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INTRODUCTION 

The Northeast Oklahoma Sector Strategies Initiative/Workforce Development Regional Plan 
resulted from a U.S. Department of Labor Sector Partnership National Emergency Grant (NEG) 
to advance and complement the more integrated and comprehensive Dislocated Worker 
services envisioned by the Workforce Innovation and Opportunity Act (WIOA).  

Sector strategies represent a strategic and demand-driven way for workforce organizations to 
conduct business, moving from a program administration focus to a more proactive role that 
builds regional talent pipelines, addresses skill shortages, and creates meaningful career 
pathways for a range of workers in important regional industries. The Sector Partnership NEGs 
provide new services and flexibilities that will integrate into the WIOA. The specific activities 
targeted by these grants, which serve Dislocated Workers, include regional sector planning and 
strategies, enhanced career services to Dislocated Workers, and work-based training 
opportunities. 

The Cherokee Nation contracted with the Northeast Oklahoma Regional Alliance (NORA) to 
develop this comprehensive regional plan outlining and highlighting shared stakeholder and 
partner voices from throughout the fourteen-county region. It identifies growth opportunities 
for business and industry and the skills needed to support that growth.  

NORA convened stakeholders and partners through surveys, regional roundtables and personal 
interviews to map regional assets within and for the Healthcare, Hospitality, and Manufacturing 
industries. Trained facilitators helped stakeholders and partners identify these regional assets 
and workforce issues faced by the target industries. The Cherokee Nation Career Services 
provided direction and subject matter expertise in creating this plan to ensure northeast 
Oklahoma’s future is bright; business and industry grows and has the skilled workforce needed; 
and northeast Oklahoma becomes a region of choice for people and businesses alike.    

Acknowledgements 
Many individuals and agencies contributed to the development, evolution and execution of this 
project and the completion of this plan. Researchers at NORA express their gratitude to 
everyone who contributed to this project: 

Oklahoma Works 
Eastern Area Workforce Development Board 
Tulsa Area Workforce Development Board 
Northeast Workforce Development Board 

NORA tapped two Limited Liability Companies to assist with the facilitation of meetings and 
plan development: 

● Empower Change, LLC

2



o Founded in 2004, a strategic consulting and coaching firm that helps nonprofit,
government, business and individual clients develop goal-driven strategies for
success. Led by President, Lisa Wade-Berry of Fort Gibson, Oklahoma.

● PowerNotes, LLC
o Founded in 1989, PowerNotes—led by President and CEO Mary Ann Lawrence and

based in St. Louis, Missouri—is a subject matter expert with workforce systems
nationwide. PowerNotes helps federal, state, and local organizations with strategic
planning, curriculum design, soft skills training for job seekers and youth, training for
workforce professionals, task analysis, fundraising, fee-for-service, evaluation, sector
strategies, career pathways and performance management.

About the Researcher 
NORA Mission Statement 
The Northeast Oklahoma Regional Alliance (NORA) is a 501c3 corporation dedicated to the 
growth, prosperity, and vitality of northeast Oklahoma and its communities by promoting 
regionalism throughout the area; leveraging regional resources; recognizing common issues and 
identifying collaborative solutions; expanding regional networks; and communicating the 
regional story. 

About NORA 
NORA is a 501c3 nonprofit representing 14 counties in northeast Oklahoma. More than 600,000 
individuals in 100 small rural cities reside in those counties. By comparison, 600,000 to 900,000 
people reside in the Tulsa and Oklahoma City Metropolitan Statistical Areas (MSAs) alone. 
Focused on these rural areas, NORA is uniquely dedicated to giving northeast Oklahoma a 
united, regional voice. Led by a 19-member board of directors, NORA employs a full-time 
executive director, a part-time financial officer, and a full-time marketing/administrative 
professional. It receives support from countless dedicated volunteers throughout northeast 
Oklahoma.  

NORA covers the following counties: Washington, Craig, Nowata, Ottawa, Rogers, Mayes, 
Delaware, Wagoner, Cherokee, Adair, Okmulgee, Muskogee, Sequoyah, and McIntosh. While 
NORA considers Tulsa County vital to the overall economy in northeast Oklahoma and 
recognizes the important role it plays as an economic development driver, the NORA service 
area excludes Tulsa County to focus on the rural message.  However, since the Cherokee Nation 
covers portions of Tulsa County, the information contained within this plan includes Tulsa 
County.    

NORA, working from a grassroots development strategic plan since 2010, is committed to 
sustaining and improving northeast Oklahoma communities as they ban together to increase 
opportunities and generate wealth. Serving as a catalyst and collaborator for finding solutions 
to opportunities and challenges facing this growing region, NORA collaborates with businesses, 
education, civic leaders, local chambers of commerce, and other key stakeholders to improve 
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northeast Oklahoma. NORA’s work, supported by a growing group of companies, local leaders, 
and regional partners, focuses on: 

● Community Leadership
Development

● Business Development
● Workforce Development
● Regional Stewardship

● Education and Resource Sharing
● Issue Advocacy
● Civil Engagement
● Community Based Learning
● Networking Opportunities

In 2010, NORA developed and implemented a strategic plan for the region. The plan was 
a collaborative effort and created with input from more than 300 different entities, 
including municipalities, counties, organizations, nonprofits and individuals. Workforce 
development emerged as one of the priorities, and a regional action team formed.   
The regional action team on workforce development brought together representatives 
from the Eastern Workforce Development Board and the Northeast Workforce 
Development Board as well as partners from the Oklahoma Employment Security 
Commission, State of Oklahoma, Cherokee Nation Career Services, five universities, four 
technology centers, and K-12 public education representatives.  

The regional action team shared resources among the partners involved and supported 
individual organization pursuits. The team laid the foundation for collaboration and 
partnership between the workforce development boards and other regional-focused 
groups throughout northeast Oklahoma. The foundational work conducted in 2010 
reflected a more regional approach to workforce development throughout NORA’s 
service area and accurately represented a labor market.  

NORA Board of Directors 
Former Senator, Jim Wilson, Chair 
Dr. Ron Cambiano, NSU, Vice Chair 
Johnnie Earp, Grand Savings Bank, Treasurer 
Anna Knight, Cherokee Nation, Secretary 
Sherry Alexander, Rogers State University 
Scott Fry, MidAmerica Industrial Park 
Shawn Slaton, Cherokee Nation Businesses 
Judy McCombs, OK Manufacturing Alliance 
Justin Alberty, Grand River Dam Authority 
Horace Lindley, Town of Gore 
Barbara Hawkins, Pryor Area Chamber of Commerce  
Diane Kelley, Cherokee Nation 
Suzanne Sullivan, Vian Community Foundation 
Stanley Young, Lake Region Electric Coop 
Barbara Barnes, Delaware County 
Jeri Koehler, Claremore Industrial & Economic Development Authority 
Marie Synar, Muskogee Port Authority 

4



EXECUTIVE SUMMARY 
NORA entered into an agreement with the Cherokee Nation to develop a 

comprehensive regional plan that outlines and highlights the shared regional voice of 

stakeholders and partners from throughout the 14 counties of northeast Oklahoma that 

make up the Cherokee Nation.  

Under that statement of work, NORA will: 

● Brief Cherokee Nation Career Services on findings and recommendations as well

as give all data collected for future study or examination.

● Verse Sector Strategy Advisory Committees on findings and recommendations.

● Educate the organization’s members on plan findings at the Annual Membership

Meeting, June 28, 2017.

● Present findings to the workforce development boards and other workforce

groups in northeast Oklahoma.

● Create a one-page finding for distribution.

● Post this plan on its newly created website www.neokregion.org

This Northeast Oklahoma Sector Strategies Initiative/Workforce Development Regional 

Plan represents the majority of the work outlined above, and undoubtedly represents 

the most important foundational piece. The plan aligns directly with northeast 

Oklahoma’s regional strategic goals and promotes a mission of an educated and skilled 

workforce inclusive of individuals with barriers to employment to support local area 

economic growth and economic self-sufficiency. 

Regional Strategic Goals: 
● Create a workforce system that is relevant to business customers.

● Establish a sector partnership and career pathway model to grow the talent

pipeline of new and emerging in-demand industries and occupations.

● Embrace a customer-centric methodology that serves diverse populations and

informs improved processes and procedures.

● Identify industries that have sustainable wage and career opportunities.

● Support dynamic partner alignment and integration to serve business customers

and jobseeker clients more effectively and efficiently.

● Support non-college jobseekers through pre-apprenticeships and apprenticeship

programs.
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Workforce and Innovation Opportunity Act: 
The Northeast Oklahoma Sector Strategies Initiative/Workforce Development Regional 

Plan ties closely to the basic hallmarks of the Workforce and Innovation Opportunity 

Act, which is the guiding federal legislation for workforce development.  

The three hallmarks of WIOA: 

1. The needs of businesses and workers drive workforce solutions, and local

boards are accountable for this within the communities they serve.

2. One-Stop Centers provide excellent customer–centric services and focus

on continuous improvement; and,

3. The workforce system supports strong regional economies and plays an

active role in community and workforce development.

Northeast Oklahoma Labor Market Information: 
The selection of the targeted industries and recommendations made in this plan result 

from comprehensive labor market information, employer and job seeker feedback 

gathered with hundreds of surveys and face-to-face interactions, and the compilation of 

an educational inventory and gaps analysis.  

Based on the included labor market information, industry roundtables, and jobseeker 

and business surveys, northeast Oklahoma will focus on three industry sectors:  

Healthcare, Hospitality, and Manufacturing.  

Labor market information used to select these sectors and to develop the analysis 

provided by this plan include: population projections, race and ethnicity statistics, 

educational attainment and skills gap data, commuter patterns, and a comprehensive 

review of the top industries in northeast Oklahoma and the specific employment, wage, 

and ecosystem impact of Healthcare, Hospitality and Manufacturing.  

Sector Strategies and Career Pathways: 
A meaningful sector strategy addresses the workforce needs of employers and the 

training needs of workers to advance along a Career Pathway. Further, the Career 

Pathway should lead to family-sustaining wages, and thus Sector Strategies need to 

support industries that provide good wages, opportunities for advancement, or 

opportunities for skill development that ensures advancement or successful transfer to 

other industries.  

The region has significant strengths in the three target industries chosen by the planning 

team for this initiative. Healthcare is a driving force that employs a significant number of 

people in the region; Manufacturing remains healthy and in line with national growth 
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trends; and while Hospitality wages are low, it growth remains strong and it provides 

entry-level skills that transfer to other industries. 

Analysis: Soft Skills Needed: 

Across all sectors, employers cited soft skills as the number one need. There was a 

major disconnect between what jobseekers believe they need versus what employers 

say they need to get and keep a job. Employers overwhelmingly across all industries said 

applicants need soft skills training and job readiness training. In comparison, only 20% of 

jobseeker respondents surveyed indicated they needed soft skills or job readiness 

training.      

Employers voiced a need to work with education to create curriculum that will meet 

their needs and expectations for new and existing employees. Additionally, they voiced 

a concern that character development and soft skill training needs to start earlier than 

high school. Many employers would participate in programs that addressed soft skills 

earlier in public education. 

Recommendations: 
To help achieve its regional strategic goals, northeast Oklahoma will implement the 
following recommendations: 

1. Establish a sector partnership and career pathway model to grow the talent

pipeline of new and emerging in-demand industries and occupations.

2. Establish a regional workforce lead organization that unites the workforce

system, tribal workforce initiatives, economic development, social services

and general workforce efforts to provide greater service to northeast

Oklahoma business and industry and education.

3. Improve the conditions of low-wage workers by expanding access to financial

empowerment resources in partnership with employers and work to

establish upward mobility in the Hospitality sector.

4. Effectively communicate the education resources and opportunities for those

entering the Healthcare, Hospitality and Manufacturing sectors.

5. Incorporate soft skills into individualized career services including career

counseling and work readiness/life skills seminars.

6. Advance and promote apprenticeship and pre-apprenticeship programs in

Manufacturing, Healthcare and Hospitality in northeast Oklahoma while also

supporting other complimentary ecosystems like Construction.
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SECTOR PARTNERSHIP ADVISORS & 

PARTICIPANTS  

An unprecedented diverse group of talented individuals worked with NORA to create 
the Northeast Oklahoma Sector Strategies Initiative/Workforce Development Regional 
Plan.   

Sector Partnership Advisory Committees 
As part of the U.S. Department of Labor National Emergency Grant (NEG), which funded 
the development of this plan, Cherokee Nation Career Services appointed advisory 
committees to represent each sector. NORA engaged the Sector Partnership Advisory 
Committees as a resource for gathering data. During the grant period, each advisory 
committee met per the Cherokee Nation on a quarterly basis and acted as a sounding 
board for the grant award’s progress.  

The committee members also participated in surveys, roundtable discussions, and 
personal interviews conducted by NORA to engage employers and partners in sector 
strategies. Each target sector committee contained an average of 25 members, including 
members from businesses within each sector, Cherokee Nation Career Services 
representatives, program and resource specific representatives, and economic and 
workforce development professionals. 

Business and Industry Participation 
In addition to the Sector Partnership Advisory Committees, NORA engaged with more 
than 500 businesses in Healthcare, Manufacturing and Hospitality to determine 
workforce needs, challenges, barriers, and opportunities in northeastern Oklahoma.  

Partners and Stakeholders 
A complete list of participants is in Appendix 1; however, participants represented the 
following organizations:  

Tribal Partners:  
Cherokee Nation 
Creek Nation 
Osage Nation  

Workforce Partners: 
Cherokee Nation Career Services 
Eastern Workforce Development Board & Partners 
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Northeast Workforce Development Board & Partners 
Tulsa Workforce Development Board & Partners 
Oklahoma Works (State Office of Workforce Development) 
Oklahoma Employment Security Commission 

Economic Development: 
Cherokee Nation Department of Commerce 
Cherokee Nation Business 
Oklahoma Department of Commerce (State Office of Economic Development) 
Muskogee Port Authority, Office of Economic Development 
MidAmerica Industrial Park 
Tulsa Regional Chamber of Commerce 
Claremore Economic and Industrial Development Authority 
Wagoner County Economic Development Authority 
City of Wagoner Economic Development Authority 
Miami Regional Chamber of Commerce 
Green Country Marketing Association 
Department of Tourism, Miami 
Pryor Chamber of Commerce 
Muskogee Chamber of Commerce 
Sallisaw Chamber of Commerce 
Tahlequah Chamber of Commerce 
Rogers County Economic Development Authority 
Tahlequah Economic Development Authority 
Tahlequah Tourism Department 
Vian Community Foundation 
Vinita Economic Development Authority 
Grand Gateway Economic Development 
Eastern Oklahoma Development District 

Industry Groups: 
Green Country Manufacturers 
Grand Lake Manufacturing Association 
Greater Muskogee Manufacturers Alliance 
Oklahoma Manufacturing Association 
Oklahoma Center for the Advancement of Science and Technology 
Metro Tulsa Restaurant and Hotel Association  
Muskogee Area Hoteliers 
Eastern Oklahoma Healthcare Coalition 
Tulsa Area Manufacturing Association 
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CareerTech / Technology Centers / Technical Colleges: 
Northeast Technology Center 
Indian Capital Technology Center 
Oklahoma State University Institute of Technology 
Green Country Technology Center 
Oklahoma Department of Career and Technology Education (CareerTech) 

Higher Education: 
Northeastern State University 
Rogers State University 
Connors State College 
Bacone College 
Tulsa Community College 
University of Tulsa 
Oklahoma State University-Tulsa 
University of Oklahoma-Tulsa  
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WORKFORCE INNOVATION AND 
OPPORTUNITY ACT PRINCIPLES

Designed to assist youth, jobseekers, and businesses with workforce development, the 
Workforce Innovation and Opportunity Act (WIOA)—signed July 22, 2014—became 
effective July 1, 2015. WIOA supersedes the Workforce Investment Act of 1998 and 
amends the Adult Education and Family Literacy Act, the Wagner-Peyser Act, and the 
Rehabilitation Act of 1973.   

