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Introduction 
Since 2000, the cost of housing throughout the Twin Cities metropolitan area has increased, 
while incomes have generally stayed the same or decreased over the same time period. In a 
recent survey of more than 400 Scott County employers, 1 in 5 respondents said housing for 
lower-income employees was an issue. Given the historically low unemployment rate and 
general tightness in the workforce, employers have a vested interest in greater housing 
affordability and opportunity in the communities where they are located to ensure access to 
enough labor pool to fill open positions and remain competitive. 
 
One approach to address this issue is employer-assisted housing (EAH) programs, in which an 
employer helps employees acquire housing near their place of work. Assistance can take many 
forms, from helping with a down-payment or security deposit to investing in development of 
more workforce housing in their community. This report analyzes different EAH models to 
determine their effectiveness in attracting and retaining a workforce and identifies specific 
business sectors in Scott County that may benefit from and potentially participate in a county led 
EAH initiative.  
 
The industries examined for the purpose of recommendations are entertainment, healthcare, and 
warehousing/distribution. The proposed calculation of return on investment (ROI) from analysis 
of existing programs demonstrates that warehouse/distribution and healthcare may be the best 
industries for Scott County to target in an EAH program aimed at homeownership. The 
entertainment industry in Scott County is largely seasonal and has a younger, more temporary 
workforce that may need subsidized rent. Thus, the entertainment industry may not be a good 
candidate for a homeownership EAH program. The warehouse/distribution industry pays less 
than the median income in Scott County and is a rapidly growing job pool. Risks from 
automation may have a heavy impact on this industry, and EAH represents a way to provide 
stability to employees. Finally, healthcare offers the most in the way of traditional ROI, but Scott 
County may need to use EAH primarily as a recruitment tool for the healthcare industry.  

County Overview 
Scott County, located in the southwest portion of the Twin Cities metropolitan area, has a total 
population of 129,928 as of 2010.1 This translates to 46,214 households, of which 16% (7,439) 
are renter and 84% (38,775) are owned.2 Countywide, 10,582 households pay more than 30% of 
their income toward housing costs, which puts them at risk of being unable to afford many basic 
needs.3 In a county where the renter population is significantly lower due to the relative lack of 
larger population communities, as well as the rural geography, homeownership is at the forefront 
of the county’s policy agenda when it comes to housing.  

                                                             
1 U.S. Census Bureau, 2013-2017 American Community Survey 1-Year Estimates. 
2 “2017 County Housing Profile: Scott County.” 2017. 
https://www.mhponline.org/images/stories/images/research/coprofs/2016/Scott.pdf 
3 2017 County Housing Profile 



 
According to a Zillow report with data current through March 31, 2019, the median home value 
in Scott County is $293,700.4 Home values county-wide increased nearly 6% in 2018 and are 
projected to rise another 4% in 2019. Furthermore, the median listed home price in Scott Count 
is $374,985 (the median home sold price is $300,200). This home price trend is not unique to 
Scott County, but the county does have significantly higher prices than much of the rest of the 
Twin Cities metro.  
 
Altogether, housing remains a challenge in Scott County – even for those workers who are fully 
employed. The median earnings for most jobs, especially those that are in-demand and high-
growth (including nurses, personal care aides, and cashier) do not necessarily cover housing 
costs at an affordable level.5 With home prices set to continually increase over the next year and 
beyond, it is important for the county to play a role in not only providing quality homes, but also 
in laying out a path to homeownership. In addition, employers in the county may also have a role 
to play. Employers generally benefit from consistency in staff – it is more expensive to replace 
an employee than to retain an existing one. With localized homeownership an important piece to 
retaining employees (all else equal, employees will generally choose to live proximate to their 
workplace), EAH may be a reasonable strategy in one or many industries within Scott County.  

Entertainment Industry 
Overview 
The entertainment industry is more competitive than ever. With newer forms of entertainment 
streamed online, traditional entertainment companies are working harder than ever to maintain 
current target segments and tap into new ones.6 With customer experiences being a crucial part of 
that mission, it is important for companies to hire the best employees for both higher and lower 
level positions. Lower skilled and frontline workers are the employees who interact with 
customers and have a key role in enhancing the customer’s experience. Even with this in mind, 
employer assisted housing is nearly nonexistent in this industry. 
 
Regarding Scott County, the entertainment industry is an important segment that could prove to 
be beneficial in furthering the goals of employer assisted housing. However, after further 
research specific to the entertainment-related companies in Scott County, we have concluded that 
this specific industry would benefit from a rental EAH model rather than a homeownership EAH 
model that other industries may adopt. With little examples of EAH in this specific industry, 
Scott County will have to implement EAH differently for each employer in this specific industry. 
In this section we will dive deeper into the specific employers in this industry. According to the 
Top Employers List given by Scott County, shown in Appendix D, SMSC Gaming Enterprise, 
Valley Fair and Canterbury Park are the largest employers specific to this industry that we have 
chosen to focus on.  
 
