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EXECUTIVE SUMMARY
GREATER PHILADELPHIA REGIONAL LABOR MARKET SURVEY RESULTS
In 2013, the CEO Council for Growth (CEO Council), an initiative of the Greater Philadelphia 
Chamber of Commerce (GPCC), and the Job Opportunity Investment Network (JOIN) partnered 
with the Drexel University Center for Labor Markets and Policy (Drexel) to develop a detailed 
analysis of the region’s labor market. Th is examination was conducted in an eff ort to help those 
who invest in regional talent (employers, funders, education and training providers and community 
members) in their strategic planning and decision-making initiatives.
Th e 2013 report concluded with two key points: 

1.  Over the past 10 years, there has been a signifi cant 
divergence in the region’s labor market; growth occurred 
in both lower- and higher-wage occupations resulting 
in a hollowing out of the middle skills jobs; and 

2.  Th ere are a number of essential skills deemed critical 
for employees to achieve employment success across 
all job levels and occupations. 

In 2015, the CEO Council designed the Greater Philadelphia Regional Labor Market Survey (Labor Market Survey) 
to test the public data compiled in 2013 against the actual experience and expertise of regional employers. We received 
175 completed surveys which were used to complete this report. 

KEY LABOR MARKET SURVEY FINDINGS 
•  Primary Challenges: Workforce preparedness and lack 

of essential skills are the primary challenges employers 
encounter with both recruiting and retaining entry-, 
mid-, and professional-level employees

•  Positive Hiring Trends: Job growth has been great-
est for entry- mid- and professional-level employees. 
Employers predict that hiring rates for these levels will 
increase moderately over the next three to fi ve years.

•  Essential Skills are Key to Employee Success: 
Th e four most important essential skills employers 
look for in their workforce (incumbent or new hires) 
are analytical thinking, achievement/e� ort, 
integrity, and dependability. 

•  Employees Need Work-Based Experiences before 
Entering the Labor Market: A lack of essential skills 
and experience relevant to the specifi c job were cited 
as employers’ primary concerns with hiring and 
retaining employees. 

CONCLUSION
Th e Greater Philadelphia Regional Labor Market Survey 
responses signify that the region is making strides to 
recover from the Great Recession. Employers report 
positive hiring trends and expect that future hiring 
rates will increase moderately over the next three to fi ve 
years, particularly for entry-, mid-, and professional-level 
employees. However, while the survey does not point to 
a labor shortage, employers indicated that they experience 
diffi  culties in hiring and retaining talent with the right 
mix of profi ciencies to assure success.

We believe that internships, fellowships, apprenticeships, 
management training and other hands-on experiences 
are key to ensuring success for both employers and for 

early-career employees. Benefi ts to the individual include 
both job-specifi c and essential skills training, including 
communications with co-workers, clients and customers, 
networking with colleagues and collaborating in a team. 
We believe that these experiences are best had at the 
post-secondary level, if not earlier.

We hope that these survey fi ndings will help identify 
opportunities for action among those who invest time, 
energy and capital in talent and workforce development. 
Ultimately, our goal is to better prepare the region’s work-
force with the skills necessary for success, and our region’s 
employers with the human capital necessary to compete 
in the global economy.



GREATER PHILADELPHIA REGIONAL 
LABOR MARKET SURVEY RESULTS

1 Essential skills are often referred to as soft-skills, 21st century skills, and /or behavioral traits.
2  Fogg, Harrington, & Knoll. 2014. Th e Greater Philadelphia Labor Market and Opportunities for Human Capital Development 
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KEY RESULTS FROM THE GREATER PHILADELPHIA LABOR MARKET 
AND OPPORTUNITIES FOR HUMAN CAPITAL DEVELOPMENT REPORT
Bifurcation of the Greater Philadelphia 
Regional Labor Market

Th e Labor Market Report examined employment composi-
tion changes experienced in Greater Philadelphia’s labor 
market between 1990 and 2010. For the most part, the 
regional labor market shifted away from jobs associated 
with the traditional goods-producing industries, such as 
manufacturing and construction, towards more service-
producing industries, health and social service industries 
for example 2. As a result, Greater Philadelphia experienced 
growth in industries at opposite spectrums of the labor 
market. On the one extreme, there was an increase in the 
number of jobs representative of industries whose occupations 
characteristically off er lower wages, fewer hours and generally 
do not require a substantial amount of education. Th e oppo-
site included an increase in jobs representative of industries 
whose occupations are apt to off er higher wages and full-time 
employment and require some amount of postsecondary edu-
cation. Figure 1 provides a detailed depiction of the industries 
which exhibited the highest concentration of growth in the 
region between 2010 and 2012. 