The three hallmarks of WIOA: 
(1) The needs of businesses and workers drive workforce solutions, and local

boards are accountable for this within the communities they serve.
(2) One-Stop Centers provide excellent customer–centric services and focus

on continuous improvement; and,
(3) The workforce system supports strong regional economies and plays an

active role in community and workforce development.

WIOA revolves around the following key principles: 

● Increase access and opportunity, particularly for those individuals with
barriers to employment, to ensure success in the labor market.

● Support the alignment of workforce investment, education, and economic
development systems in support of a comprehensive, accessible, and
high-quality workforce development system.

● Improve the quality and labor market relevance of workforce investment,
education, and economic development efforts to provide workers with
the skills and credentials necessary to secure and advance in employment
with family-sustaining wages, and to provide employers with the skilled
workers they need to succeed in a global economy.

● Promote improvement in the structure and delivery of services that
address the employment and skill needs of workers, job seekers, and
employers more effectively.

● Increase the prosperity of workers and employers and the economic
growth of communities, regions, and states, and the global
competitiveness of the United States.
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● Provide workforce investment activities, through statewide and local
workforce development systems, that increase the employment,
retention and earnings of participants, and increase attainment of
recognized postsecondary credentials by participants.

WIOA requires Local Workforce Areas to prepare a regional plan. The State of Oklahoma 
has established four planning regions. 1 

Map 1 

The northeast region is comprised of three Local Workforce Development Boards. The 
planning region concept helps foster partnerships necessary to reduce costs and meet 
the training needs of Oklahoma’s workforce and employers. Planning regions exist to 
ensure that training and employment services: 

● Support economic growth and related employment opportunities;
● Meet the needs of individuals, including those with barriers to employment;
● Meet the skill competency requirements of the region; and
● Meet the specific needs of regional employers and the skills they require.

Cherokee Nation citizens reside within the state’s northeast region. To ensure continuity 
and collaboration, the Northeast Oklahoma Sector Strategies Initiative/Workforce 
Development Regional Plan complements regional plans conducted to date and the 
local area plans of the workforce development boards.  

1 Oklahoma Workforce Development Issuance #01-2017 
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NORTHEAST OKLAHOMA LABOR 
MARKET INFORMATION 

EMSI, the State Office of Workforce Development (Oklahoma Works), the Eastern 
Workforce Development Board, and the Cherokee Nation provided the Labor Market 
Information used in this section.   

The Cherokee Nation is the federally recognized government of the Cherokee people 
and has inherent sovereign status. It is the largest tribe in the United States, with nearly 
325,000 citizens worldwide. More than 124,000 Cherokee Nation citizens reside within 
the 14-county tribal jurisdictional service area that covers most of northeastern 
Oklahoma. With approximately 11,000 employees, Cherokee Nation and its subsidiary 
component units are, collectively, one of the largest employers in northeastern 
Oklahoma. The tribe has a $2 billion impact on the Oklahoma economy.  

Map 2 

The Cherokee Nation is comprised of 14 counties: Adair, Cherokee, Craig, Delaware, 
Mayes, McIntosh, Muskogee, Nowata, Ottawa, Rogers, Sequoyah, Tulsa, Wagoner, and 
Washington. The tribal headquarters are in Tahlequah, in Cherokee County. Tribal lines 
shown in Map 3 do not follow county lines. For the purpose of the plan, researchers 
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included labor market information from the entirety of all 14 counties that fall within 
the Cherokee Nation Tribal boundary, either partially or completely.2 

Map 3 

Population of Northeast Oklahoma by County3 

Over 1.2 million people live in the 14-county region, nearly 31% of Oklahoma’s total 
population. Tulsa is the largest city in the region, with an estimated population of 
398,100. Tahlequah, the tribal capital, is home to approximately 16,350 people.  

• With an estimated 2016 population of 645,134, Tulsa County is the most
populous county in the 14-county region and the second-most populous county
in the state, second only to Oklahoma County, the home of the state’s capital,
Oklahoma City. Tulsa County’s population accounts for nearly 54% of all

2 Source:  Cherokee.org 
3 EMSI 2017.1   
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residents in the 14-county region. 

• The second-largest county in northeast Oklahoma, Rogers County, only accounts

for 8% of the total regional population.

• Nowata County is the least populous county in the region, with an estimated

10,514 residents.

• Between 2010 and 2016, counties within northeast Oklahoma experienced
varying amounts of population change. Tulsa County experienced the largest
population growth in the area at 6.6%. Rogers and Wagoner counties grew by
5.3% and 5.2%, respectively. Cherokee, Nowata, Ottawa and Washington all
exhibited minimal positive population growth. Seven of the 14 counties in
northeast Oklahoma–Adair, Craig, Delaware, Mayes, McIntosh, Muskogee, and
Sequoyah–experienced population losses between 2010 and 2016. These losses
ranged from -0.1% in Delaware County to -3.5% in Adair County.

• Population projections for the period between 2016 and 2025 generally mirror
the 2010 to 2016 trends, with anticipated continued growth in Tulsa, Rogers,
Wagoner, Cherokee and Washington Counties, albeit at reduced rates of one to
five percentage points. With the exception of Delaware County, which expects to
grow by a minimal 1%, the remaining northeast Oklahoma counties anticipate
continued population decline.

Chart 1 
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Population Breakdown by Race and Ethnicity4 

The racial categories designated by the U.S. Census Bureau are used. The Census Bureau 
categorizes “Hispanic” not as a race, but as an ethnicity. As such, “Hispanic” reports in 
conjunction with another racial designator, i.e. “Black, Hispanic.” Individual races 
included in the chart report as non-Hispanic.  

While most Oklahomans are familiar with the designation of ones’ native heritage as 
“American Indian” or “Native American,” the U.S. Census Bureau combines this racial 
group with natives of Alaska, resulting in the racial category titled “American Indian or 
Alaska Native.” For simplicity, this category reports as “American Indian” throughout the 
plan.  

 Chart 2 

• The largest percentage of citizens, 63.6%, identify as “White”. This is marginally
lower than the statewide average of 66.1%.

• Over 142,200 residents (11.8%) identify as American Indian. This is a significant
proportion of the state’s native population. Of the estimated 324,315 American
Indians residing throughout the state, 43.9% make their home in the 14-county
region of the Cherokee Nation.

4 EMSI 2017.1 
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• Black or African Americans represent the third largest population in northeast

Oklahoma at 6.9%.

• The Hispanic ethnicity, reported in conjunction with any of the other racial
designators, represent 8.9% of the total population in northeast Oklahoma.

American Indians in the region5 

Chart 3, “Percentage of Race by Age, American Indian versus All Other Races in 
Northeast Oklahoma” examines the Cherokee Nation’s American Indian population by 
age as compared to populations who identify as any other race. The data provided for 
American Indians include both Hispanic and Non-Hispanic ethnicity. The data do not 
include American Indians who self-identified as being of “Two or more races.”  

● As noted above, American Indians, Non-Hispanic, account for 11.8% of the
population in the Cherokee Nation area. When individuals classified as American
Indian/Hispanic are included, the percentage increases to 12.6% of the overall
regional population. The aggregated counts of all other racial populations,
represented in Chart 3 by the category “All Other Races,” equates to 87.4% of
the overall regional population.

● The lowest percentages of American Indians are in the ranges of 15 to 19 years

of age and 20 to 24 years of age, at 8.9% and 8.2%, respectively.

● The majority of the American Indian population is 34 years of age or younger
(56.4%), while the majority of those classified as “All Other Races” are over the
age of 34 (54.3%). Twenty-five percent of all American Indians residing in the
region are under the age of 15, and 33.9% are under the age of 19. For all other
races, only 19.9% are under the age of 15 and 26.2% are under the age of 19.

These figures have significant implications for the diversity and racial makeup of
northeast Oklahoma’s future workforce. Those individuals classified as “All other
Races” in the workforce will age out and result in greater American Indian

representation.

● Also because of this shift in racial representation, post-secondary educators and
training institutions have an increased opportunity and obligation to engage

5 EMSI 2017.1 
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specifically with American Indian youth, job seekers, and adults in need of 
moving along their current career path or changing careers.  

Chart 3 

Educational Attainment6 

The U.S. Census Bureau uses a variety of surveys to gather educational attainment data. 
Census Bureau staff then aggregate the data into seven educational attainment 
categories ranging from the completion of “Less than 9th Grade” up to the attainment of 
a “Graduate Degree or Higher.” Unfortunately, the scale currently in use fails to quantify 
those individuals who have achieved an educational award above the level of a high 
school diploma but below the attainment of an Associate’s Degree. This missing 
category includes the completion of a career-specific, vocationally associated certificate 
or an industry recognized credential. The educational attainment levels, categorized 
using the Census Bureau classifications for northeast Oklahoma:  

6 Source:  EMSI 2017.1 
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Chart 4 

● Eighty-seven percent of northeast Oklahoma residents have attained a high
school diploma or higher. This level of educational attainment is slightly higher

than the state and national averages of 86%.

● With regard to post-secondary degrees (Associate’s Degrees and higher),
residents meet or exceed state averages. Thirty-three percent of residents hold a

post-secondary degree compared with 31% statewide.

● The category of high school diploma achievement is the only educational
attainment category in which the state average exceeds that of northeast

Oklahoma. The gap is one percentage point.

● At the K-12 level, northeast Oklahoma has a lower aggregated percentage of
individuals whose highest educational attainment is less than 9th grade, 9th to
12th grade, and high school graduate (45%) compared to the state average (46%).
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Northeast Oklahoma Skills Gap7 

Building upon the educational attainment data presented previously, researchers 
conducted a skills gap analysis. To achieve this analysis, researchers compared the 
current attainment level of Cherokee Nation residents to the typical education/skills 
required by newly created entry-level jobs projected to develop between 2016 and 
2025.  

● By 2025, 44% of newly created jobs will require post-secondary training or an
Associate’s Degree. Currently only 31% of individuals in northeast Oklahoma
have achieved this educational level. Conversely, only 36% of newly created jobs
will require a high school diploma or less while 44% of residents have achieved
this level. In short, there is an excess supply of individuals with a high school
diploma or less and a shortage of individuals to meet the needs of employers at
the post-secondary and Associate’s Degree level.

● By 2025, 16% of all newly created jobs in the region will require a Bachelor’s
Degree, and 3% will require a Graduate Degree or higher. With 8% of individuals
possessing a Graduate Degree or higher, residents of northeast Oklahoma are
well positioned to fill the new jobs requiring this level of education.

However, taking into consideration possible error rates in the data based upon 
Census Bureau surveys, there is a need to increase the population who have 
attained a Bachelor’s Degree. Currently, 17% of residents have achieved a 
Bachelor’s Degree. Sixteen percent of new jobs will require that level of 
education. Without the increase in college graduates at that educational level, 

employers may find it difficult to recruit the talent needed.    

● The greatest opportunity for skills improvement is at the post-secondary level,
with the completion of either a certificate from a technology center, an industry-
recognized credential, or an Associate’s Degree. An additional 13%—at a

minimum—need to achieve this level of education to meet the projected need.

7 EMSI 2017.1 
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Chart 5

Educational Assets  
Colleges, universities, and technology centers are instrumental in developing the 
workforce of northeast Oklahoma. The region is home to several institutions, which help 
supply local businesses and organizations with a workforce that has the necessary 
knowledge and skills to be competitive in today’s economy.  

Technology Centers8 (Oklahoma Department of Career and Technology Education) 
There are four technology centers with 15 locations in the region:  

• Indian Capital Technology Center (Muskogee; Sallisaw; Stilwell; Tahlequah)

• Northeast Technology Center (Afton; Claremore; Kansas; Pryor)

• Tri County Technology Center (Bartlesville)
• Tulsa Technology Center (Memorial, Peoria and Riverside Campuses in Tulsa; Broken

Arrow; Owasso; Sand Springs)

Colleges and Universities9 

• Bacone College (Muskogee)

• Carl Albert State College (Sallisaw)

8 OKCareerTech.org 
9 Oklahoma State Regents for Higher Education 
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• Connors State College (Muskogee; Warner)

• Langston University (Tulsa)

• Northeastern Oklahoma A&M College (Miami)

• Northeastern Oklahoma State University (Broken Arrow; Muskogee; Tahlequah)

• Oklahoma State University for Health Sciences (Tulsa)

• Oklahoma State University – Institute of Technology (Pryor)

• Oklahoma State University (Tulsa)

• Oklahoma Wesleyan University (Bartlesville)

• Oral Roberts University (Tulsa)

• Phillips Theological Seminary (Tulsa)

• Rogers State University (Bartlesville; Claremore; Pryor)

• Tulsa Community College (Tulsa)

• University of Oklahoma (Tulsa)

• University of Tulsa (Tulsa)
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Map of Educational Institutions 10 

Map 4 

Commuter Data11 

The U.S. Census Bureau Longitudinal Employer-Household Dynamics (LEHD) program 

uses data from a variety of sources, including the unemployment insurance program, 

Quarterly Census of Employment and Wages (QCEW), and administrative data from 

censuses and surveys to create models estimating worker commutes for employment. 

According to these models:  

10 Source:  OKCareerTech.org and Oklahoma State Regents for Higher Education 
11 Source:  U. S. Census Bureau, OnTheMap 
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● Over 82% of residents remain in the region for employment. Only 17.6%
commute outside northeast Oklahoma to reach work.

Chart 6 

● In Tulsa County, 79.1% of residents remain in the county for employment, the
highest percentage of any county in the region. Researchers expected this
finding for a number of reasons. Tulsa County boasts the largest overall
population of any county in northeast Oklahoma and includes the largest
metropolitan area. As a result, job concentrations are higher in this county than

in any other county in the region.

● In addition to Tulsa County, Washington and Muskogee County residents
predominantly live and work within the region at percentages of 53.4% and

52.3%, respectively.

● Border counties are more likely to have higher percentages of residents who
commute outside the region for employment. Neighboring counties outside the
region offer Cherokee Nation residents employment opportunities and relatively
short commutes. This is particularly true along the eastern border of northeast
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Oklahoma where the percentage of workers commuting outside the region 
ranges from 28% to 49%. In contrast, most counties centrally located within 
northeast Oklahoma or located on the western border, surrounding the Tulsa 

metropolitan area, experience outside commuter rates of less than 20%.   

● Less than 20% of individuals in Nowata and Wagoner Counties work in the same
county in which they reside. Despite commuting outside of their counties for
work, residents of these two counties generally maintain employment within the
region, with 50.9% and 76.2%, respectively.

• No longer defined solely as physical relocation for employment, commuting data
also indicates a rise in telework, with residents reporting places of employment
in surrounding states and across the nation.

Unemployment Rate12 

The term “unemployment” refers to individuals counted as participating in the labor 
force, but are not employed. This eliminates consideration of individuals who choose 
not to participate in the labor force, such as, individuals who are unable to work due to 
a disability, retirees, and individuals who may consciously choose not to work, such as, 
students. As a result, the unemployment rate cited focuses on individuals seeking, but 
not attaining employment.  

For this analysis, researchers compared the average unemployment rates for individuals 
living in northeast Oklahoma to the average unemployment rates for the state of 
Oklahoma as a whole, and the nation, over a span of 5 years from January 2012 to the 
present. Data cited for December 2016 and January 2017 are at the time of this report 
still considered as “preliminary” and subject to change.  

● Between January 2012 and August 2015, the unemployment rate trended above
the state unemployment rate, but below the national unemployment rate. While
all three rates generally declined during that period, the federal rate declined
more rapidly. This trend resulted in the gap between northeast Oklahoma and
the national rate consistently narrowing, from a 1.9 percentage point gap in

January 2012 to a 0.7 percentage point gap in August 2015.