                                                             
4 "Scott County Home Prices & Values." https://www.zillow.com/scott-county-mn/home-values/. 
5 2017 County Housing Profile 
6 "Analysis of the Entertainment Industry." https://smallbusiness.chron.com/analysis-entertainment-
industry-78237.html. 



SMSC Gaming Enterprise 
With the current nature of policy and tribal land, we felt it best not to create a policy and 
programs to be implemented for this tribe in Scott County. It is best to continue fostering 
conversation and relationships with leaders in this community to come find appropriate ways to 
achieve goals related to employment assisted housing.  
 
However, as the largest employer in the entertainment industry and the overall largest employer 
for Scott County, it is very crucial for Scott County to continue fostering this relationship with 
the goal to bring some form of EAH to SMSC Gaming Enterprise. 
 
There is a potential opportunity for SMSC and Scott County to work with Valley Fair and 
Canterbury Park to utilize current assisted housing buildings and newly built apartments. If 
Valley Fair is willing to let SMSC utilize their vacant assisted housing dorms, SMSC could 
provide a temporary assisted housing for their employees. Similarly, if Canterbury Park is open 
to renting affordable units to SMSC employees, this could provide another window of 
opportunity for SMSC to provide affordable apartments to their employees. These opportunities 
are contingent on Valley Fair and Canterbury Park being open to such a partnership. 
 
Canterbury Park 
There is an interesting opportunity regarding Canterbury Park. In their recent shareholder’s 
presentation. They revealed their expansion plan which included luxury apartments, condos and 
townhomes. In their presentation they emphasize, “keeping people in our community” creating 
“new lifestyle housing initiatives” and conceptualizing “a new place to live, stay, work and 
play.”  
 
Canterbury employees tend to be lower skilled employees. Based on research done by Scott 
County, it was found that one of the greatest challenges for employers is competition for 
employees. Additional research will need to be done to learn if this issue extends to low-skilled 
workers. However, if the field is competitive for recruitment, EAH reviews have referenced 
EAH programs being a differentiating aspect for companies that aid in attracting employees. The 
Harvard Business Review making recruitment one of their “Four R’s” of the importance of an 
EAH model. Researchers are looking into more empirical studies of how beneficial a program is 
as a recruiting tactic, but strong assumptions have been made that is in fact beneficial.  
 
Additionally, employers reported “poor work attitudes” among one of their challenges as well 
(Appendix A). If this is an issue that Canterbury is facing as well, then this challenge will greatly 
impact their mission of “Providing our guests with a premier gaming, entertainment and event 
experience by conducting ourselves #TheCanterburyWay.” (Appendix C) Encouraging 
Canterbury Park to partake in an EAH model could prove to be beneficial and reduce challenges 
centered on poor work attitudes. They will be able to utilize EAH to recruit top talent where poor 
attitudes are less prevalent, or they will be able to create company loyalty and greater morale 
through such a program that could reduce poor attitudes amongst current employees.  
 
Canterbury financials did not specify high expenses attributed to turnover. Based on Scott 
County research, turnover was an insignificant problem to most employers (Appendix A). For 
that reason, when proposing EAH to employers, using ROI from reduced turnover will not be the 



most impactful angle to take. It will be more impactful to utilize Canterbury’s own vision and 
language and incorporate that vision for EAH. As Canterbury has stated, they desire for keeping 
people in the community, creating new lifestyle housing initiatives and having a place to live, 
stay and work. EAH exactly does that and it is possible to incorporate that vision for Canterbury 
Park and EAH. 
 
How specifically EAH will be implemented for this employer can take various forms. Some 
apartments, specifically in the Dinkytown area, adopt an employee discount for their employees. 
Specifically, at Marshall Apartments, employees are offered 20% off their rent. This can 
alleviate rent burdens amongst lower-level staff in the company.  
 
Valley Fair 
Valley Fair is the next biggest employer in the industry after SMSC Gaming Enterprise. Known 
for their rollercoasters and waterparks, Valley Fair employs over 1,600 people. However, after 
further research, their target market for employees are high school and college students. It is 
seldom employees that fit the desired population for EAH. Another issue with Valley Fair is that 
they are a seasonal business. With operations running from late April to late October, their 
business model is not equipped to take on the challenges that come with EAH. Appendix B 
shows Valley Fair’s marketing tactics to recruit employment. Their language further emphasis 
that their business model is meant to recruit seasonally, anticipating high turnover. Their focus is 
also mainly on younger adults. 
 
However, Valley Fair does offer a form of employer assisted housing. They have two housing 
options, one on-site housing offered to international students and off-site housing located at their 
Jordan Scale Facility. Rent is deducted from employee checks at $50 a week. Further research 
and conversation are being done to see how this benefit is being utilized by employees. 
 