Essential Skills Are Critical for Employee Success

While there is much variability in the profi ciencies required 
to succeed across occupations, the research indicated that 
employers seek out a handful of similar traits across all 
industries and levels of employees: dependability, self-control, 
integrity, and cooperation. Th ese essential skills are frequently 
cited by employers as crucial for an employee to exhibit 
in the workplace, however, they are often among the most 
diffi  cult to assess when making a hiring decision as well as 
diffi  cult to change. 

Th e results of this research identifi ed an opportunity for 
the GPCC and the CEO Council to undertake a closer 
examination of the challenges our regional employer 
community face with the recruitment and retention 
of their employees.

INTRODUCTION AND BACKGROUND
In 2013, the CEO Council for Growth (CEO Council), an initiative of the Greater Philadelphia Chamber of Commerce 
(GPCC), and the Job Opportunity Investment Network (JOIN) partnered with the Drexel University Center for Labor Markets 
and Policy (Drexel) to develop a detailed analysis of the region’s labor market. Th is examination was conducted to help those 
who invest in regional talent (employers, funders, education and training providers and community members) in their strategic 
planning and decision-making initiatives.

Th e primary research was compiled into six separate papers, collectively named, Greater Philadelphia Labor Market 
and Opportunities for Human Capital Development (Labor Market Report). Th e fi nal report concluded with two key points: 

1.  Over the past 10 years, there has been a signifi cant 
divergence in the region’s labor market; growth occurred 
in both lower- and higher-wage occupations with a 
hollowing out of middle skills jobs; and 

2.  Th ere are a number of essential skills 1 deemed critical 
for employees to achieve employment success across 
all job levels and occupations. 



Source: Th e Greater Philadelphia Labor Market and Opportunities for Human Capital Development – Executive Summary.

Figure 1

 THE GREATER PHILADELPHIA LABOR MARKET: TOP 10 INDUSTRIES FOR GROWTH

Detailed Industry 2010 2012 Absolute Change
 (#jobs) (#jobs) (#jobs)

Food Services and drinking places 170928 180096 9768- restaurants, delis and bars

Administrative and support services 141501 145752 4251- temporary help, services to buildings, call centers and collection agencies

Nursing and residential care facilities 
90134 92276 2142-  supervised residential care and may include nursing 

or other social service care

Food and beverage stores 71093 73161 2068- retail trade, grocery, specialty food and liquor stores

Personal and laundry services 33847 35610 7559- consumer services like dry cleaning, pet care, beauty parlors and death care

Professional and technical services 209794 217353 7559- high-end fi nancial consulting, scientifi c & engineering fi rms

Ambulatory health care services 
138138 142403 4265-  professional-level healthcare diagnostic & treatment services,

medical offi ces, out-patient care centers and medical & diagnostic labs

Hospitals 137995 141073 3078- professional & managerial workers

Social assistance 71120 76828 5708- child day care, vocational rehab and individual & family counceling

Management of company and enterprises 56619 59364 2745- strategic & organizational administration of business

These industries offer lower pay and 
fewer hours most likely due to the fact 
that these positions do not require 
substantial education. Together these fi ve 
industries employ just 9% of all workers in 
professional and managerial occupations.

LOW END HIGH END

NO-GROWTH

These high-end industries offer more 
opportunity for higher wages and 
full-time employment. Together 58% 
of all workers employed in these fi ve 
industries work in professional and 
managerial occupations.



WHICH 
INDUSTRY BEST 

DESCRIBES YOUR 
ORGANIZATION? 

WHICH 
INDUSTRY BEST 

DESCRIBES YOUR 
ORGANIZATION? 