● During the five-year span examined, the unemployment rate for northeast
Oklahoma peaked at 6.2% in January 2012 and reached its lowest level in April

12 Source: Bureau of Labor Statistics, Local Area Unemployment Statistics (BLS LAUS) 
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2015 at 4.0%. 

● In May 2016, the unemployment rates of northeast Oklahoma, the state, and the
nation all converged at approximately 5%. Between May 2016 and November
2016, the state and national rates remained steady while the Cherokee Nation

rate rose, reaching a new peak of 5.6% in September 2016.

● Northeast Oklahoma, state and national rates all converged once again at
approximately 4.8% in January 2017; however, as noted previously,
unemployment rates for this month are still in preliminary status and subject to

change.

Chart 7 

Total Employment by County13 

In contrast to the unemployment rates discussed previously, this report section focuses 
on the number and percentage of employed individuals in northeast Oklahoma, citing 

13 Source: Bureau of Labor Statistics Local Area Unemployment Statistics and Oklahoma Works 
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employment data for the most recent month available, January 2017. Again, this is 
preliminary data and subject to change. 

● In January, northeast Oklahoma’s labor force had 565,119 people, with 537,488
of those employed, resulting in an employment rate of 95.1%.

● Tulsa County possesses the greatest population, largest labor force, the most
individuals employed in the region, and the highest employment rate at 95.4%.
While only the third largest county in terms of labor force, Wagoner County

closely rivals Tulsa County in employment with a rate of 95.3%.

● McIntosh County exhibits the lowest employment rate, with 91.2% employed.
Nowata, the smallest county in terms of labor force participation and
employment, has the second lowest employment rate of 93.7%, a significant 2.5

percentage points above McIntosh.

● Craig County, despite being the second smallest county in northeast Oklahoma in
regards to population and labor force participation, experiences an employment

rate of 95.1%, fifth highest in the region.

Economy Overview of Northeast Oklahoma14 

Population (2016) 1,203,636 

Total Jobs (2016) 569,884 

Average Earnings (2016) $52,026 

Cost of Living 

Adjusted Average Earnings (2016) 
$53,086 

Unemployed (2/2016) 22,817 

Degree or Certificate Completions (2015) 14,594 

Gross Regional Product 

All Industries (2014) 
$54,649,298,586 

Exports All Industries (2014) $60,893,933,024 

Imports All Industries  (2014) $57,605,812,280 

14 Source: Oklahoma Works 
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Top Industries15 

The following list encompasses the Top 10 industries in northeast Oklahoma in number 
of jobs available. Government is the top industry, employing nearly 86,000 residents 
followed by Healthcare and Social Assistance employing nearly 71,000. The tenth-
ranked industry in the region is Transportation and Warehousing, which employs 21,806 
individuals, only 25.3% as many as employed in Government.  

Chart 8 

Average Earnings by County16 

● The average annual earnings in northeast Oklahoma are $52,350, marginally above

the Oklahoma average of $51,527. This represents a gap of 1.6%.

● Sequoyah County exhibits the lowest average earnings at $32,957, 37% below the
regional average. Washington County has the highest average earnings at $57,538,
approximately 10% above the regional average. When a direct comparison is made

between Sequoyah County and Washington County, there is a 74.6% differential.

● Wagoner County, possessing the third largest labor force and second highest
employment rate in northeast Oklahoma, ranks sixth in average earnings at $42,419.

● Twelve of the 14 counties in northeast Oklahoma, 85.7% of the region, display average
earnings below both the state and the Cherokee Nation averages. The average for the

Cherokee Nation is skewed upward predominantly by the high percentage of jobs
and the associated earnings reported for Tulsa County. The average earnings for the

15 Source: EMSI 2017.1  
16 Source:  EMSI 2017.1 
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region without the inclusion of Tulsa County is much lower at $45,108. Washington 
County, despite being ranked fourth in labor force participation and number of 
residents employed, and first in average earnings, impacts the regional average at a 
much lower rate than Tulsa County. Without the inclusion of Washington County, the 
remaining 13 counties in the Cherokee Nation exhibit average earnings of $52,129, 

only $231 below the regional average.   

Chart 9 

Average Earnings by Industry17 

● The Utilities industry reports higher earnings than any other industry in
northeast Oklahoma, with average annual earnings of $144,828. This is 16.2%

higher than the statewide average for Utilities of $124,615.

● Healthcare and Social Assistance ranks 10th in the region, with average earnings
of $55,142. While this figure reflects a 5% increase over the state average for the

same industry, it is 26% below the top-earning Utilities industry.

17 EMSI 2017.1 
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● The earnings for the top 10 industries in northeast Oklahoma are all greater than
the state averages for the comparable industry. That gap ranges from a low of
0.9% in the Management of Companies and Enterprises industry to a high of

19.2% in Transportation and Warehousing.

● Pipeline Transportation, a sector included in the Transportation and
Warehousing industry, reports the highest earnings in northeast Oklahoma at
$179,720. Petroleum/Coal Products Manufacturing, a sector included in the
Manufacturing industry, ranks second at $163,445.

● All of the top 10 industry earnings averages in northeast Oklahoma are higher
than the state of Oklahoma’s average annual earnings of $51,527.

Chart 10 
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Living Wage Calculation for Oklahoma18 

The living wage shown in Table 1 is the hourly rate that an individual must earn to 
support their family, if they are the sole provider and are working full-time (2,080 hours 
per year). All values are per adult in a family unless otherwise noted. The state 
minimum wage is the same for all individuals, regardless of how many dependents they 
may have. The poverty rate reports typically as gross annual income. We have 
converted it to an hourly wage for the sake of comparison. 

Table 1 

In Oklahoma, the living wage for one adult is $21,211. That figure increases as the 
number in the household increases. Table 2 details the expense data on which that 
information is based.19 

Table 2 

18 MIT – Livingwage.mit.edu/states/40 (Living Wage Calculation for Oklahoma) 
19 MIT – Livingwage.mit.edu/states/40 (Typical Expenses) 
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Ecosystems Impact in Northeast Oklahoma on Occupations and Salaries 

Oklahoma has identified five key, in-demand, industry sectors known as “ecosystems,” 
which provide the state with a competitive advantage in a global economy. They exhibit 
significant potential for employment growth and provide opportunities for 
advancement and family sustaining wages.  

The five key ecosystems’ demand industries produce or provide similar goods and 
services and therefore have similar needs in workforce, infrastructure, and economic 
development policy. These ecosystems include Aerospace and Defense, Agriculture and 
Biosciences, Energy, Information and Finance, and Transportation and Distribution. In 
addition to the five statewide ecosystems, researchers identified four localized 
complimentary ecosystems important to northeast Oklahoma’s regional economy—
Healthcare, Education, Construction, and Manufacturing.  

Aerospace and Defense20 

In 2016, there were 36,771 jobs in the Aerospace and Defense Ecosystem in northeast 
Oklahoma, with average annual earnings per job of approximately $72,592. By 2025, 
data project employment within this ecosystem to grow to 36,903. While projections 
indicate it will create 2,304 new jobs, 76 occupational categories will experience a 
decrease in demand, resulting in the loss of 2,172. As a result, employment within the 
ecosystem will increase by a net 132 jobs, a growth rate of 0.36%. 

Table 3 highlights some, but not all, of the critical occupations employed by industries 
within the Aerospace and Defense Ecosystem in northeast Oklahoma. These positions 
are not limited to employment within the Aerospace and Defense Ecosystem, but 
rather, may be in demand by many other industries and ecosystems across the state. 
Examples of industries competing for these positions include Government, Energy, and 
Transportation.  

20 Source:  EMSI 2017.1 (derived by the State of Oklahoma Workforce Department – Oklahoma Works and 
the Eastern Workforce Development Board as well as the Cherokee Nation) 

32



Table 3 

Agriculture and Bioscience21 

In 2016, there were approximately 25,700 jobs in the Agriculture and Bioscience 
Ecosystem in northeast Oklahoma, with average annual earnings per job of 
approximately $62,061. By 2025, employment within this ecosystem will grow to 
27,426. While projections indicate growth of 2,479 new jobs, 36 occupational categories 
will experience a decrease in demand, resulting in the loss of 737. As a result, 
employment within the ecosystem will increase by a net 1,742 jobs, a growth rate of 
6.73%.  

Table 4 highlights some, but not all, of the critical occupations employed by industries 
within the Agriculture and Bioscience Ecosystem in northeast Oklahoma. These 
positions are not limited to employment within the Agriculture and Bioscience 
Ecosystem, but rather, may be in demand by many other industries and ecosystems 
across the state. Examples of industries competing for these positions include 
Manufacturing, Energy, and Transportation.  

21 Source:  EMSI 2017.1 (derived by the State of Oklahoma Workforce Department – Oklahoma Works and 
the Eastern Workforce Development Board as well as the Cherokee Nation) 
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Table 4 

Energy22 

In 2016, there were 32,674 jobs in the Energy Ecosystem in northeast Oklahoma, with 
average annual earnings per job of approximately $111,570, the highest average 
earnings of any of the key or complementary ecosystems in the Cherokee Nation. By 
2025, employment within this ecosystem will to grow to over 35,600. While projections 
indicate new job growth of approximately 3,198, 38 occupational categories will 
experience a decrease in demand, resulting in the loss of 178. As a result, employment 
within the ecosystem will increase by a net 3,020 jobs, a growth rate of 9.2%.  

Table 5 highlights some, but not all, of the critical occupations employed by industries 
within the Energy Ecosystem in the Cherokee Nation. These positions are not limited to 
employment within the Energy Ecosystem, but rather, may be in demand by many other 
industries and ecosystems across the state. While petroleum-focused occupations 
reside predominantly in the Energy and related industries, several of the other 
occupations are in demand by Manufacturing, Finance, and Management of Companies 
and Enterprises.  

22 Source:  EMSI 2017.1 
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Table 5 

Information and Financial Services23 

In 2016, there were approximately 34,300 jobs in the Information and Financial Services 
Ecosystem in northeast Oklahoma with average annual earnings per job of 
approximately $81,033. By 2025, employment within this ecosystem will decrease to 
33,843. While projections indicate new job growth of 885, 136 occupational categories 
will experience a decrease in demand, resulting in the loss of 1,327. As a result, 
employment within the ecosystem will decrease by a net -442 jobs.  
Table 6 highlights some, but not all, of the critical occupations employed by industries 
within the Information and Financial Services Ecosystem in northeast Oklahoma. These 
positions are not limited to employment within the Information and Financial Services 
Ecosystem, but rather, may be in demand by many other industries and ecosystems 
across the state. Examples of industries competing for these positions include 
Government, Educational Services, and Wholesale Trade.  

23 Source:  EMSI 2017.1 
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Table 6 

Transportation and Distribution24

In 2016, there were approximately 41,600 jobs in the Transportation and Distribution 
Ecosystem in northeast Oklahoma with average annual earnings per job of 
approximately $72,736. By 2025, employment within this ecosystem will increase to 
44,790. While projections indicate new job growth of 4,775, 52 occupational categories 
will experience a decrease in demand, resulting in the loss of 1,683. As a result, 
employment within the ecosystem will increase by a net 3,092 jobs, a growth rate of 
7.47%.  

Table 7 highlights some, but not all, of the critical occupations employed by industries 
within the Transportation and Distribution Ecosystem in the Cherokee Nation. These 
positions are not limited to employment within the Transportation and Distribution 
Ecosystem, but rather, may be in demand by many other industries and ecosystems 
across the state. Examples of industries competing for these positions include 
Manufacturing, Information and Financial Services, and Retail- and Wholesale-Trade.  

24 Source: EMSI 2017.1 
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Table 7 

Healthcare (Regional Complementary)25 

While not identified as a key ecosystem, Healthcare is a regional complementary 
ecosystem and, as the largest employer and fastest growing ecosystem in the region, 
remains vital to northeast Oklahoma. In 2016, Healthcare provided nearly 80,000 jobs in 
the Cherokee Nation, with average annual earnings per job of approximately $55,148. 
By 2025, employment within this ecosystem will increase to 88,281. The ecosystem will 
create more than 9,000 new jobs, with a loss of only 696 from 36 occupational 
categories. This results in a net increase in employment in Healthcare of 8,459 jobs, a 
growth rate of 10.64%. 

Table 8 highlights some, but not all, of the critical occupations employed by industries 
within the Healthcare regional complementary ecosystem in northeast Oklahoma. While 
these positions appear to be highly specialized within the Healthcare industry, other 
industries do employ healthcare specialists, and competition exists among several other 
industries for these skilled workers. Examples of industries competing for these 
positions include Government, Educational Services, and the Professional, Scientific, and 
Technical Services industry.  

25 Source: EMSI 2017.1 (derived by the State of Oklahoma Workforce Department – Oklahoma Works and 

the Eastern Workforce Development Board as well as the Cherokee Nation) 
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Table 8 

Construction (Regional Complementary)26

Construction is also a regional complementary ecosystem and with over 73,000 jobs 
reported in 2016, is the second largest employing ecosystem in the region. The average 
annual earnings per job in the Construction ecosystem are $58,525. By 2025, 
employment will increase to over 80,000. Projections place new job growth at 
approximately 7,300, with a loss of only 629 from 51 occupational categories. This 
results in a net increase in employment in Construction of 6,683 jobs, a growth rate of 
9.13%. 

Table 9 highlights some, but not all, of the critical occupations employed by industries 
within the Construction regional complementary ecosystem in northeast Oklahoma. 
These positions are not limited to employment within Construction, but rather, may be 
in demand by many other industries and ecosystems across the state. Examples of 
industries competing for these positions include Manufacturing, Utilities, Government 
and the Mining, Quarrying, and Oil and Gas Extraction industry.  

26 Source: EMSI 2017.1 
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Table 9 

Manufacturing (Regional Complementary)27

The regional complementary ecosystem of Manufacturing accounted for approximately 
36,200 jobs in 2016, with average earnings per job of $72,103. By 2025, employment 
will increase to 38,740. Projections place new job growth at approximately 2,761, with a 
loss of only 282 from 37 occupational categories. This results in a net increase in 
employment in Manufacturing of 2,479 jobs, a growth rate of 6.86%. 

The list below highlights some, but not all, of the critical occupations employed by 
industries within the Manufacturing regional complementary ecosystem in northeast 
Oklahoma. These positions are not limited to employment within Manufacturing, but 
rather, may be in demand by many other industries and ecosystems across the state. 
Examples of industries competing for these positions include Government; Professional, 
Scientific and Technical Services; and Mining, Quarrying, and Oil and Gas Extraction.  

27 Source: EMSI 2017.1 
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Table 10 

Education (Regional Complementary)28

The regional complementary ecosystem of Education accounted for over 45,000 jobs in 
2016, with average earnings per job of $42,203. By 2025, employment will increase to 
46,905. Projections place new job growth at approximately 2,006, with a loss of only 180 
jobs from 34 occupational categories, resulting in a net increase in employment in 
Education of 1,826 jobs. This represents a growth rate of 4.09%. 

Similar to the Healthcare regional complementary ecosystem, many of the occupations 
within Education are extremely specialized. While most educators work within the 
Education ecosystem, other ancillary but critical occupations face high demand from 
competing industries. These include a demand in Healthcare for Registered Nurses, 
specialized Bus Drivers, and Speech-Language Pathologists, while multiple other 
industries employ Accountants and Auditors as well as Computer User Support 
Specialists.  

28 Source: EMSI 2017.1 
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Table 11 
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NORTHEAST OKLAHOMA SECTOR 
STRATEGIES 

The United States Department of Labor (USDOL) defines Sector Strategies as industry-
focused approaches to workforce and economic development that improve access to 
good jobs and increase job quality in ways that strengthen an industry’s workforce. 

USDOL expects sector strategies to be a regional collaboration of employers, training 
and education providers, labor organizations, community-based organizations, 
economic development entities, and other key stakeholders around a specific industry. 
A meaningful sector strategy addresses the workforce needs of employers and the 
training needs of workers to advance in a career. 