It has now been understood that the program implemented by Valley Fair is offered from the end 
of April until the beginning of September. So, this program is very much seen as a temporary 
assisted housing program. Valley Fair management states that they do not utilize the space from 
November to April. This could open an opportunity for other companies to utilize Valley Fair’s 
vacant spaces from November to April when Valley Fair is no longer using them. More 
conversation needs to be had to learn if Valley Fair has alternative uses for the vacant spaces. If 
possible, to utilize, it will be important to establish strong relations with the company to create an 
opportunity to collaborate and use their spaces to further promote a renting EAH model. Again, 
given the circumstances, this would be a temporary assisted housing program, but this could 
prove to be beneficial to Scott County. 
 
Conclusions 
Overall, it is important to start conversations with Valley Fair and Canterbury Park as well as 
continue conversations with the SMSC tribe. Willingness to work amongst the various sectors 
could create an opportunity for a renting EAH model to be utilized amongst the industry. It is 
important to stress that, when presenting an EAH model, it is crucial for Scott County to utilize 
language centered on recruitment and eliminating poor work attitudes, as stressed by the 
employer survey. We believe this will be better received by this industry than a focus on ROI 
from less turnover produced by an EAH model. 



Healthcare Industry 
Overview 
It is not unknown that the healthcare industry is experiencing a shortage, particularly felt across 
the nation by hospitals and clinics. Attracting and retaining a skilled healthcare workforce is 
becoming increasingly competitive and crucial for the industry. In a 2008 study, experts 
estimated that by 2020 there would be a national shortage of up to one million registered 
nurses7.  Similarly, the Association of American Medical Colleges also called out this workforce 
shortage stating: “if physician supply and use patterns stay the same, the United States will 
experience a shortage of 124,000 full-time physicians by 2025.”8 As the Baby boomer portion of 
the healthcare industry approach retirement and enter into a rapidly growing aging population 
that increasingly relies on the healthcare industry, addressing issues of employee recruitment 
becomes vital for communities and employers alike. 
 
EAH programs have great potential in industries such as healthcare, especially given the high-
demand and competitiveness the industry faces. For the highly skilled, high paying positions, 
EAH could offer employers a competitive edge, and entice quality talent physicians and 
specialists to relocate to communities they may have not considered though the financial 
assistance provided. For low to mid-range paying healthcare positions residing in communities 
close to work may be unattainable, and they may be forced to move farther from work to save on 
housing costs or relocate entirely to a more affordable environment. EAH programs provide a 
compelling incentive, providing access to opportunities to not only own a home, but a home near 
the workplace.  
 
The healthcare industry is broad and encompasses occupations of healthcare practitioners, 
technical and lab occupations, as well as support and direct care providers. The demand for 
healthcare professional can be seen across the industry, regardless of the diversity of occupations 
with a variety of high-skill and low-skill job categories. Nationally, healthcare employees earn 
$27.81 per hour as of March 2019.9 However, when broken down into major occupational 
groups, healthcare support occupations make an average of $14.30 per hour.10 Again, even 
within the industry there is significant disparity among employee wages, education and skill 
level dependent on the specific position. Both major occupational groups (healthcare 
practitioners, technical occupations, and healthcare support occupations) are anticipated to 
experience significant growth nationally. From 2016-2026 healthcare practitioners and technical 
occupations are expected to grow 15.3%, and healthcare support occupations are predicted to 
grow 23.6%.11 While these numbers highlight national averages, the disparity between 

                                                             
7 U.S. Department of Health and Human Services, Health Resources and Services Administration, “National Center 
for Health Workforce Analysis” http://bhro.hrsa.gov/healthworkforce. 2008 
8 Association of American Medical Colleges “The Complexities of Physician Supply and Demand: Projections 
Through 2025” October 2008. 
9 "Health Care and Social Assistance: NAICS 62." Industries at a Glance. 
https://www.bls.gov/iag/tgs/iag62.htm. 
10 "Employment by Major Occupational Group." https://www.bls.gov/emp/tables/emp-by-major-
occupational-group.htm.   
11 "Employment by Major Occupational Group." 



occupations is applicable to the employees of Scott County. More specifically, healthcare 
positions that fall into the two major occupational groups for the healthcare industry make up 
twelve of the top thirty fastest growing occupations projected for 2026. Of the top ten fastest 
growing occupations, five are healthcare specific occupations, predicted to increase by 30% or 
more in the next five years.12 
 
Scott County has experienced growth in the healthcare industry over the last twenty years, primarily 
through St. Francis RMC Health Care in Shakopee, and the Mayo Clinic Health System in New Prague. 
Both major healthcare employers are a part of Scott County’s top 15 employers, and together have nearly 
1,300 employees as of January 2017.13 It can be assumed that these employers and the healthcare 
industry will become increasingly important to Scott County’s workforce and resident 
population. Utilizing EAH programs to ensure current and future healthcare employees are 
residing within Scott County not only has benefits for the employer and employees, but 
strengthens, stabilizes and revitalizes neighborhoods within Scott County. 
 