SURVEY PURPOSE AND RATIONALE
Th e Greater Philadelphia Regional Labor Market Survey (Labor Market 
Survey) was designed to test the assumptions from the public data in 
the Labor Market Report against the experience and expertise of regional 
employers in hiring talent. It is our hope that these survey fi ndings will 
help those who invest time, energy and capital in talent and workforce 
development programs to identify opportunities for action. Our ultimate 
goal is to better prepare the region’s workforce with the skills necessary 
for success, and our region’s employers with the human capital necessary 
to compete in the global economy. 

Key Survey Findings 

Workforce preparedness and lack of essential 
skills are the primary challenges employers 
encounter with both recruiting and retaining 
entry-, mid-, and professional-level employees. 

Key Questions Addressed
1.  How do respondents view the preparedness of Greater Philadelphia 

students who enter into the workforce?
2.  Which essential skills and training do respondents most desire 

in their employees?
3.  What challenges do respondents encounter with recruiting 

and retaining their workforce?

METHODOLOGY
Th e questions used in this survey were chosen based on the 2013 Labor 
Market Report as well as consultation with several talent focused partners 
in the region. Th e survey included a combination of 26 qualitative and 
quantitative questions which were designed to identify the following: 
•  Components of each organization’s structure; 
•  Current employee qualifi cations (typical levels of education obtained 

by new hires, degrees or certifi cations in highest demand, desired 
essential skills and assessment of such); 

•  Perception of preparedness of the region’s labor supply; and 
•  Workforce recruiting and retention challenges. 

Please see Appendix A for a complete list of survey questions.

Who Responded

Th e survey was distributed in January 2015 and closed at the end of 
March 2015. It was circulated to 13,000 individuals from GPCC member 
companies and was shared with several stakeholder groups to distribute 
to their own member lists. We received a total of 175 completed surveys.

Organizational headquarters of survey respondents were located primar-
ily in Philadelphia County (111) but were representative of the 11 county 
tri-state region; responses were also received from organizations with 
headquarters outside of the region (7). Respondents were representative 
of small- and mid-sized employers (42 percent) as well as large employers 
(18 percent). Seventy-fi ve percent of the respondents represented C-Suite 
or Senior Management positions in their organizations and 30 percent 
represented a Human Resource function. 

Because the survey allowed for open-ended responses, the industries 
selected to defi ne organizations varied widely. CEO Council staff  used 
NAICS codes to organize industries into eight distinct categories. 
Industries indicative of high-wage occupations were the primary survey 
respondents: Professional, Scientifi c, Management and Administrative 
(26 percent), Information, Finance, Insurance and Real Estate Services 
(19 percent), and Civic Associations, Non-Profi ts, and Economic Devel-
opment (17 percent). (See Figure 2). Source: Regional Labor Market Survey.

Figure 2

REPRESENTATIVE OF ORGANIZATIONS 
WHO RESPONDED TO THE SURVEY

26% -  Professional, Scientifi c, Management 
and Administrative Services

16% -  Utilities, Manufacturing, Construction, 
Transportation, and Trade

19% -  Information, Finance, 
Insurance and Real Estate Services

10% - Health Care and Social Assistance

4% - Accommodation and Food Services

17% -  Civic Associations, Non-Profi ts, 
and Economic Development

5% - Educational Services

3% - Arts, Entertainment and Recreation



Positive Hiring Trends

Survey respondents indicated that, over the past three years, entry-, mid-, and  
professional-level employees were hired in the greatest number, amounting to a total  
of nearly 64,000 jobs. (See sidebar for employee-level designations). Of these three  
job levels, entry-level employees were hired most (37,495). When we evaluated the typical 
level of education employers require for all employee-levels, a bachelor’s degree over-
whelmingly rose to the top. A more detailed breakdown by industry is illustrated  
in Figure 3. 

When asked about future hiring trends, employers predicted that their hiring  
rates will increase moderately over the next three to five years for entry-, mid-, and  
professional-level employees and hold steady for mid- and senior-level managers. 

EMPLOYEE LEVEL DESIGNATIONS

Early-Career Mid-Career Executive

Entry-level Professional-level Senior-level 
employee employee manager

Mid-level Mid-level 
employee manager

Source: Regional Labor Market Survey. 

