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FORWARD 

St. Louis Community College 

2012 State of the St. Louis Workforce …A Report to the Region 

St. Louis Community College is pleased to bring you the 2012 State of the St. Louis Workforce Report. 

This is the fourth year that we bring this report to the region. In 2009, in the wake of the economic 

downturn, we realized that we needed a better insight into the dynamics of labor market, supply and 

demand, if we were to effectively serve our region’s employers, students and job seekers. Since that 

time we have learned much about the challenges in providing employers with a skilled workforce and 

students with career opportunities. The college has put these lessons and the research findings to work 

in a variety of ways such as developing thirteen new accelerated training programs, improving our focus 

on work-based learning and entrepreneurship and establishing a Work Keys Solution Center. It is with 

this commitment to evidence-based decision making that we submit the results of this year’s report. 

For the 2012 report the Workforce Solutions Group of St. Louis Community College commissioned a rig-

orous research process that included survey interviews with over 1,200 companies about the employ-

ment outlook and talent acquisition and development issues. In the most in-depth look we’ve ever taken 

to obtain qualitative insights into the skill gap question we conducted case study interviews with six ex-

ecutives representing a cross section of growing industries and occupations. For the first time we em-

ployed a new, real-time, labor market information tool, Burning Glass, that allowed us to look at current 

regional job openings in a more comprehensive way. Finally, community college graduates at four area 

institutions were surveyed and interviewed in focus group settings to learn more about their experienc-

es in preparing for new careers. 

What we found was an improving economy but a cautious employer community. As evidence, 60% of 

respondents were planning on maintaining their current employment level in the next twelve months, 

but with far fewer anticipated reductions in employment levels. Economic conditions and government 

policies and regulations remained the top barriers to expansion but were cited less often in the 2012 re-

port. As in past years interpersonal skills were still cited as the top basic skill gap but customer service 

was also cited as the top functional skill shortage. Case studies of selected employers reinforced the 

need for interpersonal skills but highlighted the ability to function in a diverse workforce while making a 

commitment to building a career. Finally, interviews with 2012 graduates revealed a group who felt pre-

pared for the workforce but conscious of the challenges facing them in securing employment.  

We would like to acknowledge and thank our employer, student, college and research partners without 

whom we would not be bringing this informative report to the region. We hope you will reflect and en-

gage on these important issues facing our region. 

Sincerely, 

  Myrtle E.B. Dorsey, 

Ph.D. 
Chancellor 

St. Louis Community College 

Roderick Nunn 
Vice Chancellor for 

Economic Development and 

Workforce Solutions 

St. Louis Community College 
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EXECUTIVE SUMMARY 

St. Louis is experiencing a modest climb toward regaining the strength it had experienced before the his-

toric economic and financial impacts of the most recent recession.   This diverse economy, like many in 

the U.S., is influenced by the national and global trends which in recent months have shown signs of 

slower growth.  While there may be challenges ahead, this report provides some valuable business and 

training insights that can advance productive discussions about workforce development. 

The seasonally-adjusted unemployment rate in St. Louis has gradually declined from a high of 10.9 per-

cent in February 2010 to 7.5 percent in May 2012.  While this is good news, employers and workers are 

still striving to align themselves with the dynamics of the current economy and to the skill sets needed 

to be successful moving forward. 

One in three St. Louis companies anticipate an increase in employment levels in the near term, but the 

same employers report finding mismatches between job applicant skills and job requirements in spite of 

the large numbers of workers looking for employment. While technical skills and experience are desira-

ble to local businesses, the most qualified workers are those that also possess a set of soft skills that in-

clude a strong, mature work ethic, commitment to company goals, and the ability to communicate and 

interact appropriately with customers and workplace colleagues. 

The State of the St. Louis Workforce report is divided into three sections.  Section one provides an over-

view of the St. Louis economy.  It explores the industry employment, unemployment figures and de-

mographics, workforce characteristics, and current job demand.  Analysis shows a diverse 

economy facing the common issues of unemployed workers, particularly the young and/or less 

educated, and an aging workforce.  Although competition is tough, jobs are available; particu-

larly in the fields of healthcare, sales, logistics, and information technology. Over the long-term, 

occupations requiring at least an Associate’s degree will see the largest percent growth in the 

St. Louis area.  

Section two of this report summarizes the findings of the 2012 employer survey and the case study in-

terviews that were conducted with six employers in the St. Louis region. Employers still site economic 

conditions as the leading barrier to adding employment, followed by government policies or regulations, 

and shortage of workers with knowledge or skills.  Employers are also consistently opting for adding full 

and part time employees as opposed to hiring contract or temporary employees, with around two out of 

three employers in 2011 and 2012 choosing these options.  Consistently, employers cited lack of com-

munication skills, poor work ethic, and lack of critical thinking and problem-solving as the most common 

shortcomings of recent hires.  The employer case studies reinforced this but also emphasized the im-

portance of demonstrated experience, the need for individuals who were committed to the mission of 

the organization and looking to build a career and the ability to function within a diverse workforce. 

The third section of this report is a summary of findings from the Community College Program Complet-

ers Survey and from focus groups conducted with recent students.  Themes explore the personal rela-
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tionships with college staff and fellow students that were important to success, how prepared students 

felt, barriers to completing a program, and challenges faced as they entered the workforce.  Supportive 

staff and students, group learning, and hands-on training were noted as particularly useful to the suc-

cessful completion of the program. 

Overall, the State of the St. Louis Workforce report reveals signs of optimism for future job growth, with 

more businesses than not planning to increase employment.  Likewise, the majority of community col-

lege graduates are finding employment, with 60 percent of survey respondents saying they are currently 

working.  While the economy is still recovering, it seems to be headed in the right direction.   

A key to long-term economic success will be aligning workforce skills with the needs of employers, which 

calls for continued efforts to increase the links between education and business.  As the data show, soft 

skills remain important and are a critical need that has persisted over time.  The right technical and spe-

cialized training, in fields such as healthcare, information technology, finance, and others, will provide 

job opportunities today and into the future for workers who gain those skills.  Continued efforts to de-

velop affordable, flexible, and high-quality training should help workers embrace the idea of life-long 

learning that is needed to meet the challenges of a global economy. 
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METHODOLOGY 

The 2012 State of the St. Louis Workforce Report, the fourth in an annual series, provides insights into 

the range of economic conditions and workforce issues at play in the St. Louis metropolitan area.  In ad-

dition to analysis of available governmental data, the study includes a large employer survey covering a 

variety of hiring and workforce issues, a series of in-depth case studies with important local employers, 

and a survey and focus groups of recent community college completers in the St. Louis metropolitan 

area. 

Employer Survey 
The employer survey was conducted by telephone with just over 1,200 local companies in the St. Louis 

metropolitan area.  Firm size ranged from 5 employees to well over 10,000, with 68 percent of survey 

respondents having 5-24 employees. Included in this survey were questions regarding past and future 

hiring trends, benefits and financial incentives, and workforce skill requirements and issues. 

Employer Case Studies 
Case study interviews were conducted with six employers in the St. Louis region to further investigate 

the challenges faced when searching for new workers and what the most important technical and soft 

skills were for these employers.  Businesses included in this analysis covered a range of industries 

(Health Care, Financial Services, Biopharmaceutical, Manufacturing, and Information Services) and 

ranged in size from 200 to 28,000 employees. 

Community College Survey and Focus Groups 
A survey of over 280 completers of community college programs, across four area institutions, along 

with a series of focus groups, was conducted with recent program completers. The survey explored vari-

ous topics such as how satisfied students were with the program and curriculum, their success in finding 

employment after graduation, and how they felt the program prepared them for the workforce upon 

completion. 
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ST. LOUIS ECONOMY 

 

The bi-state St. Louis MO-IL Metropolitan Statistical Area (MSA) includes 16 counties that straddle the 

Mississippi River with an estimated population of over 2.8 million.  The area had a Gross Domestic Prod-

uct (GDP) of nearly $130 billion in 2010, according to the U.S. Bureau of Economic Analysis.  Private sec-

tor service providers accounted for 73 percent of the regions’ output, followed by goods-producers 

(17%), and government (10%). 
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Employment 

The St. Louis MSA has a diverse economy with a labor force of over 1.3 million that work in a wide range 

of industries.  One out of three job holders work in Healthcare, Education, or Professional and Business 

Services.  The largest employment gains from May 2011 to May 2012 were in Healthcare, Professional 

and Business Services, and Manufacturing.  Natural Resources/Mining/Construction and Retail Trade 

employment had the largest declines. 

 

St. Louis is home to several industry clusters, with large employment concentrations in a mix of sectors, 

which highlight areas of regional economic strength.  Plant and medical science research and production 

represent important area clusters with a range of companies and research institutions engaged in these 

activities.  Advanced manufacturing in transportation equipment, particularly aerospace and automo-

tive, food and related products, and industrial machinery are also strong in St. Louis.  Information tech-

nology and financial sectors have regional strengths as well. 

  

Source: May 2012 Current Employment Statistics, U.S. Bureau of Labor Statistics
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Unemployment 

The St. Louis MSA seasonally-adjusted unemployment rate, according to the Bureau of Labor Statistics, 

hovered at just over 8 percent in the first part of 2012 (through May), roughly on par with the national 

unemployment rate. Fortunately the rate has declined over the year, decreasing about one percent 

from the same time last year; but there are still over 110,000 people estimated to be unemployed in the 

area. 

Nationally and regionally the unemployment rate has declined but entering the job market is still a chal-

lenge given the number of job openings available.  The chart below shows how the job market has 

changed over the past decade.  Job opening and unemployment rates provide a measure of labor de-

mand based on the gap between the two measures.  In good times the gap is small (generally less than 

2) but during the recession the gap widens as the 2009 peak of 8.2 illustrates.  The national gap is now 

closer to 5.6 but that level is still very elevated and declining at a slow rate. 

 

  

Source: U.S. Bureau of Labor Statistics
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Unemployment Demographics 

The impact of the 

recession and pro-

longed recovery 

has had an uneven 

effect on the labor 

force.  One of the 

largest distinctions 

is that of age and 

sex as the chart in-

dicates that young-

er workers, particu-

larly those under 

age 21, had unem-

ployment rates at 

or above 20 per-

cent in the St. Louis 

metro during 2010.  Young males between ages 22 and 29 had significantly higher rates than females 

and men had generally higher rates up to the age of 69. 

From an industry standpoint, 

the recession hit the housing 

market particularly hard and as 

a consequence saw many con-

struction workers, nearly one in 

four, unemployed during 2010.  

The lack of work in construction 

hit men harder than women 

and helps explain some of the 

differences in unemployment by 

sex.  Labor in professional and 

business services had the se-

cond highest unemployment 

rate at just over 15 percent. 

  

Source: 2010 American Community Survey, U.S. Census Bureau
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Educational attainment also played a large role in the unemployment rate of individuals.  In St. Louis the 

unemployment rate for workers with less than a high school diploma was nearly 23 percent.  As educa-

tion levels increased, the rate of unemployed dropped significantly reaching 4.2 percent for those with a 

Bachelor’s degree or higher. 

 

The old saying, “education pays”, is 

still true as it relates to income and 

risk of unemployment.  For exam-

ple, 2010 Missouri data show that 

having some college or an Associ-

ate’s degree, versus only a High 

School diploma, reduces the un-

employment rate by nearly 3 

points and provides almost $5,500 

in average extra earnings. 

These distinctions in unemployment are not unique to St. Louis but do help tell the broader story of who 

are most impacted by a tight job market.  Clearly, both the young and/or less educated job seekers have 

had a more difficult time finding employment. 

Missouri Unemployment Rates and Earnings by Education

Unemployment 

Rates Educational Attainment

Median 

Earnings

17.9% Less than High School Graduate $17,712

11.2% High School Graduate or GED $25,051

8.3% Some College or Associate's Degree $30,542

3.6% Bachelor's Degree or Higher $48,524*

*Average of Median Earnings for Bachelors ($41,770) and Graduate ($55,277)

Source: 2010 American Community Survey, U.S. Census Bureau.