Healthcare Case Studies 
Across the country there are examples of healthcare employers offering EAH options for 
employees. The programs vary slightly regarding structure, implementation, and partnerships, 
but nearly all are exclusively offering financial assistance in regard to homeownership, and not 
rental. The examples of employers selected vary in the size of their business, with some EAH 
programs being tied to a specific hospital and others to an entire healthcare provider system. 
There is a wide variety of jobs included within the healthcare industry, however it appears as 
though EAH is used as a recruitment tool to attract individuals for high-skilled positions such as 
surgeons and physicians, as well as positions with high demand such as nurses. Although these 
jobs are mid to high range in salary, they are stressful positions and in high demand nationally. 
Utilizing EAH to provide access to stable, quality housing options can make employers enticing 
to future employees while providing access to housing to employers. 
 
The University of Chicago Medical Center (UCMC) is currently working in conjunction with 
community partners to implement an EAH program after they identified the potential UCMC had 
as a large employer to assist in the revitalization of mid-South Side communities in Chicago. As 
of 2012, approximately 33% of the University of Chicago and UCMC’s 7,900 employees were 
living in the designated primary and secondary communities eligible to receive EAH. UCMC 
offers the EAH program to any income qualifying, benefits-eligible employee that has been with 
UCMC for at least one year, or to new staff members relocating to Chicago to accept a position.  
 
The program has a maximum household income requirement that follows the guidelines 
established by HUD’s median income levels and are adjusted to reflect any HUD updates. The 
program is also geographically specific, only offering EAH to those purchasing a home in 
designated primary or secondary neighborhoods located near the University and UCMC as a 
reflection of their shared goals of community revitalization with their community partners. 
Employees must be able to contribute 3.5% of the purchase price towards a down payment to 
receive assistance. Those that meet eligibility requirements of the EAH program receive a 

                                                             
12 "Fastest Growing Occupations." https://www.bls.gov/emp/tables/fastest-growing-occupations.htm. 
13 Top Employers in Scott County by Number of Employees (see Basecamp link) 



UCMC sponsored interest free loan of $7500 for down payment assistance that will be entirely 
forgiven over a five-year period if you remain a UCMC employee and the home is your primary 
residence. Additionally, participants receive free access to homebuyer education courses and 
more detailed information on other home buyer assistance programs offered by the City of 
Chicago to explore the potential of stacking program benefits. The assistance provided in 
UCMC’s EAH program can be utilized in the purchase of a single-family home, town home, 
two-flat, or condominium provided it is used as the primary residence. 
 
The Health and Hospital Corporation of Marion County (HHC) is a participating employer in the 
Indianapolis Anchor Housing Program (INHP). INHP offers an affordable home loan option to 
income and eligibility qualifying employees. The EAH home loan offers a below-market interest 
rate and shorter loan term (as short at 20 years) from INHP, in addition to down payment 
assistance from HHC. This inaugural program is offered to full-time employees at the Health and 
Hospital Corporation that are looking to be first time homebuyers. The EAH program is 
neighborhood specific, encouraging homeownership in the neighborhoods surrounding the two 
largest employers within HHC. The employer within HHC directly funds a five-year forgivable 
down payment assistance loan for up to $12,862. The exact value is determined by income and 
household size. For qualifying employees that are already homeowners within the designated 
areas, they offer financial assistance to make select home repairs. Both the first-time homebuyer 
assistance and home repair assistance follow HUD income guidelines and are eligible to 
employees with income below 120% of the Area Median Income. Ultimately, the Health and 
Hospital Corporation launched their version of EAH program in collaboration with the INHP to 
invest and stabilize the communities surrounding their workplace though investing in their 
employees through homeownership, impacting commute times and providing personal stability 
through those receiving program funds. 
 
The Cleveland Clinic EAH program is a part of a collaboration between the City of Cleveland, 
Cleveland Foundation, Fairfax Renaissance Development Corporation called the Greater Circle 
Living, working to promote homeownership and revitalize the communities of Cleveland. The 
homebuyer assistance portion of the program offers a $20,000 forgivable loan for Cleveland 
Clinic Main Campus employees. An additional $10,000 loan is available to families with a 
household income whose total household income is less than $150,000. The EAH loan can be 
used for down payment, closing costs or other purchasing costs. In accordance with the previous 
examples, the loan is a five-year forgivable loan provided the employee continues to work for 
Cleveland Clinic and uses the home as the primary residence. Cleveland clinic can receive these 
EAH benefits by being a full-time employee, part-time employee for at least two years, or 
relocating to Cleveland for employment at the Clinic’s main campus. The only other 
requirements are that eligible employees must complete pre-purchase home buying counseling 
sessions and purchase a home within the designated neighborhoods.  
 
In addition to an EAH program for homebuyers, Cleveland Clinic and Greater Circle Living 
offer home repair funds for existing homeowners, up to $8000 matching funds for certain 
exterior repairs and improvements. Eligible employees must live within the designated area and 
contribute at least a 25% match of investment in the improvements. Cleveland Clinic provides a 
third EAH program option in the form of rental assistance. The rental specific program provides 



one month of rental assistance for eligible employees starting a new lease within the designated 
areas, up to $1400.  
 