57% -   Information, Finance, Insurance and Real Estate Services

17% - Arts, Entertainment and Recreation

39% -  Professional, Scientific, Management and Administrative Services

4% -  Utilities, Manufacturing, Construction, Transportation, and Trade

42% -  Civic Associations, Non-Profits, and Economic Development

13% - Educational Services

29% -  Health Care and Social Assistance

Figure 3

PERCENT OF TOTAL RESPONDENTS SEEKING ENTRY-LEVEL EMPLOYEES WITH BACHELOR’S DEGREE BY INDUSTRY

Our research highlights that the right mix of proficiencies, including knowledge (the 
body of information and facts often transmitted in a classroom setting), skills (set of work 
related attributes acquired and developed through experience and education), and abilities 
(innate cognitive and physical aptitudes), are critical to an employee’s success on the job. 

Colleges & Universities Are Preparing Students for the Workforce…  
K-12 Needs Improvement

When asked if the regions’ workforce possesses the general mix of proficiencies required 
to meet the business community’s current needs, nearly 80 percent of respondents agreed 
that postsecondary institutions are adequately preparing students for employment; how-
ever, that is not the case with K-12. Forty-one percent of respondents disagreed with the 
notion that that the K-12 education system offers accredited programs that equip students 
with the general mix of proficiencies needed to be successful in their industry.

Greater Philadelphia continues to improve in both high 
school and college graduation rates. Between 2010 and 
2013, the number of adults age 25 and older living in 
Greater Philadelphia who held a high school diploma 
(including equivalency) increased from 88 to 89 percent 
while the number of adults holding a bachelor’s degree or 
higher increased from 33 percent to 34 percent 3. During 
that same period, the total number of postsecondary 
degrees awarded from higher educational institutions in 
the region increased from 82,447 in 2010 to 89,885 in 2013 
for a total increase of 9 percent, or 7,438 degrees 4. We have 
made progress in graduation rates across the educational 
continuum; however, there is significant work that still 
needs to be done. 

WORKFORCE PREPAREDNESS

GREATER PHILADELPHIA REGIONAL LABOR MARKET SURVEY RESULTS

3  United States Census Bureau / American FactFinder. American Community Survey 2010 and 2013 5-year estimates.  
Retrieved from: http://factfinder.census.gov/faces/nav/jsf/pages/index.xhtml.

4 National Center for Education Statistics. Integrated Postsecondary Education Data System. Retrieved from: https://nces.ed.gov/ipeds/.



Source: Th e Greater Philadelphia Labor Market 
and Opportunities for Human Capital Development 
– Executive Summary.

Table 1

O*NET behavioral elements 
used in the 2013 Labor Market Report

1. Achievement/Effort

2. Adaptability/Flexibility

3. Analytical Thinking

4. Attention to Detail

5. Concern for Others

6. Cooperation

7. Dependability

8. Independence

9. Initiative

10. Innovation

11. Integrity

12. Leadership

13. Persistence

14. Self-Control

15. Social Orientation

16. Stress Tolerance

Source: Th e Greater Philadelphia Labor Market and Opportunities for Human Capital Development — Executive Summary and Regional Labor Market Survey.

Table 2

Top four essential skills employers look for in their workforce
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Essential Skills are Key to Employee Success

Survey respondents were asked to rank in order of importance the top 
four essential skills they look for in their workforce (incumbent or new 
hires). In an eff ort to establish a base comparison, the survey provided the 
same listing of the 16 O*NET behavioral elements from the 2013 Labor 
Market Report (See Table 1). Survey respondents indicated that the essential 
skills they seek in employees are: analytical thinking, achievement/eff ort, 
integrity, and dependability. In comparing these responses to those from the 
2013 Labor Market Report, we observed similarities — dependability and integ-
rity. Table 2 reveals the rankings of essential skill responses for both studies 
(2013 responses are highlighted in green). 

