


Foreword
2011 State of the St. Louis Workforce Report

To Business and Community Leaders of the St. Louis Region

St. Louis Community College, along with its partners, Local Workforce Investment 
Boards, Missouri Career Centers, Southwestern Illinois WorkNet Centers, Go! Network and 
BounceBack St. Louis professional networks, Missouri Economic Research and Information 
Center (MERIC), and the St. Louis Business Journal, is pleased to bring you the third State 
of the St. Louis Workforce Report. 

One of three key strategic directions adopted by the College is “Responding to Evolving 
Workforce Needs”. This direction was established in 2008 in response to static data 
suggesting that as much as 25 percent of the working age population, had begun college, but 
had not completed a degree or certificate of value. However, as area businesses and workers 
were feeling the worst of the shock from a near depression that began in late 2008, it became 
clear that our role as the region’s largest provider of workforce education was challenged 
by a lack of timely economic and workforce intelligence. The College commissioned the 
first workforce study of its kind in 2009. Among the key findings from the first report 
were that employers still had difficulty finding qualified candidates despite the large pool 
of applicants. It also found that dislocated workers had substantial financial and family 
barriers to enrolling in long term training but were most willing to enroll in short term 
training of between two and eight weeks in length. In response to those findings St. Louis 
Community College developed and delivered 13 new short term training programs within 15 
months. The new programs enrolled 370 individuals in the first two years, with 66 percent 
finding employment in a depressed labor market.

The second report was developed in the spring of 2010 just as hopes for a recovery were 
emerging despite significant headwinds in the economy. Among key findings from the 
2010 report was the desire of many dislocated workers to start their own businesses, the 
continued strength of employment demand in healthcare and the shortage of workers 
with the academic and “soft” skills employers required. In response to these findings 
St. Louis Community College increased its healthcare offerings in partnership with the 
region’s largest healthcare providers, began developing new programs for entrepreneurs 
including an innovative “workforce outsourcing” model to help our students gain real 
world experience, and in April 2011, became the St. Louis region’s WorkKeys® Solution 
Provider, assisting employers with finding those applicants with the requisite skills to be 
immediately successful on the job.

We feel confident that the 2011 report will be as valuable to employers and the workforce 
development community as previous reports were in providing the timely intelligence 
needed to respond to these unprecedented challenges. St. Louis Community College 
pledges to continue to follow our strategic direction and respond to the changing needs of 
our workforce.

Roderick Nunn
Vice Chancellor 
Workforce and Community Development 
St. Louis Community College 

Myrtle E.B. Dorsey, Ph.D.
Chancellor 

St. Louis Community College 



Executive Summary
The effects of the recession are still being felt. These past few months have seen U.S. 
markets rise and fall, tepid job growth across the nation, and housing prices continue to 
nose dive. Be it a company or individual, this recession spared no one and has spurred a 
critical examination of how we build a stronger economy together. In such challenging 
times the third annual State of St. Louis Workforce Report could not be more relevant. 
A theme of Moving Forward, a proactive effort championed by the St. Louis Community 
College to better understand how employers, education and training providers, and job 
seekers can collaborate for accelerated recovery, guided the efforts of this study. 

The first section of this report discusses characteristics of the region’s working population. 
A snapshot of real time vacancies, employment trends, target industries, and education 
requirements for future jobs in the region is also provided.

Sections two and three report the findings of the two surveys conducted and case study 
research designed for the State of St. Louis Workforce series.

The Employer Survey of 1,218 companies was designed to collect business opinions about 
industry conditions, regional labor pools, hiring strategies and talent development. Key 
findings suggest that companies, while geared for growth, are moving forward cautiously in 
the short term. Uncertainty about government regulations is a major hindrance to company 
growth. While the regional labor pool has sufficient numbers and technical skills, employers 
report having a hard time finding ‘work ready’ applicants with the personal effectiveness 
competencies necessary to adjust to the rigor of professional environments.

A Dislocated Workers Survey of 408 job seekers was designed to capture the worker 
profile including: employment history, education, and career goals. It focused on interests, 
challenges to re-employment, and barriers to pursuing training. This recession, more than 
any other in recent history, has impacted a wider spectrum of occupations and industries. 
Workers are less optimistic about gaining employment. Due to a strong attachment to 
place, workers are less willing to relocate to find new employment and the housing crisis 
further complicates such moves. Therefore job seekers are requesting assistance from 
career services to find employment and / or receive affordable training that is necessary to 
improve job prospects.

Our investigations reveal signs of optimism for the future. Employers must continue to 
partner with area education and training providers so that developed curricula packages 
technical expertise with academic competencies to ensure quality of future talent. Job 
seekers must understand the value employers place on professional fundamentals in 
addition to the technical skills needed for success at the workplace.
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he bi-state St. Louis MO-IL Metropolitan Statistical Area (MSA) includes 

16 counties. It has a resident population of 2,825,769, according to 2009 population 

estimates from the U.S. Census Bureau. The region hosts 1,520,158 people between 

the ages of 25 and 64 years.
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Methodology
The State of the St. Louis Workforce Report was developed through the analysis of three research 

components: (i) Employer Survey Telephone Interviews, (ii) Dislocated Worker Survey and (iii) 

Case Study Interviews. 

EmployEr SurvEy 
This survey was designed to gain a better understanding of the labor market conditions, 
employment trends, and skill demands of the businesses in the St. Louis Metropolitan 
Statistical Area. Data for this survey was taken from the Missouri Economic Research 
and Information Center (MERIC) ReferenceUSAGov employer database; a source that 
contains up-to-date contact information of over 400 million companies across the nation. 
Survey population is a total of 112,853 employers in the bi-state region, with 90,318 Missouri 
companies and 22,535 Illinois companies. These firms were stratified by their NAICS (North 
American Industry Classification) code across 17 super sector industry classifications. A 
random sample of 1,218 employers was selected to be interviewed via telephone to complete 
this survey. A complete list of survey questions can be found in the appendix of this report.