Conclusions 
Overall the healthcare industry has great potential for EAH programs being successful employee 
benefits as well as a recruitment and retention tool in an increasingly competitive industry for 
healthcare professionals across occupations. Provided the industry growth, EAH could help not 
only employers attract new highly desirable employees, as well as communities by encouraging 
new employees to reside in the communities in which they work. Scott County could benefit 
from increasing the number of residents that both work and live within the county. Communities 
would see investment through increased homeownership and disposable income spent in the area 
with the promotion of EAH programs. 
 
The healthcare industry does include high-skilled and high-wage workers that would reasonably 
be able to purchase homes in Scott County with little to no subsidy, however, with the 
opportunity for EAH, Scott County employers and communities would become more compelling 
to job candidates. Recruitment, hiring, and training costs can be substantial in the healthcare 
industry and could easily outweigh the minimal investment per employee for an EAH program, 
as highlighted in the above case studies. It is clear there is no one-size-fits-all model for EAH 
programs, but with an industry experiencing growth and demand as significant as healthcare, as 
well as numerous existing and successful EAH programs for healthcare employees nationwide, 
there is great potential for Scott County to  benefit from the positive outcomes EAH has to offer 
for all entities. 
 
 

Warehouse/Distribution Industry 
Overview 
According to the North American Industry Classification System (NAICS), the warehousing and 
storage subsector are “…primarily engaged in operating warehousing and storage facilities for 
general merchandise, refrigerated goods, and other warehouse products.”14 Goods are usually not 
sold at warehouse and distribution facilities, but rather are kept there until shipped elsewhere. 
Companies that have significant transportation and product distribution needs must utilize their 
warehouse space efficiently, or risk their operation failing. Common examples from within this 
industry include general warehousing and storage, private warehousing, and bonded 
warehousing.  
 
The warehouse and distribution industries are challenging, as many retailers without a significant 
online presence have experienced a change in consumer spending patterns and increased 
competition for their goods or services. New technologies have transformed the industry of 
where, how and when consumers shop, and retailers such as Amazon or Shutterfly that are able 
to leverage new technology streams are much more well-positioned for success. Traditionally, 

                                                             
14 "Sector 48-49 -- Transportation and Warehousing." North American Industry Classification System. 
https://www.census.gov/cgi-bin/sssd/naics/naicsrch?code=493&search=2012 NAICS Search. 



the talent base for the warehouse and distribution side of retail has had lower requisite levels of 
education. However, as the industry becomes increasingly engrained in the supply chain 
operations of companies, it is likely that warehousing workers will need more experience in 
operating machinery, moving objects, and written communication. The global e-commerce boom 
has also created a need for increased warehouse employment, even at a time where many labor 
markets are having difficulties finding employees. 
 
Strong economic growth overall has been a boon for industry within the United States but 
combined with a tight labor market and movement toward automation nationally, the future for 
warehousing and distribution centers is murky at best. A survey conducted by Logistics 
Management cited major concerns as being the attraction and retention of a qualified hourly 
workforce, capacity to support e-commerce fulfillment and training employees onto warehouse 
management system.15 As aforementioned, EAH may be a solution for attracting employees 
within certain industries – the proposed method of return-on-investment for Scott County (to be 
discussed later in this report) will demonstrate the challenges involved in using that particular 
strategy for the warehouse and distribution industries.  
 
Interestingly, the number of workers seeking warehouse jobs rose by 8% from 2016-2018, but 
50% of job-seekers are already employed in the sector.16 Since 2000, warehousing employment 
has risen by 90%, which is a far greater rate than the overall employment growth of 12% in the 
entirety of the United States in the same period.17 Again, all industries are facing workforce 
challenges of some sort, and automation will only further complicate these problems. Successful 
workforce policy will be multifaceted and consider the potential impact things such as housing, 
transportation, and worker training may have on the modernization of the workforce.  
 
Scott County has experienced significant growth in the warehouse and distribution industry in 
recent years, both at the county-wide level and in terms of individual companies. As has been 
made clear, with significant changes in the warehousing industry globally, there may exist an 
opportunity for public-private partnerships in the forms of workforce development. However, it 
is important to place Scott County’s warehousing industry in the context of the entire industry. 
 
Of the top 15 employers that are in Scott County, at least four can be considered either directly 
or tangentially related to the warehousing and distribution industries. Chief amongst these are the 
Amazon Fulfillment Center, Shutterfly and Cyberpower Systems Incorporated, all of which are 
in Shakopee, as well as Chart Incorporated, which is headquartered in New Prague. These four 
employers have a total of 5,305 employees, as of January 2017.18 With approximately 44,000 