Table 2 denotes Analytical Th inking as the essential skill most desired by 
employers in their employees. Our initial hypothesis presumed the responses 
were skewed by the high volume of professional service organizations that 
responded to the survey; to test this hypothesis we broke responses out by 
individual industries. In doing so, it was revealed that all industries, with the 
exception of “Accommodation and Food Services” and “Arts, Entertainment, 
and Recreation” ranked Analytical Th inking as an essential skill placing it in at 
least the top half of the 16 possible choices. Additional research reinforced the 
notion that employers increasingly view “Analytical” or “Critical Th inking” as 
a priority competency for employees because fl exibility and adaptability in a 
fast-paced and changing work environment are components deemed critical to 
driving the U.S. economy 5. 

Survey respondents were also asked how they evaluate whether a potential hire 
is a good fi t for their organization (e.g. Do they have the desired behavioral traits?). 
Respondents indicated that they most frequently make assessments through 
cultural fi t (81 percent), behavioral interviews (62 percent), and reference checks 
and recommendations (60 percent). While employers can typically assess a potential 
hire’s abilities, knowledge, and skills by reviewing past academic credentials and previ-
ous work experience, it is the essential skills, those which are most diffi  cult to detect 
in an interview process, that most often dictate an employee’s success. 



Table 3 

Job Level Primary Retention Challenge

Entry-level employees  Employees lack behavioral traits required to succeed in job

Mid-level employees Employees leave for jobs with competitors 
 Limited room for upward mobility or career advancement

Professional Employees leave for jobs with competitors

Mid-level managers Limited room for upward mobility or career advancement

Senior-level managers Employees leave for jobs with competitors 
 Limited room for upward mobility or career advancement

Source: Regional Labor Market Survey.

5  Business-Higher Education Forum. 2013. Promoting Effective Dialogue Between Business and Education Around the Need for Deeper Learning.  
Retrieved from: http://www.bhef.com/publications/promoting-effective-dialogue-between-business-and-education-around-need-deeper-learning.

6  Hart Research Associates. 2015. Falling Short? College Learning and Career Success. Selected Findings from Online Surveys of Employers and College Students on Behalf  
of the Association of American Colleges and Universities. Retrieved from: https://www.aacu.org/sites/default/files/files/LEAP/2015employerstudentsurvey.pdf.

Recruiting Challenges

Retention Challenges

The retention challenges reported by employers are more variable across all employee levels with the exception of entry-level employees (See Table 3). 
Similar to the recruiting challenges outlined above, employers reported that entry-level employees lack both essential skills (51 percent) as well as experience 
relevant to perform a specific job (35 percent). 

Work-Based Experiences  
are Critical

The difficulty that employers face in both 
the recruitment and retention of employ-
ees, particularly entry- and mid-level 
employees, signals the need to provide 
additional opportunities for early exposure 
to hands-on, work- or project-based experi-
ences. This finding was echoed in a January 
2015, Hart Research Associates survey of 
employers and college students that was 
conducted on behalf of The Association 
of American Colleges & Universities. 
Their survey was designed to, among other 
things, assess various learning outcomes 
believed to be most successful in preparing 
students for success post-graduation 6. The 
survey results suggest that employers put 
a great deal of importance on real-world 
experiences and are more likely to consider 
a candidate for employment who has expe-
rienced an internship or a similar applied 
learning project 7. 

EMPLOYER RECRUITING AND RETENTION CHALLENGES POINT TO THE NEED  
FOR WORK-BASED EXPERIENCES BEFORE ENTERING THE LABOR MARKET

The survey asked employers to tell us what their greatest challenges have been in recruiting and retaining their workforce over the past three years.  
Respondents cited a lack of essential skills and experience relevant to the specific job as their primary concerns — particularly in the early-career  
employment categories.

LACK OF ESSENTIAL SKILLS
•  Entry-level employees: 63 percent 

DO NOT POSSESS EXPERIENCE 
RELEVANT TO PERFORM A SPECIFIC JOB
•  Entry-level employees: 45 percent

•  Mid-level employees: 53 percent

•  Professional-level employees: 59 percent

NOT ENOUGH QUALIFIED APPLICANTS
•  Professional-level employees: 54 percent

•  Mid-level managers: 47 percent 

•  Senior-level managers: 32 percent

Additionally, survey respondents indicated that across all level of employees and 
managers, with the exception of entry-level employees, qualified applicants seek higher 
wages than are offered; this response is likely representative of wage stagnation which 
resulted from the Great Recession.