Northeast Oklahoma will focus on three sectors for this sector partnership initiative: 
Healthcare, Manufacturing, and Hospitality.    

Sector-Economic Impact 

Industry 
Gross Regional 

Product 
Exports Imports 

Healthcare $4.1 Billion $2.4 Billion $2.2 Billion 

Hospitality $1.1 Billion $463 Million    $1 Billion 

Manufacturing $6.9 Billion $16 Billion $13 Billion 

Table 12 

The region has significant strengths in the three target industries chosen by the planning 
team for this initiative. Healthcare is a driving force that employs a significant number of 
people in the region and has a solid forecasted job growth within the next five years of 
more than 4%.  As discussed earlier, Manufacturing is healthy and in line with national 
growth trends. The Manufacturing Sector Location Quotient indicates that northeast 
Oklahoma manufacturing occupations are almost equal to the US average. The 
Hospitality sector indicates the largest growth in employment numbers, with an 
increase of 16% over the last five years and will grow at 4% over the next five years.29 

29 Source:  EMSI 2017.1 - Location Quotients (LQs) calculate the relative employment concentration of 

specific industries or occupations in a local economy compared with the US average.  An LQ of 1.75 
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As the data shows, Hospitality is typically not a high earning career; however, northeast 
Oklahoma will use the focus on Hospitality to assist individuals with employment 
barriers get a start on a career path. They may stay within Hospitality or may move into 
Healthcare or Manufacturing. 

Industry 

2016 

Employment 
2016 

LQ 

2010-

2016 

Growth 

2010-

2016 

New 

Jobs 

Forecast 

2017-2022 

Growth 

Forecast 

2017-2022 

New Jobs 

Manufacturing 53,295 1.18 4% 2,227 .2% 99 

Healthcare 70,572 .99 5% 3,316 7% 5,218 

Hospitality 40,850 .98 16% 6,561 4% 2,068 

Table 13 

Healthcare Sector Information 

The second largest industry in Oklahoma, Healthcare provides nearly 200,000 jobs or 
14% of the state’s total employment. More than 70,000 people work in Healthcare in 
northeast Oklahoma. Fewer than 27,000 people living in the counties other than Tulsa 
County work in Healthcare.30  Research shows Oklahoma is experiencing a strong 
demand for several key nursing and allied health positions, yet predicts significant gaps 
between demand for, and limited supply of, qualified health workers.31 

These projected statewide figures do not account for even higher shortages in under-
served, more rural regions, the increased healthcare demands of an aging population, or 
the substantial retirements of Baby Boomers from the Healthcare workforce. Research 
presented in September 2010 shows that in the Muskogee region, there was not 
enough training or retaining of health professionals to meet the needs. Since that time, 
the Eastern Oklahoma Healthcare Coalition has worked with providers to address 
training program and retention gaps. 

indicates that the local economy has 75% more jobs per capita in that occupation than the US average. An 
LQ of 1.0 indicates parity with the US average. An LQ lower than 1 indicates an occupation is less 
concentrated than the US average. 

30 Source: NORA Community Analysis by TrueVue, LLC 
31 Source:  Governor’s Council for Workforce and Economic Development www.grow.okcommerce.gov 
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Of the top 20 fastest growing careers in Oklahoma, more than half are in Healthcare.  
Yet, in northeast Oklahoma, unemployment and poverty are higher than the state and 
national averages. Those participating in the development of this plan believe young 
people are not aware of the significant opportunities offered by Healthcare. These 
opportunities offer family sustaining wages, advancement, and enable workers to stay 
within their communities. 

In 2016, northeast Oklahoma was only 1% below the national average for jobs in 
Healthcare. Between 2017 and 2022, projected job growth will increase by 7.2%.  
Average earnings per healthcare job in 2016 was $56,128, which is significantly more 
than the living wage in northeast Oklahoma. According to MIT, the living wage 
statewide in Oklahoma for a single adult is $21,211 and a household with one adult and 
two children $55,448.32    

Industry Summary for Healthcare and Social Assistance in Northeast Oklahoma33 

70,888 7.2% $56,128 

Jobs (2016) % Change (2017-2022) Avg. Earnings Per Job (2016) 

1% below National average Nation: 10.7% Nation: $57,396 

The top five Healthcare occupations in northeast Oklahoma include registered nurses, 
personal care aides, nursing assistants, home health aides, and licensed practical and 
licensed vocational nurses.34 

Description 
Employed in 

Industry 
(2016) 

% of Total Jobs 
in Industry 

(2016) 

Registered Nurses 7,680 10.8% 

Personal Care Aides 5,255 7.4% 

Nursing Assistants 4,731 6.7% 

Home Health Aides 3,298 4.7% 

32 MIT – Livingwage.mit.edu/states/40 (Living Wage Calculation for Oklahoma) 
33 EMSI 2017.1 
34 EMSI 2017.1 
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Licensed Practical and Licensed Vocational Nurses 2,723 3.8% 

Hospitality Sector Information 

While the Hospitality industry in northeast Oklahoma offers a variety of in-demand 
occupations, wages are lower than Healthcare and Manufacturing. However, the 
industry shows solid projections for new job growth and provides an entry point into the 
job market for job seekers facing barriers. Such an entry point enables job seekers to 
develop skills and knowledge that ultimately help them move along the Hospitality 
career path or allow them to continue education and skill acquisition and move into 
Manufacturing and Healthcare.  

According to the Oklahoma Department or Tourism, the Hospitality industry generates 
$8.6 billion in revenue, making tourism Oklahoma’s third largest industry.35  
Additionally, there are 850 properties in Oklahoma, 91,782 hospitality jobs, and the 
state reports more than $12 billion in sales related to this industry.36  

In 2016, northeast Oklahoma was only 2% below the national average for jobs in 
Hospitality and projected an increase of 4.3% between 2017 and 2022. Average earnings 
per Hospitality job in 2016 were $18,708, which is significantly less than the living wage 
in northeast Oklahoma as defined by MIT. According to MIT, the living wage statewide 
in Oklahoma for a single adult is $21,211 and a household with one adult and two 
children $55,448.37   

Industry Summary for Accommodation and Food Services in Northeast Oklahoma38 

47,411 4.3% $18,708 

Jobs (2016) % Change (2017-2022) Avg. Earnings Per Job (2016) 

2% below National average Nation: 5.9% Nation: $23,224 

35 Source: Oklahoma Department of Tourism 
36 Source: American Hotel & Lodging Association: Oklahoma Fact Sheet – Bureau of Economic Analysis, 
Census Bureau, Oxford Economic figures based on 2015 data 
37 MIT – Livingwage.mit.edu/states/40 (Living Wage Calculation for Oklahoma) 
38 Source: EMSI 2017.1 
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The top five occupations with Hospitality: waiters and waitresses, combine food preparation and 

serving workers (including fast food), fast food cooks, restaurant cooks, and front-line supervisors 

of food prep and serving workers.  

Description 
Employed in 

Industry 

(2016) 

% of Total Jobs 

in Industry 

(2016) 

Waiters and Waitresses 8,687 18.3% 

Combined Food Preparation and Serving Workers, Including Fast Food 7,629 16.1% 

Cooks, Fast Food 5,731 12.1% 

Cooks, Restaurant 4,215 8.9% 

First-Line Supervisors of Food Preparation and Serving Workers 3,432 7.2% 

Manufacturing Sector Information 

The Manufacturing sector in northeast Oklahoma is strong and presents a growth 
opportunity for in-demand occupations and family sustaining wages. The Manufacturing 
sector gross regional product impact for the northeast region of Oklahoma is forecasted 
to be an average of $6.4 billion per year, resulting in an average growth rate of 3.9%.  
Regional output impact will be $17.7 billion annually, a 3.5% growth rate. Regional real 
disposable personal income impact will reach an average of $3.5 billion per year, a 
growth rate of 5.4%. Manufacturing’s impact upon regional proprietors’ income 
averages $340 million annually, resulting in a 1.9% growth rate.39  

In 2016, northeast Oklahoma’s national average for job growth for Manufacturing was 
18% higher than the national average, with a projected increase of .2% between 2017 
and 2022.  Average earnings per manufacturing job in 2016 were $70,650, which is 
significantly higher than the living wage in northeast Oklahoma as detailed in the Labor 
Market Information section. According to MIT, the living wage statewide in Oklahoma 
for a single adult is $21,211 and a household with one adult and two children is 
$55,448.40    

39 Source: Oklahoma Manufacturing Alliance 
40 MIT – Livingwage.mit.edu/states/40 (Living Wage Calculation for Oklahoma) 
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Industry Summary for Manufacturing in Northeast Oklahoma41 

53,295 0.2% $70,650

Jobs (2016) % Change (2017-2022) Avg. Earnings Per Job (2016) 

18% above National average Nation: 0.2% Nation: $80,355 

According to a recent Oklahoma Manufacturing Alliance study, manufacturing 
accounted for 40% of the employment in the region. The Industry Summary for 
Manufacturing illustrates slow growth in manufacturing jobs for 5 years. The growth 
projection attributes to a slow to recover Oil and Gas industry in Oklahoma. Much of 
northeast Oklahoma’s manufacturing ties to products produced for the Oil and Gas 
industry.  

Chart 11, Highest Industry Location Quotients, further demonstrates the uniqueness of 
manufacturing in the northeast Oklahoma economy. It shows that the industries with 
the highest location quotient in northeast Oklahoma are all manufacturing related, 
further justifying the importance of Manufacturing as a target industry. 

Chart 11 

41 Source: EMSI 2017.1 
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The five top Manufacturing occupations in northeast Oklahoma: team assemblers, 

welders/cutters/solderers/brazers, first-line supervisors of production and operating workers, 

machinists, and, helpers/production workers.42 

Description 
Employed in 

Industry 

(2016) 

% of Total Jobs 

in Industry 

(2016) 

Team Assemblers 3,816 7.2% 

Welders, Cutters, Solderers, and Brazers 3,082 5.8% 

First-Line Supervisors of Production and Operating Workers 2,154 4.0% 

Machinists 1,852 3.5% 

Helpers--Production Workers 1,639 3.1% 

In-Demand Occupations43 

NORA used information from both the Northeast Workforce Investment Area and the 
Eastern Workforce Investment Area Outlook 2008-2018, along with the labor market 
information provided in this plan to determine projected growth occupations, education 
and training requirements, and mean hourly wages. As a result, northeast Oklahoma’s 
workforce system will focus on Healthcare, Hospitality, and Manufacturing. 

Healthcare, Hospitality, and Manufacturing project significant growth and the Cherokee 
Nation has experience in working with individuals for training and/or employment in 
these industries. Chart 12 shows the average number of monthly job postings versus 
monthly job hires. 

2016 Monthly Postings 2016 Monthly Hires 

Home Health Aid 101 195 

Rad Tech 61 22 

EMT 28 34 

42 Source:  EMSI 2017.1 
43 Source:  Eastern Workforce Investment Area and Northeast Workforce Investment Area Occupational 

Outlook 2008-2018 
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Phy Tech 73 91 

LPN 281 262 

Cooks 157 600 

Food Prep 503 807 

Cashiers 39 110 

Janitorial 102 558 

Security 119 243 

Welders 47 172 

Electricians 78 156 

Plumbers/Pipe 

fitters/Steam fitters 
36 123 

Industrial Machinist 57 163 

Maintenance/ Repair 286 305 

Truck Drivers 9,600 342 

Chart 12 

Table 14 provides occupational outlook information for the period 2008-2018. It 
provides the percent of growth forecasted through 2018 along with total openings, 
hourly wage, and the educational/training requirements. 
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Table 14 

In February of 2016, Manufacturing had unemployment of 3,843, which represents 17% 
of the entire region’s unemployment. Healthcare showed 1,383 unemployed, with 6% of 
the region’s unemployment. Hospitality showed 1,046 unemployed, representing 5% of 
the region’s unemployment.  The three combined comprised 28% of the region’s 
unemployment. 

Regional Unemployment by Sector 

(02/2016) 

NAICS Industry Unemployment 
% of Regional 

Unemployment 

62 Healthcare 1,383 6% 

72 Hospitality 1,046 5% 

31 Manufacturing 3,843 17% 

Table 15 
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RESEARCH:  EMPLOYER FEEDBACK
When addressing the workforce needs of Healthcare, Hospitality and Manufacturing in 
northeast Oklahoma, NORA employed the use of industry groups active in the 14 
counties. NORA worked with these to distribute surveys to more than 500 group 
members.  

Industry groups that assisted in building 
capacity included: 

● Tulsa Area Manufacturing Alliance
● Green Country Manufacturing Alliance
● Grand Lake Area Manufacturing Coalition
● Oklahoma Manufacturing Alliance
● Greater Muskogee Manufacturing

Alliance
● Metro Tulsa Hotel and Restaurant

Association
● The Muskogee Hoteliers
● Eastern Oklahoma Healthcare Coalition

Manufacturing alliances within the 14 counties have strong memberships and an 
established infrastructure for communication. These alliances are very versed in tackling 
topics such as workforce development, career awareness and employee engagement.  
Healthcare and Hospitality industry groups are not regionally organized, and there are 
areas not currently served by an industry group in these sectors. The Metro Tulsa Hotel 
and Restaurant Association has members outside of Tulsa County; however, the 
organization is not as strong with employers outside of Tulsa. The Muskogee Hoteliers is 
a new organization focused on one community. The Eastern Oklahoma Healthcare 
Coalition is doing some excellent work in career awareness and connecting employers 

and education. However, the 
group’s reach does not currently 
cover the northern seven 
counties of northeast Oklahoma. 

In addition to surveying, NORA 
facilitated roundtable discussions 
with employers, educators, and 
workforce professionals. NORA 

provided a trained facilitator, Empower Change LLC, to guide the discussions and 
determine strengths, weaknesses, opportunities, and threats that employers face in the 
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area of recruiting, training, and retaining a strong workforce. During each session, the 
facilitator reviewed the survey results to spark conversation and discussion. The 
facilitator presented labor market data to employers, and employers were encouraged 
to share the challenges they face in workforce development. 

When an industry group was not active 
in a county or region within northeast 
Oklahoma, NORA determined top 
employers in each sector and made 
personal contact with them, inviting 
participation in surveys and roundtable 
discussions. 

The following pages detail the feedback 
collected during this process.   
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Healthcare Sector Surveys 

Recruitment Challenges (listed in order of importance) 

1. There are not enough trained and qualified professionals to recruit

2. Locally there are not enough professionals

3. On-the-job experience in the field

4. Low amount of response from announcements

5. Rural communities lose applicants to larger cities

6. Labor rates are competitive and other providers pay more

Issues that Hinder Hiring 

● Soft skills

● Drug test results

● Inadequate childcare

● Criminal record

● Lack of transportation

● Scheduling

● Poor communication skills

● Unrealistic job expectations

● Registered nurse shortages

Retention Challenges (listed in order of importance) 

1. Poor work ethic

2. Move to larger markets

3. Industry burnout

4. Lose professionals to other employers

5. Retirement

6. Daycare

7. Poor attitude and lack of soft skills

Positions Difficult to Fill 

● Doctor – Providers

● LPN

● Medical Assistant

● Occupation Therapist

● Mental Health
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● Registered Nurse

● Dental Assistants

● Physical Therapy

Why Positions are Hard to Fill 

● There are not enough professionals with the skills or credentials

● Not enough specialty training

● Salary not competitive with larger areas

● Rural area

● Very few therapists

● Competition in the market

New Challenges Employers Expect 

● Location and experienced applicants

● State budget cuts

● Specialty areas

● Large number of retirements

● CNA and charge nurses hard to fill

● More clinics being open and the pool of applicants not keeping up with retirement and

expansion

● Student loan subsidies

● More need for patient access

● Decreased focus on family practice

● After hour clinics hard to staff

● Sign-on bonuses by larger corporations drive up labor cost

● Assisting living increasing over next few years

92% of Healthcare Employers Surveyed Offer Clinical Space. (67% of the respondents believe 

that the clinical experience offers a meaningful pipeline for recruiting new employees.) 