Source: 2010 American Community Survey, U.S. Census Bureau
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Workforce Characteristics 

In 2011 the majority of job holders 

were ages 45 to 54, representing 

23.8 percent of the workforce.  

Workers 24 and under made up 

13.7 percent of those employed. 

The St. Louis age profile has 

changed over time as the chart be-

low illustrates.  In 1996, workers 

aged 45 to 54 made up nearly 19 

percent of the workforce while 

those 24 and younger accounted 

for just over 16 percent of all job 

holders.   

The largest growth over the fifteen 

year period was the age group of 55 to 64.  St. Louis workers are getting older, mirroring the national 

trend of an aging workforce that has increased the need for workers in the healthcare sector and raised 

concerns of large numbers of retirees leaving the workforce in the near future. 

 

  

Source: Local Employment Household Dynamics Program, U.S. Census Bureau
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Education Attainment 

Half of the region’s 25 years and 

older population have a high school 

diploma but have no post secondary 

degree.  Of the remaining popula-

tion, 41 percent have an Associate’s 

degree or higher.  Nine percent of 

the population has no high school 

diploma or equivalent measure. 

Current Job Demand 

In good times and bad, there are 

always job openings.  Even during 

slower economic times, companies 

need to replace retiring workers as 

well as fill critical positions vacated through 

turnover and promotions. 

One way to measure current employment de-

mand is to track job postings.  The table lists 

jobs, grouped by typical education or training 

needed, with the most advertisements from 

June 2011 to June 2012 in the St. Louis metro. 

The top job overall was Registered Nurses 

(4,097) followed by Retail Salespersons.  Many 

of the top jobs are in healthcare, sales, logistics, 

or information technology. 

  

Source: 2010 American Community Survey, U.S. Census Bureau
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Top Ten Job Advertisements in the Past Year

Short to Moderate-Term Training
Online Job 

Ads

Retail Salespersons 3,589

Customer Service Representatives 2,407

Heavy Tractor-Trailer Truck Drivers 1,979

Tellers 1,595

Secretaries and Admin. Assistants 1,589

General Office Clerks 1,583

General Maintenance and Repair Workers 1,173

Laborers and Freight, Stock, and Material Movers 1,143

Light Truck or Delivery Service Drivers 901

Bookkeeping, Accounting, and Auditing Clerks 797

Long-Term Training to Associates Degree
Online Job 

Ads

Registered Nurses 4,097

Wholesale and Mfg. Sales Reps, Except Tech. and Scientific Prod. 3,106

First-Line Supervisors of Retail Sales Workers 2,993

Exec. Secretaries and Exec. Admin. Assistants 1,580

First-Line Supervisors of Production and Operating Workers 1,062

Computer User Support Specialists 1,026

First-Line Supervisors of Food Preparation and Serving Workers 993

Nursing Assistants 663

Licensed Practical and Licensed Vocational Nurses 663

Health Technologists and Technicians 636

Bachelor's Degree or Higher
Online Job 

Ads

Computer Programmers 3,175

Applications Software Developers 3,138

Computer Systems Analysts 2,910

General and Operations Managers 1,864

Information Technology Project Managers 1,761

Sales Managers 1,628

Accountants 1,567

Management Analysts 1,164

Medical and Health Services Managers 943

Marketing Managers 903

Source: Online Job Ads from June 2011 - June 2012.  Burning Glass Technologies.
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Current Job Demand for Certificates 

Analysis of job advertisement data shows the top certificates requested by employers over the past 

year.  Certificates, as the table illustrates, are often related to particular occupations or group of related 

jobs.  For example, the top job opening over the year was Registered Nurses and is reflected in the top 

certificate of the same name.   

Other healthcare-related certificates are in the top ten, such as CPR, Licensed Physician and Practical 

Nurse, and Certified Nursing Assistant which corresponds with the increasing demand for workers in this 

sector.  Commercial driver’s licenses, needed by truck drivers, are the second most in-demand certifi-

cate.  A number of certificates are also related to information technology and financial occupations. 

Many of these certificates can be gained through short-term training or through courses offered at a 

community college.  For example, the table illustrates which certificate programs are offered by the St. 

Louis Community College (STLCC). 

Top 30 Certificates in Greatest Demand in St. Louis Metro     
        

Description Certificates 
STLCC Relat-
ed Program? 

Credit or Non-
Credit 

Registered Nurse 3,420  Yes Credit  

Commercial Driver's License 1,543  No   

First Aid CPR 1,382  Yes Non-Credit 

Project Management Certification (e.g. PMP) 1,374  Yes Non-Credit 

Series 7 Financial Exam 644  No   

Certified Public Accountant 610  Yes Non-Credit 

Licensed Physician 593  No   

Certified Nursing Assistant 524  Yes Non-Credit 

Licensed Practical Nurse (LPN) 470  No   

Insurance License 455  No   

Casino Gaming License 396  No   

Information Technology Security+ Certified 386  Yes Non-Credit 

Forklift Operator Certification 384  No   

Occupational Therapist 371  No   

Nurse Practitioner 346  No   

Basic Cardiac Life Support Certification 310  Yes Non-Credit 

Cisco Certified Network Associate 284  Yes Credit 

Certified Child Care 283  Yes Credit 

Series 6 Financial Exam 249  No   

Six Sigma Certification 249  Yes Non-Credit 

Certified Info. Systems Security Professional (CISSP) 223  Yes Credit 

Pharmacist 218  No   

Microsoft Certified Systems Engineer 217  Yes Credit 

Automotive Service Excellence (ASE) Certification 216  Yes Credit 

Registered Health Information Technician 208  Yes Credit 

Advanced Cardiac Life Support (ACLS) Certification 204  Yes Non-Credit 

Cisco Certified Network Professional (CCNP) 193  Yes Credit 

Certified Medical Assistant 191  No   

Registered Health Information Administrator 188  Yes Credit 

Professional Engineer 185  No   

Source: Online Job Ads from June 2011 - June 2012.  Burning Glass Technologies.     
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Current Job Demand for Skills 

Skills analysis was conducted to understand the basic and specialized 

skills in greatest demand in the St. Louis metro over the past year.  

Basic skills are the most numerous, being found in the majority of job 

advertisements, and 

show that communica-

tion skills rank number 

one in demand.  Mi-

crosoft basic skills (Of-

fice and Excel) are in 

the top ten demon-

strating that employers 

consider these to be a 

foundational skill of 

workers. 

A talent for sales is the 

number one special-

ized skill, followed by 

accounting.  Since 

many sales-related oc-

cupations are in the 

top job postings from 

the past year, this spe-

cialized skill is under-

standable.  Four out of 

the top ten specialized 

skills relate to infor-

mation technology oc-

cupations.  

Basic Skills Rank

Communication Skills 1

Organizational Skills 2

Writing 3

Leadership 4

Microsoft Excel 5

Customer Service 6

Problem Solving 7

Planning 8

Research 9

Microsoft Office 10
Source: Online Job Ads from June 2011 - June 

2012.  Burning Glass Technologies.

Top Ten Basic Skills in Greatest 

Demand

Specialized Skills Rank

Sales 1

Accounting 2

SQL 3

Scheduling 4

Repair 5

Oracle 6

Mathematics 7

Patient Care 8

Java 9

Information Systems 10

Source: Online Job Ads from June 2011 - June 

2012.  Burning Glass Technologies.

Top Ten Specialized Skills in Greatest 

Demand

Business Insight  

Edward Jones on the 

Need for Experience and 

Credentials 

Edward Jones is a financial ser-

vices company that has more 

than seven million investors 

and employs approximately 

35,000 people nationwide with 

more than 5,000 employees in 

the St. Louis area.  

Financial experience is the 

number one trait Edward Jones 

seeks.  The biggest challenge 

they face is finding experienced 

applicants who possess the re-

quired licensure or certifica-

tions.  Experience trumps eve-

rything, including the de-

gree/educational background, 

however if an applicant doesn’t 

have the appropriate certifica-

tion (or cannot acquire the ap-

propriate certifications), they 

simply are dismissed from the 

applicant pool.   

 “We like to hire people who 

know what they are doing and 

have done it well in other plac-

es.  We are very client oriented 

and are interested in building 

long-term relation-

ships/partnerships with cli-

ents.” 



 

State of St. Louis Workforce 2012 | 13 
 

Long-Term Job Demand 

Employment projections out to the year 2020, developed by the Missouri Economic Research and In-

formation Center (MERIC) in partnership with the U.S. Department of Labor, are used to estimate the 

jobs expected to be in greatest de-

mand over a ten year period.   The 

table shows the occupations, by 

typical education or training need-

ed, with top job growth openings 

by the year 2020. 

The top long-term growth jobs are 

Registered Nurses and Retail Sales-

persons, the same as the top cur-

rent in-demand occupations.  Many 

of the jobs currently in demand are 

also expected to see high growth in 

the future.   

The most notable difference is the 

number of construction-related 

jobs expected to be in demand over 

the long-term even though the cur-

rent construction environment is 

slow. 

This long-term demand for some 

construction occupations is due to 

the need to fill positions lost during 

the past recession and prolonged 

housing crisis.  As expected de-

mand for building picks up over the 

decade skill trade construction 

workers will be needed. 

  

Jobs by 2020 with the Most Projected Growth Openings

Occupations Openings

Short to Moderate-Term Training

Retail Salespersons 2,199

Home Health Aides 2,134

Combined Food Preparation and Serving Workers 2,133

Personal Care Aides 1,806

Office Clerks, General 1,692

Customer Service Representatives 1,488

Construction Laborers 1,421

Heavy and Tractor-Trailer Truck Drivers 1,368

Medical Secretaries 1,215

Laborers and Freight, Stock, and Material Movers 1,174

Long-Term Training to Associates Degree

Registered Nurses 4,289

Carpenters 2,047

Wholesale & Mfg. Sales Reps., Except Tech. & Scientific 1,272

Nursing Aides, Orderlies, and Attendants 1,166

Electricians 1,037

Hairdressers, Hairstylists, and Cosmetologists 958

Plumbers, Pipefitters, and Steamfitters 866

Construction and Extraction Worker Supervisors 681

Automotive Service Technicians and Mechanics 597

Administrative Support Supervisors 567

Bachelor's Degree or Higher

Accountants and Auditors 1,018

Insurance Sales Agents 866

Software Developers, Applications 767

Computer Systems Analysts 715

Human Resources & Training Specialists 643

Cost Estimators 635

Network and Computer Systems Administrators 588

Construction Managers 542

Market Research Analysts & Marketing Specialists 507

Elementary School Teachers, Except Special Ed. 501

Source: Long-Term Occupational Projections 2010-2020, St. Louis 

Workforce Invest. Areas., MERIC
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Education Needed 

In the St. Louis area, employment requiring at least an Associate’s degree will see the largest 

percentage growth over the long-term at nearly 12 percent.  This compares to an overall 

growth rate of 6.9 percent for all occupations.  Second in percentage growth are jobs that re-

quire at least a Bachelor’s degree followed third by long-term On-the-Job training. 

 

  

Source: Long-Term Occupational Projections 2010-2020, St. Louis Workforce Investment Areas, MERIC.
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8.0%

8.9%

7.3%
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Short-term On-the-Job Training

Moderate-Term On-the-Job Training

Long-term OJT or Work Experience

Postsecondary Vocational Award

Associate degree

Bachelor's degree

Bachelor's degree, plus work experience

Master's degree

Doctoral or First Professional Degree

Percentage Growth in Long-Term Job Openings by Education Required
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EMPLOYER SURVEY 

The 2012 employer survey is the fourth annual telephone survey of approximately 1,200 local compa-

nies in the St. Louis metropolitan area.  The intent of this survey is to understand the business climate, 

hiring trends and occupational skills and demands from businesses in the St. Louis region.  Case study in-

terviews were also conducted with six local employers to further investigate the challenges faced when 

searching for new workers and the most important technical and soft skills required for their employees.  