DiSlocatED WorkEr SurvEy 
The aim of this survey was to understand the work history, skill level, training needs 
and re-employment challenges the region’s dislocated workers. An electronic survey was 
administered through the networks of Missouri Career Centers, Southwestern Illinois 
WorkNet Centers, St. Louis Community College and the professional networks: Go! 
Network and BounceBack St. Louis. There were 408 total responses collected and analyzed. A 
complete list of survey questions can be found in the appendix of this report.

caSE StuDiES
To further supplement and enhance the qualitative results of the Employer Survey case 
study interviews were conducted with six employers in the region. During in-depth one-
on-one conversations employers provided useful insights crucial to this study.

Skill lEvElS
Low, Middle and High skill occupations are referenced throughout this report. Occupations 
are classified in these categories on the basis of the education and training typically needed. 

Low Skill occupations are those that require only short-term on-the-job training.

Middle Skill occupations are those that include moderate-term and long-term on-the-job 
training, Work experience in a related occupation, postsecondary vocational awards, and 
Associate’s degrees. It can include advanced on-the-job training provided by employers, 
internships, apprenticeships, and awards or degrees typically provided at a technical or 
community college. 

High Skill occupations include jobs that require a Bachelor’s degree or higher and in some 
cases additional work experience.
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WorkforcE charactEriSticS

Over the past fifteen years the St. Louis MSA workforce, those employed in the region 
regardless of where they live, has shifted in age. The St. Louis Region’s workers are getting 
older, mirroring the national trend of an aging workforce. In 1995 roughly 70 percent of the 
workforce was between the ages of 14 and 44 years. By 2009 that same age group made up 
only 60 percent of the area workforce.
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labor forcE charactEriSticS

The Labor Force is defined as a resident population composed of individuals over 16 years 
old who are employed or unemployed but looking for work. 

The St. Louis MSA has seen a five-year decline in the crucial residential labor force 
population cohorts of 16-24 years and 35-44 years needed to feed employment demands. 
However, the region did see a recent up-tick in the percent of the labor force between the 
ages of 25 and 34 years.

EDucation attainmEnt

Over half (51 percent) of the region’s 25 years old and over population holds a high school 
(or equivalent) diploma but have no postsecondary degree. Of the remaining population, 41 
percent have an Associate degree or higher. The remaining eight percent have yet to earn a 
high school diploma or equivalent. See chart on the following page. 
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targEt inDuStry cluStErS

In January 2011, the State of Missouri identified seven target industry clusters. Definitions 
for each cluster are in the Appendix of this report. The seven target industry clusters: 
Advanced Manufacturing, Energy Solutions, Biosciences, Health Care Science/Services, 
Information Technology, Financial/Professional Services and Transportation/Logistics 
reflect current industrial growth and strong employment projections. These clusters 
maximize regional strengths for the competitive advantage of Missouri.

The St. Louis Metropolitan area hosts 112,853 firms employing 1,266,519 people. 2 Of these 
firms, over half (57,212) have a four-digit (NAICS) North American Industry Classification 
System code that is associated with one of the target industry clusters and employ 42 percent 
of the total area workforce.

Identified cluster occ upations, filtered from the 2010-2012 short-term occupation projections 
for Missouri and the St. Louis WIA respectively, demonstrate the growth potential for 

each of the seven clusters. 
The St. Louis WIA region 
is poised to see good 
employment growth in 
Biosciences, Financial & 
Professional Services and 
Health Care Science/
Services. However, the 
majority of new positions 
to be filled across all clusters 
come from replacing 
current workers rather than 
creating new jobs. 

diStribution of St. louiS mSa firmS by cluStEr and firm SizE

Advanced 
Manufacturing Biosciences

Energy 
Solutions

Financial & 
Professional 

Services

Health Care 
Science & 
Services IT Services

Transportation 
& Logistics

Total Employees  65,318  28,028  65,761  132,264  186,047  43,985  9,005 

%
 o

f f
ir

m
s Less Than 50 91.8 96.7 94.1 98.1 97.8 97.1 94.5

Between 50–100 7.7 3.2 5.5 1.9 2.1 2.8 5.2

Greater Than 100 0.4 0.1 0.4 0.1 0.1 0.1 0.3

Number of Firms  3,227  2,344  3,797  16,222  21,272  4,427  5,923 

St. louiS Wia (miSSouri only)  
  2010–2012 occuPation groWth by cluStEr

% Change in Employment WIA Positions
Industry Cluster Missouri St. Louis WIA Created Replaced

Advanced Manufacturing 0.94 0.44 363 1,574

Biosciences 1.42 1.20 722 1,811

Energy Solutions 1.07 0.61 463 1,455

Financial & Professional Services 0.43 1.68 3,403 7,013

Health Care Science & Services 1.94 1.75 2,944 4,779

IT Services –0.24 0.21 378 1,492

Transportation & Logistics 0.78 0.39 1,264 8,987

Source: MERIC Short term projections 2010–2012

EDucation projEctionS for thE WorkforcE 
National long-term (2008-2018) occupation projections from the Bureau of Labor Statistics 
suggest employment requiring at least an Associate degree will see the largest percent 
change (19 percent) in future employment. 1 Similar projections are calculated for Missouri 
and regional geographies.

State long-term (2008-2018) projections data for the St. Louis region Workforce Investment 
Area (WIA), defined as Franklin, Jefferson, St. Charles and St. Louis Counties, and the 
City of St. Louis, indicates that occupations requiring an Associate, Bachelor’s or Master’s 
degree will each grow at a rate of nine percent. Occupations that require a Doctoral degree 
will see the largest growth (15 percent).
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rEal timE jobS

The table below lists real-time (July 2011) vacancies for the St. Louis region. Current 
openings are arranged by the type of education or training needed. 

