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Survey Results

What Are Essential Competencies On the Job?

What are key skills and knowledge required across a broad range of jobs? Which skill sets are in shortest supply?
In September 2015 CED surveyed its Members — CEOs and other business leaders — to explore these questions.

Essential Competencies for Being Hired

We asked our Members, regarding recent applicants to
their organization’s U.S. workforce:
“How important is it that the applicant has knowledge

and skills in the following areas when your organization is

deciding whether to hire the applicant?”

Problem Solving

Ability to work with others of diverse
backgrounds.

Critical Thinking
Teamwork/Collaboration

Oral Communication
Organized/Ability to Prioritize
Written Communication
Proficiency with New Technologies
Quantitative Ability/ Numeracy
Creativity/Innovation

STEM Skills

Technical Skills

Media Literacy
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Essential Competencies to Be Hired at Members' Organizations

M Essential: Applicant is
unlikely to be hired at
my organization
without a high level
of skill or knowledge
in this area.

Very important: High
levels of skill or
knowledge in this
area are not
absolutely required
but strongly increase
the likelihood of
being hired.

100%

Which Competencies Are in Shortest Supply?

For those Members who rated a particular competency as
“essential” or “very important,” we then asked:

“To what extent does your organization encounter
shortages or surpluses of applicants with sufficient skills and
knowledge in each of the areas you identified?”

Quantitative Ability/ Numeracy
Creativity/Innovation

STEM Skills

Critical Thinking

Written Communication
Problem Solving

Technical Skills

Proficiency with New Technologies
Media Literacy

Oral Communication
Teamwork/Collaboration
Organized/Ability to Prioritize

Ability to work with others of diverse
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Which Competencies Are Hardest to Hire?
(Responses from Members who Rated the Skill "Essential" or "Very Important")

80%

¥ Large shortage of
applicants with these
skills: When my
organization is hiring,
very few job applicants
have sufficient skills
and knowledge of this
type to be hired by my
organization.

Moderate shortage of
applicants with these
skills: When my
organization is hiring,
few job applicants have
sufficient skills and
knowledge of this type
to be hired by my
organization.

Which Competencies Are Both Essential and in
Short Supply?

The chart below shows skills that are considered both very
important for being hired by our Members’ organizations
and that are hard to find among applicants.

Which Essential Skills are Hardest to Hire?
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Adequacy of Basic Skills among Recent Graduates

We asked our Members:

“What percentage of recent high school and college graduates
applying to your organization have adequate basic skills in
math, reading, grammar, and spoken English?”
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83% of Members’ Organizations Offer Skills Assistance and
Training for Employees

The most common forms of skills assistance and training offered
by the respondents’ organizations appear in the chart below.

Most Common Ways Members' Companies Support Skills
Development

Company-sponsored education or training classes/
programs (in-house and non-remedial)
A work culture of continuous growth or lifelong
learning
Internal e-learning platforms for ion and skills
development

Mentoring opportunities (for employees to receive
mentoring)
Tuition assistance/reimbursement for job-related
work or degree programs
Creation of clear career pathways in the
organization

An in-house company university or academy
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Competency-Based Education

Competency-Based Education (CBE) is an approach to education

in which students earn credits based on demonstrating mastery of
certain skills, or competencies. This method of recognizing educational
achievements differs from the traditional credit-hour system where
students advance by earning credits based on time spent in class. In
competency-based education, students advance at their own pace and
earn credit based on demonstrated learning, rather than time spent.
Through a CBE program, students have the ability to complete the
requirements necessary to receive an Associate’s or Bachelor’s degree,
or they can receive recognition for mastering specific competencies
that potential employers desire, independent of degree completion.

We asked our Members:
“Based on this description of competency-based education, how interested
would your organization be in hiring students from a CBE program?”

Interest in Hiring CBE Graduates
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Survey Details

CED fielded this online survey to its 175 members September 1-23,
2015. Fifty-seven members completed the survey, for a response
rate of 33%. Five of the 57 respondents had been retired for 2 or
more years, so the results reported here are from the remaining 52
respondents. Given the nature of the sample and the response rate,
these results are representative of the opinions of these 52 CED
Members only and should not be generalized more broadly.

The charts below provide additional background on the
survey respondents.

Respondent's Role

President/CEO | 58%
Senior Vice President 10%
Managing Director 4%
Director ] 4%
Vice President ; 4%
Chief Human Resource Officer :]l 2%
Other E—19%
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Business Sector

Business & professional services 27%
Financial and insurance services
Educational services (universities, colleges,
Healthcare
Other
Wholesale and Retail Trade
Industrial (durable) manufacturing
Consumer (non-durable) manufacturing
Construction

Communications/publication/software/

Computer (high-tech.) manufacturing

Energy (oil and natural gas extraction)
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For additional information about this survey, please contact Dr. Monica Herk, Vice President of Economic Research o mherk@ced.org
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