                                                             
15 "2018 Warehouse / Distribution Center Survey: Labor Crunch Driving Automation." 
https://www.logisticsmgmt.com/article/2018_warehouse_distribution_center_survey_labor_crunch_driving_au
tomation. 
16 Flowers, Andrew, and Valerie Rodden. "Interest in Warehousing Jobs Growing Quickly." Indeed Hiring 
Lab. December 13, 2017. https://www.hiringlab.org/2017/12/13/warehousing-jobs-older-workers/. 
17 Bureau of Labor Statistics – 2000-2017 data 
18 Top Employers in Scott County by Number of Employees (see Basecamp link) 



jobs in the county altogether, these four companies make up over 12% of all county jobs. 
Warehouse and distribution-based employees earn $20.33/hour on average, as of February 
2019.19 This extrapolates out to $42,286.40 annually. While this statistic is comprised of national 
averages and the comparison is not fully relevant, the median income for a Scott County family 
with only one income-earner was $53,054 in 2017.20 
 
Warehouse/Distribution Case Studies 
Specific case studies that involve the direct partnership of a warehouse/distribution-based 
company with a public entity are relatively limited, but lessons from other case studies are 
extremely relevant to the specific industry based upon the needs of warehouse employees. 
Generally, warehouse and distribution-based jobs are lower-paying than regional averages, 
unless they are supervisory roles. These types of jobs also may require non-traditional working 
hours, as warehouses often operate 24 hours a day, 7 days a week. Thus, housing close to a place 
of work is of paramount importance (either supplemented with or replaced by employer-
subsidized transportation), as commuting long hours during off-peak hours is likely very 
unappealing to individuals, especially those with families. Clearly then, despite a lack of case 
studies that have directly partnered units of local government with private employers in the 
warehouse and distribution industries, lessons certainly may be drawn from those case studies 
that do exist.  
 
Scott County offers unique challenges in the realm of employer assisted housing due to its peri-
urban spatial distribution. Much of the area within the County outside the population centers of 
Shakopee, Savage, Jordan, Belle Plaine and Elko New Market is classified as “Diversified 
Rural” or “Agricultural”.21 Many public private EAH partnerships serve a predominantly 
urbanized area, or a single city/urbanized county. Even state-led programs are likely to focus on 
their major cities or metropolitan areas as one unit. Scott County may face a different sort of 
hardship then, in that employers must compete with other parts of the Twin Cities Metropolitan 
Statistical Area (Twin Cities) for employer attraction and retention.  
 
The City of Baltimore offers “The Live Near Your Work” program to participating local 
companies. The city will match employer contributions between $1,000 and $2,500 to employees 
seeking homeownership, and buyers contribute at least $1,000 towards the purchase of a home.22 

Again, this program is only offered to employers that are headquartered in the city limits of 
Baltimore, Maryland, and the home purchased must also be in Baltimore. The program has over 
100 participating employers as of March 14, 2019, and there is a substantial amount of variety in 
the employer industry. Information is not publicly available regarding the relative amount of 
success the program has had, though the sheer number and visibility of employers (including 
                                                             
19 "Industries at a Glance: NAICS 493." Bureau of Labor Statistics. https://www.bls.gov/iag/tgs/iag493.htm. 
20 Median Income in the Past 12 months (in 2017 Inflation-Adjusted Dollars) – 2017 ACS 5-year 
estimates 
21 "ThriveMSP 2040: Community Designations." 
https://giswebsite.metc.state.mn.us/mapgallery/pdfs/ThriveMSP/ThriveMSP2040_ComDes-8x11.pdf. 
22 “Live Near Your Work.” https://livebaltimore.com/live-near-your-work/ 



those such as Key Technology, Johns Hopkins Institutions, and Under Armour) suggest at least a 
modest amount of success. 
 
On the state level, Maryland’s Department of Housing and Community Development offers a 
program called “House Keys 4 Employees” (HK4E). This program matches participating 
employer contributions and other local incentives up to $2,500, with an additional $1,000 offered 
to employees buying a home within 10 miles of their employer.23 The state sets income limits for 
assistance through the HK4E program - $115,800 for a 1 or 2-person household and $135,100 
for 3+ person households. Many of the participating employers under this program are different 
units of government within Maryland – county, local or school districts. However, there are 
several warehousing and distribution-based employers that participate, including the 
Mediterranean Shipping Company (USA) Inc. and Choptank Transport. Both companies offer 
transportation of freight through a variety of mediums, and thus are quality examples for a 
warehouse or distribution-based case study in Scott County. 
 
Red Gold Foods, a tomato processing company based in Orestes, Indiana (with plants in 
Alexandria, Elwood, and Geneva, Indiana as well) will pay up to 5% (or $10,000) of an 
employee’s required mortgage down payment. The new home must be near one of the processing 
plants in Indiana, but there is no specific occupational requirement for the Red Gold Foods 
employee. The company produces canned tomatoes from vegetables grown near plant canneries 
primarily in the state of Indiana and make up 95% of demand for the tomato crop of Indiana. It 
also has more than 3,000,000 square feet of space in Indiana, 15 warehouses across the entirety 
of the United States, and 140 trucks in their fleet.24 
 