● Nursing

● Preceptorships

● Radiology

● All Therapy Positions

● Specialty Care

● Lab

● Dental Optometry

54



Training Program Suggestions 

● Provide real work experience

● More work experience opportunities

● Technology Centers need to improve work training

● Higher level of professionalism

● More soft skills training at all levels

● CNA programs need more hands-on training

● Hospice training – usually provided by the provider as an in-service

● More attention to life skills and work/life balance

Survey Respondents Information 

● 42% offer externship programs

● 55% offer scholarship programs

● 67% interested or have been involved in career exploration opportunities

● 71% offer internal training programs

● Turnover rate among new hires is somewhere between 20% - 50% of those institutions

surveyed

● Job openings in the next 12 to 24 months = 10 to 15

● Very few healthcare employers were aware of workforce programs available

● Almost 100% surveyed had restrictions on hiring ex-offenders

● 75% utilize or would utilize continuing education opportunities

Programs that Need to be Expanded 

● Medical Assistants

● Medical Lab Techs

● Recruitment efforts to high school students

● Facilities management for healthcare facilities

● Medical school engagement in rural areas

● More focused on treating dementia/stroke

● Registered nursing

● Leadership and teamwork

● More continuing education courses
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Gaps 

● Employers perceive a gap in qualified nursing applicants from Medical Assistants to

Registered Nurses

● Need more job readiness skills and soft skills across all applicants

● Most employers have clinical opportunities which may prove to be excellent example of

expanding into apprenticeships

Healthcare Sector Roundtable Sessions 

Healthcare roundtable sessions: 

● June 21, 2016 Muskogee 
● August 11, 1016 Tahlequah 
● August 29, 2016 Pryor 
● August 31, 2016 Vinita 

Themes Immerging as Areas of Interest44 Potential Opportunities 

Lack of Soft-Skills Across All New Hires 

(Communication, Professionalism Skills Are 

Lacking) 

Technology centers and the Cherokee Nation 

have soft skill training that could be part of 

onboarding 

Bridges out of Poverty Training (to benefit 

employees and to improve their interactions 

with patients who are in poverty) 

Greater Need for Leadership Skills (even in 

degreed professionals) 

Peer Mentoring 

Overload Pay 

Knowledge About the Industry (lack of 

knowledge about the industry has led to large 

dropout rate – students have unrealistic 

expectation of salary range, working hours and 

conditions, especially for new hires) 

Exemplify the pathway programs at work in 

the region to encourage the development of 

more camps and career exploration 

opportunities (EOK Health does this in 

Muskogee – could expand to other areas 

throughout the region with contacts and 

resources) 

44 Source:  Healthcare Sector Roundtable Sessions 
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Work with Muskogee Area Education 

Consortium and other regional educators on 

local career pathways websites designed to 

highlight area healthcare careers and 

education opportunities.  Encourage more 

schools to include this type of career 

exploration as part of the curriculum. 

Work with Health Care providers to enable 

more HIPPA-appropriate shadowing 

opportunities for high school and college 

students 

Increase opportunities for educator “field 

trips” to healthcare facilities.  Encourage them 

to share their experiences with students as 

part of curriculum (EOK Health does this in 

Muskogee) 

Lack of Qualified Educators for In-Demand 

Program Areas in Higher and Career Tech 

More of a regional approach – expanding the 

work of the Eastern Oklahoma Healthcare 

Coalition 

Educators and providers working to find 

solutions; reduce “poaching” of health 

educators by providers at an often much 

higher pay rate 

More health care professionals allowed by 

employer to teach in an adjunct capacity for 

health education programs while remaining 

full-time employee 

Quality of Life in Rural Area Hinders 

Recruitment – Oklahoma Hinders Recruitment 

Providers work closely with Chambers of 

Commerce to highlight benefits of working 

and living in the area; local and regional 

marketing of communities as great places to 

live and work with lower cost of living, no 

traffic congestion, recreational opportunities, 

etc. 

Need strategic community improvement plans 

like Muskogee’s AIM (Action in Muskogee) to 

help improve the appearance, infrastructure, 
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offerings, etc. and make communities more 

attractive to physicians and directors and their 

families 

Join a combined effort to recruit outside the 

State 

Barriers and Trends45 

Unrealistic perceptions of Health Care organizations that are abundant in the area (i.e. VA or 

Tribe Healthcare) 

Professionals want better education options for families 

Adequate housing is hard to find 

Mental Health in rural areas has resorted to telemedicine 

Mental Health patients not serviced by professional with the correct certifications 

Employers 

Difficult to find employment for spouse in rural areas 

Compassion is missing among nurses 

Employee poaching is costing Oklahoma Health Care providers 

Lack of knowledge of workforce system among Health Care companies 

Health Care is not addressing needs of younger workforce after hiring 

Minimal effective on-boarding training for new hires that addresses professionalism, patient 

communication, etc. – some providers are increasingly focusing on this with externships but the 

need exceeds the current reach 

Decisions at the State Capitol make financial success more difficult for rural hospitals and 

providers 

Some Health Care programs resist adding professionalism soft skills to the technical hard skills 

the programs teach – they do not view it as their responsibility 

45 Source:  Healthcare Sector Roundtable Sessions 
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OTAs and PTAs must work under an OT or PT – it is difficult to find enough local OTs and PTs to 

provide the continuing oversight – the trend is Tulsa-based providers that dispatch therapy 

services via contract to more rural facilities including EASTAR in Muskogee 

Securing adequate clinical space for student education requirements is an ongoing and pressing 

challenge 

Strengths46 

Providers offer excellent incentive packages 

RSU, NSU, Connors State College offer scholarships for nursing students 

Career pathway mapped out ICTC-Connors – NSU per the work of the Eastern Oklahoma 

Healthcare Coalition, local camps, educator engagement, public awareness 

Growth opportunities with Cherokee Nation expansion and dedication to Healthcare in the 

region 

Educational providers work closely together to streamline Health Care education, partner in 

providing programs, and encourage continued upward advancement along the career and 

education pathway in Health Care fields 

Hard to Fill Positions47 

Registered Nurses 

Physicians 

MLT – Lab Tech 

Radiology Tech 

Nurses with Mental Health Experience 

Nurses Who Speak Spanish 

Nurse Practitioners 

Surgery Tech 

46 Source:  Healthcare Roundtable Sessions 
47 Source:  Healthcare Roundtable Sessions 
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Med Tech 

Dentist 

Dental Assistants 

Respiratory Therapists 

The Spectrum of OT and PT Levels and Positions 

Hospitality Sector Surveys

Minimum Education Requirements for Management Job Titles 

● 50% High School

● 20% No Education

● 17% Associate’s Degree

● 13% Bachelor’s Degree

Minimum Education Requirements for Non-Management Job Titles 

● 76% High School

● 24% No Education

Survey Respondent Information 

● 50% of respondents say hourly person stays with their company for 6 months to 1 year;

30% say they stay for 1 to 3 years

● 25% of salary people stay for 1 to 3 years and respondents say that 75% stay for more

than 3 years

● More than 75% of respondents who are managers began their careers as hourly

employees

● 60% of respondents have current job openings:  food service, housekeeping, managers,

clerks, casino workers, bartenders

● 90% of respondents anticipate job openings in the next 12 to 24 months, including:

clerks, housekeeping, hostesses, maintenance, cooks

● 90% would host an intern or be interested in apprenticeship programs

● 80% do not participate in tuition reimbursement programs

● 60% would be interested in on-the-job training programs

● Most are unaware of training programs or services offering

● Most training in this industry is on-the-job except for culinary

● Greatest need is financial literacy and soft skills training
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● Tulsa metro region has an organization that highlights employees of its members;

however, the other counties are just beginning to form organizations to address the

hospitality industry as a whole.

Positions Difficult to Fill and Skill Sets 

● Difficult to fill:

● Housekeeping

● Front Desk

● Maintenance

● Food and Beverage

● Managers

● Skill set for difficult to fill positions:

● Problem solving skills

● Punctuality

● Attention to detail

● Reliability

● Managerial skills

● Communication skills

● Customer service

Skills Missing from New Hires 

● Computer skills

● Job awareness

● Work ethic

● Communication

● Customer Service

Skills Missing from Current Employees 

● Time management

● Financial planning

● Customer service
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Applicant Barriers 

● Residency – no work visa

● Drug issues

● Transportation

● Gaming licenses

Gaps 

● Customer service training

● Communication/interpersonal skills

● Problem solving skills

● Management and leadership training

● Team building and conflict management

● Basic computer skills

● Database and word processing skills

● HR training assessment and planning

● Soft skills

● Job readiness skills

● Financial literacy/life skills

● ESL

● Culinary

Hospitality Sector Roundtable Sessions & Personal Interviews

Hospitality roundtable sessions: 

● October 24, 2016 NORA Annual Summit 
● November 29, 1016 Hospitality Advisory Committee Meeting 
● March 9, 2017 Cherokee Nation Employees 

In addition to the roundtable discussions, NORA conducted personal interviews at 
Hospitality properties within northeast Oklahoma. 
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Themes Immerging as Areas of Interest48 Potential Opportunities 

Never Fully Staffed Due to Large Turnover – 

Not Vested In Company and Do Not Care 

About Showing Up for Work 

Create career pathway opportunities to move 

up within Hospitality or into other industries 

such as Health Care or Manufacturing 

Create an employee engagement program 

Lack of Onboard by Companies Create general orientation guidance 

Prepare a training program that introduces job 

seekers to onboarding considerations 

Employers are Stressed – Spending 80% of 

Time Managing 20% of Employees with a 

Problem 

Offer mentoring 

Case manage for soft skills 

Soft Skills Offer a variety of soft skills web-based and 

classroom training options 

Train case managers to include soft skills in 

career counseling 

Employees Have Financial Problems and Do 

Not Manage Money Well 
Provide financial literacy training 

No Work Ethic Ensure work ethic training is part of soft skills 

options 

Provide mentoring opportunities 

Need Conflict Resolution Skills Do personality trait assessments and provide 

training to modify behaviors 

Teach conflict resolution with the soft skills 

options 

Time Management Teach time management with the soft skills 

options 

48 Source:  Hospitality Roundtable Sessions and Personal Interviews 
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Barriers and Trends49 

Transportation 

High turnover rates 

Market dictates low wages 

Hard to Fill Positions50 

Cashiers (due to low wages) 

Mixologists (due to experience required) 

Housekeeping (due to low wages) 

Manufacturing Sector Surveys 

Positions Difficult to Fill and Skill Sets 

● Difficult to fill:

● Engineering

● General Production

● Welders/Fitters

● Sales

● CAD

● Management

● Machinist

● Forklift/Crane Operator

● All 2nd Shift

● Manager

● Maintenance and Safety

● CDL/Truck Driver

● Electrician

● I & E Technician

● Skill set for difficult to fill positions:

● Soft skills

● Job experience

● Adaptability and willingness to learn

49 Source:  Hospitality Roundtable Sessions and Personal Interviews 
50 Source:  Hospitality Roundtable Sessions and Personal Interviews 
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● Time management

● Engineering – degree or certificate

● Auto CAD

● Character

● Foundry experience

● Drug free

● Maintenance experience or training

● Basic math

● Schematics and pneumatics

● Basic computer skills

● Ability to read blue prints

Survey Respondent Information 

● 46% of respondents have current job openings: operators/general production, technical

engineers, maintenance, forklift drivers, welders, brazers, CDL drivers, managers,

electricians, HVAC, shipping clerks

● 83% of respondents will have job openings in the next 12 to 24 months:

operator/general production, machinist, engineering, pipefitters, welding, drivers,

warehouse, manager, electricians, forklift operators, maintenance

● 12% of employees will be retirement age within 5 years

● 57% of respondents say the lack of qualified skills impacts business profitability or ability

to expand

● 40% of respondents say that the lack of skilled labor affects wage rates or company

profitability

● 83% of respondents are willing to participate in career and industry awareness activities

● 73% of respondents will participate in internships or apprenticeships

● 68% of respondents invest in tuition reimbursement programs or provides training for

employees

● 46% of respondents would participate in on-the-job training

Degree or Certificate Programs Needed 

● Industrial maintenance

● Manufacturing engineering

● Welding

● Electronic technology

● Machining

● Air conditioning and refrigeration

● Painting
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● Draft and CAD

● Computer applications

● Construction management

● Chemical engineering

● Power plant programs

● Work based experience

● Management training

● Instructors need more business input on curriculum

● Soft skills/character/responsibility

● Job readiness

● Safety

● Need evening courses

Skills Missing from New Hires 

● Organizational skills

● Soft skills

● Problem solving

● Team development

● Job readiness

● Industry awareness

● Safety culture

● Computer

Skills Missing from Current Employees 

● Forklift

● General labor

● Supervisory training

● Safety

● Welding

● Computer

● Maintenance

Need for Skilled Training 

Management 
Computer Training 

Manufacturing 
Specific 

Safety Quality Assurance Maintenance 

Leadership /Team 
Building 

Industrial 
Automation/ Robotics 

Haz-Mat 5S Vibration Analysis 
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Communication 
Problem Solving 

Paint & Finishing 
Safety Plan 

Development 
Lean 

Manufacturing 
Employee Labor 

Relations 

Financial Planning Machining 
Forklift/Boom 
Lift Training 

Six Sigma Basic Electrical 

Employee Coaching Electromechanical OSHA 10 & 30 ISO Training Train the Trainer 

CAD Supervisory Controls 
Environmental 

Compliance 
TQM Ladder Logic & PLC 

Basic Computer 
Skills 

Data Acquisition 
Fire 

Extinguishing 
Laser Shaft 
Alignment 

Manufacturing Sector Roundtable Sessions

Manufacturing Sector Roundtable Sessions: 

● September 6, 2016 MidAmerica Industrial Park, Pryor 
● September 14, 1016 Muskogee 
● September 28, 1026 Afton 
● October 21, 2016 Tulsa, Port of Catoosa 
● October 24, 2016 NORA Annual Summit 
● November 29, 2016 Manufacturing Advisory Committee Meeting 

Themes Immerging as Areas of Interest51 Potential Opportunities 

Lack of Soft-Skills and a Need for Character 

Training 

More involvement in high schools – include 

employers in the training 

Build on programs like “Leaders in Me” – gain 

greater funding 

Greater collaboration on programs that are 

working 

Provide job readiness skills – resume writing, 

interviewing… 

More community involvement in K-12 

programs 

51 Source:  Manufacturing Roundtable Sessions 
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Added professionalism training for new hires 

to help reduce absenteeism and high turnover 

rates 

Negative Perception of Manufacturing – 

Increasing the Pipeline 

Have more resource fairs and include parents 

Greater emphasis in community by city 

leaders to buy local 

Manufacturing tours for public 

More manufacturing speaking to student 

groups at technology centers 

Video online recruitment of the industry 

Marketing campaign for job seekers about 

benefits of manufacturing 

Emphasis on spousal employment 

Greater ESL opportunities 

Daycare opportunities 

The rural areas expressed an interest in 

community-value marketing 

Electronic format for promoting industry in 

public schools 

Lack of Tailored Training – Management 

Training, Safety Training 

There is a lot of technical training available in 

Northeast Oklahoma – need better 

collaboration with OSU IT and the tech centers 

Sharing of employment engagement ideas 

More on-line certificate options 

Engage internal mentorship programs 

Mentorship programs with perspective 

employees 

Greater collaboration among employers 
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Greater connection with the companies when 

developing training programs – from industry 

and education 

Greater connection with the companies when 

developing training programs – from industry 

and education 

With significant internal promotion into 

management positions, employers voiced 

need for leadership, management, 

communication and computer skills training 

for newly promoted managers 

Career Pathways More Defined – Need for 

Internships 

More tours to reach more students 

Each school should have an elementary 

approach 

Connection to parents, community leaders, 

students through tours and events to promote 

manufacturing 

Wage data to students 

Barriers and Trends52 

Daycare 

Transportation – in rural and urban areas alike 

Lack of desire to work in manufacturing 

Fear of responsibility 

No desire of workers to advance 

Lack of midsize housing in rural areas 

High school graduates do not have basic computer skills 

Inability to pass a drug test 

52 Source:  Manufacturing Roundtable Sessions 
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Most employers will hire felons, especially locally-owned manufacturers – rules are stricter with 

national and internal companies 

Lacking professional readiness 

Workforce system needs to better exemplify how programs can work for them 

Widespread lack of awareness and understanding about the role of the workforce system, the 

services offered and programs 

Compete with oil and gas sector for welders when the price of oil is high 

Perceptions53 

Disconnect between what employers see as challenges and how the workforce system and 

resource providers address challenges 

Confusion in the number of resources for employers and who provides those resources 