St. Louis MSA Employer Survey Participants Map 
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Hiring Trends 

Past Year 

When asked if their em-

ployment levels had 

changed over the past 

12 months, half had 

kept employment at the 

same level.  Almost 

twice as many employ-

ers reported an increase 

(31.6%) in employment 

rather than a decrease 

(17.8%). 

Future Plans 

When asked about em-

ployment levels over 

the next 12 months, most businesses (60%) planned to keep employment levels the same.  One in three 

employers plan on expanding their employment levels, reflecting more caution with regards to adding 

workers than in 2011 when nearly 48 percent had plans to increase employment.   

Although most busi-

nesses do not anticipate 

adding employees, only 

6.8 percent planned to 

decrease employment 

levels in the next 12 

months.   

  

3.6%

14.2%

50.7%

27.0%

4.6%

Decreased Significantly

Decreased Slightly

Remain the Same

Increased Slightly

Increased Significantly

Change in Employment Levels in the Past 12 
Months

1.6%

5.2%

60.0%

30.0%

3.1%

1.2%

4.2%

47.2%

40.8%

6.8%

1.7%

6.0%

68.1%

17.8%

3.7%

Decrease Significantly

Decrease Slightly

Remain the Same

Increase Slightly

Increase Significantly

Future Plans to Change Employment Levels in 
Next 12 Months

2009

2011

2012
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Adding Employees 

Respondents to the employer survey were asked, “If you were to add employees in the next 12 months, 

which of the following methods would you be likely to use?” The responses suggest employers are 

equally as likely to hire full time employees as part time.  Of the companies that specified a method for 

adding employees, 65.3 percent would hire part time employees and 64.7 percent would hire full time 

employees. Responses to those categories were about the same in 2011 but higher than in 2009 when 

most employers were not planning to expand.   

Over the three years a declining percentage of businesses, from 15.9 to 12.4 percent, indicated they 

would add employees by recalling laid-off workers.  This is an interesting finding given that many of the-

se workers would be expected to need less training.  One factor may be that the extended recovery pe-

riod has given employers less confidence that laid off workers are still available for rehire.  Another issue 

could be that the skill sets needed by businesses has changed somewhat over this time period.    

 

  

11.5%

14.0%

10.0%

12.4%

16.2%

64.7%

65.3%

6.4%

0.8%

13.6%

13.3%

20.7%

64.8%

63.0%

32.7%

6.7%

5.4%

15.9%

11.8%

39.7%

38.3%

Not Applicable - not wanting to expand 

Other

Using a temporary agency

Recalling workers from a lay-off list

Hiring contract employees

Hiring new full time employees

Hiring part time employees

Methods for adding employees

2009

2011

2012
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Benefits Offered 

Survey participants were 

asked about benefits and 

financial incentives of-

fered.  Almost 9 in 10 em-

ployers offered paid vaca-

tion and holidays.  The 

majority of businesses al-

so provided medical 

(79%), life/disability 

(64%), and dental (61%) 

insurance.  Only 1.5 per-

cent of employers report-

ed offering no benefits.  

 

Financial incentives were 

also inquired about.  Bo-

nuses were the top incen-

tive offered by compa-

nies, at 71 percent.  The 

majority of employers 

(53%) also offered a 401K.  

Four in ten employers of-

fered tuition reimburse-

ment.  The vast majority 

of surveyed businesses of-

fered financial incentives, 

with only 6.7 percent re-

porting no incentives of-

fered. 

  
6.7%

8.3%

8.3%

10.7%

20.5%

32.1%

36.7%

40.4%

52.6%

71.2%

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

None of the above

Other

SAR/SEP (401K for small business) 

Stock Options

Profit Sharing  

Base plus commission based on sales quota 

Pension Program  

Tuition Reimbursement

401K

Bonus 

Financial Incentives Offered by Company
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Education and Experience Needs 

Employers were asked what levels of education and experience were re-

quired for current job positions in their organization.   

The majority of positions only require a high school degree, which can be 

expected given the high number of jobs generally needed to fill lower-

paying service sector jobs in most economies.  Almost half of all employers 

reported having job positions that require a Bachelor’s degree, followed 

by the need for Associate’s degrees (33%) and post secondary credentials 

(28%). 

 

Employers were also asked about the levels of experience required for 

their job positions.  The majority of responses (66%) indicated that jobs 

required one to three years of experience.  Almost half said there were 

jobs positions that required no experience. 

  

22%

64%

28%

33%

47%

17%

8%

0% 10% 20% 30% 40% 50% 60% 70%

< High school

High school/GED

Post secondary credentials

Associate's degree

Bachelor's degree

Master's degree

Doctoral degree

Levels of Education Required for Job 
Positions

Business Insight  

Bethesda Health Group 

on Soft Skills and Expe-

rience 

The Bethesda Health Group, 

which employs more than 1,000 

people, seeks to provide excep-

tional senior living, care and 

services through retirement 

communities and home and 

community-based programs 

which place equal focus on 

quality and value.  Bethesda 

clearly recognizes the value and 

importance of soft skills. They 

screen carefully for such skills 

during the interview process.  

“We are looking for someone 

who is committed to patient 

care, not just someone who is 

looking for a job…Someone 

with three years of experience 

in a healthcare/eldercare set-

ting who has a great attitude, 

and is committed to patient 

care.  The person should be a 

team player, with an empa-

thetic manner and dedicated to 

the care-giving role.” 
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Barriers to Expanding Employment 

St. Louis businesses face challenges to running a successful commercial enterprise including finding qual-

ified workers and the current economic conditions.  Employers have consistently cited economic condi-

tions as the leading barrier to adding employment over the past three years, followed by government 

policies and regulations.  

For all three years businesses have indicated that a shortage of workers with knowledge or skills has 

been barrier, ranking third in all surveys.  Conversely, less than 10 percent of employers felt there is a 

shortage of available training programs.  These two responses point to the interesting finding that there 

is a shortage of skilled workers however programs to train them are available in the opinion of most 

employers. 
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12%

13%

33%

36%

52%

9%

8%

7%

9%

38%

45%

65%

7%

7%

10%

9%

25%

26%

43%

Shortage of available training programs

Lack of information

Lack of access to transportation to get 
to work

Lack of access to child care

Shortage of workers with knowledge or 
skills

Government Policies or Regulations

Economic Conditions

Barriers to Expanding Employment
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Finding Skilled Workers 

 

Employers were asked to 

identify the shortcom-

ings, if any, of recent new 

hires. For both 2011 and 

2012 soft skills topped 

the list, with employers 

citing a lack of communi-

cation skills, poor work 

ethic, and lack of critical 

thinking and problem-

solving as the most com-

mon shortcomings of re-

cent hires.  

These responses consist-

ently indicate the lack of 

soft skills found in recent 

hires over skills consid-

ered technical, such as 

computer training and math skills.  Conversely, for both 2011 and 2012 about 1 in 10 employers said re-

cent hires had no shortcomings. 

11.1%

3.7%

4.0%

25.4%

26.6%

31.0%

37.4%

37.5%

38.1%

42.5%

50.5%

53.8%

54.8%

59.7%

10.30%

3%

3.20%

23.20%

25.70%

26.80%

35.30%

38.10%

36.70%

38.30%

48%

52.70%

53%

51.80%

None of the above 

All of the above

Other

Lack of computer skills

Inability to understand written and graphical information

Lack of basic math skills 

Lack of willingness and ability to learn  

Lack of technical skills specific to the job 

Lack of teamwork and collaboration 

Lack of writing skills

Lack of general knowledge about business or industry 

Lack of critical thinking and problem-solving 

Poor work ethic 

Lack of communication or interpersonal skills 

Shortcomings of Recent Hires

2011

2012

Business Insight  

BJC Healthcare on Finding Workers 

With approximately 27,000 employees BJC HealthCare is one of the largest nonprofit health care organ-

izations in the U.S., and is focused on delivering services to residents primarily in the greater St. Louis, 

southern Illinois and mid-Missouri regions.  An understanding of the health-care context and a com-

mitment to patient care are critical components for any position with BJC.  In addition to a passion for 

patient care, a mature set of soft skills is very important.  

“It is increasingly difficult to find people who have the stamina, persistence, and stick-to-itiveness 

needed to work at BJC.  It is a challenge to find younger workers with a mature work ethic who un-

derstand what is required to get the job done.  Our employees need to be able to communicate ap-

propriately with the patient, the family, and the larger community.  They must be respectful of the 

diverse population BJC serves.” 
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Employers were also asked if they had skill shortages in particular func-

tional areas.  Customer service was most often identified, with 17.4 per-

cent of survey respondents saying their employees lacked skills in that 

area. 

Information technology (13.1%) and skilled trades (12.6%) were cited 

next and point to skills where certificates of training and testing can be 

useful in identifying workers that can fill these functional areas. 

 
In response to a lack of experienced employees, businesses have had to 

use various methods for addressing perceived skill shortages. The 2012 

employer survey asked employers “What measures are you taking to 

meet these shortages to avoid the impact on your company’s productivi-

ty?” Of the respondents who specified a method, just over three-fourths 

said they were forced to hire less experienced workers and then train 

them on the job (see chart on next page).   

3.2%

3.7%

4.3%

4.9%

9.8%

12.6%

13.1%

17.4%
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Finance

Engineering

Healthcare

Accounting

Business Management

Skilled Trades

Information Technology

Customer Service

Skill Shortages in Functional Areas

Business Insight  

Gateway EDI on Func-

tional Skills 

Gateway EDI is one of the na-

tion’s fastest growing health 

care technology providers, of-

fering simple solutions to com-

plex challenges that can im-

prove medical office efficiency. 

They are facing hiring challeng-

es in a number of keys areas, 

especially in regard to IT and 

Client Services Representa-

tives.  In addition to finding IT 

professionals with the required 

experience and technical skills, 

Gateway is challenged to find 

IT workers who are comforta-

ble interacting with users on a 

day-to-day basis.  

 “We need people with great 

verbal skills, great listening 

skills and strong interpersonal 

abilities.  Gateway EDI is on 

the cutting edge and we want 

someone who has a high ener-

gy level, who will make a 

strong commitment to the 

company and to their individ-

ual work team.” 
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One in three employers had to offer increased wages to keep or hire experienced workers which is good 

news for employees with in-demand skill sets.  The top two measures were followed by hiring outside 

the St. Louis, Missouri/Illinois region (23.7%), and hiring contractors (20.5%).   

 

  

11.9%

5.2%

20.5%

23.7%

34.0%

76.1%

Other

Hiring from outside the United States 

Hiring contractors 

Hiring from outside the St. Louis 
Missouri/Illinois region 

Offering increased wages due to shortage of 
experience workers 

Forced to hire less experienced workers and 
then train them

Addressing Company Skill Shortages 

Business Insight  

Gallus BioPharmaceuticals on the Importance of Technical and Soft Skills 

Gallus BioPharmaceuticals delivers end-to-end biologics process development and drug manufacturing 

for pre-clinical, clinical, and commercial stages for pharmaceutical, biotechnology, and government or-

ganizations.  Gallus offers expertise and services along the entire drug development journey. 

When hiring new employees, Gallus is careful to screen for the appropriate mix of technical/scientific 

skills and soft-skills related to communication, interpersonal abilities, teamwork, flexibility, and the will-

ingness to learn.   

“We are looking for someone with appropriate scientific/technical skills and experience.  We want 

someone who enjoys working in teams and who has a high energy level.  We also want someone with 

a commitment to building a career with Gallus.” 
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With 76.1 percent of survey respondents having to meet skill shortages by hiring less experienced work-

ers and training them, another survey question asked how that training was done. 