CONCLUSION
Th e Greater Philadelphia Regional Labor Market Survey responses signify 
that the region is making strides to recover from the Great Recession. 
Employers report positive hiring trends and expect that their future hiring 
rates will increase moderately over the next three to fi ve years, particularly 
for entry-, mid-, and professional-level employees. However, while the 
survey does not point to a labor shortage, employers indicated that they 
experience diffi  culties in hiring and retaining talent with the right mix of 
profi ciencies to assure success within their organizations. 

Th e survey responses supported the fi ndings from the 2013 Labor Market 
Report in regards to the essential skills deemed critical for employee success 
in the workplace. We believe that early-career individuals and employers 
both benefi t from exposure to hands-on or work-based experiences at the 
postsecondary level, if not earlier. In addition to providing individuals with 
opportunities to obtain job specifi c training, the exposure also delivers 
essential skills training, including communications with co-workers, clients 
and customers, networking with colleagues and collaborating in a team.

TELL US ABOUT YOUR PROGRAMS OR PARTNERSHIPS
Get involved by contacting pday@ceocouncilforgrowth.com.



APPENDIX

Greater Philadelphia Regional Labor Market Survey

Does our regional labor market meet your business’ needs?

In 2013, The Job Opportunity Investment Network (JOIN) and the CEO Council for Growth (CEO Council) partnered with the Drexel University  
Center for Labor Markets and Policy to develop the first detailed analysis of Greater Philadelphia’s regional labor market. The research told the story of a 
region that has experienced significant economic change, a decline in the region’s goods producing industries and exponential growth in the service sectors. 
The research also underscored the need for education and job training professionals, throughout the Pre-K-20 system, to develop a more nuanced under-
standing of the knowledge, skills, abilities and behaviors required to be successful in today’s fastest growing industries.

This survey is designed to test our primary research against your experience and expertise in hiring talent. Our ultimate goal is to better prepare the region’s 
workforce with the skills necessary for success, and our region’s employers with the human capital necessary to compete in our global economy.

The results of this survey will be published in a report and used by the CEO Council for Growth, the Regional College and University Presidents’ Council 
and the Greater Philadelphia Chamber of Commerce, along with our partners, to inform regional workforce development efforts. Please help us by taking 
just 15 minutes to complete this survey. We encourage you to share this survey with colleagues.

Thank you in advance for your valuable insight and perspective. If you have any questions, please contact CEO Council staff Patricia Day  
at pday@ceocouncilforgrowth.com or (215) 790-3725 and/or Claire Greenwood at cgreenwood@ceocouncilforgrowth.com or (215) 790-3664.

About Your Organization

1.  Name of Organization (All responses will remain confidential.)

2.  Which industry best describes your organization?

 m  Manufacturing, Construction and Transportation

 m  Retail and Wholesale Trade

 m  Information, Finance, Insurance and Real Estate Services

 m  Professional, Scientific, Management and Administrative Services

 m  Educational Services

 m  Health Care and Social Assistance

 m  Arts, Entertainment and Recreation

 m  Accommodation and Food Services

 m  Management of companies and enterprises

 m  Education

 m  Other

 If other (please specify)  _________________________________________

3.  How many people does your organization employ?  
(Please indicate total number of employees, not fulltime equivalents.)

 m  1 – 50

 m  51 – 100

 m  101 – 250

 m  251 – 500

 m  501 – 1000

 m  1000+

4.  In what zip code is your organization headquartered?

5.  What is your title within the organization?

Your current employee qualifications

6.  Over the past three years, how many employees have you hired in each of the following job categories?

 Entry-level employees  __________________________________________

 Mid-level employees  ___________________________________________

 Professional-level employees  _____________________________________

 Mid-level managers  ____________________________________________

 Senior-level managers  __________________________________________

 Comments:  __________________________________________________

7.  Please choose the typical level of education obtained by your new hires over the past three years in each of the following job categories.  
Please fill in the job levels as they are relevant to your organization.