Brookhaven Science Associates/Brookhaven National Laboratory of Upton, NY is partnered 
with the Long Island Housing Partnership, Inc. The partnership seeks to assist laboratory 
employees with home purchase by contributing up to $5,000 in down payment assistance. This 
financial assistance may be used to purchase a new or pre-existing single-family home, condo, 
co-op or manufactured home in either Suffolk County or Nassau County, New York.25 The 
partnership makes funds available to employees in the form of a grant with certain restrictions – 
namely, individuals must stay at the residence for a term no less than 5 years, at which point the 
full grant will be forgiven. The Long Island Housing Partnership, Inc. also maintains a more 
encompassing employer assisted housing program wherein they may help all local businesses 
recruit and retain employees. Employers are required to contribute a minimum of $3,000 per 
employee but receive matching public funding.26 Employee income for eligibility is set at up to 
                                                             
23 "House Keys 4 Employees." https://livebaltimore.com/financial-incentives/details/house-keys-4- 
employees/#.XNN2LqBKi72. 
24 "Indiana's Red Gold Becomes a Tomato-industry Big Boy." Indiana Economic Digest. Accessed May 09, 
2019. https://indianaeconomicdigest.com/Content/Most-Recent/Cutbacks-Closings/Article/Indiana-s-Red-
Gold-becomes-a-tomato-industry-big-boy/31/62/29033. 
25 "Employer Assisted Housing Program." Brookhaven National Laboratory Benefits Program. 
https://www.bnl.gov/hr/Benefits/assisted-housing.php. 
26 "Why Have Employer Assisted Housing?" Employer Assisted Housing Program. 
http://www.lihp.org/employer.html. 



80% AMI, and LIHP sets a maximum home price, but many of the standards are the same as the 
partnership between LIHP and Brookhaven Laboratory.  
 
Conclusions 
The warehouse/distribution industry is not one where, in its current iteration, employees will 
make more than a livable wage. There are low barriers to entry, and minimal education is 
required. Changes in the industry may impact the sort of employees that make it up in the future 
– among them automation or a greater reliance on e-commerce. EAH makes sense for this 
industry insofar as a supplement to primary sources of financing for home purchase. Many 
communities have homebuyer or first-time homebuyer programs that are really meant to be 
secondary in nature – an EAH model where Scott County partners with existing warehousing or 
distribution-based employers could follow a similar path. Doing so would create a natural 
method of attracting new employees to the region and keep individuals in a relatively high-
turnover industry for longer periods of time. 

Recommendations 
1. Establish partnerships within the entertainment industry to create a rental EAH 

model. 

Scott County should first establish relationships with Canterbury Park and Valley Fair and then 
pitch the idea of collaboration regarding a renting EAH model. There is a timeline to be aware of 
with Canterbury Park as they are opening phase one of their apartments in the fall of 2019. It is 
important to start conversations with Canterbury Park before they allocate apartments and 
townhomes to market rate housing, leaving no apartments available for affordable housing. 
Priority for affordable housing should be for the Canterbury Park house-burdened staff, but if 
there are available apartments left over, there could be an opportunity for SMSC employees to 
benefit from this affordable housing as well. 
 
Since Valley Fair does not utilize their dorm-style buildings from November-April, conversation 
must be had with the company to strike up a potential deal for other companies, such as SMSC 
Gaming Enterprise, to use the vacant space during Valley Fair’s down months. Again, this will 
only provide a temporary assisted housing but could be a start in the right direction for Scott 
County and its employers. Upon successful collaboration with Canterbury Park and Valley Fair. 
Scott County can move forward with conversations with the SMSC tribe to establish employer 
assisted housing for SMSC Gaming Enterprise employees utilizing Valley Fair dorms and 
Canterbury Park apartments. 
 
It is important to stress that when having these conversations, it is best to avoid using language 
centered on reducing staff turnover, being that it is a part of this industry’s business model. It is 
better to utilize language centered on increasing employee morale that will lead to an enhanced 
customer experience as well as an important recruiting tool to use in an intense labor market. But 
through such partnerships, we believe that Scott County and employers within the entertainment 
industry could establish a working rental EAH model. 
 



2. Measure EAH’s Return on Investment 

When advocating for EAH programs, it is simple to suggest that EAH offers benefits for all 
parties involved: the community, employers, and the employees. The benefits the employees 
receive is often most evident, in that they receive financial assistance towards a more stable and 
secure housing option, either though rental or homeownership. The use of EAH programs and 
their benefits improves quality of life in more than just improving housing options, but also in 
access to educational resources, and a way to build wealth (for homeownership options) and 
potentially decreased stress and commute times.  
 
The communities in which EAH programs are implemented benefit from residents having 
increased access to more affordable housing options. Employees owning homes in the same 
communities that they work has a positive impact on neighborhood stability as the household is 
likely to be more invested in their new community, as well as increased tax revenues from 
homeowners and the retained employers. Geographically specific EAH programs often align 
with a greater revitalization efforts of local government entities, benefiting the area. 
 
EAH program’s benefits to employers is also prevalent as an employee recruitment and retention 
tool.  Turnover can be very expensive to employers with the cost of hiring and training new 
employees, as well as the potential to negatively impact remaining employees’ perceptions and 
productivity. Even with this knowledge regarding the high cost of turnover, and the significant 
benefits to employees and communities, it has remained challenging to quantify the value of 
EAH to employers or measure the programs potential return on investment. 
 