Hard to Fill Positions54 

Maintenance Managers with good soft skills 

Process Engineers (4-year degree) 

Electrical Engineers (4-year degree) 

CNC Programming 

Technical Positions with on-the-job experience 

Technical Engineering 

53 Source:  Manufacturing Roundtable Sessions 
54 Source:  Manufacturing Roundtable Sessions 
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RESEARCH: JOBSEEKER FEEDBACK 

Researchers asked jobseekers visiting the northeast Oklahoma Workforce Centers or the 
Career Centers operated by the Cherokee Nation to complete surveys to help 
understand jobseeker perceptions and attitudes. NORA received 228 jobseeker surveys 
on the following questions: 

1. I need a job, any job, as soon as possible
2. I need some training to get a good job
3. I am interested in getting a job in a specific type of career
4. I have transportation difficulties getting to and from a job
5. I need health care benefits for myself
6. I can only work days
7. I can work any shift
8. I can only work nights
9. I can work on weekends
10. I need help with how to do a budget
11. I need help with writing a resume
12. I need help with interviewing skills
13. I like working with a team of people
14. Important factors in a job are:

a. Location
b. Benefits
c. Hours of Work
d. Structured work

environment
e. I can make a difference

in others’ lives
f. Paycheck
g. I like my co-workers
h. I want to feel

appreciated and valued

i. I am trusted
j. I love what I do
k. It challenges me to grow
l. The company values

align with mine
m. Flexibility
n. Gives me satisfaction
o. Appreciate family

connections

Jobseeker Survey Results 
Of the 228 respondents, 75% of all jobseekers needed a job as soon as possible. 

Sixty-seven percent of metro jobseekers reported training needs, while 53% of non-
metro jobseekers said they needed training to obtain a job. In the metro area, 91% were 
interested in a career-specific job compared to 68% in non-metro areas. 
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Transportation to a job was 20% higher in the non-metro areas. Thirty percent of the 
respondents reported needing healthcare for themselves, and 20% needed healthcare 
for a family member. 

More than 50% of the respondents could do shift work, but less than 10% said they 
could work nights. More than 50% say they like working with people.    

Fewer than 20% believe they need help with budgeting, resume creation or job 
interview skills. This is a major disconnect as employers overwhelming said soft skills, 
financial literacy, and job readiness skills were needed.     

Most important factors to jobseeker respondents: 

Metro 

(Tulsa County) 

Non Metro 

(All other Counties) 

1. Benefits 1. Location

2. I am Trusted 2. Hours of Work

3. I want to feel valued 3. Paycheck

4. Hours of work 4. I am trusted

5. Paycheck 5. Benefits

6. Location 6. It challenges me to grow

7. It challenges me to grow 7. I love what I do

8. Gives me satisfaction 8. Flexibility

9. I love what I do 9. Gives me satisfaction

10. Flexibility 10. Structured work environment

The main reasons jobseekers said they wanted a job revolved around how they view 
themselves and how others view them. Job readiness training and soft or life skills 
training may address these esteem-work issues. 
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RESEARCH: EDUCATIONAL 
INVENTORY 

NORA conducted research to identify educational opportunities for entry-level skills, 
middle skills, and advanced skills in Healthcare, Hospitality, and Manufacturing. The 
inventory contains 474 certification or degree programs across the three sectors from 
45 education providers in northeast Oklahoma. NORA inventoried education providers 
such as colleges, universities, technology centers as well as programs that provide short-
term training courses. The complete inventory detail is available in Appendix 4.     

Information compiled includes: 
● Training Programs by Sector
● Achievement (Associate’s, Bachelor’s, Certificate, GED, Class, or Industry-Based)
● Length of Training
● Cost of Training as of Spring 2017
● Credits Received
● SOC Code
● Percentage of Completions
● Website URL
● Accrediting Agency
● Training Site Location

Healthcare  
The Healthcare sector in northeast 
Oklahoma relies mostly on certificate 
programs for skills training and reports 
almost even numbers of Bachelor’s 
Degrees and Associate’s Degrees. The 
most prevalent programs within this 
sector are nursing, health information 
technology, and medical assistant. The 
least offered programs are public health, 
and respiratory care. Chart 13 
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Chart 14 

Hospitality 

The Hospitality sector in the region 
relies mostly on certification 
programs and conducts in-house 
training. Training providers, 
including the technology centers 
and groups like Goodwill Industries, 
offer many customer-service 
training classes designed specifically 
for front line employees.  
Chart 15 
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Chart 16 

Manufacturing 

Overall, the Manufacturing sector in northeast 

Oklahoma has a high number of certificate 

programs and a very low number of Bachelor’s 

Degree programs offered. The majority of 

these certificate programs are in welding 

technology, engineering, and machining.  

There is only one program offered in supply 

chain management, which results in a 

Bachelor’s Degree. This information is 

important to understand in terms of types of 

programs needed in the future for 

manufacturing-specific skill development. 
Chart 17 
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Chart 18 

As noted in Table 16, programs in the target sectors have the highest percentages for 
completion in northeast Oklahoma, further demonstrating their viability. 

Top Program Completions for northeastern Oklahoma 

CIP Program Completions (2015) 

51 
Health professions and related 

programs 
3,554 

52 

Business, management, 

marketing, and related support 

services 

1,771 

48 Precision production 1,194 

12 Personal and culinary services 888 

15 
Engineering technologies and 

engineering-related fields 
793 
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13 Education 787 

47 
Mechanic and repair 

technologies/technicians 
587 

11 
Computer and information 

sciences and support services 
554 

46 Construction trades 396 

45 Social sciences 370 

Table 16 
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ANALYSIS
Manufacturing 

▪ Northeast Oklahoma has more Manufacturing certificate programs and
Associate’s Degree programs than Bachelor’s Degree or Master’s Degree
programs. Although this is good for the focus on career pathways leading to
middle skills jobs, there are gaps in industry-specific programs.

▪ A variety of certificate and Associate’s Degree opportunities exist for welding,
carpentry, electrical technology, industrial machinery mechanics, IT and
information systems, transportation, and automotive occupations.

▪ Employers need training for other occupations and support the development of
internships and apprenticeship programs. Warehouse workers, supply chain
management, quality assurance, forklift operators, pipe fitters, CAD, and
managers need more short-term training options.

Healthcare 

▪ Forty-three percent of educational programs in northeast Oklahoma are
certificate programs and 27% are Associate’s Degrees. This supports the focus on
career pathways leading to middle-skill jobs where short-term training
certificates are encouraged.

▪ Nursing, medical assistants, and pharmaceutical technology have the majority of
training options available. Minor gaps, as reported as hard-to-fill positions by
industry, exist in dental sciences, medical imaging, occupational therapy,
physical therapy, physician assistants, public health, respiratory care, and
surgical technology.

▪ Healthcare will grow significantly, which largely represents the service delivery
side of the sector. The industry experiences a saturation of training programs in
these areas. However, capacity could expand, possibly through on-line
programming where feasible and appropriate.

▪ Educators expressed a greater need for career awareness from those entering
high-demand fields to reduce program dropout.
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▪ Employers indicated the market is competitive so employees move around from
employer to employer. There was also some concern over changes to the health
insurance system, and how it might impact the industry overall. Further, industry
volatility affects recruitment and retention.

▪ On-the-job training and work-based learning options are important to the
employers who responded to the survey and/or participated in the roundtable
sessions.

Hospitality 

▪ Seventy-six percent of educational programs in northeast Oklahoma are
certificate programs. This supports the focus on career pathways leading to
middle skills jobs where short-term training certificates are encouraged. Many of
these jobs are low wage and low skill.  Hospitality employers often train in-
house. However, a variety of customer service training exists.

▪ Hospitality reported that most of management started in lower-wage positions.
The Hospitality industry is accustomed to promoting from within. This indicates
an opportunity to provide outside training for employee engagement and
upward advancement.

▪ Hospitality provides an opportunity for jobseekers with barriers to get a job that
builds soft skills and prepares them for growth within the Hospitality industry or
a career path in Healthcare or Manufacturing.

▪ Few programs address career awareness for Hospitality.
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CONNECTING SECTOR STRATEGIES TO 
CAREER PATHWAYS 

WIOA defines career pathways as a combination of rigorous and high-quality education, 
training, and other services.55 The Workforce Innovation and Opportunity Act meets 
jobseekers where they are and works with them through a series of activities to reach a 
middle-skill job that pays a living wage.  

As indicated by business representatives for the northeast Oklahoma target industries, 
many jobseekers are lacking in commitment, industry-specific knowledge and protocols, 
and overall soft skills such as time management, conflict resolution, accepting criticism, 
and other essential work readiness skills.56  A career pathways approach has a jobseeker 
moving through a series of activities, often including stackable industry-recognized 
credentials, to qualify for middle-skill jobs.  An integrated career pathway aligns to the 
needs of the targeted sectors and creates a talent pipeline to draw from when openings 
exist.   

Career pathways provide opportunities for jobseekers with employment barriers to 
begin at an entry-level position and, through education and training, move within the 
sector up the career path to higher skill level jobs. Jobseekers also use training and skill 
acquisition to move from an entry-level position in Hospitality to a middle-level position 
in Manufacturing or Healthcare. 

Tulsa has done a lot of work around Career Pathways that the non-metro areas can 
reference as a starting point to understanding pathways and how they intersect with 
sector strategies.57  The Career Pathways created are not all-inclusive but provide 
jobseekers or transitioning workers with a high-level view of common positions within 
each sector, as well as potential opportunities for movement within and across sectors. 
This will help job seekers make informed decisions as they explore specific industries 
and occupations. Potential career choices for Healthcare, Hospitality, and 
Manufacturing in northeast Oklahoma:58 

55 Source:   WIOA Advanced Business Services Certification Seminar Sector Strategies, PowerNotes LLC 
56 Source: Analysis of Feedback from Sector Roundtable Sessions and Surveys 
57 Source: Developed by the Council for Adult and Experiential Learning (CAEL) in partnership with the 
Tulsa Regional Chamber 
58 Source: Developed by the Council for Adult and Experiential Learning (CAEL) in partnership with the 

Tulsa Regional Chamber 
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Healthcare Hospitality Manufacturing 

Chart 19 
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Another view of the Career Pathways: 

Chart 20 
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Researchers held industry-mapping sessions to review similar information from the perspective 

of local sector leaders. The Career Awareness Section details that information. 

Career Awareness 

The first step in moving people from low skills to middle skills is career awareness about 
positions in the target sectors. In northeast Oklahoma, organizations are working with 
employers to increase awareness about careers in Manufacturing and Healthcare. NORA 
inventoried programs across the 14 counties of the Cherokee Nation to assist with 
career awareness. The full inventory is available in Appendix 5 of this plan. There are 
121 resources to assist with career awareness. Table 17 provides an inventory sample. 

Table 17 
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Healthcare Career Pathways59 

Entry Level Skill Middle Skill Advanced Skill 

Customer Service Medical Secretary Management 

Call Center LPN Physician Assistant 

Medical Records Project Leader Specialists 

Certified Nursing 
Assistant 

Pharmacy Tech Doctors 

Registration (Intake) Dental Assistant Dental Hygienist 

Home Health Aide Registered Nurse 
Occupational / 

Physical Therapy 

Caregiver EMT/Paramedic Dentist 

Coder 

Scriber 

Phlebotomy 

Radiology Tech 

Lab Tech 

59 Source:  Healthcare Roundtable Sessions 
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Hospitality Career Pathways60 

Entry Level Skill Middle Skill Advanced Skill 

Housekeeper Short Order Cook Chef 

Cashier Kitchen Manager Buyer 

Food Prep Worker Desk Clerk Management 

Dishwasher Accounting Marketing 

Server Security Human Resources 

Host/Hostess 
General  

Maintenance 
Business Owner 

Fast Food Server Specialty Chef 

Bus Staff 

Janitor 

60 Source:  Hospitality Roundtable Sessions 
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Manufacturing Career Pathways61 

Entry Level Skill Middle Skill Advanced Skill 

Electricians Helper Machine Operator Licensed Electrician 

General Laborer PM Tech Helper Electrical Engineer 

Assembler Maintenance Tech Department Manager 

Forklift 
Industrial Machine 

Mechanic 
Business Owner 

Truck Driver Automation Tech Instructor 

Material Handler Auto Cads Safety Director 

Welders, Cutters, 
Solders, Brazers 

Safety Tech Plant Manager 

Construction     Worker Boiler Tech Engineering 

Plumbing   Apprentice Pipefitter Foreman 

Pipefitter Facilities Manager 

Grinder Quality Assurance 

Shipping and Receiving 

61 Source:  Manufacturing Roundtable Sessions 
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Career Pathways connect education, training, credential attainment, and wraparound 
services to support new and incumbent workers as they advance to higher levels of 
employment.  All the recommendations set forth in this plan strive to unite Sector 
Strategies and Career Pathways. The tables above illustrate how each sector achieves 
the Career Pathways model.  

However, education and training expand income mobility options for jobseekers and 
incumbent workers unable to advance in the status quo. A successful Career Pathways 
system is one that helps workers with a broad range of backgrounds achieve a 
meaningful progression. This plan calls for a greater emphasis on Career Pathways as a 
way for northeast Oklahoma to advance a Sector Strategies model in Healthcare, 
Hospitality, and Manufacturing. The following applies to all three. 

Career Pathway Framework62 

62 Adapted from the Center for Law and Social Policy publication 
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NORTHEAST OKLAHOMA DESIGN 
BLUEPRINT: RECOMMENDATIONS 

This Northeast Oklahoma Sector Strategies Initiative/Workforce Development Regional 
Plan promotes a mission of an educated and skilled workforce inclusive of individuals 
with employment barriers to support local area economic growth and economic self-
sufficiency. 

Regional Strategic Goals 
● Create a workforce system relevant to business customers.
● Establish a sector partnership and career pathway model to grow the talent

pipeline of new and emerging in-demand industries and occupations.
● Embrace a customer-centric methodology that serves diverse populations and

informs improved processes and procedures.
● Identify industries with sustainable wage and career opportunities.
● Support dynamic partner alignment and integration to serve business customers

and jobseeker clients more effectively and efficiently.
● Support non-college job seekers through pre-apprenticeships and apprenticeship

programs.

Recommendations 
The six recommendations for implementation of the Sector Strategies Initiative in 
northeast Oklahoma align with the regional strategic goals.  

1. Establish a sector partnership and career pathway model to grow the talent pipeline
of new and emerging in-demand industries and occupations.

2. Establish a regional workforce lead organization uniting the workforce system, tribal
workforce initiatives, economic development, social services and general workforce
efforts to provide greater service to northeast Oklahoma business and industry and
education.

3. Improve the conditions of low-wage workers by expanding access to financial
empowerment resources in partnership with employers and work to establish
upward mobility in the Hospitality sector.

4. Effectively communicate the education resources and opportunities for those
entering the Healthcare, Hospitality and Manufacturing sectors.