Top Two Hiring Occupations for Each Education Level Open Jobs Listed
Total 

Occupations

Short-term on-the-job training 4,080 137

Child Care Workers
Retail Salespersons

207
146

Moderate-term on-the-job training 2,732 187

Customer Service Representatives
Truck Drivers, Heavy & Tractor-Trailer

608
465

Long-term on-the-job training 529 89

Job Printers
Compliance Officers, Except Agriculture, Construction, Health & Safety,& Transportation

162
46

Work experience in a related occupation 1,465 44

Managers
First-Line Supervisors/Managers of Retail Sales Workers

383
348

Postsecondary vocational award 627 51

Licensed Practical & Licensed Vocational Nurses
Automotive Service Technicians & Mechanics

138
102

Associate degree 2,356 42

Registered Nurses
Computer Specialists

1,113
579

Bachelor’s degree 2,837 107

Computer Software Engineers, Applications
Network & Computer Systems Administrators

248
214

Bachelor’s or higher degree, plus work experience 2,009 35

Sales Managers
General & Operations Managers

500
236

Master’s degree 664 35

Physical Therapists
Occupational Therapists

272
107

Doctoral degree 44 9

Clinical, Counseling & School Psychologists
Medical Scientists, Except Epidemiologists

21
11

First professional degree 178 13

Pharmacists
Physicians & Surgeons

72
48

Source: EMSI Complete Employment - 1st Quarter 2011 and MERIC

EmploymEnt trEnDS

The unemployment rate 
for the St. Louis MSA is 
trending downwards with 
a year over year drop for 
May 2011 of almost one 
percentage point.

Traditionally, there is 
an inverse relationship 
between unemployment 
rates and job opening rates. 
During recessionary times 
unemployment is high 
and the number of open 
jobs declines. Conversely, 
when the economy peaks unemployment is low and job opening rates rise. As seen in the 
graph below, during the 2001 recession, the difference between the unemployment rate and 
job openings rate peaked at 3.8 in mid 2003. It fell to ¹.¹ in late 2007. During the recent 
recession the rates began to diverge almost immediately to a high of 8.3 in early 2010. The 
current gap between unemployment and job openings rates stands at 6.8 (April 2011).
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n the first year of this annual study (2009), the employer survey focused on 

immediate impacts of the developing recession on area employers. Last year’s 

study was conducted during late spring of 2010 and focused on effects of the recession 

on business operations. This year’s examination looks at adjustments made since then 

and future plans for growth. To supplement Employer Survey data, qualitative case study 

interviews were conducted with six area employers of various employment sizes and 

representing six of the seven target industry clusters.

SurvEyED companiES

A random sample from the 
112,853 companies operating 
in the St. Louis MSA 
was generated based on a 
distribution across industries. 
During May and June of 
2011, 1,218 employers were 
surveyed via telephone. 

Shown in the table (at left) 
is the sample size of firms 
per industry. These surveyed 
firms account for roughly one 
percent (range 0.77 – 1.66) of 
the total St. Louis MSA firms 
for that industry.

 

E M p L o y E r  
S u r v E y

SurvEy ParticiPantS by induStry

Industry Total
% of 

Industry

Agriculture 6 1.01

Construction 103 1.22

Manufacturing 29 0.80

Wholesale Trade 63 1.44

Retail Trade 136 1.00

Transportation and Warehousing 16 0.77

Information 17 0.96

Financial, Insurance and Real Estate 160 1.33

Professional Technical Services 146 1.20

Management of Companies 1 1.20

Administrative and Waste Services 60 1.40

Education, Health Care and Social Assistance 270 1.11

Arts, Entertainment and Recreation 82 1.06

Other Services 129 1.66

Total Firms 1,218 112,853

Due to survey size no Mining, Utilities or Public Administration companies 
were surveyed.

Number of Firms per County
Less than 1,000
1,000 - 2,500
2,500 - 5,000
5,000 - 10,000
Greater than 10,000

Employment Size
Less than 2 Employees
2 - 50
50 - 100
100 - 500
Greater than 500

N

St. LouiS MSA EMpLoyErS And  
EMpLoyEr SurvEy pArticipAntS

Source: ESRI Business Analyst. (2010) ReferenceUSAGov, U.S. Businesses Dataset and 
                  Missouri Economic Research and Information Center (MERIC)
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When asked to compare business performance in terms of revenue and sales to the past, and 
predictions for the future, companies are thinking positively. Over 40 percent of companies 
feel business performance has increased from one year ago. This is a somewhat improved 
outlook as compared to the outlook reported in 2010. When asked to think about future 
business performance 54 percent believe revenue and sales will increase in the next year and 
74 percent believe they will see increases in the next five years. 

Case study participants suggest their growth will come from a variety of changes like 
customer awareness, increased demand and technology integration. Case study participant, 
Microgrid Energy, believes the Energy Solutions industry will grow as awareness and 
understanding of clean energy alternatives increases. Increasing demands for the research, 
products and services produced by the Biosciences and Health Care Science and Services 
industries will benefit case study participants bioMérieux, Inc. and SSM Healthcare–St. 
Louis. Talisen Technologies, Inc., subject of the fourth case study, believes company growth 
will continue as more businesses look to increase productivity and efficiency through the 
incorporation of Information Technology solutions into company operations. 

Companies are thinking positively about the future; but also recognize challenges to 
growth persist. Top among challenges to the continued growth of companies is Government 
Regulations, with one third of those surveyed choosing it (compared to one quarter reported 
to have chosen it in 2010). Based on open-ended survey responses, government action is 
seen as unpredictable by area employers. Not knowing the eventual outcomes of state 

0 10 20 30 40 50 60

In Five Years
In One Year
Compared to One Year Ago

Not sure/refused

Declined sharply

Declined modestly

Stayed the same

Increased modestly

Increased sharply

ratingS of currEnt rEvEnuE and SalES buSinESS PErformancE

The survey sample included employers of 
all sizes. The results mirror the region’s 
distribution of employers where 97 percent 
have less than 50 employees.