Entry-level employees m	 m	 m	 m	 m	 m	 m

Mid-level employees m	 m	 m	 m	 m	 m	 m

Professional-level employees m	 m	 m	 m	 m	 m	 m

Mid-level managers m	 m	 m	 m	 m	 m	 m

Senior-level managers m	 m	 m	 m	 m	 m	 m

Not obtained a GED, 
High School Diploma, 

or equivalent

GED, High 
School Diploma, 

or equivalent
Some college, 

no degree
Associate’s 

Degree
Bachelor’s 

Degree
Master’s Degree  

or above
Professional 
Certification

 Comments:



8.  Over the past three years, what specific fields of study — i.e. degrees  
or certifications — were in highest demand in your organization?

 Entry-level employees  __________________________________________

 Mid-level employees  ___________________________________________

 Professional-level employees  _____________________________________

 Mid-level managers  ____________________________________________

 Senior-level managers  __________________________________________

 Comments:  __________________________________________________

9.  How many paid or unpaid internships do you typically fill annually?

 HS Students - Paid  ____________________________________________

 HS Students - Unpaid  __________________________________________

 College Students (under 25) - Paid  _________________________________

 College Students (under 25) - Unpaid  ______________________________

 Adults (25 and over) - Paid  ______________________________________

 Adults (25 and over) - Unpaid  ____________________________________

 Comments:  __________________________________________________

10.  While there is much variability in the proficiencies required to succeed across 
occupations, our research indicates that employers simultaneously seek four 
main behavioral traits across all industries and levels of employees.

  What are the four most important behavioral traits you look for in your 
workforce (incumbent or new hires)? Please rank the top four in order 
of importance with 1 being most important.

  1 2 3 4

 Achievement/Effort m	 m	 m	 m

 Adaptability/Flexibility  m	 m	 m	 m

 Analytic Thinking  m	 m	 m	 m

 Attention to Detail  m	 m	 m	 m

 Concern for Others  m	 m	 m	 m

 Cooperation  m	 m	 m	 m

 Dependability  m	 m	 m	 m

 Independence  m	 m	 m	 m

 Initiative  m	 m	 m	 m

 Innovation  m	 m	 m	 m

 Integrity  m	 m	 m	 m

 Leadership  m	 m	 m	 m

 Persistence  m	 m	 m	 m

 Self-Control m	 m	 m	 m

 Social Orientation m	 m	 m	 m

 Stress Tolerance m	 m	 m	 m

11.  Are there any behavioral traits that are critical to the success of the employees 
at your organization that we haven’t captured in the options above? 

12.   Are there any other requirements that you consider in your hiring process? 

13.  How do you assess whether potential hires exhibit your company’s  
desired behavioral traits? (Check all that apply)

 m  Pre-employment surveys or questionnaires

 m  Cultural fit interviews

 m  Behavioral interviews

 m  Reference checks / Recommendations

 m  Try-it-before-you-buy-it models (ie. co-ops, internships, etc.)

 m  Probationary period

 m  School records

 m  Attendance records

 m  Academic credentials

 m  Certifications

 m  Badges

 m  LinkedIn

 Other (please specify)  __________________________________________

Regional Labor Supply

Our research highlights that the right mix of proficiencies, including knowledge 
(the body of information and facts often transmitted in a classroom setting), skills 
(set of work related attributes acquired and developed through experience and 
education), and abilities (innate cognitive and physical aptitudes), are critical to  
an employee’s success on the job. Please indicate how much you agree or disagree 
with the following statements regarding our region’s current workforce.

14.  Our region’s workforce possesses the general mix of proficiencies required  
to meet my business’s current needs.

 m  Strongly disagree

 m  Somewhat disagree

 m  Neither agree nor disagree

 m  Somewhat agree

 m  Strongly agree

 m  I don’t know

15.  Our regions’ K-12 schools offer accredited programs that equip students  
with the general mix of proficiencies needed to be successful in my industry.

 m  Strongly disagree

 m  Somewhat disagree

 m  Neither agree nor disagree

 m  Somewhat agree

 m  Strongly agree

 m  I don’t know

16.  Colleges and universities in the region offer accredited certificate and  
degree programs that equip students with the general mix of proficiencies 
needed to be successful in my industry.

 m  Strongly disagree

 m  Somewhat disagree

 m  Neither agree nor disagree

 m  Somewhat agree

 m  Strongly agree

 m  I don’t know

17.  Please provide any additional comments about your experience with  
the regional labor supply.



Workforce Challenges

18.  Please select the option that reflects the degree of difficulty you have had in recruiting employees over the last three years. Please choose one response per row.