5. Incorporate soft skills into individualized career services including career counseling
and work readiness/life skills seminars.
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6. Advance and promote apprenticeship and pre-apprenticeship programs in
Manufacturing, Healthcare and Hospitality in northeast Oklahoma while also
supporting other complimentary ecosystems like Construction.

Recommendation #1: 
Establish a sector partnership and career pathway model to grow the talent pipeline of 
new and emerging in-demand industries and occupations. 

Regional Benefits: 
The workforce system will meet the needs of the Hospitality sector with entry-level 
workers and provide simultaneous soft skills training to enhance worker employability. 
Hospitality representatives indicated a high turnover rate. This feeding into the sector 
will provide workers who will start at entry-level and follow a career path up through 
Hospitality or cross sectors into Manufacturing or Healthcare. 

Evidence for Recommendation: 
Hospitality representatives in the surveys and roundtable discussions said turnover rates 
are high; employees need soft skills; and, pay is not enough to keep employees. This 
recommendation would provide a means to plan for organized turnover or provide a 
talent pool within Hospitality to move along a career path within the sector.      

Barriers: 
● Logistics for providing soft skills training.
● Funding for payment to attend soft skills training.
● Business buy-in and participation.
● Jobseekers do not believe they need soft skills training.

Strategies and Objectives: 
WIOA requires service providers to meet jobseekers where they are at and assist them 
with skills and knowledge to reach a career that pays a living wage. With the emphasis 
on serving individuals with multiple barriers, Hospitality provides opportunity to enter 
the workforce in an entry-level, part-time job while attending soft skills training to 
create a full-time paycheck.  

This provides an incentive to enter a talent pool for movement to a middle-skill position 
within Hospitality or other sectors. Career counseling and case management will play a 
critical role in motivating the recruited workers. A talent pool of job ready workers will 
be available to Hospitality, Healthcare, and Manufacturing when front-line worker 
openings exist. All three sectors will be encouraged to promote internally, creating 
entry-level openings and offering a path for movement into middle skill jobs.      
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Promising Practices: 
An Illinois Workforce Board facilitated a cross-sector relationship for the fast food 
industry to feed into entry-level positions with manufacturing employers.  Job seekers 
with barriers received work experience at fast food businesses working 28 hours a week 
and attending life skills classes for 12 hours per week. This pool of workers had 
opportunities to fill entry-level jobs when they became available at manufacturing 
companies.      

Action Steps 
Leaders / 

Critical Partners 
Barriers to 

Success 
Potential Funding 

Sources 
Success Metric 

Convene Sector 
Partnership 
Roundtable to Get 
Buy-In and Guidance 

Sector Leaders 
Board Directors 
Board Members 
NORA 

Lack of Interest 
Talking/No Action 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Meetings Held 
Sectors Sign On to 
Model 

Brief Local Workforce 
Areas on Project and 
Launch Model 

Board Directors 
Business Service Teams 
NORA 

None Identified 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Local Workforce Areas 
Sign On to Participate 

Prepare Marketing 
Materials for Industry 

Sector Leaders 
NORA 

Bureaucracy 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Marketing Materials 
Reviewed by Sector 
Leaders and Ready to 
Use 

Prepare Marketing 
Materials for 
Jobseekers 

Sector Leaders 
Workforce Staff 
NORA 

Motivation 
Soft Skills Training 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Marketing Materials 
Reviewed by Focus 
Group of Jobseekers 

Prepare Paperwork 
Package – Contract, 
Training Plan 

Workforce Staff 
Independent Contractor 

Too Much 
Paperwork – Keep 
it Simple 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Package Completed 

Determine Soft Skills 
Method 

Workforce Directors 
Sector Leaders 

Access Points 
Motivation 
Buy-In 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Access in Place 
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Speak to Sector 
Groups, Chambers, 
Civic Groups 

Project Lead Scheduling 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Tracking 
Presentations Given 

Convene Sector 
Partnership 
Roundtables to 
Discuss and Recruit 

Sector Leaders 
Board Members 
Board Directors 
NORA 

Interest 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Attendance 
Employers Who Sign 
On 

Recruit Hospitality 
Pilot Sites 

Project Lead 
Sector Leaders 
NORA 

Interest 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Sites Recruited 

Recruit Manufacturing 
and Healthcare Sites 

Project Lead 
Sector Leaders 
NORA 

Interest 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Sites Recruited 

Recruit Jobseekers Workforce Staff 
Motivation 
Buy-In 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Jobseekers Recruited 

Maintain Employer 
Relations with Regular 
Visits 

Project Lead 
Procrastination 
Time 

● WIOA –
Dislocated
Worker, Adult,
Older Youth

● NEG Funds
● Apply for Grants

Employer Contacts 
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Recommendation #2: 
Establish a regional workforce lead organization uniting the workforce system, tribal 
workforce initiatives, economic development, social services and general workforce 
efforts for northeast Oklahoma to provide greater service to northeast Oklahoma 
business and industry and education.  

Regional Benefits: 
With so many organizations across the region focused on workforce issues, researchers 
recommend identifying and documenting each effort to encourage transparency of all 
education, training, workforce and employer supported initiatives currently underway 
or planned. 

By identifying the focus and objectives of each initiative in northeast Oklahoma, leaders 
in talent development will better understand how to increase their collaboration, 
leverage limited capacity and limit duplicative efforts region wide. Making this 
information publically available helps break down any perceived or actual “turf-ism” 
among and across talent development leaders in education, industry and civic sectors in 
the region. 

Evidence for Recommendation: 
Under current legislation, the workforce system collaborates and plans regionally to 
provide greater service. Strong participation by business and industry addresses 
workforce issues via surveys and roundtable discussions. Higher education and 
technology programs granting certificates already represent a regional approach in 
northeast Oklahoma. 

Barriers: 
● Funding.
● Some may lack a willingness to share information.

Strategies and Objectives: 
Develop a clearinghouse of regional education and workforce focused efforts and 
initiatives for Manufacturing, Healthcare, and Hospitality industries to increase 
collaboration and limit duplication. 

Northeast Oklahoma needs a comprehensive marketing plan with targeted messaging to 
industries and that creates a consistent brand and develops recruitment materials. The 
marketing plan will send a consistent message of the value and benefit of participating 
with the workforce system when hiring, training, retaining and promoting.  
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Comprehensive marketing efforts will include a quarterly employer newsletter to 
provide program information, success stories, labor market information, job fair 
announcements, return on investment data, and local business spotlights.  

A newly formed speakers’ bureau will provide speaker notes, handouts, and slides to 
participants. Targeted forums for presentations include partnership meetings, civic 
groups, chambers of commerce, and other community groups that attract business 
members. 

Promising Practices: 
An innovative Northeast Florida website details a regional alignment strategy. 
Researchers recommend using this structure to share initiatives, focus, contact person, 
other collaborators, etc.   http://innovatenortheastflorida.com/status-reports/ 

Action Steps 
Leaders / 

Critical Partners 

Barriers to 

Success 

Potential Funding 

Sources Success Metric 

Create a Task Force to 

Identify a Lead 

Organization 

NORA, Cherokee Nation, 

Workforce System 

Multiple Labor 

Markets in the 

Region 

Grant Funding, 

Workforce System 

Contributions 

List of Initiatives and 

Key Leadership 

Inventory Programs in 

14 Counties 

NORA, Cherokee Nation, 

Workforce System 

Resistance to 

Collaboration Due 

to Turf Protection 

Grant Funding, 

Workforce System 

Contributions 

Surveys are Created, 

Distributed, Collected, 

and Analyzed 

Gain Buy-In for the 

Organization 

NORA, Cherokee Nation, 

Workforce System 

Resistance to 

Collaboration 

Grant Funding, 

Workforce System 

Contributions 

Create a Program of 

Work for the Effort 

Task Force, Lead 

Organization 
None Identified 

Grant Funding, 

Workforce System 

Contributions 
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Recommendation #3: 
Improve conditions of low-wage workers by expanding access to financial 
empowerment resources in partnership with employers and work to establish upward 
mobility in the Hospitality sector. 

Regional Benefits: 
Low wages can be a disincentive to keeping a job, if people feel they cannot ever get 
ahead. Providing assistance with financial empowerment can help with accessing 
additional supportive resources beyond wages and can motivate individuals to continue 
working toward a living wage. 

Evidence for Recommendation: 
During feedback forums, employers indicated that financial issues are a problem with 
keeping employees. In addition, WIOA requires financial literacy be included as a service 
option for participants. 

Barriers: 
Credit counseling services in northeast Oklahoma are lacking. During feedback sessions, 
employers said jobseekers and employees need financial literacy training, which 
includes budgeting. However, the majority of jobseekers indicated they did not feel they 
needed financial literacy training or coaching.    

Strategies and Objectives: 
Curriculum for financial literacy will include: 

● Budgeting
● Understanding Withholding
● How to Write a Check
● Supportive Service Resources

Northeast Oklahoma will use “Bridges out of Poverty” to assist in improved outcomes. 
Bridges out of Poverty, a community support program, provides a comprehensive 
approach and concrete tools to reduce poverty.  

Although the Healthcare sector in northeast Oklahoma has many programs to 
encourage upward mobility, Hospitality is lacking in this area. Northeast Oklahoma will 
encourage greater investment in training programs for entry-level employees to 
increase the skill level in the Hospitality industry. The region will encourage the 
Hospitality industry to fund increased skill attainment with employee payback programs. 
The targeted jobseekers lack college educations and want to train in Hospitality 
businesses, including the casinos. For example, the industry would reward a valuable 
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employee with training and the employee would pledge to work for the business for a 
specified timeframe to compensate for the training.  

Promising Practices: 
The practice of receiving training/education in exchange for working for a specified 
period at a business has been successful in a variety of settings including the United 
States military as well as the teaching profession. In addition, Discover Nursing is a 
program that repays a student loan in exchange for work. 

Action Steps 
Leaders / 

Critical Partners 
Barriers to 

Success 
Potential Funding 

Sources 
Success Metric 

Research off-the-shelf 
financial literacy 
curriculum 

NORA, Cherokee Nation, 
Workforce System 

Cost WIOA Adult, Youth, 
or Dislocated 
Worker Funds 

Employer Feedback 

Provide access to 
Bridges Out of Poverty 

NORA, Cherokee Nation, 
Workforce System 

Cost, Travel WIOA Adult, Youth, 
or Dislocated 
Worker Funds 

Client Success Rates 

Create an Action Plan 
for Work for Training 
Concept and 
Implement Plan 

NORA, Cherokee Nation, 
Workforce System, 
Hospitality Industry 

Cost, Recruitment Private Funding, 
WIOA Adult, Youth, 
or Dislocated 
Worker Funds 

Plan Completed and 
Implemented 

Recommendation #4: 
Effectively communicate the education resources and opportunities for those entering 
the Healthcare, Hospitality and Manufacturing sectors. 

Regional Benefits: 
If education and training aligns with the needs of business and industry, the local talent 
pool will have the skills and knowledge needed. The plans creates a real-time feedback 
loop in Healthcare, Hospitality and Manufacturing ensuring regular interaction with 
employers will occur. Built on thorough labor market information analyses identifying 
demand for particular occupations and skills, feedback loops will bring educators and 
workforce service providers to the table to ensure that curricula, equipment, and 
learning experiences remain current and aligned with employer demand. 

Evidence for Recommendation: 
NORA found that engaging employers, resources, and educational providers was more 
successful and responsive when conversations involved industry groups and employers. 
Currently, Manufacturing has an excellent industry group infrastructure that covers the 
complete region. However, Healthcare and Hospitality lack a similarly broad based 
support. The Eastern Oklahoma Healthcare Coalition represents a perfect candidate for 
replication region wide.  
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Barriers: 
● Funding.
● Rural and urban areas.

Strategies and Objectives: 
To accomplish this recommendation, industry groups will be encouraged to devote 
funding, staffing, and resources in areas unsupported by an alliance of like businesses.   
Strong industry groups or partnerships will provide a stronger pipeline for skilled talent 
to flow and give industry a greater connection to hiring resources and education and 
training providers. 

Expand student tours and teach awareness in areas of northeastern Oklahoma not 
currently served like Cherokee, Wagoner, Sequoyah, Adair, Nowata, Craig and McIntosh 
Counties. 

Encourage programming that exists in Tulsa, Rogers, Mayes, and Muskogee Counties to 
expand to include school districts in contiguous counties. 

Increase awareness of sector specific positions by utilizing interactive programming that 
educates jobseekers about careers in Manufacturing, Healthcare, and Hospitality, in 
addition to career exploration.  

Seek funding to support this effort. 

Promising Practices: 
The Manufacturing sector infrastructure in the region is a good example of how to 
proceed with Hospitality. Additionally, the Eastern Oklahoma Healthcare Coalition is an 
effective organization that can replicate across the entire region.   

Below is an example of a Manufacturing industry group that grew out of a Sector 
Strategies approach to workforce development. 

As a non-profit employer association, the Mohave Manufacturing Association is 
dedicated to serving businesses in the Manufacturing and Manufacturing 
Service industries by providing a forum where problems, ideas, needs and 
solutions can be explored, shared and implemented. Established in 2011, the 
Kingman and Mohave Manufacturing Association (KAMMA) exists to strengthen 
the ability of manufacturing organizations to improve profitability, capture the 
synergies of our manufacturing community, work collaboratively to improve the 
education and skill development streams which feed our community and to 
encourage new manufacturers to bring capacity into our region’s family of 
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manufacturers. The work also includes developing partnerships with member 
businesses to provide them with access to human resource, environmental 
health and safety management, OSHA compliance, training, and employee 
benefits resources.    http://www.mohavemfgassociation.com/  

Action Steps 
Leaders / 

Critical Partners 
Barriers to 

Success 
Potential Funding 

Sources 
Success Metric 

Identify Lead – Staff 
and Resources 

NORA, Cherokee Nation, 
Local Workforce Areas 

Funding Tribal Workforce, 
Private Foundations, 
New Grant 
Opportunities 

Lead is Established 

Utilize Established 
Sector Partnership 
Advisory Groups 

Sector Advisory Groups, 
NORA, Cherokee Nation, 
Local Workforce Areas 

Funding Tribal Workforce, 
Private Foundations, 
New Grant 
Opportunities 

Groups are Formed 

Develop Work Plan to 
Create Healthcare 
Coalition region-wide 

Sector Advisory Groups, 
NORA, Cherokee Nation, 
Local Workforce Areas 

Funding Tribal Workforce, 
Private Foundations, 
New Grant 
Opportunities 

Work Plan Developed 

Develop Work Plan to 
Create Hospitality 
Coalition 

Sector Advisory Groups, 
NORA, Cherokee Nation, 
Local Workforce Areas 

Funding Tribal Workforce, 
Private Foundations, 
New Grant 
Opportunities 

Work Plan Developed 

Work the Plan Sector Advisory Groups, 
NORA, Cherokee Nation, 
Local Workforce Areas 

Funding Tribal Workforce, 
Private Foundations, 
New Grant 
Opportunities 

Plan Objectives Met 
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Recommendation #5: 
Incorporate soft skills into individualized career services including career counseling and 
work readiness/life skills seminars. 

Regional Benefits: 
Create a talent pool with soft skill knowledge and skills and thus increase productivity 
and employer satisfaction.  

Evidence for Recommendation: 
Overwhelmingly, employers in all sectors echoed the need for greater soft skills for 
employees and ranked the lack of soft skills as the number one challenge. Employers 
indicate the soft-skills gap affects productivity. Further, it results in increased labor costs 
and hinders the growth and prosperity of many northeast Oklahoma businesses.  

Barriers: 
● Jobseekers indicated they do not need soft skills so getting them motivated to

participate may be a challenge.
● Access to soft skills training.
● Difficult to measure results.

Strategies and Objectives: 
Researchers recommend further research and identification of soft skill seminar options 
related to the topics requested by businesses. Determine how training providers in the 
region are addressing soft skills. Develop an inventory of programming and job 
readiness efforts.   