Employers in St. Louis have consistently reported using on-the-job training as the primary method for 

skilling up workers and in the 2012 survey this choice was used by over 96 percent of businesses.  In-

house classroom (68.9%) and vendor training (46.1%) were the next most common methods used by 

employers. Online courses were also popular in 2012, with 41.5 percent of respondents saying they used 

that method.  Over the last two years nearly one in four employers relied on community college courses 

to train their workforce. 
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Employer Survey - Summary 

The survey shows that while St. Louis employers remain cautious about hiring, a third do plan on adding 

employees over the next twelve months.  Businesses are looking for experienced, technically proficient 

workers with good communication skills and customer service.  Due to a supply shortage, these same 

businesses are offering higher wages for the in-demand, skilled workers they need.  Interviewed compa-

nies also indicated that they valued credentialed training, a strong work ethic, and the willingness to 

learn new skills. 

While the demand for high caliber workers is nothing new, a slow economy makes businesses more se-

lective as few can afford to make hiring mistakes given tight budget times.  A strong economy reduces 

this hiring fear and often provides the earnings to train lower-to-middle skilled workers in technical are-

as.   

However, soft skills’ training is another matter.  Communication and interpersonal skills, work ethic, crit-

ical thinking, and other related soft skills are not as easily trained in a short amount of time and few 

businesses have the means or incentive to address this issue.  Other stakeholders in a regional economy 

typically work to fill this training need. 

  

Business Insight  

Boeing Corporation on New Hires and the Importance of a Mature Work Ethic 

Boeing is one of the world's leading aerospace companies and manufacturer of commercial jetliners and 

military aircraft. With approximately 15,000 employees Boeing is one of St. Louis’ largest employers.  

While clearly technical skills are required for Boeing’s engineering-related work, they do also highly value 

many soft skills and screen carefully for them in the interview process. These include interpersonal 

communication skills, demonstrated leadership ability, teamwork and collaboration skills, a mature work 

ethic, and the ability and willingness to adapt and learn new skills.   

“New hires and younger workers certainly have a positive work ethic; however they often have an im-

mature or impatient approach toward career development/progression.  They have an expectation 

that their career development will somehow be on the fast track, without a full understanding of the 

commitment it takes beyond the 9 to 5 world.  At times they seem to lack an understanding that you 

need to work until the work is done.  If a younger worker is really interested in career development 

with Boeing they need to realize that there really isn’t a separation between work and home, but more 

of a blending of those areas.”  
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TRAINING INSIGHTS:  

COMMUNITY COLLEGE SURVEY AND FOCUS GROUPS 

A survey was sent to over 280 completers of community college programs and a number of focus groups 

were conducted with recent graduates. Survey responders were from St. Louis Community College 

(54%), East Central College (30%), St. Charles Community College (14%) and Southwestern Illinois Com-

munity College (2%).  Graduates were asked a variety of questions regarding their experiences in the 

program, how they felt the program prepared them for the workforce, and their success in finding em-

ployment after graduation. 

Many important themes emerged from the focus groups conducted of students that have successfully 

completed community college programs. These themes relate to the personal experiences that contrib-

uted to completing their chosen program and the challenges they faced entering the workforce.   

Graduates were asked why they enrolled in their program of study.  Most enrolled due to an interest in 

the area of study or field (62.5%).  In response to the recession, many entered in hopes of finding more 

stable employment (57.5%) or reemployment (13.8%). 
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Learning Communities 

The students seemed to benefit tremendously from the support (both academic and personal) that they 

received from their classmates.  They describe their fellow students as advisors, tutors, and morale sup-

porters.  Many of them were in similar situations and faced similar challenges, but together, felt well 

equipped to handle difficulties and obstacles. 

When asked to report the biggest contributing factor in completing their chosen program, many survey 

participants cited the assistance of students/peers as vitally important.  They specifically mention moral 

support during difficult times and the learning support of informal tutoring and study groups. 

Student Quotes:  

“We grew close as classmates in the nursing program.  At Forest Park there is a diverse group (age 

and culturally) – we grew close and helped each other out – without one another, a lot of us would not 

have made it – even as we prepare for boards, we continue to check on each other and encourage 

each other.”   

“We came together as a team – even the young ones – we teamed up with each other and helped 

people who were struggling to get it.  We were invested in the success of each other.” 

 

Best Practices Insight 

Cohort-Based Training 

Cohort-based training is increasingly being used by community colleges locally and nationally to engage 

students, simplify curriculum choices, and accelerate progress to completion.  One example is the Col-

lege for Working Adults at Indiana’s IVY Tech where adults attend as a group in selected programs for a 

prescribed period with a specified curriculum.  They are assured that the courses will be available when 

they need them.  At St. Louis Community College, thirteen new accelerated cohort-based programs 

were developed over a two year period after the first State of the St. Louis Workforce Report identified 

this as an area of student need.  

 

 

The personal relationships with college staff and faculty were also important to students’ success and 

completion. Many students felt that the difference for them could be traced back to the people support-

ing them inside the institution.  Most formed strong relationships within the system that they were able 

to leverage for information and support throughout the process.  27 percent of surveyed students re-

ported that they received support from a program instructor or college employee outside of class time 

and 24 percent reported using counseling services during their participation. Many of the completers 

surveyed cite personal relationships with tutors, counselors, program directors, retention coaches, 

teachers and other institution employees as one of the major contributing factors in their success. 
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Student Quotes: 

“The nursing staff was approachable and did extra things to help ensure our success.  We built rela-

tionships.  If the staff didn’t have an answer they would find someone who did.  Got a lot of help and 

worked hard.” 

“I had a sick child and my husband lost his job.  I had to work and was having trouble meeting all of 

the demands.  Teachers gave me encouragement and said they would “work with me” as long as she 

just kept showing up.  I shared work/life balance stories with an instructor with small children and felt 

supported.” 

 

Best Practices Insight 

Teacher Mentorship 

The well respected Community College Survey of Student Engagement has found that “In general, the 

more interaction students have with their teachers, the more likely they are to learn effectively and per-

sist toward achievement of their educational goals.”  Some community colleges have adopted a mentor 

strategy where staff and faculty provide one-on-one support and encouragement to students. 

 

 

Being Prepared 

Applied learning, technical competence, and work-based learning are important components to job 

readiness and student engagement.  Completers reported an improvement in technical skills directly re-

lated to the job they would be seeking and an overall boost in confidence that they believed made them 

better applicants and employees.  
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Student Quotes: 

“My skills have been improved and I always say, ‘it’s the skills that pay the bills.’ – I built on my skills 

in the Brownfields program and it made me the complete package – the teachers have the ability to 

take the time out to explain what they are saying and they give reference materials that you can use 

on the job.”  

“The Patient Care Tech program taught good lessons around being on time and provided ‘hands-on’ 

experience.  We worked in real hospitals and found out exactly what we would be doing on the job.   It 

taught us listening skills and time management.” 

 

Best Practices Insight 

Applied Learning 

The Community College Survey of Student Engagement found that “Students learn more when they are 

actively involved in their education and have opportunities to think about and apply what they are 

learning in different settings.”  St. Louis Community College has created a Contract Research Organiza-

tion (CRO) as part of its Biotechnology program in order to give students real world skills while assisting 

biotech start-up firms. 

 

 

Survey respondents were also 

asked if the skills they attained 

in their program improved their 

on-the-job performance.  Of the 

students that responded, 94 

percent agreed that the skills 

they learned improved perfor-

mance on their job.  Conversely, 

no one answered that they 

strongly disagreed.   

 

Forty-nine percent of surveyed 

students took remedial or pre-

requisite courses designed to 

prepare them for overall pro-

gram success.  Of the students 

who took these classes, 88 percent agreed that those preparatory programs gave them the foundation 

for overall program success.  
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Respondents were asked to rate 

their level of preparedness in 

certain areas after completing 

their course of study.  Most an-

swered that they felt prepared 

in soft and technical skills (92% 

and 88% respectively).  67 per-

cent answered that they were 

strongly prepared in soft skills 

while 53 percent thought they 

were strongly prepared in tech-

nical skills. Nearly 80 percent felt 

prepared in interviewing skills and 75 percent answered that they felt prepared in the area of industry 

networking.  

Many students found a number of courses included in their respective programs that did not seem to be 

related to the area of study.  They perceived those courses as an unnecessary obstacle to completion.  In 

particular, students were challenged by math requirements that took an extraordinary amount of time 

and effort to complete, but did not offer practical applications within the program field. Some students 

surveyed admitted to taking math classes on numerous occasions before passing. 
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Student Quotes: 

“I was scared, but did not show it.  I saw that math; it was familiar but some were long forgotten 

things.  The instructor went over things and the other students provided support and encouragement.  

The fear went away.” 

“I took 4 semesters of Math/Algebra. Business Math I have used over the years.  Pre-algebra and ele-

mentary algebra may be helpful, but intermediate algebra took all my time and I already have forgot-

ten most of it. I think my time would have been better been spent learning something useful for my 

career.” 

 

Best Practices Insight 

Math in Context 

Two major strategies that are being employed by community colleges to address successful completion 

of math requirements are contextualization and modularization.  Contextualization includes framing the 

mathematical concepts around a career field such as nursing or automotive mechanics.  Modularization 

is breaking down math concepts into smaller units and allowing students to take only the math instruc-

tions that they need and avoid retaking instruction in concepts they have previously mastered.  A key 

strategy of the  new $19.7 million MoHealthWINS statewide grant in Missouri serving the Health Ser-

vices Industry is the contextualization of math and other basic skills to healthcare and embedding them 

in healthcare training programs. 
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Lowering Barriers 

Many students discussed difficulties regarding the specific problems associated with adults seeking for-

mal education training. Several talked about the apprehension they felt when thinking about returning 

to a classroom setting due to extended time away from that environment.  Most students (56%) believe 

that working while attending their program was a barrier to their success and 57 percent cited conflicts 

related to the time of day that classes were offered as a barrier that they had to overcome. 

Financial aid was also a concern. Cost of the program was listed as at least a minor barrier for 51 percent 

of students. Students cite the benefit of having scholarships or grants paying for the college experience 

as a major support.  Many believe that it would not have been possible to complete the program with-

out financial aid and/or tuition assistance.  For some completers, the general affordability of community 

college allowed them to finish even if scholarships and/or grants were not available. Most respondents 

(64%) report utilizing the financial aid department during their college experience. 

Student Quotes: 

“My kids called me ‘Wonder Woman.’  They saw me go to school, work two jobs and take care of 

them.  I am proud to wear that ‘S’ on my shirt all of the time.  I was able to set a good example for my 

16 year old daughter.  I just did what I had to do.” 

“Boot Camp helped new students by explaining financial aid; you take a test, meet advisors, they feed 

you, and help you find your classes.  They anticipate questions and fears and the boot camp lines them 

up and they explain everything.  Instructors shared their stories and it made us feel like some success-

ful people were once just like them.  I thought it was easy for them, but I learned different.  I started 

the development of personal relationships at the school.  Talked about school, but also the ‘home life’ 

challenges associated with completion.” 

“You only had to purchase a few things for Patient Care Tech.  Everything else was provided for you.  

You needed to take advantage of this once in a lifetime opportunity – you just had to work – lots of 

opportunities appeared as you went through the program.” 

“I joined the WIA program to get started, applied for many scholarships along the way, I would not 

have made it – I have my own children in college.  I did not want a lot of debt and wanted to help my 

children someday financially – I went into nursing – knowing a good portion of my tuition would be 

paid for was a big factor.” 
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Best Practices Insight 

Affordable, Flexible Learning 

A 2011 survey conducted by the Center for Adult and Experiential Learning found that “cost” and the 

“availability of financial assistance” were two of the top five factors influencing adult enrollment in a 

community college.  Nationally community colleges are the most affordable higher education option and 

the choice of more and more students as evidenced by skyrocketing enrollment.  Awarding Credit for 

Prior Learning (CPL) is being used as a strategy both to accelerate progress to completion and reduce the 

cost of education.  CPL is a key strategy in a statewide grant to community colleges to serve the Health 

Services industry.  

This survey also found that “convenient time and place for classes” and “flexible pacing for completing 

classes” ranked in the top five of twenty factors adults considered before enrolling in a community col-

lege.  The rapidly growing use of on-line and hybrid learning has addressed some of this need.  As a re-

sult of a Lumina funded “Achieving the Dream” initiative, community colleges across the nation are ex-

perimenting with more effective means of preparing students for success and completion of their pro-

grams through innovative orientation and engagement strategies. 