Almost half of the surveyed employers 
report an average age for their workforce of 
between 35 and 44 years old. There are 284 
companies reporting an average age between 
45 and 54 years compared to 251 who report it 
to be between 24 and 34 years, which supports 
the U.S. Census findings of an aging workforce. This aging trend is further evidenced by 
one quarter of participants reporting the Age of Retirement for their workforce to be over 65 
years; another half of respondents report no employee retirements in the last five years; and 
93 percent of those surveyed expect no more than five retirements in the next year. 

inDuStriES anD companiES

On average, companies report the health of their industries to be Fair (42 percent) or Good 
(23 percent) on a scale of Excellent, Good, Fair, Poor or Very Poor. Survey results from Retail 
Trade and Professional Technical Services reveal equal percentages of companies reporting 
industry health/profitability as Good (21 percent) and Poor (21 percent) Construction, Arts, 
Entertainment and Rec reation, and Other Services are the only industries that balance 
the scale between survey participants reporting industry health/profitability to be Fair 
and Poor. When asked about their individual company, over half of respondents report 
company health/profitability to be Good or Excellent; an additional third report it to be Fair. 
These results match findings reported in 2010 that individuals are more confident in the 
health of their company than they are of their industry. 

SurvEy ParticiPantS by EmPloymEnt SizE

Employment Size Firms

Greater Than 500 29

Between 100 and 500 104

Between 50 and 100 99

Between 2 and 50 912

No Employees/Self Employed 42

Unknown 32

Total 1,218

Very Poor

Poor

Fair

Good

Excellent

32%

34%

19%
9%

3%

42%

23%

7%
18%

5%

Company Industry
thE financial hEalth/Profitability of ParticiPantS’ comPaniES and induStriES
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EmployEE bEnEfitS

Medical Insurance is offered by 72 percent of surveyed employers. Just about two-thirds of 
employers offer retirement savings options like 401K/SEP or Pensions. Approximately 70 
percent of those surveyed offer at least some of their workforce financial incentives above 
a base pay. Nearly 90 percent offer paid vacations and holidays.

Almost three quarters of those surveyed, report that the cost of the benefits they provide 
has increased; but only three percent believe the fringe benefits package for any new hires 
will decrease compared to current packages. Over half expect the offered package to be the 
same as for current employees; and over 80 percent believe their package to be competitive 
or better than those offered by their competitors.

EmploymEnt ExpanSion

Employers rely on a variety of sources to inform their decisions regarding employment 
levels and business expansion. The most popular sources used to forecast employment 
needs are the St. Louis Business Journal (543 respondents), Industry Trade Journals (422) 
and the St. Louis Post-Dispatch (309). These and other sources help employers monitor 
policies and trends likely to im pact operations and hiring decisions. When asked, “What 
barriers, if any, do you face in ex panding your em ployment?” chief among the barriers 
faced by respondents are Economic Con ditions, Government Policies, and a Shortage of Qualified 
Workers. Conversely, less than 10 percent of employers surveyed (107) feel there is a shortage 
of training programs to train workers with necessary skills. 

numbEr of ParticiPantS offEring financial incEntivES

Financial Incentives Employers

Paid Vacation and Holidays 1049

Bonus 862

401K/SAR/SEP (small business 401K)/Retirement 725

Tuition Reimbursement 453

Pension program 393

Base plus commission based on sales quota 379

Stock Options/Profit Sharing 134

Retirement 33

Profit Sharing 32

and federal regulations, like healthcare reform, makes it difficult for employers to know 
what the future holds. Another example of government policies posing challenges comes 
from the Energy Solutions cluster, which relies heavily on government tax credits to help 
private purchasers afford the up-front costs associated with transitioning to clean energy. 
Uncertainty regarding the fate of various tax credits may keep companies cautious in their 
approach to growth and expansion.

The second most elected challenge is Availability of Qualified Labor (215). Only five percent 
(62) of those surveyed felt The Economy poses a challenge to continued company growth. 
This is a small decline from the percent reported in 2010.

Access to Capital ranks third as a challenge to growth among survey participants, which is 
supported by participant answers when asked, “In the past 12 months, how has your access 
to credit for business operations changed?” Almost three quarters (870) feel access has 
Remained About the Same or Decreased.

Lack of technological innovations/R&D — 26

Lack of suppliers — 25

Inadequate facilities — 60

The economy — 62

Lack of customers/Too much competition — 79

Access to capital — 182 

Availability of qualified labor — 215

Government regulations — 397

rank of thE SinglE grEatESt challEngE to continuEd comPany groWth
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WorkforcE SkillS

Employer Survey respondents were asked to categorize their workforce based on three skill 
levels. A detailed explanation of these skill levels is available in the Methodology Section. 
Forty percent of firms say that more than half of their workforce is middle skill. When 
asked, “How do you anticipate your workforce’s middle skills changing over the next 
five years?” approximately two thirds report the distribution to stay the same.

To examine this trend more carefully the St. Louis WIA short-term projections were 
filtered by each of the target industry clusters to look at the distribution of projected jobs to 
be filled in the next two years, based on skill level. The results, shown in the table below, 
for these cluster industries suggest an increasing demand for high skill workers (15,084 
of the 34,052 positions to fill).

St. louiS Wia ProjEctEd EmPloymEnt  
  by induStry cluStEr and Skill lEvEl

Industry Cluster Low Middle High
Cluster 
Totals

Advanced Manufacturing 0 718 985 1,703

Biosciences 187 1,538 802 2,527

Energy Solutions 1 597 1,246 1,844

Financial and Professional Services 1,548 3,658 4,788 9,994

Health Care Science & Services 650 2,913 4,160 7,723

IT Services 0 113 1,757 1,870

Transportation & Logistics 5,706 1,339 1,346 8,391

Total Position by Skill 8,092 10,876 15,084 34,052

Source: MERIC Short term projections 2010–2012

Survey participants were asked two questions regarding finding qualified talent in the St. 
Louis metropolitan area. When asked, “How much difficulty is there finding qualified 
job applicants?” two thirds report having at least some difficulty. When asked more 
specifically about finding applicants with low/middle/high skills the distribution appears 
more promising. Over half of all respondents rate the St. Louis region as Good or Excellent 
for finding the applicants they need with low, middle or high skills. 