Offer soft skills seminars to career counselors and case managers so they can guide 
clients through the many facets of soft skills.  

Encourage business participation in the design and implementation of training options 
for soft skill delivery systems and topic areas. Employers want to be included and have a 
voice in the process and have even expressed an interest in helping teach.  

Encourage early intervention in K-12 efforts to address character education as a means 
for soft skill development. Many public schools in northeast Oklahoma are addressing 
character education and job readiness. However, the region needs to expand these 
efforts.  

Promising Practices: 
Soft skills can be trained via web-based seminars, in classrooms, or one-on-one. 
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PowerNotes LLC has developed 51 Soft Skills seminars available through web-based 
training or with train-the-trainer materials used by local trainers. The curriculum 
includes Slides, Workbooks, Trainer Notes, Pre- and Post-Tests. 

Each topic has three tiers of modules: core, intermediate, and advanced. Chart 20 shows 
which modules are in each tier with the following color-coding: 

Core 

Intermediate 

Advanced 

Knowledge/Skill:  A.  LIFE SKILLS 

A.1.  Adapting to Change A.2.  Identifying Personal
Circumstances

A.3.  Understanding Personal
Accountability

A.4.  Understanding Social
Media

A.5.  Demonstrating
Dependability

A.6.  Managing Time

A.7.  Possessing Required
Documents

A.8.  Setting Goals A.9.  Using Problem Solving
Techniques

A.10. Acquiring and Using
Information

A.11 Applying Reasoning A.12. Making Decisions

A.13. Managing Resources A.14 Understanding Basic
Financial Literacy Concepts

Knowledge/Skill:  B.  WORK HABITS AND BEHAVIORS 

B.1.  Demonstrating A
Willingness To Learn

B.2.  Demonstrating Integrity B.3.  Demonstrating Positive
Self-Image

B.4.  Motivating Self and
others

B.5.  Dealing With Negative
Attitudes

B.6.  Exercising Leadership
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B.7.  Managing Emotions At
Work

B.8.  Knowing Negotiation
Skills

B.9.  Understanding Social
Media Regarding Work Habits
and Behaviors

Knowledge/Skill:  C.  WORK ATTITUDES AND VALUES 

C.1.  Assessing Learning
Styles

C.2.  Demonstrating Ability to
Take Initiative

C.3.  Understands the Value
of Work and Takes Pride in
Their Work

C.4.  Understanding Disability
Awareness

C.5.  Understanding Diversity

Knowledge/Skill:  D.  COMMUNICATION AND INTERPERSONAL SKILLS 

D.1.  Demonstrating High Self-
Esteem

D.2.  Following Written or
Verbal Instructions

D.3.  Knowing Telephone
Skills

D.4.  Understanding Listening
Skills

D.5.  Understanding Non-
Verbal Communication

D.6.  Using Basic Verbal
Communication

D.7.  Creating Elevator
Speech

D.8.  Serving Customers D.9.  Working Effectively With
Others

D.10.  Applying Creative
Thinking

D.11.  Demonstrating Ability
To Accept Constructive
Criticism

D.12.  Knowing Presentation
Skills

D.13.  Managing Conflict D.14.  Working on Teams

100



Knowledge/Skill:  E.  JOB SEARCH SKILLS 

E.1.  Knowing Basic Computer
Skills

E.2.  Using Networking for Job
Search

E.3.  Exploring Career Options

E.4.  Understanding
Interviewing

E.5.  Using a Resume E.6.  Creating an Employment
Proposal

E.7.  Doing A Behavior Based
Interview

E.8.  Doing an Informational
Interview

E.9.  Using Electronic Job
Search

Chart 20 
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Action Steps 
Leaders / 

Critical Partners 
Barriers to 

Success 
Potential Funding 

Sources 
Success Metric 

Identify Lead 
Organization 

NORA, Cherokee Nation, 
Workforce Areas 

Funding WIOA Adult, 
Dislocated Worker, 
Youth; Apply for 
Grants; Foundation 
Dollars 

Lead Identified 

Inventory Soft Skill 
Training Options 

Lead Organization Funding WIOA Adult, 
Dislocated Worker, 
Youth; Apply for 
Grants; Foundation 
Dollars 

Director of Resources 

Select Appropriate 
Option(s) 

NORA, Cherokee Nation, 
Workforce Areas 

Funding WIOA Adult, 
Dislocated Worker, 
Youth; Apply for 
Grants; Foundation 
Dollars 

Soft Skills Training 
Available 

Review Selection with 
Sector Groups 

Lead Organization Funding WIOA Adult, 
Dislocated Worker, 
Youth; Apply for 
Grants; Foundation 
Dollars 

Sector Buy-In 

Recommendation #6: 
Advance and promote apprenticeship and pre-apprenticeship programs in 
Manufacturing, Healthcare and Hospitality in northeast Oklahoma while also supporting 
other complimentary ecosystems like Construction.  

Regional Benefits: 
Apprenticeship is a paid, credentialed, work-based learning approach that combines on-
the-job training with classroom instruction to build worker skills for a specific technical 
occupation. The strength and diversity of programs offered at technology centers and 
Oklahoma State University Institute of Technology positions the region well for focusing 
on pre-apprenticeship and apprenticeship programs.   

Apprenticeship programs could focus on new and incumbent front-line workers to 
increase the number of qualified individuals who enter middle- and high-skilled 
occupations within the three sectors, thus further promoting a strong emphasis on 
Career Pathways within a Sector Strategy framework.  
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Evidence for Recommendation: 
More than 90% of respondents across all three sectors expressed an interest in 
participating in apprenticeship or pre-apprenticeship programs. Yet, of the 90 plus 
registered apprenticeships in Oklahoma, only 21 are located in the 14-county region. 

Manufacturers and Healthcare companies reported challenges finding experienced, 
trained employees. Apprenticeships provide worked-based learning and allow 
employers to “grow their own.”  

The Cherokee Nation employs across all three sectors, has a dedicated Career Services 
division versed in workforce development, and thus, can take the lead in creating 
apprenticeships. The U.S. Department of Labor encourages employer-driven registered 
apprenticeship efforts. More than half of the 11,000 direct employees of the Cherokee 
Nation work in Healthcare, Hospitality or Manufacturing.  

Barriers: 
Funding. 
Industry buy-in due to regulations for registration. 

Strategies and Objectives: 
The State of Oklahoma has started the process of educating companies, partners and 
education and training providers about the benefits of apprenticeship programs. 
Building on this momentum could prove useful.  

Staff and partners will train on who can operate apprenticeship programs: 
• Every Registered Apprenticeship program has a “sponsor.” The sponsor is

responsible for the overall operation of the program. Sponsors can be a single
business or a consortium of businesses. They can also be a range of workforce
intermediaries, including an industry association or a joint labor-management
organization. Community colleges and community-based organizations can also
serve as sponsors for Registered Apprenticeship programs. Regardless of who
serves as the sponsor, apprenticeships are always employer-driven and
employers are involved throughout the process.

• Over 150,000 businesses have adopted Registered Apprenticeship, including
UPS, Ford Motor Company, the United States Military, Werner Enterprises,
CVS/Caremark Pharmacy

• Union or Non-Union Workplaces?
• Either! Registered Apprenticeship occurs widely across all industries.
• Sponsors of apprenticeship programs can include employers, labor

organizations, and joint labor-management organizations.
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Pre-Apprenticeship programs represent good starting points to help support and recruit 
for apprenticeship programs.  A Pre-Apprenticeship is a program of set strategies 
designed to prepare individuals to enter and succeed in a Registered Apprenticeship 
program and has a documented partnership with at least one, if not more, Registered 
Apprenticeship programs. 

Staff and partners will train in the elements of a Pre-Apprenticeship: 
• Elements:

• Approved Training and Curriculum
• Training and curriculum based on industry standards and

approved by the documented Registered Apprenticeship
partner(s) to prepare individuals with the skills and competencies
needed to enter one or more Registered Apprenticeship
program(s).

• Note: Industry standards mean the generally accepted
practices of an industry, in terms of the knowledge, skills
and aptitudes demonstrated by members of the industry.

• Generally accepted practices represent the performance of,
or instruction in, specific occupational tasks relevant to
that industry by employers, journey workers, educators,
and other subject matter experts.

• By using the term INDUSTRY STANDARDS in this manner,
the intent of the definition is to ensure that training and/or
curricula used by the pre-apprenticeship program aligns
with the needs of the Registered Apprenticeship partner(s),
while still allowing flexibility in pre-apprenticeship program
design.

• Strategies for Long-Term Success
• Strategies that increase Registered Apprenticeship opportunities

for under-represented, disadvantaged, or low-skilled individuals,
such that, upon completion, they will meet the entry
requirements, gain consideration, and are prepared for success in
one or more Registered Apprenticeship programs including:

• Strong recruitment strategies focused on outreach to
populations under-represented in local, state, and national
Registered Apprenticeship program;

• Educational and pre-vocational services that prepare
individuals to meet the entry requisites of one or more
Registered Apprenticeship program (e.g. specific career
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and industry awareness workshops, job readiness courses, 
English for speakers of other languages, Adult Basic 
Education, financial literacy seminars, math tutoring, etc.); 
and,  

• Assists in exposing participants to local, state, and national
Registered Apprenticeship programs and provides direct
assistance to participants applying to those programs.

• Note: By under-represented we mean a population
that does not represent the majority, or a
proportional share as indicated by appropriate
data, of current participants in Registered
Apprenticeship.

• Access to Appropriate Support Services

• Facilitates access to appropriate support services during the pre-
apprenticeship program and a significant portion of the
Registered Apprenticeship program.

• Note: By Support Services, we are referring to any service
that assists participants to qualify for and maintain
participation in a pre-apprenticeship program.

• Promotes Greater Use of Registered Apprenticeship to Increase Future
Opportunities

• To support the ongoing sustainability of the partnership between
pre-apprenticeship providers and Registered Apprenticeship
sponsors, these efforts should collaboratively promote the use of
Registered Apprenticeship as a preferred means for employers to
develop a skilled workforce and to create career opportunities for
individuals.

• Meaningful Hands-on Training that Does Not Replace Paid Employees.
• Provides hands-on training to individuals in a simulated lab

experience or through volunteer opportunities, when possible,
neither of which supplants a paid employee but accurately
simulates the industry and occupational conditions of the
partnering Registered Apprenticeship sponsor(s) while observing
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proper supervision and safety protocols. 

• Facilitated Entry and/or Articulation.

• When possible, formalized agreements exist with Registered
Apprenticeship sponsors that enable individuals who have
successfully completed the pre-apprenticeship program to enter
directly into a Registered Apprenticeship program and/or include
articulation agreements for earning advanced credit placement
for skills and competencies already acquired.

• Note: By formalized agreement, we mean any form of
documentation that clearly defines the obligations and
expectations of each of the parties to the agreement.

• Partnering and Collaboration.
• Registered Apprenticeship sponsors;
• Workforce development agencies;
• Economic development agencies;
• Business and industry partners;
• Labor management organizations; and,
• Community colleges and other education partners.

Promising Practices: 
Cherokee Nation pre-apprenticeship program provides a foundation on which to expand 
and grow this type of work-based learning. By developing partnerships with a local labor 
union, the Cherokee Nation provides a pathway to advancement for incumbent workers 
with a pre-apprenticeship program in welding. 
http://www.cherokeephoenix.org/Article/index/10983 

Workforce professionals point to Colorado as an example of how to garner funds and 
develop apprenticeship programs, providing best practices for engaging employers in 
northeast Oklahoma.  
https://www.buildcolorado.com/apprenticeships-education  

106

http://www.cherokeephoenix.org/Article/index/10983
https://www.buildcolorado.com/apprenticeships-education


Action Steps 
Leaders / 

Critical Partners 
Barriers to 

Success 
Potential Funding 

Sources 
Success Metric 

Identify Lead 
Organization 

NORA, Cherokee Nation, 
Workforce Areas 

None Identified WIOA Adult, Youth, 
Dislocated Worker 

A Lead is Established 

Visit Other State’s 
with formed program 

Cherokee Nation, NORA, 
OK Works 

Funding WIOA Adult, Youth, 
Dislocated Worker 

Case Studies 

Partner with 
Oklahoma Works 

NORA, Cherokee Nation, 
Workforce Areas 

None Identified WIOA Adult, Youth, 
Dislocated Worker 

Partnership in Place 

Train Staff on 
Apprenticeships and 
Pre-Apprenticeships 

NORA, Cherokee Nation, 
Workforce Areas 

Funding, Travel WIOA Adult, Youth, 
Dislocated Worker 

Training Completed 

Create an Action Plan 
for Pre-Apprenticeship 
Model 

NORA, Cherokee Nation, 
Workforce Areas 

Funding WIOA Adult, Youth, 
Dislocated Worker 

Action Plan Created 

Create an Action Plan 
for Apprenticeship 
Model 

NORA, Cherokee Nation, 
Workforce Areas 

Funding Dislocated Worker Action Plan Created 
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CONCLUSION: EARLY WINS 

Sector Strategies and Career Pathways are not new approaches to workforce 
development in Oklahoma. As this plan details, many partnerships, efforts and best 
practices align economic and workforce development and ensure that jobseekers and 
businesses increase their capacity to generate wealth.   

By starting the conversation about Sector Strategies in northeast Oklahoma, NORA has 
seen progress by simply conducting the research and giving partners, employers, 
resources and educators a stage to share and collaborate.  Below are a few examples: 

● By facilitating discussions, NORA has changed how industries and stakeholders
view the workforce system in the region and has provided important resource
information. Further, NORA has shared research to support program
development and greater collaboration.

● The Northeast Oklahoma Sector Strategies Initiative/Workforce Development
Regional Plan represents another vehicle that Cherokee Nation Career Services
can use to promote programs supported by the U.S. Department of Labor and
employ northeast Oklahomans in jobs and training programs.

● Employer engagement in the workforce system has been an initial outcome of
the research conducted. The Northeast Workforce Development Board was able
to identify interested employers via roundtable discussions that resulted in more
industry representation within its Construction sector partnership.
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● NORA launched a new website with a devoted section to workforce
development for Healthcare, Hospitality
and Manufacturing.

● The focus of the 4th Annual NORA
Education Summit was Career Pathways.
Representatives from the Oklahoma
Department of Education, Oklahoma
Department of Career and Technology
Education, higher education, K-12, and
the Cherokee Nation engaged with
business and industry and shared plans
for moving students along a path to fully
skilled employment.

● Roundtable discussions with employers
provided justification for career program
development in several areas. For
example, one of the region’s technology
centers expedited the development of a
healthcare certification program after
employers expressed immediate need.

● NORA launched a leadership
program.  The mission is to
engage NORA’s 14 counties,
businesses, and community
leaders to enhance knowledge of
regional assets and issues. The
program helps leaders identify
regional strengths, build on
them, delve into issues, and
explore ways to bridge
differences and collaborate. The
program enrolled 25 business
and community leaders from 10
of the 14 counties. Topic areas included Manufacturing, Healthcare,
Hospitality/Tourism, Education, and Agriculture. Picture: the inaugural class.

While much remains to accomplish, this Northeast Oklahoma Sector Strategies 
Initiative/Workforce Development Regional Plan represents yet another step toward 
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achieving the region’s strategic goals. The plan demonstrates a strong partnership of 
funding streams, economic development leaders and regional collaborative efforts, 
business and industry, chief elected officials, education/training providers, 
workforce development professionals, and community-based organizations. 
Together they will build a talent pipeline across the region that meets the needs and 
expectations of employers, prepares job seekers for success, and ensures that 
northeast Oklahoma is THE place to live, innovate, and generate wealth.  
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Links to the surveys can be found at NORA’s website www.neokregion.org.
Information: Executive Director Darla Heller, (918) 772-8334 or d.heller@neokregion.org.
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