 

 

Entering the Workforce 

Survey responses indicate that the majority of community college graduates are finding employment.  

60 percent of completers surveyed are currently working, and of participants currently employed, 53.7 

percent are employed within their chosen field of study.  Some graduates also indicated they were in-

tentionally taking time off after completing their education before searching for employment. 
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Participants were asked how 

they connected with their 

current employer.  Of the 

ones that responded, 40 

percent had referrals from 

friends and family, while one 

in five networked through 

the college, program, or in-

structor.    

Although graduates are en-

tering the workforce there 

are still challenges. Most cit-

ed starting pay offered 

(47%) while 29 percent ex-

pressed concern with lack of 

credentials or certificates. 

Overall community college 

program completers were 

satisfied with the academic 

choice they made.  Nearly 

seven out of ten survey par-

ticipants said they would 

choose the same program 

again.   

 

  

9.9%

16.8%

17.3%

26.7%

28.8%

47.1%

Transportation

Interpersonal skills

Issues related to benefits

Limited Technical Skills
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Challenges to Entering the Workforce
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29.2%

40.0%

Career Center 
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Through Advertisements 
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APPENDICES 

Appendix A: Community College Program Completion Survey Summary 

The survey was sent to program completers at several community colleges in the St. Louis MSA.  Below 

is a summary of the findings: 

1) Which category below includes your age at the time you completed your program? 

 People completing the programs are fairly evenly spread between the ages of 21 to 60.  

 The greatest percentage of completers who completed the survey were between the ages 

of 36 -40 (16.4%). 

 

2) What is your gender? 

 Females comprised 69% of the completed surveys (males, 31%). 

 

3) Why did you enroll in your program (choose all that apply)? 

 Most people (62.5%) enrolled in their chosen program following an interest in the area of 

study or the field.   

 It is clear that other major factors in choosing a program came from the perception that 

completion would create more stable employment (57.5%) and increase future salary po-

tential (41.8%), perhaps due to the opportunity to obtain licenses and certifications.   

 A significant percentage of individuals enrolled as a response to a lay off from work (27.6%), 

and were looking to take advantage of low cost training options (27.3%) with a direct link to 

reemployment (13.8%). 

 

4) At which of the following locations did you complete your program? 

Location of the completion of survey responders are represented below: 

 STLCC – 53.6% 

 East Central College, MO – 30.4% 

 Southwestern Illinois Community College – 1.9% 

 SCCC – 14.1% 
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5) What is the name of the program you completed? 

Programs completed by survey participants are represented below by number of references: 

Nursing 

HIT 

Computer Information Systems 

Accounting 

Human Services 

Paramedic 

Early Childhood Education 

Green 

Technology Training 

Paralegal 

Occupational Therapy Assistant 

Green Technology Training 

Business Technology Training 

LPN Program 

Health Information Management 

Information Systems/Networking 

Criminal Justice 

Environmental Hazardous Material Health 

and Safety Technologist 

Business Management 

Graphic Communication 

HVAC 

Brownfield 

Physical Therapy Assistant 

Medical Information Intake Specialist 

Medical Secretary 

Graphic Design 

CNA 

BPI Auditor 

Dental Hygiene  

Interior Design 

Industrial Engineering Technician 

Funeral Services Education 

Certificate of Specialty - Microcomputer 

Applications 

Business Administration Systems 

Industrial Maintenance Technology Aero-

space Manufacturing 

Medical Billing and Coding 

Construction Management Technology 

Addiction Study Certification 

Respiratory Therapy 

Deaf Communication Studies 

Radiology Technician 

Supply Chain Management 

Culinary Arts 

Associate of Arts, Teaching 

Medical Laboratory Technician 

English 

Restaurant Management Certification 

Digital Media 

Social Science 

Digital Photography Certification 

Chemical Technician 

Health Sciences 

Machining 

Administrative Assistant 

Web Development 

Supervisory & Management Development 

Applied Science 

Medical Transcription 

Mass Communication 

Dietetic Technician 
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6) Please indicate which services/supports listed below were utilized by you in complet-

ing your program (check all that apply): 

 Advising (72.7%) and Financial Aid (64%) departments were referenced by a majori-

ty of completers as services utilized during their completion experience.   

 

7) Looking back to the time you enrolled, how prepared were you to do the work that 

your training program required at the time you entered? 

 80% of the survey respondents felt prepared to enter their chosen training program 

at the time they began and more than half of those participants characterized their 

readiness as “strongly prepared.” 

 

8) Did you participate in a program designed to prepare you for entrance into the pro-

gram you completed? (remedial education or prerequisites) 

 About half (49.3%) of survey respondents reported participation in some program 

that was designed to improve readiness success in their chosen program. 

 

9) The preparation I completed focused on the following areas (check all that apply): 

 Science (66.1%), Math (60.5%) and Reading/English (54%) were the main focus of 

the preparation programs completed by survey participants.   

 English as a Second Language (13.7%) 

 Improving computer skills and building a foundation in program specific knowledge 

were also important aspects of preparation mentioned by survey participants. 

 

10) The preparation program I participated in provided the necessary foundation for my 

success in the program: 

 88% of those who reported participation in a preparation program felt that it helped 

them build a necessary foundation for success in their chosen program. 

 

11) Please indicate your current employment status: 

 60% of completers surveyed are currently working.   

 32.4% in full time positions (40 hours or more). 

 

12) Are you currently employed in your field of study? 

 Of participants currently employed, 53.7% are employed within their chosen field of 

study. 

 

13) Employment in my field has, so far, been a good match with my expectations: 

 88% report a good match with their expectations of the work. 
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14) How did you connect with your employer? 

 Referrals from friends and family are the most common ways that those working 

connected with their current employers (40%).   

 Others connected through advertisements (29.2%) 

 Networking through the college, program or instructor (21.6%)  

 Career Center (9.2%). 

 

15) How would you characterize the feedback you have received from your employer re-

garding your level of preparedness on the job in the following areas: 

 Less than 3% of respondents received feedback from employers in the field that 

they were unprepared in the areas of technical industry skills, soft skills, interview-

ing skills and creating an industry specific resume.   

 

16) I have used the skills attained through my program to improve performance on the 

job: 

 More than 94% of respondents report using skills learned in the program on the job 

to improve their overall performance. 

 

17) After graduation, but before employment or furthering your education, are you inten-

tionally taking time off? 

 21% of those reporting to be unemployed state that they are taking time off inten-

tionally following the completion of their program. 

 

18) What influenced you to make that choice? 

 100% of those who chose to take time off after graduation report that they did so as 

a personal choice, vs. as a response to the slow job market. 

 

19) How long do you expect to take off before beginning a job search or continuing your 

education: 

 72.2% of respondents who have intentionally taken a break expect to take off be-

tween 0-6 months before seeking employment.   

 22.2% of the intentionally unemployed expect to sit out between 1-2 years before 

beginning a job search or continuing their education. 

 

20) I am confident that I will gain employment within my area of study within one year 

form the time that I begin an intense job search: 

 74.3% of respondents believe that they will gain employment in their area of study 

within one year of beginning an intensive job search.   

 11.5% believe that it may take longer than one year to gain employment in their 

chosen field. 
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21) Rate your personal feeling regarding the level of preparedness in the following areas 

upon completion of your program: 

 More than 80% of respondents felt prepared in the areas of technical industry skills, 

soft skills, interviewing skills and creating an industry specific resume upon comple-

tion of their program.   

 

22) Please indicate areas where you feel you will be challenged as you attempt to enter 

the workforce (check all that apply): 

 47.1% of respondents indicated that they would be challenged by the starting pay 

offered when trying to enter the workforce.   

 Some (28.8%) felt that a lack of credentials or certificates would make the job 

search more difficult. 

 Others (26.7%) felt that they could be held back by their limited technical skills.   

 Some believed that the tight job market, combined with their age (too old) and lack 

of practical experience would make their attempt to gain employment in their field 

difficult. 

 

23) What is the biggest advantage that you have gained over others in the job market as a 

result of completing your program? 

 Many participants believe that obtaining a certificate or degree will put them at a 

distinct advantage when competing in the job market.  Some have experienced dis-

appointment in the past because of a lack of education and/or credentials and are 

looking forward to leveraging their accomplishments in this area. 

 Further, many believe that the technical skills and knowledge specific to their indus-

try will help them during a job search.  They will be able to cite specific, hands on 

experience working with equipment and machinery that will be used in the field.   

 Some believe that improvements in computer skills will be a strength as jobs con-

tinue to transition toward automation and computer operation.   

 Some site improved confidence and hope to leverage interviewing skills and resume 

building talents learned in their programs.  A few feel more versatile and will use job 

placement and connections in the industry to gain an advantage. 

 

24) Please indicate your employment status (not including internships or practicum as-

signments) while you were in school/training: 

 44.6% of respondents did not work while they completed their program.  42.2% 

worked at least 17 hours a week during the time that they completed. 

 

25) Were you employed in your field of study during participation? 

 40% of those employed while they completed their program were employed within 

their industry. 
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26) What was the biggest contributing factor to the successful completion of your pro-

gram? 

 One of the common themes among responders was a professed self-determination 

or perseverance that helped them to overcome the many obstacles that threatened 

to get in the way of completion.  Many found their time management skills chal-

lenged by the competing demands and felt that their completion was a result of im-

provement in that area. 

 Classmates seemed to depend upon each other in working for completion.  Com-

pleters describe strong relationships among classmates that allowed them to en-

courage and support each other through difficult personal and academic times. 

 Students felt support from a variety of institutional forces.  Many credit teachers, 

tutors and advisors with going the extra mile to make completion easier.  Teachers 

were credited with ensuring that learning was taking place and spending extra time 

with students that were having difficulties.  Tutors sometimes put in long hours and 

demonstrated great patience in working through confusion and frustration to help 

students reach goals. 

 Many felt that the fact that they were able to quit work while in the program was 

the greatest contributing factor in their ability to complete.  Some of these people 

cited scholarship programs and/or financial aid as major contributing factors in their 

successful completion. 

 Graduate St. Louis was mentioned by a few students as a great support during their 

time in class. 

 A few credit flexible scheduling for helping them complete, describing situations 

where classes were offered at different times, allowing them to take a class they 

otherwise would have been unable to complete. 

 

27) Please indicate how difficult a barrier the following areas were to the completion of 

your program: 

 The need to work while attending and working through the program was viewed as 

the most difficult barrier to successful completion.   

 Conflicts related to the time/days of scheduled offerings may have been a resulting 

issue from the first barrier and was cited by 57% of respondents as at least a minor 

barrier to their successful completion.   

 Cost of the program was at least a minor barrier for 51% of students.   

 Academic preparedness was cited by 53% of students as at least a minor barrier to 

success as well. 
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28) Identify the biggest barrier to the completion of your program and describe how you 

were able to overcome it. 

 The overriding theme for respondents was the amount of stress they encountered 

as they worked through the program.  Many of the challenges listed below contrib-

uted to this stress and students reported very few effective tools to manage the 

stress.  Most often they just pushed through the stress, working toward completion. 

 Time management challenges associated with juggling work, family, class work and 

sometimes clinical hours were cited as the largest barrier to completion.  This barri-

er was overcome through improving organizational skills and extending the hours in 

a day where individuals were willing to commit to their responsibilities.  Having a 

strong network of support was reported as an effective strategy for overcoming this 

barrier.  People reported leveraging family, friends and classmates to help take care 

of conflicts of responsibilities.  Perseverance and commitment predicted success 

against this barrier as much as having strong time management skills. 

 Many individuals describe location of classes as a large barrier to completion.  They 

discussed how some of the programs were offered at only one location that was not 

convenient or close to them.  There were suggestions to offer classes at multiple lo-

cations and to limit field trips or added travel associated with programs.  This obsta-

cle was made more daunting by the increased cost of gasoline during the time these 

individuals worked toward completion.   