Employers are contemplating expansion. 
When asked about their plans regarding 
changes to their employment levels, 
93 percent of those surveyed elected 
Maintaining, Increasing Slightly, or Increasing 
Significantly. 

Employers are equally likely to hire full-
time employees as they are to hire part-
time labor. About a third might hire a 
contract worker or rely on a staffing agency. 
Comments from case study participants, 
like Lambert—St. Louis International 
Airport, suggest employers rely heavily on 
staffing/temporary agencies to help filter 
the applicant pool by academic requirements 
and prior relevant work experience. 

Case study participants were asked about 
any recent hires they had made and 
common themes emerged. Companies 
offering a precision product (Advanced 
Manufacturers) or new technologies 
(Energy Solutions) do not immediately 
expect the labor pool to have the unique 
specialized knowledge for their expected 
duties. Therefore, they are looking for 
an applicant to demonstrate creativity, 
ability to learn quickly and adaptability. 
Accordingly, Microgrid Energy has hired 
talent almost exclusively found through 
personal contact/referrals. Due to a less well 
defined applicant profile, companies like 
bioMérieux, Inc. and GSI have increased 
new hire probation periods to 90 days and 
six months, respectively, to give new hires 
the time necessary to learn job-specific 
nuances and adjust to the team dynamic. 

2009

2011Shortage of training programs to
train workers w/necessary skills

Shortage of workers w/knowledge
/skills/professional readiness

Government policies or regulations

Economic conditions

0 10 20 30 40 50 60 70

barriErS to comPaniES ExPanding EmPloymEnt lEvElS
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constantly help workers develop the skills 
necessary to keep up with innovations. 
This means companies like Microgrid 
Energy and Talisen Technologies, Inc. need 
applicants who demonstrate basic technical 
knowledge along with a willingness to 
learn in a team environment. bioMérieux, 
Inc. and regional Advanced Manufacturing 
employers expressed similar needs for talent 
willing to start in the lower skill positions 
and be mentored by experienced workers. 
To succeed in such a development model, 
the applicant must have the academic and 
professional fundamentals along with the 
willingness to learn company nuances. 

Over half of those surveyed report Poor Work 
Ethic, Communication/Interpersonal Skills, 
and Critical Thinking and Problem-Solving 
as shortcomings of recent job applicants. 
Employer responses also indicate that the 
applicant pool lacks prior knowledge of their 
industry. Due to the extreme shortage of job 
openings during the recovery, job seekers are 
applying to a wider range of occupations and 
industries regardless of prior qualifications 
or desired positions.

To summarize employer comments, “soft” 
skills, in addition to technical knowledge, 
are crucial to work readiness; and all levels 
of education need to refocus on the well-
rounded student with a strong foundation 
in the professional fundamentals.

Vocational training    287

Apprenticeships programs    274

Community College courses    289

Post Secondary degree completion    344

Hire only workers who are already trained    547

Vendor training    569

In-house classroom training    779

On-the-job training   �,���

mEthodS uSEd by comPaniES to train currEnt WorkforcE

Quantitative survey results show employers overall can fill their talent demands from 
regional labor pools. Additional qualitative findings from high growth industry cluster 
conversations suggest employers sometimes conduct national searches to fill specific, 
highly specialized, positions.

talEnt DEvElopmEnt

Survey participants were asked, “What method(s) do you use to help workers address 
your company’s needs for new or increased skill requirements?” (see results on next page). 
In addition to internal staff development (On-the-job and In-house Classroom Training), case 
study participants report partnering with St. Louis Community College to develop curricula 
to certify staff in new regulation compliance, and/or to help staff qualify for advancement 
within a company.

The partnership between education and employers is invaluable to talent development 
and regional growth. Grant-funded program development to meet the demands of new 
regulations or emerging demand is a key element of this partnership. Employers find 
that new graduates often have the adequate technical expertise but lack basic personal 
effectiveness competencies such as work ethic, discipline, critical thinking or interpersonal 
skills. For instance, students who come out of a clinical rotation program may not be 
prepared for the rigor of professional hospital environments. 

Over one third of employers surveyed report recent applicants lacking a Willingness and 
Ability to Learn and the Ability to Collaborate as part of a Team. For the emerging and quickly 
changing industries like Energy Solutions and Information Technology, companies must 

Very PoorPoorFairGoodExcellent
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he St. Louis metropolitan region has a 2011 monthly average of 133,485 people 

looking for work with continuous unemployment claims averaging 22.5 weeks 

(St. Louis WIA figures only). This represents a 7 percent reduction from the 

2010 monthly average of 143,729.3 To most efficiently serve the interests and needs 

of this dislocated population, a survey was designed to capture the worker profile, skill 

level, employment history, career goals and re-employment strategies of job seekers using 

workforce development services in the St. Louis area. This recession, more than any other in 

recent history, has impacted the entire labor force spectrum, from low to high skill workers. 

To better capture all types of job seekers, the dislocated worker survey was administered 

with the help of Missouri Career Centers, Southwestern Illinois WorkNet Centers, St. 

Louis Community College and the professional employment networks: Go! Network and 

BounceBack St. Louis. A total of 408 responses were collected in May and June of 2011.

 

WorkEr profilE

Respondents to the Dislocated Worker Survey included 206 participants of the voluntary 
and open professional employment networks. Forty percent of the professional 
network participants hold a postsecondary degree compared to only 20 percent of 
the 202 survey respondents who do not choose to participate in the networks.