  Very Easy  Easy Neutral  Difficult  Very Difficult

 Entry-level employees m	 m	 m	 m	 m

 Mid-level employees m	 m	 m	 m	 m

 Professional-level employees m	 m	 m	 m	 m

 Mid-level managers m	 m	 m	 m	 m

 Senior-level managers m	 m	 m	 m	 m

 Comments:

19.  What have been your primary challenges in recruiting your workforce over the last three years? Choose up to two for each level of employee.

  Entry-level employees Mid-level employees Professional-level employees Mid-level managers Senior-level managers

  Job applicants lack required  
technical training m	 m	 m	 m	 m

  Job applicants lack required credentials m	 m	 m	 m	 m

  Job applicants lack experience  
relevant to the specific job m	 m	 m	 m	 m

  Job applicants lack basic  
employability skills (attendance,  
timeliness, work ethic, etc.) m	 m	 m	 m	 m

  Qualified job applicants want  
higher wages than we are offering m	 m	 m	 m	 m

 Geographic location of the business m	 m	 m	 m	 m

 Not enough qualified applicants m	 m	 m	 m	 m

 Too many unqualified applicants m	 m	 m	 m	 m

 Not applicable m	 m	 m	 m	 m

 Other (please specify)

20.  Please select the option that reflects the degree of difficulty you have had in retaining employees for each of the following employee categories over the last three years.

  Very Easy  Easy Neutral  Difficult  Very Difficult

 Entry-level employees m	 m	 m	 m	 m

 Mid-level employees m	 m	 m	 m	 m

 Professional-level employees m	 m	 m	 m	 m

 Mid-level managers m	 m	 m	 m	 m

 Senior-level managers m	 m	 m	 m	 m

 Comments:

21.  What have been your primary challenges in retaining your workforce over the last three years? Choose up to two for each level of employee.

  Entry-level employees Mid-level employees Professional-level employees Mid-level managers Senior-level managers

  Insufficient budget to retain employees m	 m	 m	 m	 m

  Employees lack knowledge and  
skills required to succeed in job m	 m	 m	 m	 m

  Employees lack behavioral traits  
required to succeed in job m	 m	 m	 m	 m

  Employees leave for jobs with competitors m	 m	 m	 m	 m

  Limited room for upward mobility  
or career advancement m	 m	 m	 m	 m

  Job and employee expectations  
do not match m	 m	 m	 m	 m

  Limited talent management  
infrastructure m	 m	 m	 m	 m

  Not able to invest in employee  
skill development m	 m	 m	 m	 m

 Not applicable  m	 m	 m	 m	 m

 Other (please specify)



22.  Please provide any additional comments about your experience with recruiting or retaining talent at your company.

23. Over the next three to five years, how do you expect the number of open or new positions in your organization to change? Please choose one for each level of employee.

  Increase significantly Increase moderately Remain the same Decrease moderately Decrease significantly Not sure

 Entry-level employees m	 m	 m	 m	 m	 m

 Mid-level employees m	 m	 m	 m	 m	 m

 Professional-level employees m	 m	 m	 m	 m	 m

 Mid-level managers m	 m	 m	 m	 m	 m

 Senior-level managers m	 m	 m	 m	 m	 m

 Comments:

24. Any additional comments?

THANK YOU

Thank you for taking the time to participate in the CEO Council for Growth’s Labor Market Survey.

We encourage you to share this survey with colleagues inside and outside of your organization which will provide us with a broader perspective of regional recruiting  
and retention practices.

25.  Would you like us to notify you when the results of this  
survey becomes available?

 m  Yes  m  No

26.  The main results of this survey will be displayed only in summary form  
and individual responses will be kept completely confidential, however,  
we would like your permission to disclose the name of your organization.

 m  Yes - I am willing to have the name of my organization published.

 m  No - I am not willing to have the name of my organization published.

27.  Please provide your email address if you would like an advance copy  
of the survey results.