 Many respondents cited barriers associated with costs of the program.  In some 

cases scholarships, state money and funds associated with dislocation helped miti-

gate this barrier.  Some individuals talked about how funding was terminated or dis-

continued during their endeavor, forcing them to go into greater debt and in a few 

instances led to individuals losing their homes so that they could pay for remaining 

classes. 

 Many individuals were challenged by what they saw as limited class offerings.  Some 

were challenged because classes they wanted were offered only during the day.  

Some were challenged because the classes they needed were offered only in the 

evening.  Some were challenged because the class or classes they needed were of-

fered only every few semesters.  Most often these challenges were overcome with 

patient waiting, extending the time to completion. 

 The lack of childcare was mentioned as a difficult barrier for many students.  They 

most often overcame this through leveraging family or by spending money on child-

care, making the economic barrier that much more daunting. 

 Many individuals were challenged by having to spend time, energy and money tak-

ing classes that did not seem to have anything to do with their field of study.  Alge-

bra was specifically mentioned by several students as a course that took a dispro-

portionate amount of time and energy to complete successfully, while not contrib-

uting to their success in their chosen field of study.  For several students, Algebra 
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slowed their path to completion because they had to take it more than one time in 

order to complete successfully. 

 Some found finding a place to do clinicals difficult.  In some cases, students were re-

sponsible for finding their own clinical sites and were challenged by what they saw 

as a lack of guidance from their institution.  Others were assigned clinical sites but 

had difficulty working the designated daytime hours while juggling other responsi-

bilities. 

 Some respondents complained of what they saw as excessive wait times when 

working through the Financial Aid process.  Many complained that the staff was not 

particularly friendly or helpful and that they spent multiple hours waiting for assis-

tance on more than one occasion. 

 

29) What could your college have done/provided that would have made your path to 

completion easier? 

 More scholarship money – more opportunities to win scholarships or leverage suc-

cess to get more help 

 There were a number of suggestions to improve the advising department.  Many 

students did not feel that advisors were invested in their success or that they had 

knowledge of their program.  Students more often sought advising from instructors 

than advisors. 

 Many completers believe their path could have been made easier if there had been 

more course offerings/more options.  Some classes were listed, but never offered.  

Many classes were offered at only one time (day or night), or at an inconvenient lo-

cation, making completion more difficult.  For serious students, this obstacle slowed 

momentum and made it more difficult to finish and leverage their education.   

 Many programs are offered at only one location.  This fact makes completion diffi-

cult for those who are not geographically close to those locations. 

 Learning labs and Learning Centers were good resources for many completer, but 

some felt that they could have been more useful if they had longer, more varied 

hours.  Getting access to these resources was a key success factor for many, but ac-

cess was not always easy. 

 Adult learners were frustrated by the fact that they could not easily get credit for 

work experience. 

 Some completers felt that they could have more easily worked through their pro-

gram if there had been marketable certificates along the way, allowing them to im-

prove their work situation during the program. 

 Some believe that offering low cost or free daycare onsite for students would make 

completion easier. 

 Some felt slowed by the number of course requirements that were not relevant to 

the specialty area or field associated with their program.  Eliminating these courses 

would make completion easier and add space for more field-specific content. 
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 Some would like to see more “hands-on” content that is readily applicable to the 

work environment. 

 

30) I was satisfied with the content included in my program/course: 

 More than 85% of completers were satisfied with the content included in the pro-

gram or course. 

 

31) What could have been included in the program that would have improved your satis-

faction with its content? 

 More hands-on content 

 More connections to the industry – networking opportunities 

 Longer course 

 Shorter course 

 Better instructors 

 

32) The balance of lecture vs. “hands-on” practice could be characterized as follows: 

 44% of respondents felt that there was too much lecture vs. “hands-on” practice 

(35% a little too much and 9% much too much).   

 Only 2.1% felt that there was a little too much “hands-on” and there were not any 

respondents that felt there was much too much “hands-on” practice.   

 This finding indicates that almost all courses/programs will be safe to add no more 

lectures to the balance of content. 

 

33) Instructors in my program had an appropriate amount of industry experience. 

 89% of respondents were satisfied with the amount of industry experience that 

their instructors brought to the classroom. 

 

34) I am interested in furthering my education within my area of study of my completed 

program: 

 80% of completers surveyed are interested in pursuing advanced education within 

the area of study of the program they completed. 

 

35) I would strongly recommend the program I completed to an interested friend. 

 82% would consider recommending the program they completed to an interested 

friend. 
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36) Why would you not recommend your program to a friend? 

 Some were unable to find a job after completing. 

 Some had difficulty working with the limited scheduling options. 

 Some feel that the program could have been streamlined. 

 

37) If you had to do it all over again, would you make the same program choice? 

 15.5% of respondents would not make the same program choice if offered the op-

portunity.   

 84.5% would make the same choice or are uncertain. 

 

38) Why are you not certain that you would make the same program choice? 

 Some have been disappointed in the employment opportunities associated with 

their field. 

 Some would look for a program with greater salary opportunities. 

 Some have since become more interested in another field. 

 

39) Please feel free to share any comments or ideas that you think would improve the 

quality of the program you completed. 

 Many believe their programs could be improved by raising the quality of advising.   

 Many want more day classes. 

 Many want more evening classes. 

 Some want more weekend classes. 

 Some want more summer courses. 

 Some want less general education requirements. 

 Some want more “hands-on” practice opportunities. 

 Some would like to see more connections to industry – more networking opportuni-

ties. 

 Some are looking for more recognition of past work history or credit for courses 

taken in the past. 

 A few would like to see a more visible “retention program” for struggling students. 

 Some want more online classes. 

 Some want less online classes. 
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Appendix B: Employer Case Studies 

STATE OF THE ST. LOUIS WORKFORCE: CONVERSATIONS WITH EMPLOY-

ERS REGARDING POTENTIAL CHALLENGES IN SECURING QUALITY EM-

PLOYEES & THE ROLE AND IMPORTANCE OF SOFT SKILLS IN THE WORK-

FORCE 

 

Prepared By:  

Cosgrove & Associates, St. Louis, Missouri    July 1, 2012 

Introduction 

The St. Louis region employs approximately 1.4 million people.  Although the total employment 

level has remained fairly constant over the past year, the unemployment rate is still hovering in 

the 8 to 10 percent range.  Some modest economic growth has occurred in the region, but for 

the most part large scale economic growth is hampered by lingering effects of the recent reces-

sion and future uncertainties associated with global economic slowdown.   

For those employers looking to expand their workforce, an analysis of supply (available workers) 

and demand (current openings) suggests that the St. Louis region currently appears to be well-

prepared to offer workers with the required education and technical skills.  However, it would 

serve the region well to focus on the future.  The Lumina Foundation accurately states the need 

for an increase in the number of adults with education beyond high school and improved skills in 

mathematics, science, and digital literacy (A Stronger Nation through Higher Education, 2012). 

Although the current gap in the St. Louis region between available workers and employment 

demand is fairly narrow, a simple supply and demand analysis does not address emerging or 

new occupations, nor does it address the overall quality of new or existing employees.  It is one 

thing to match supply and demand data, however additional analysis is required to examine if 

the region has the right type of workers, with appropriate skill sets to meet both existing and 

new workforce demands.   

To further explore this issue, we conducted a set of “Executive Interviews” with six employers in 

the St. Louis region.  Employers included in this analysis covered a range of industries (Health 

Care, Financial Services, Biopharmaceutical, Manufacturing and Information Services) and 

ranged in size from 200 to 28,000 employees.  The interviews were designed to engage employ-

ers in a more in-depth discussion of what they see as possible challenges when searching for 

new employees and what they believe are the most important technical and soft-skills required 

for their current and future employees.  We were particularly interested in examining the role 

and importance of “soft-skills” related to: critical thinking and problem-solving; communication; 
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teamwork and collaboration; and professionalism and work ethic.  In short, we sought to have 

the employer describe their “Ideal Employee”.   

Results for each employer, as well as an overall summary are presented in the remainder of this 

report.  Throughout the interviews, employers provided specific comments regarding a variety 

of topics.  In attempt to organize and clarify such comments, yet remain fair to the interviewee, 

we have presented such specific comments in bold italics, but avoided stating such comments as 

direct quotes. 

Employer Case Studies 

Bethesda 

Bethesda Health Group seeks to provide exceptional senior living, care and services through re-

tirement communities and home and community based programs which place equal focus on 

quality and value.  Service areas include: Home Health Care; Rehabilitation and Therapy; Hos-

pice; Adult Day Care; Private Duty; and Respite Care.  Bethesda employs more than 1,000 peo-

ple, of which 750 are full-time “regular employees”.  Approximately 300 of their full-time em-

ployees are in the nursing and direct patient care areas.  The average age of the full-time em-

ployee is 41.  They expect a fairly stable employment picture over the next year. 

Difficulty in securing qualified employees exists at both ends of the patient care spectrum.  At 

the high end, they face challenges in finding experienced Nurses with specialized skills.  Nurse 

Managers and MDS (Minimum Data Set) Nurses were mentioned as especially difficult positions 

to fill.  At the entry-level, they encounter difficulty in securing and retaining employees for the 

CNA (Certified Nursing Assistant) position.   

New CNAs often start in the position without a complete understanding of what is required in 

the healthcare/elder care field.  This situation is characterized by the following statement:  Just 

because you found that taking care of your aging grandmother was rewarding, doesn’t mean 

that you will find taking care of ten grandmothers at the same time as equally rewarding.  In 

regard to the CNA position, Bethesda requires certification.  The CNA, who has a Certificate, 

begins with a better sense of context and understanding of what working in a healthcare set-

ting will entail. 

They experience high turnover in the CNA position.  People often leave an organization not be-

cause of the job, but because of their boss.  To help combat turnover throughout the organiza-

tion, Bethesda created the Bethesda Institute to help train both employees and supervisors.  In 

the past ten years, they have seen their turnover for CNAs decrease from 100% to less than 

25%.  Bethesda offers excellent educational/training benefits and focuses on growing and de-

veloping talent.  As a result of the Bethesda Institute and educational benefits, quality and quali-

fied employees have started as CNAs and progressed on their career path to LPNs and RNs. 
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Bethesda clearly recognizes the value and importance of soft skills.  They screen carefully for 

such skills during the interview process.  The following soft skills were mentioned as the most 

important: work ethic; positive attitude; passion for patient care; willingness and ability to learn; 

teamwork; critical thinking and problem solving; and communication/interpersonal skills. For 

the most part new hires are not lacking in these key soft skills.  However, experience in a health 

care setting is very important.  A passion for patient care was stressed as especially important.  

We are looking for someone who is committed to patient care, not just someone who is look-

ing for a job.  

With regard to emerging trends and possible future developments, Bethesda mentioned the fol-

lowing items which may impact workforce demands.   

o Government regulations and changes in healthcare laws 

o Growing need for Nurse Practitioners in eldercare settings 

o Growing need for digital literacy and healthcare information technology skills 

o Ever-increasing eldercare costs and movement to “Aging In Place” philosophy 

o Technology-enhanced and assisted healthcare monitoring and “tele-medicine” 

o Replacement of Nursing faculty—who will teach in nursing schools? 

When asked to describe their ideal employee, Bethesda offered the following description:  

Someone with three-years of experience in a healthcare/eldercare setting who has a great at-

titude, and is committed to patient care.  The person should be a team player, with an empa-

thetic manner and dedicated to the care-giving role. 

BJC Health Care 

With approximately, 27,000 employees BJC HealthCare is one of the largest nonprofit health 

care organizations in the United States, and is focused on delivering services to residents primar-

ily in the greater St. Louis, southern Illinois and mid-Missouri regions.  BJC serves the health care 

needs of urban, suburban and rural communities and includes 13 hospitals and multiple com-

munity health locations. Services include inpatient and outpatient care, primary care, communi-

ty health and wellness, workplace health, home health, community mental health, rehabilita-

tion, long-term care and hospice. 