D i S L o c At E D 
W o r k E r  
S u r v E y

diSlocatEd WorkEr SurvEy rESPondEntS by location

Location Count Location Count

Missouri Career Center
Arnold
Deer Creek
Florissant
Forest Park
Jefferson County
North Oaks
SLATE
SLATE Central West End (Delmar)
St. Charles County

21
71
23
10

2
81
22
51
20

Southwestern Illinois WorkNet Center
Belleville
East Alton
East St. Louis
Granite City

Other Locations In
Missouri
Illinois
St. Louis Community College

28
4
2
3

38
10
22

To keep up wiTh The demands 

of The emerging energy 

managemenT markeT, Talisen 

Technologies, inc. parTnered 

wiTh sT. louis communiTy 

college To package The 

knowledge of inTernal experTs 

To besT develop The Technical 

skills of currenT and new hires. 

sT. louis communiTy college 

developed a lean six sigma 

cerTificaTe program for 

biomérieux, inc. when They 

needed To quickly cerTify Their 

workforce To keep up wiTh 

changing regulaTions.

To meeT The increased demand 

for paTienT care Technicians, 

ssm healThcare–sT. louis 

parTnered wiTh The  

sT. louis communiTy college  

To develop a cerTificaTe 

program curriculum.
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paSt EmploymEnt

The surveyed dislocated workers came from 
all industries and a diversity of occupations. 
The median pre-layoff annual salary of 
survey respondents was approximately 
$37,000. Sixty-three percent of professional 
network participants earned more than 
$40,000 a year at their last job, compared to 
25 percent of non-participants. 

Dislocated workers had tenures, with their last 
employer of anywhere between a few months 
to over 25 years, with 74 percent having one to 
ten year tenures. Dislocated workers from the 
manufacturing industry had the highest survey 
participation rate. Of the 88 manufacturing 
respondents 49 percent had a greater than 
five–year tenure with their employer. Only 
Professional Technical Services and Arts, 
Entertainment and Recreation had higher 
percentages, (58 and 54 percent) of dislocated 
workers with greater than five–year tenures. In 
comparison, 63 survey participants come from 
Education, Health Care and Social Assistance; 
but only 30 percent of them had greater than five-year tenures.

rESPondEntS by induStry

Industry Total Percent

Agriculture 2 0.5

Mining 1 .3

Utilities 2 .5

Construction 19 4.7

Manufacturing 88 21.6

Wholesale Trade 7 1.7

Retail Trade 36 8.8

Transportation and Warehousing 23 5.6

Information 23 5.6

Financial, Insurance and Real Estate 44 10.8

Professional Technical Services 19 4.7

Management of Companies 1 .3

Administrative and Waste Services 14 3.4

Education, Health Care and Social Assistance 63 15.4

Arts, Entertainment and Recreation 28 6.9

Other Services 10 2.5

Public Administration 19 4.7

Unclassified 9 2.2

Total 408

Bachelor’s degree
Master’s or Doctoral degree

Associate or Vocational degree
Technical/Vocational 
  certificate/license

48.8%

16.5%

7.8%

26.9%

by PoStSEcondary dEgrEE holdErS

Postsecondary degree
Some Postsecondary
No Postsecondary

59.3%

19.6%

21.1%

by Education attainmEnt

diSlocatEd WorkEr SurvEy rESPondEntS

At present, customers of career centers, St. Louis Community College and professional 
networks are 53 percent women and 47 percent men. The highest percentage (42) of cus-
tomers are mid-career professionals aged 45 – 54 years.

The majority (79 percent) of respondents are the primary wage earners for their household. 
Of the 324 primary wage earners, 64 percent have at least one dependent. Over half (211) of all 
respondents report having no health insurance; and approximately one quarter are covered 
either by a COBRA plan or a spouse’s policy.

The job seekers who participated in the Dislocated Worker Survey demonstrate a strong 
attachment to place, with 60 percent of them stating they are not willing to relocate. Of the 
246 respondents not willing to relocate, 75 percent will not commute a distance greater than 
30 miles one-way to work. These results reflect the trend of a mid-career professional, age 
45-54, settled in residency and family but needing career assistance to be re-skilled and 
re-employed. 

EDucation attainmEnt

The education attainment of survey respondents reflects the larger percentage of higher 
educated workers dislocated by this recession, with 59 percent (242) of respondents holding 
at least an Associate degree and 41 percent (166) having no or only some postsecondary 
education. Bachelor’s degree holders represent 29 percent (118) of respondents, and constitute 
the greatest number of participants, based on educational attainment.
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rE-EmploymEnt SErvicES

The most sought after career service was job 
search assistance, which reflects the mid-
career well–educated pool of respondents. 

Only about one quarter of all respondents 
report being Under–Qualified for a new job 
based on education. When asked about one’s 
interest in training or efforts one might 
be willing to do to increase chances for re-
employment, 30 percent expressed interest 
in Adult Basic Education, Earning a GED 
or improving their Language Skills. One 
quarter of all respondents are interested 
in technical training, including almost 
two thirds expressing interest in advanced 
level computer training.

challEngES anD barriErS

Much of the dislocated worker survey 
focused on the future; asking questions like 
the types of action steps one would consider 
taking and difficulties they expected to 
encounter. When asked about the types of 
challenges one faces when seeking a new 
job, a majority of respondents reported a 
lack of jobs, a lack of jobs offering their 
current wage and benefits, and a barrier of 
age. Almost equal numbers of respondents 
report being Over–Qualified by education 
(28 percent) as those reporting being 
Under–Qualified (24 percent). Ninety-five 
people report Lacking Necessary Technical 
or Computer Skills. Lastly, 36 respondents 
report having Physical, Mental, or Dependent 
Care challenges to getting a new job.

When asked what types of barriers one 
faces in committing to long term training, 
over 90 percent of all respondents report 
needing to earn a wage, or not being able 
to afford a program as a barrier to pursuing 
long-term education training. Only 20 
percent report Lack of Transportation to a 
Program or Lack of Programs in One’s Area 
as a barrier. 

