cross-sector stakeholders around

shared priorities and metrics to improve homegrown
talent outcomes.

Three initial areas of focus: 1. Career Pathways + Promotion

2. Work-Based Learning Opportunities

3. Soft-Skill Development




Goal statement: Develop coordinated messaging and
focused campaigns to enhance Catawba County’s
ability to attract new residents.

Aligning talent marketing messaging New or enhanced external efforts

* Inventory existing capacity  HKY4Vets

« Adopt coordinated messaging « “Boomerang” talent

« Create an online “partner toolkit” « Brand awareness in Greater Charlotte
« Encourage community champions « Potential talent relocation incentives

- Earned media coverage
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3. HOUSING + AMENITY
DEVELOPMENT

Goal statement: Build consensus and enhance tools
to support new and varied housing and quality of
place amenities for talent attraction and retention.

Optimize the climate for attainable housing Incremental “placemaking”

» Regulations that support diverse housing « Support for small business + entrepreneurs
 Building community support « Downtown and commercial districts
« Development tools for workforce housing

* Promote aging in place
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4. FAMILY + CHILD CARE

Goal Statement: Improve flexibility for working
parents and caregivers and boost the supply of
affordable child care to lower workforce barriers and
improve outcomes for children.

Encouraging employer best practices Growing child care supply + workforce

Pursuing incentives for new workers
Improved policies and funding

Back-up and off-hour child care

Home child care

 Advocacy for child care

Potential loan + incentive fund

« Advocacy for family care
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PART 5: Activating the Talent Strategy



TALENT PROFILE
December 2023

What does the data say
about the depth and quality
of our workforce?

PLANNING TIMELINE

TALENT PRIORITIES

April to June 2024

What are the business
community’s top priorities
for workforce and talent?

TALENT STRATEGY
December 2024 to July 2025

How can we work across
sectors to better develop,
retain, and attract talent?

IMPLEMENTATION
Fall 2025 to 2030

The “real work™ happens!




We have our plan.

Now what? ALLEN SMITH
President/CEO

OneSpartanburg, Inc.

2021 US Chamber of the Year
BRS Senior Advisor




OUR REAL WORK

It may be that when we no longer know what to do
We have come to our real work.

And that when we no longer know which way to go
We have come to our real journey

The mind that is not baffled is not employed
The impeded stream is the one that sings

Wendell Berry
American novelist, poet, and essayist
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