BJC’s employment outlook is stable, with the possibility of some growth over the next year. Em-

ployees are distributed across the age spectrum with the majority of employees less than 40 

years of age.  Given its size BJC employs individuals across a wide range of positions.  All hiring 

processes are conducted with the following BJC principles in mind: Patient Focused; Disciplined; 

Knowledge-Driven; Motivated Leaders; Trust, Dignity and High Ethical Standards; Teamwork; 

and Accountability. 
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Although BJC is often recognized as a great place to work, they have challenges in securing quali-

fied employees in a number of key areas.  On the high end of the skill spectrum, BJC is having 

difficulty finding Nurse Practitioners and specialty nurses.  This challenge is made even more dif-

ficult by ever-changing regulations and specific credentials required for specialty areas.  Alt-

hough BJC offers an intensive and comprehensive internal staff development program to com-

bat this issue, it is increasingly difficult to keep pace with regulatory changes.  BJC is also facing 

challenges in securing experienced IT professionals who are familiar with developments in the 

HIT and medical coding fields.  This challenge is further complicated by compensation levels 

which may not be on par with IT positions in other industries. 

In addition to challenges associated with technical fields such as Specialty Nurses and IT profes-

sionals, BJC finds it difficult to attract and retain quality employees at the lower end of the pa-

tient care spectrum.  This problem is especially acute in the Patient Care Technology and CNA 

positions.  BJC definitely values Certifications in these areas, as evidenced by the following 

statement:  The turn-over rate for the non-certificated people is higher than those with certifica-

tions, because the non-certified, new hires just don’t know what they are getting into. 

An understanding of the health-care context and a commitment to patient care are critical com-

ponents for any position with BJC.  BJC was very clear in stating that they screen carefully for 

these traits in all positions.  BJC is searching for people that want to build a career with BJC, not 

just get a paycheck.  To work at BJC someone must have a heart for the mission and a passion 

for the cause.  Eighty to 90 percent of applicants for less skilled positions have a false sense of 

what is needed to work in healthcare; it is more than just knowing the technical terms. 

In addition to a passion for patient care, a mature set of soft skills is very important at BJC.  Soft 

skills such as work ethic, communication, teamwork, partnership building, ability and willingness 

to learn; and critical thinking/problem solving were all mentioned as key skills in a successful 

employee.  BJC screens carefully for these skills during all interview processes.  With regard to 

challenges associated with securing the necessary soft skills, BJC offered the following observa-

tions. 

o It is increasingly difficult to find people who have the stamina, persistence, 

and stick-to-itness needed to work at BJC.  It is a challenge to find younger 

workers with a mature work ethic who understand what is required to get the 

job done.  How do we engage a new generation in understanding what it 

takes to get the job done?  The mission at BJC is life; this not a 9 to 5 job. 

o Our employees need to be able to communicate appropriately with the pa-

tient, the family, and the larger community.  They must be respectful of the di-

verse population BJC serves. 

o Ability and willingness to learn are central to everything we do.  BJC is a cul-

ture of learning; people, who don’t want to learn new things, don’t stay. 
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Digital literacy, HIT, and medical coding are all key emerging trends.  In addition, continued 

changes in healthcare law, insurance changes and regulatory certifications will require constant 

attention to stay abreast of new developments. 

When asked to describe their ideal employee, BJC provided the following statement:  The ideal 

BJC worker is: prepared technically, collaborative, a strong critical thinker; curious and seeking 

to learn more; nimble and adaptable; and has a heart and passion for the mission. 

Gateway EDI 

Gateway EDI is one of the nation’s fastest growing health care EDI providers.  Gateway EDI seeks 

to offer simple solutions to complex electronic connectivity challenges. Their goal is to provide 

technology that improves medical office efficiency by automating key business functions.   

Gateway EDI is in a growth mode and in 2012 merged with Trizetto to acquire NHXS, a software 

company that helps medical practices manage physician reimbursement and minimize the ad-

ministrative cost of recovering lost revenues.  

Gateway EDI has increased its employee base by nearly 30 percent over of the past two years 

and will likely reach 500 employees by the end of the year.  The majority of their current em-

ployees are less than 40 years of age.  Gateway EDI stresses an organizational culture that is 

“laid-back” yet hard-working, responsive and flexible.  Their rapid growth has stressed both op-

erational departments and Human Resources.  They have used temporary workers to catch-up 

with and meet growing demand.  Due to rapid growth, they are facing hiring challenges in a 

number of keys areas, especially in regard to IT and Client Services Representatives. 

In regard to IT professionals, Gateway EDI is experiencing difficulty securing “dot net developers 

and programmers”.  Because dot net technology provides a framework which allows “software 

as a service” in which one can build, and deploy applications it is a powerful and preferred 

choice among developers.  Those with dot net skills are currently in high demand.  In addition, 

finding IT professionals with the required experience and technical skills, Gateway is challenged 

to find IT workers who are comfortable interacting with users on a day to day basis.  This issue is 

more of a problem with older IT workers who may be coming from other IT organizational cul-

tures.  Gateway is currently evaluating their IT job descriptions with a focus on upgrading pay 

ranges for level 2 and level 3 programmers.  IT Certifications matter and are very important at 

Gateway, as evidence by the following statement.  In the IT area, experience and certifications 

are the most important, we don’t necessarily require a bachelor degree; we want people with 

the demonstrated ability that they can do the work. 

Client Service Representatives are key employees in Gateway’s business model.   Soft skills are 

especially important for this employee classification.  Key skills necessary for a successful Client 

Service Representative include the following: communication and interpersonal skills; willing-

ness and ability to learn new things; flexibility and ability to constantly adapt; critical thinking; 
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managing information; and teamwork/collaboration.  Gateway screens carefully during the in-

terview process for the appropriate soft-skills.  They employ both behavioral interview questions 

and pre-employment, on-line assessments to help gauge skill levels.   

Their goal is to acquire talented people with a positive attitude and then develop their skills and 

abilities through internal training programs.  New Client Service Representatives receive six 

weeks of training and regular feedback during the training process and after the training pro-

cess.   They also employ “peer to peer” training and have found those sessions to be especially 

valuable.  The goal of the training program is not only to improve the skills necessary to be suc-

cessful, but also reinforce the importance of continuous improvement and support the willing-

ness to learn.  Our training program focuses on continuous feedback and improvement.  Our 

current environment is fast-paced and employees must be flexible, agile and willing to move 

between and among tasks on a regular basis.  We want people who are looking to develop 

and build a career with Gateway, not someone who is just looking for a job.  Communication 

and interpersonal skills are significant parts of their training program. The people who will suc-

ceed with Gateway will have a strong combination of technical skills and the ability to com-

municate. 

Emerging trends in health care reform and HIT will certainly influence the business plan of 

Gateway.  They realize that such changes will be ongoing and therefore are focused on hiring 

people who can work in a fast-paced environment, while constantly upgrading their skills and 

learning. 

When asked to describe their ideal employee, Gateway EDI painted the following picture—

Someone who is looking for a career, not just a job.  We need people with great verbal skills, 

great listening skills and strong interpersonal abilities.  Gateway EDI is on the cutting edge 

and we want someone who has a high energy level, who will make a strong commitment to 

the company and to their individual work team. 

Gallus BioPharmaceuticals 

Gallus BioPharmaceuticals delivers end-to-end biologics process development and cGMP drug 

manufacturing for pre-clinical, clinical and commercial stages for pharmaceutical, biotechnology 

and government organizations.  Gallus offers expertise and services along the entire drug devel-

opment journey, including: process development; analytical method development; process vali-

dation; quality regulatory, cGMP manufacturing; stability, cell banking and storage; fill/finish; 

and project management. 

Gallus is a young and growing company.  They added 50 people in the past year and now stand 

at 207 employees.  Approximately 25 percent of their employees are under 35 years of age, with 

50-60 percent between the ages of 35 and 55.  They are currently analyzing their business plan 

to determine if the number and depth of employees is appropriate.  If future business opportu-
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nities reach “best case scenario” projections, they are prepared to add more employees in key 

scientific areas. 

With the exception of one, highly specialized position in the biochemical engineering area, Gal-

lus reported no challenges in finding experienced and qualified employees.  As they consider 

new hires, they are acutely aware of the need to stay current with FDA and cGMP regulations.  

Also, they are careful to screen for the appropriate mix of technical/scientific skills and soft-skills 

related to communication, interpersonal abilities, teamwork, flexibility and the willingness to 

learn.  They are looking for people who have a personality that matches the organizational cul-

ture---commitment to excellence, willingness to learn and develop, and teamwork. 

When asked to describe their “dream employee” they provided the following key points.  We 

are looking for someone with appropriate scientific/technical skills and experience.  We want 

someone enjoys working in teams and who has a high energy level.  We also want someone 

with a commitment to building a career with Gallus. 

Edward Jones 

Edward Jones has more than seven million investors and employs approximately 35,000 people.  

More than 5,000 of those employees are located in the St. Louis area.  Financial Services is a 

growing industry and Edward Jones is growing.  Last year, Edward Jones filled 900 openings and 

they are on pace to hire another 900 employees during 2012.  They are adding both new hires 

and developing organizational depth by promoting from within and then filling positions as a re-

sult of the promotions.  The majority of their employees are in 35-55 age range with a significant 

portion in the 40-49 age group.   

The Edward Jones business plan drives all human resource decisions.  Their business plan is de-

veloped around serving individual investors and building long-term client relationships.  Given 

this approach, Edward Jones seeks to hire experienced professionals who will remain with their 

company for a long period.  We like to hire people who know what they are doing and have 

done it well in other places.  We are very client oriented and are interested in building long-

term relationships/partnerships with clients.  Therefore we try to hire talented and experi-

enced people who can be with their clients for a long period of time.  We want lifelong em-

ployees, because clients want a lifelong relationship with their financial advisor. 

Financial experience is the number one trait Edward Jones seeks.  The biggest challenge they 

face is finding experienced applicants who possess the required licensure/certifications (Series 

66, Series 7, CFP and CFA).  Experience trumps everything, including the degree/educational 

background, however if an applicant doesn’t have the appropriate certification (or cannot ac-

quire the appropriate certifications), they simply are dismissed from the applicant pool.  When 

searching for new talent, they rely heavily on referrals and recruit experienced people.     
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Finding experienced and skilled IT staff continues to be a challenge.  Keeping up with emerging 

software applications can be an issue.  They have an ongoing and specific need for Oracle devel-

opers and Oracle WebLogic developers.   Also, finding experienced and skilled IT staff for data 

SECURITY challenges can be problematic.  IT Certification DOES make a difference, especially 

when matched with financial services experience. 

Aside from licensure/certification requirements and specific IT needs, Edward Jones does not 

have a difficult time finding new talent.  However, the licensure/certification issue has present-

ed challenges as Edward Jones strives to match the diversity of its workforce to the diversity of 

the St. Louis area.   

Although they reported little difficulty finding talented employees, Edward Jones does screen 

carefully for key soft skills during the interview process.  Key soft skills mentioned included the 

following: communication and strong interpersonal skills; critical thinking and problem solving; 

customer service; and the ability to use data and information to analyze problems and develop 

solutions.  We need people who can solve problems at the local office level and take care of is-

sues/concerns raised by their clients. 

Because they can recruit and select high quality employees they are VERY interested in retaining 

their employees and initial employee investment.  Edward Jones offers a comprehensive Learn-

ing Management System based on the following approach—70% on job training, 20% coach-

ing/mentoring/supervisor feedback, and 10% course training. 

When asked to describe their ideal employee, Edward Jones provided the following description.  

We want someone with financial services experience, who is seeking a new challenge.  The 

person should be committed to the client and has the ability and is excited to grow and learn.  

We want people who want to make a difference for their client and want their work to have a 

positive impact. 

Boeing 

Boeing is the world's leading aerospace company and the largest manufacturer of commercial 

jetliners and military aircraft combined. Additionally, Boeing designs and manufactures ro-

torcraft, electronic and defense systems, missiles, satellites, launch vehicles and advanced in-

formation and communication systems.  The company also provides numerous military and 

commercial airline support services. Boeing provides products and support services to custom-

ers in 150 countries and is one of the largest U.S. exporters in terms of sales. 