The graph on the following page displays 
the barriers faced by the dislocated workers 
surveyed. 

rESPondEntS intErEStEd in  
  rE-EmPloymEnt SErvicES

Type Count

Job Search
Leads on Possible Openings
Searching for Job Postings

270
265

Application Preparation
Interview Skills
Preparing a Resume

167
140

Career Counseling
Job Types and Outlooks
Jobs of Interest
Vocational Rehabilitation

125
78
24

Education and Training
License or Certification Renewal
Training in High Demand Occupations

63
2

More than half of the dislocated workers surveyed have been out of work for more than a 
year. The current dislocated workers are less optimistic than their counterparts in 2009, 
with a higher percentage of respondents thinking they will be unemployed for more than 
three months.

EmploymEnt SEparation

The survey asked, “What was the 
reason for separation from your 
last employer?” Position Abolished 
was the single most elected option 
with 133 responses. Shown in the 
chart (at left), are the reasons 
for separation elected by the 408 
respondents, and presented by 
industry. Business Closed includes 
those reporting the Failure of a Self-
Operated Business. Insufficient Work 
includes those who separated from 
a Seasonal Position.

At the time of their separation, 
nearly half of all respondents were 
offered no advanced notice of their 
separation, no severance package 
and no referrals to career services. 
All 408 are now accessing career 
services through professional 
networks, Career/Worknet Cen-
ters or St. Louis Community 
College. However, at the time of 
separation less than one quarter of 
respondents were offered career 
counseling or referrals to career 
services providers. 

Not shown are two separations from Utilities and one from Management of companies 
due to Position Abolished; two from Agriculture for Insufficient Work and 43 across 
industries for separation from a still operating facility for a reason not specified.
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t A r g E t  i n D u S t r y  c L u S t E r  D E S c r i p t i o n S *

Advanced Manufacturing
Advanced Manufacturing refers to those industries that convert materials into products but are more technology 
intensive and employ a larger than average number of workers in research and development. It includes those 
operations that incorporate new technologies, production processes and systems to increase the efficiency and 
sustainability of the manufacturing process. Included in Advanced Manufacturing are two niches: Aerospace and 
Defense, and Transportation Equipment.

Energy Solutions
Energy Solutions refers to all energy technologies which provide long-term, low-impact, high value energy solutions 
for residential and commercial use. The cluster includes operations in research and development for five types of non-
petroleum-based energy sources: nuclear power, natural gas, wind energy, solar energy, and biomass/biofuels.

Biosciences
The Biosciences include diverse industries that fuse chemical and biological sciences to support growth and sustainability 
in the agriculture and medical fields. Industry activity includes both production and research and development for 
pharmaceuticals, medical devices, crop and livestock, and chemical manufacturing. Included in Biosciences are three 
niches: Plant and Agriculture Technology, Companion and Feed Animal Sciences, and Biomedical.

Health Care Sciences and Services
The Health Care Sciences and Services encompass the administration and delivery of health care along with health 
innovations that advance the ease and efficiency of delivering services to patients, while providing the opportunity 
for these innovations to trigger start-up companies. Included in Health Care Sciences and Services are three niches: 
Health Care Innovation, Health Sciences, and Health Services.

Information Technology
Information Technology refers to a branch of engineering that employs the use of technology, in both software and 
hardware, to store, transmit and manage data in various formats for use in virtually every industry. Included in 
Information Technology are three niches: Software, Hardware and Systems Design, Data Centers, and Technology 
Resource Centers.

Financial and Professional Services
Financial and Professional Services refers to the collection of industries that provide money management, financial 
planning, legal, public relations, insurance, business support and technical consulting. Included in Financial and 
Professional Services are three niches: Customer Care Centers, Financial Services, and Professional Services.

Transportation and Logistics
Transportation and Logistics refers to the engineering and management of a supply chain network to provide goods 
to consumers and industries in an efficient and timely manner. Included in Transportation and Logistics are three 
niches: Warehousing, Transportation, and Wholesale Trade.

* Adapted from the State of Missouri Strategic Initiative for Economic Growth and the Target Cluster and Marketing Analysis completed by 
Market Street Services, Inc. 31Mar11.

SErvicE nEEDS

Survey participants were asked, “Since being out of work would you be willing to 
seek employment in your current field and/or seek employment in a new field?” Most 
respondents (76 percent) are seeking employment in their current occupational field. Of those 312 
job seekers, 70 percent express concern about finding a position offering their current wage and 
benefits. Only about one third of the 312 looking for a job in their current field are willing to 
complete a degree or short term training to advance in their current occupation.

There were 298 survey respondents who expressed interest in changing career occupations. 
While only half of them are interested in completing a degree to increases their career 
options, 73 percent are willing to pursue short-term training and skills development to increase 
their job options. 

This recession affected the full spectrum of workers regardless of industry, occupation or 
education background. These results reflect a larger number of job seekers already holding 
higher education degrees, but who need re-training to pursue available opportunities. As 
recovery continues, the dislocated workers will need a larger catalogue of services to meet 
their diverse interests and skills. 

These results will help education and training providers along with workforce planners 
design targeted services and trainings for those in need. Dislocated workers are not 
optimistic about job prospects; however, they are willing to change careers and enhance 
their skills, but cannot afford the cost of training.

Physical Limitation — 8

Unable to meet admission criteria — 14

Lack of access to child/dependent care — 15

Lack of transportation to get to a facility — 36

Lack of training /education program in my area — 46

Cannot afford to pay for the program — 261

Need to earn wages to support self and family — 311

rESPondEntS’ barriErS to committing to long-tErm training
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E M p L o y E r  S u r v E y  A p p E n D i x

Skills
1. What percentages of your company’s positions require the following skill levels? 

a. Low b. Middle c. High 

2. For each skill level, how do you anticipate your company’s workforce skills changing over the next five years? 

3. How would you rate the St. Louis metropolitan area for finding applicants with the skills required for each 
skill level of your workforce?

4. What methods do you use to help workers address your company’s needs for new or increased skill 
requirements?
a. In-house classroom training
b. On-the-job training
c Vendor training
d. Apprenticeship programs

e. Community college courses
f. Vocational training
g. College degree (Associate or higher)
h. Hire only workers who are already trained

Benefits
1. What benefits and training opportunities are offered by your company?