As previous case studies and research has shown, a variety of employers have implemented EAH 
programs, yet there is an overwhelming lack of data about how these programs truly impact 
recruitment and retention of employees. Questions remain regarding the effect EAH has on 
turnover, recruitment and overall stability within the workforce. It continues to be unclear if 
EAH is an effective incentive for industries with high demand occupations and a competitive 
economy. The potential for EAH to have substantial impact for employers is enticing, however, 
has proven difficult to provide data-driven results highlighting the employer benefits of EAH 
programs.  
 
Through research it has become clear that data collection and evaluation of existing EAH 
programs has not been prioritized or an expected practice. Provided the many different models 
and administration techniques used to implement EAH programs across the nation, it has become 
evident there is no clear benchmark for data collection or program evaluation measuring the 
impact of EAH programs. 
 
There appears to be a single existing case study that attempts to quantify the impact of EAH, and 
measure return on investment. In 2008, the Center for Housing Policy worked with Select 
Milwaukee and Aurora Health Care to conduct a case study and review of their existing EAH 
policy.  They too encountered challenges in collecting data for this in-depth study due to 
program evaluation not being “a built-in feature of Aurora’s EAH program”. However, they 
were able to create a demographic profile of those utilizing the EAH program as well as show 
that recipients had a noticeably longer length of employment service with Aurora than when 
compared to the company, indicating some positive relationship between EAH and retention. 



Though the process proved challenging, the study was able to produce recommendations and 
considerations for other employers looking to quantify the benefit and value of EAH to area 
employers and promote the development of additional EAH programs. 
 

• Incorporate program evaluation as a part of the development of EAH programs - 
Determining return on investment will be much easier if EAH programs are designed to 
include data collection and program evaluation from the beginning. 

 
• Consider meaningful measurements for evaluation - Determining what questions you are 

trying to answer with your EAH evaluation will make data collection easier to 
incorporate. The study suggests: “Why are you starting an EAH program? What results 
will indicate success?” A list of potential data metrics to collect can be found in the 
appendix. 

 
• Begin tracking data for EAH program participants upon enrollment - tracking employee 

participant data early and often will allow for ease of evaluation and comparison. It is 
recommended that employer and participant data be tracked and managed centrally for 
ease of use as well. 
 

• Make EAH program evaluation a priority - Program evaluation requires commitment, 
being tedious and time-consuming even with great data. During the program development 
process, determine who (what entity) will be responsible for data management and 
analysis for the EAH program. 
 

3. Use EAH as a supplemental source of financing for homebuyers in the warehousing 
and distribution industries. 

The warehousing and distribution industries are not yet as widespread in Scott County as the 
entertainment industry, nor as high-income with significant potential for growth as the healthcare 
industry. However, there will always be a large portion of the workforce that is qualified to work 
in this industry, and with the current state of the economy, filling positions (without 
consideration to turnover) will be relatively easy. The return to the county, however, will not be 
as significant as that which comes from the healthcare industry. Without a fundamental 
realignment of how warehousing operates, the industry will likely never see high-income salaries 
for its employees, largely due to how many employees a company must employ in this industry.  

As such, EAH for warehousing and distribution employees must be offered in conjunction with 
other local government or non-profit homeownership programs. The sums of money that many 
employers may offer directly will not be enough to provide a path toward homeownership, but 
they are helpful at the very least. In addition, like the healthcare industry, utilization of EAH as a 
recruitment tool may be the best form of this specific policy. Companies that can offer this sort 
of incentive to employees will stand out above others, and the county will benefit from even 
more of an increase in levels of homeownership.  



Appendix A: Scott County Employer Survey (Select Results) 
 

 

 



Appendix B: Valley Fair Employment Marketing 
 

 

 



Appendix C: Canterbury Shareholder Presentation (Select Slides) 
 

 

 

 



Appendix D: Scott County Top Employers List 
 

 



Appendix E: Return on Investment (ROI) Metrics 
 

A list of possible metrics to collect for EAH participants in comparison with all employees is 
provided below:  

• Absenteeism 
• Age 
• Discipline 
• Gender 
• Household size 
• Job level 
• Length of service 
• Merit 
• Participation in employer sponsored retirement plan 
• Race 
• Salary 
• Tardiness 
• Turnover 

 
Additionally, you will need to collect metrics specific to the EAH participants which could 
include:  
 

• Amount of EAH benefit 
• Nature of financial benefits provided through EAH (grant, forgivable loan, recoverable 

loan, rental assistance, etc…) 
• Nature of other benefits (e.g. homeownership counseling, financial education courses, 

etc…) 
• Closing date for home purchases or move-in date for rentals 
• Household income 
• Foreclosure or eviction status 
• Post-purchase commute time 
• Pre-purchase commute time 
• Purchase or rental location 
• Purchase price or rent 
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