With approximately 15,000 employees Boeing is one of the area’s largest employers. Although 

they employ a wide range of personnel, their primary recruitment processes focus on technical, 

engineering and manufacturing personnel.  Although hiring has been relatively flat over the past 

six months, they anticipate the need to acquire additional staff in the next six months.  This an-
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ticipated need is subject to budget decisions and allocations at the federal level.  The majority of 

employees are over 48 years of age.  The average age of retirement is 62.  Employee retention 

at Boeing is extremely high (estimated at 97%) and once an employee reach the five year mark, 

they are likely to remain with Boeing for their entire professional career.  Their aging workforce 

is a concern, but also presents an opportunity to inject new ideas and practices into the Boeing 

culture. 

They are currently facing challenges in securing new talent in the following areas: Mechanical 

and Aerospace Engineers (emphasis in strengths and materials), Software Engineers, and System 

Engineers.  They also see emerging needs for specialized Mechanical and Chemical Engineers 

with expertise in carbon fiber reinforced plastic composites (CFRP).  As their workforce contin-

ues to age, they expect their engineering related needs to increase. 

Boeing recruits both locally and nationally.  At times, St. Louis can be a difficult sell to younger 

workers and Boeing has created marketing campaigns to attract younger workers to the area.  

However, once someone arrives in St. Louis they tend to stay.  It might be difficult to convince 

someone to come to St. Louis, but once they see the low-cost of living, the great housing mar-

ket, the quality of education, ease of transportation and overall high quality of living, they are 

happy they came and tend to stay.  In fact, it is difficult to convince St. Louis workers to trans-

fer to our other locations.  Boeing hires directly out of college and tends to use GPA as the first, 

but not the only metric for selecting potential candidates.   

Clearly, technical skills are required for Boeing’s engineering related work, however they do 

place a high value on soft skills and screen carefully for the following skills for all positions: 

communication and interpersonal skills; demonstrated leadership ability; teamwork and collab-

oration; mature work ethic; and ability and willingness to adapt and learn new things.   

The following explanation was offered, when asked to elaborate on the concept of “mature 

work ethic”.  New hires and younger workers certainly have a positive work ethic; however 

they often have an immature or impatient approach toward career development/progression.  

They have an expectation that their career development will somehow be on the fast track, 

without a full understanding of the commitment it takes beyond the 9 to 5 world.  At times 

they seem to lack an understanding that you need to work until the work is done.  If a younger 

worker is really interested in career development with Boeing they need to realize that there 

really isn’t a separation between work and home, but more of a blending of those areas. 

Communication and interpersonal skills are critically important at Boeing.  Most new hires have 

strong communication skills; in fact the younger workers tend to be very comfortable and confi-

dent communicating across age and organizational levels.  They don’t seem at all intimated by 

organizational hierarchy and are comfortable and at times BOLD in their communication. 

However, younger workers at times are too informal in their communication and need to recog-

nize that there is a time and place for email/texting and there is a time and place for face to face 
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conversation and discussion.  If a new hire wants to be able to progress to a managerial level, 

he/she needs to develop appropriate one on one, face to face communication skills. 

Boeing values the ability and willingness to learn new things and use behavioral questions to 

screen for this skill during all interview processes.  We hire good people who have a passion 

and ability to learn and we offer comprehensive staff and leadership training to grow our own 

talent.  Teamwork and collaboration are also essentials skills and play a significant role in em-

ployee development.  Teamwork and collaboration are important not only within one’s work 

group, but across different work groups.  We need to be able to work in teams and engineer 

from anywhere. 

Boeing is concerned about the lack of students who are adequately prepared in science, tech-

nology, engineering, and mathematics (STEM) education.  They are reaching out to educational 

institutions across all levels to assist with developing stronger STEM programs and helping more 

students pursue STEM educational opportunities.  

When asked to describe their ideal employee, Boeing offered the following outline. We want 

people with appropriate technical/engineering skills, who have a passion for continuous im-

provement and career development.  The person should have an understanding of what we do 

at Boeing and a passion and appreciation for Boeing’s contribution to national security, world 

affair, and the regional and national economy.  We want someone who is committed to get-

ting the job done and takes pride in how their efforts impact local, national and world events. 

Summary 

Although each organization varied in size, scope and industry focus, a number of common ele-

ments emerged from this set of interviews.  First, given recent the recent economic downturn 

the St. Louis region appears for the most part to have an over-supply of available workers.  Aside 

from several key technical or specialized areas, employers were not having a difficult time find-

ing quality applicants and employees.  In the short-run this benefits the employer search pro-

cess, however it does create a future potential risk as younger workers who are struggling to 

find meaningful employment in the region will begin (or continue) to relocate to other regions. 

The importance of “soft-skills” was clear and consistent across all interviews.  The following skills 

were listed as critically important by all employers: Communication and Interpersonal Skills, 

Teamwork and Collaboration; Adaptability and The Willingness/Ability To Learn New Things; 

Critical Thinking/Problem Solving; and Professional and Mature Work Ethic.  When asked to 

elaborate on such skills, employers provided specific examples of such skills and discussed why 

such skills are important to their company and the employee’s career development.   

Further analysis of the importance of integrating soft skills with the necessary technical and/or 

job specific requirements, seems to reveal an organizational hierarchy of needs that is some-
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what similar to Maslow individual Hierarchy of Needs (Maslow, A. Theory of Human Motivation, 

1943).  Given, the over-supply of workers, organizations can expect applicants and new hires to 

fill their needs for “competent workers”.  This set of basic competencies is consistent with the 

primary physiological and security needs as outlined in Maslow’s levels 1 and 2.  However, what 

separates a “good applicant” from an “excellent hire” who can grow as worker, are the some-

what higher order soft skills (communication, social intelligence, team player, critical-thinker, 

problem solver, etc…).  These higher order skills seem to match Maslow levels 3-5 (Social Needs, 

Esteem Needs, and Self-Actualization Needs).   A new hire that is technically competent and has 

strong soft-skills is much more likely to reach their full potential and contribute more to their 

organization. 

The importance and role of soft skills is further evidenced by the employers’ descriptions of the 

“ideal employee”.  When asked to describe their ideal employee, each employer focused on the 

value and importance of the following key areas: passion for the job/career; someone who is 

looking to learn and develop as a long-term employee; mature work ethic with a willingness to 

do what it takes to get the job done; a team players with strong interpersonal skills; and some-

one who wants their work/efforts to make a difference. 
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Appendix C: St. Louis Workforce Survey 2012 

How many employees does your company currently employ in the St. Louis area? 

Over the next 12 months, does your business plan on increasing, maintaining, or decreasing 

your current employment levels? 

a. Increase significantly  

b.  Increase slightly  

c.  Remain the same  

d.  Decrease slightly   

e.  Decrease significantly 

f. Don't Know/Not Sure 

Over the past 12 months, would you say your employment levels have 

a. Increased significantly  

b. Increased slightly  

c. Remained the same as before  

d. Decreased slightly   

e. Decreased significantly 

f. Don’t Know/Not Sure 

In the next 12 months, are you going to hire new employees?  

a. Yes 

b. No 

c. Maybe 

d. Don’t Know/Not Sure 

Will the fringe benefits package for the new workers 

a. Increase significantly 

b. Increase slightly 

c. Remain the same 

d. Decrease slightly 

e. Decrease significantly,  

b. Be eliminated 

c. Don't Know/Not Sure 
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Please tell me if you face any of the following barriers in expanding your employment level.  

[Check all that apply] 

 Shortage of workers with knowledge or skills 

 Shortage of available training programs 

 Economic conditions 

 Government policies or regulations 

 Lack of information 

 Lack of access to transportation to get to work 

 Lack of access to child care 

 Are there any other barriers you face in expanding employment? (Specify) 

 NONE (no barriers) 

 Don't Know/Not Sure 

 Not Applicable - not wanting to expand (Do not read this one) 

If you were to add employees in the next 12 months, which of the following methods would 

you be likely to use?  [Check all that apply] 

 Recalling workers from a lay-off list 

 Hiring new full-time employees 

 Hiring part-time employees 

 Hiring contract employees  

 Using a temporary agency, or 

 Doing something else? (Specify) 

 NONE of the above 

 Don't Know/Not Sure 

 Not Applicable - not wanting to expand 

Please tell me if you have noticed any of the following possible shortcomings in your recent 

job applicants.  [Check all that apply] 

 Poor work ethic 

 Lack of communication or interpersonal skills 

 Lack of willingness and ability to learn 

 Lack of basic math skills 

 Lack of writing skills 

 Inability to understand written and graphical information 

 Lack of teamwork and collaboration 

 Lack of critical thinking and problem-solving 

 Lack of general knowledge about business or industry 

 Lack of technical skills specific to the job 

 Lack of computer skills 

 All of the above 
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 OTHER (Specify) 

 None of the above 

 Don't Know/Not Sure 

 Not Applicable - (Have not had any recent job applicants) 

Which of the following methods do you use to assist current workers in addressing your 

company's need for new or increased skill requirements?  [Check all that apply] 

 In-house classroom training 

 On-the-job training 

 Vendor training 

 Apprenticeships programs 

 Community College courses 

 Vocational training 

 College Degree (Associates degree or higher) 

 Hire only workers who are already trained 

 Online courses 

 Other (Specify) 

 None 

 Don't Know/Not Sure 

 Not Applicable (Do not need new or increased skills) 

Which of the following benefits and training opportunities are offered by your company to 

full-time employees?  [Check all that apply] 

 Paid Vacation and Holidays 

 Medical Insurance 

 Dental Insurance 

 Child Care 

 Transportation Assistance 

 On-the-Job Training Internships 

 Mentoring 

 Life insurance/disability insurance 

 Vision insurance 

 Are there any other benefits or training options? SPECIFY 

 None 

 Don't Know/Not Sure 

 Not Applicable (For example: Do not have full-time employees) 
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Which of the following financial incentives are offered by your company to full-time em-

ployees?  [Check all that apply - read when necessary] 

 Pension program 

 401K 

 SAR/SEP (401K for small business) 

 Stock Options 

 Tuition Reimbursement 

 Bonus 

 Base plus commission based on sales quota 

 Profit sharing 

 Are there any other financial incentives? SPECIFY 

 NONE 

 Don't Know/Not Sure 

 Not Applicable (For example: Do not have full-time employees) 

 Continue to next question (Interviewer: do not read this one) 

Please tell me if you have a skills shortage in each of the following functional areas or occu-

pations. Please answer with "Yes, No, or Not Applicable." 

Engineering 

Information technology 

Healthcare 

Accounting 

Business Management 

Finance 

Skilled trades 

Customer service 

Are taking any of the following measures to meet these shortages to avoid the impact on 

your company's productivity?  [Check all that apply]  

 Hiring from outside the St. Louis Missouri/Illinois region 

 Hiring from outside the United States 

 Hiring contractors 

 Forced to hire less experienced workers and then train them 

 Offering increased wages due to shortage of experience workers 

 Other (Specify) 

 Don't Know/Not Sure 

 Refused 

 Continue to next question (Interviewer: do not read this one) 
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In your business, what percentage of positions requires each of the following levels of expe-

rience? 

4 or more years  

1 to 3 years  

Some experience but less than one year  

No experience 

In your business, what percentage of positions requires each of the following levels of edu-

cation?  

Doctoral Degree 

Master’s Degree 

Bachelor's degree 

Associate's degree 

Post Secondary Credentials 

High school or GED 

Less than high school 

What percentage of your current workforce is in the following age categories?  

16-24 

25-34 

35-44 

45-54 

55-64 

65 or older 

At what age have employees in your company retired in the last 12 months?  [Check all that 

apply] 

 35-39 

 40-44 

 45-49 

 50-54 

 55-59 

 60-64 

 65-69 

 70 or older 

 None retired in the past 12 months 

 Don't Know/Not Sure 