2. What financial incentives are offered by your company? 

3. In the next 12 months are you going to hire new employees?

4. Will there be a change in the fringe benefits package for the new hires?

5. Has the cost of benefits that you offer employees gone up?

6. Are you offering a competitive compensation and benefits package to your employees compared to your 
competitors?

Current and Future Employees
1. How many employees does your company currently employ in the St. Louis Metro area?

2. What is the average age of your company’s workforce?

3. How many of your employees do you anticipate will retire in the next year?

4. At what age have employees in your company retired in the past five years? 

Business Operations
1. Compared to 12 months ago, how would you describe your current business performance in terms of  

revenue and sales?

2. How would you rate your company’s financial health/profitability?

3. How would you rate the financial health/profitability of your company’s industry? 

4. Please rate your expected business performance in terms of revenue and sales over the next 12 months.

5. What are your expectations for your company’s growth over the next five years?

6. Which, if any, sources of information used by other business executives to forecast employment needs in the 
St. Louis area do you use?

7. In the past 12 months, has your access to credit for business operations changed?

8. Which one of the following do you see as the greatest challenge to the continued growth of your company?
a. Inadequate facilities
b. Access to capital
c. Availability of qualified labor
d. Government regulations

e. Slow research developments
f. Lack of technological innovations
g. Lack of local suppliers
h. Inadequate transportation

Employment
1. Over the next 12 months, how will the current employment levels of your business change?

2. What barriers, if any, do you face in expanding your employment? 
a. Shortage of workers with knowledge or skills
b. Shortage of available training programs
c. Economic conditions
d. Government policies or regulations

e. Lack of information
f. Lack of access to transportation to get to work
g. Lack of access to child care

3. If you were to add employees in the next 12 months, which of the following methods would you be likely  
to use?
a. Recalling workers from a lay-off list
b. Hiring new full time employees
c. Hiring part time employees

d. Hiring contract employees
e. Using a temporary agency

4. How difficult is it to find qualified job applicants?

5. Which, if any, are the shortcomings of recent job applicants?
a. Poor work ethic
b. Communication/interpersonal skills
c. Willingness and ability to learn
d. Basic math skills
e. Writing skills
f. Understanding written and graphical information

g. Teamwork and collaboration
h. Critical thinking and problem-solving
i. General knowledge of business or industry
j. Technical skills specific to the job
k. Lack of computer skills
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D i S L o c At E D  W o r k E r  S u r v E y  A p p E n D i x

20. Which of the following challenges do you think you may face in getting a new job?
a. The lack of jobs in my field 
b. Finding a job at current wages / benefits 
c. Being under-qualified by education 
d. Being over-qualified by education 
e. A lack of computer skills 
f. Technical skills that are not current 

g. Lack of English language skills 
h. Barrier of age 
i. Difficulty relocating 
j. Mental health conditions 
k. Physical limitations 
l. Lake of child or dependent care 

21. Since you have been out of work, which of the following are you willing to do now?
a. Seek employment in my current field
b. Seek employment in a new field
c. Update math, reading or writing skills
d. Enroll in a course to upgrade skills
e. Seek training in a new field

f. Start a business
g. Retire
h. Attend school, work part-time
i. Volunteering at local community organizations

22. Are you willing to relocate?

23. How many miles are you willing to commute one-way to work?

24. Which of the following services would be most helpful in getting the job you want?
a. Job search skills 
b. Job leads/job placement 
c. Job search tips from experienced workers 
d. Resume writing assistance 
e. Interviewing skills 
f. Career counseling 
g. Testing to determine job interests and skills 

h. Vocational rehabilitation 
i. Relocation assistance 
j. Transportation assistance  

(while looking for work or in school) 
k. Dependent care assistance  

(while looking for work or in school) 
l. License /certification renewal 
m. Training in high demand occupations 

 25. What kind of training are you interested in receiving?
a. Adult basic education (reading, writing, math) 
b. High school equivalency testing (GED) 
c. English (speaking, reading, writing) 
d. Computer classes 

i. Basic (computer skills, email, internet) 
ii. Intermediate (word processing, spreadsheets) 
iii. Advanced (multimedia, specific software) 

e. Completing a degree 
i. In current field 
ii. Another field 

f. Short term (less than one year) 
g. Long term (one year or more ) 
h. Training to update current job skills  

(short term 2-8 weeks) 
i. Training in a new job skill  

(short term 2-8 weeks) 
j. Training in how to start a business  

(short term 2-8 weeks) 

26. What are some of the barriers preventing you from committing to a long term educational program?
a. Need to earn wages to support self and family 
b. Cannot afford to pay for the program 
c. Lack of access to child care/dependent care 
d. Lack of transportation to get to a facility 

e. Physical limitations 
f. Unable to meet admission criteria 
g. Lack of a training/education program in my area 

Worker Profile
1. Which career center are you at right now?

2. What is your gender?

3. What is your age?

4. Which county do you live in?

5. What is your highest education level completed?

6. Are you the primary wage earner of your household?

7. How many people depend on your income, including yourself?

8. Are you currently covered by health insurance?

Past Employment
9. What was the industry you were employed in?

10. What is the name of your last employer? 

11. In what city and county was your last employer located?

12. How long did you work for your last employer?

13. What was your job title?

14. How long has it been since you separated from your last employer?

15. At the time of your separation, what was your hourly wage? 

16. What was the reason for your separation?
a. Plant or company closed down or moved
b. Insufficient work
c. Position or shift abolished

d. Seasonal job completed
e. Self operated business failed

17. At the time of separation, did your employer provide any of the following?
a. Advance notice about the dismissal
b. Option to stay with the company and relocate
c. Option to do a different job in the same company
d. Option to stay on with reduced pay/benefits

e. Severance pay
f. Career counseling
g. Information or referral to career services

Job Search Process
18. How long do you anticipate to remain without work?

19. Do you participate in GO! Network and/or BounceBack St. Louis?
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