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In Collaboration With

Innovate + 
Educate

In 2003, The South Carolina Competitiveness Initiative was 

established as is a public-private collaborative effort involving a wide 

range of individuals and organizations. That same year the leadership 

team from the Initiative commissioned a study of South Carolina’s 

economy. That study identified eight distinct issue areas for the state 

to focus on in order to increase per capita income in South Carolina 

and make the state more competitive overall. In 2004, the study led 

to the establishment of bylaws for the South Carolina Council on 

Competitiveness and in 2005 the Council was publicly launched.

Throughout its many iterations, three priorities have remained the 

cornerstone of the Council’s approach to serving the state: 

1. providing actionable research;

2. supporting industry clusters;

3. promoting innovative education & workforce development.

SC Competes remains a standard-bearer in the realm of industry 

clusters and continues to be called upon to vet, establish, and incubate 

clusters as they navigate the industry-changing dynamics that come 

with technology and innovation. SC Competes produces and provides 

research studies that allow business leaders, policymakers, and other 

stakeholders to make informed decisions.

ABOUT
SC COMPETES

Innovate+Educate is a national 
501c3 founded in 2008.
Over the past decade, the 
organization has focused on the 
future of hiring based on skills. 

Since 2009, Innovate+Educate has 
led national conversations around 
the effectiveness of hiring based on 
skills, not just degrees. 
Their work and research have 
been recognized by foundations, 
policymakers, and companies as 
leading edge.  

Innovate+Educate work is primarily 
with business and industry partners 
as they continue to elevate skills
as the new currency in hiring, 
training and advancement.
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PREFACE

This report from Innovate+Educate, a national nonprofit 

focused on the future of working and learning, in partnership 

with SC Competes, continues a long line of work in the state to 

better match workforce development, education, and the work of 

the SC Competes clusters and initiatives in order to benefit the 

economic prosperity of SC and its residents. 

The report was developed from survey results of companies and 

leaders across the state of SC, group discussions with  cluster leaders, 

and meetings with industry-driven organizations. 

The report also includes key initiatives, strategies and findings of 

Innovate + Educate (I+E) and other national organizations doing 

deep work in skills-based hiring and learning stratiges. I+E continues 

to work with businesses across the US that have implemented new 

hiring and training processes based on skills versus degrees.  

The report illuminates ways the business community can align 

hiring efforts with the “Profile of the SC Graduate” as well as how 

the “Profile of the SC Graduate” aligns with the skills-based hiring 

and training efforts happening across the United States. 
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Across the U.S., savvy business leaders are breaking their HR cycles by investing in new pathways to emergent skills that enable 

individuals to work through their entire career. And, traditional education and training providers are focusing more on skills development 

and on providing individuals with access to a more 

diverse array of eduction and training, starting 

as early as high school. The “working learner” is 

growing in numbers. The majority of college students 

in the U.S. who are studying toward a coveted college 

degree are also working a minimum of 20 hours per 

week. Additionally, 48 percent of high school students 

report working for pay outside of their home at least 

part time.

We are living in a time where labor market challenges 

are accelerating the adoption of skills-based hiring. 

Evaluating applicants on their demonstrated skills 

and competencies instead of only their level of 

educational attainment can help companies address 

talent shortages while creating more opportunities 

for those without a higher education degree. The 

skills-based hiring approach opens more pathways 

to  well-paying careers to high school graudates and 

workers often hidden from employers‘ considerations 

due to degree requirements. Ultimately, adopting 

skills-based hiring allows companies to achieve a 

number of goals, including retention, lower time to 

hire and lower costs to hire. 

There is a growing importance by employers for soft skills in 

the workplace... Skills-based hiring can create opportunities 

for high school students and non-traditional workers.

National Movement to Skills-Based 
Hiring
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“In the past applicant tracking systems got smarter, companies 
realized they could screen based on GPA, University, or other 
relatively easy-to-find data. However, once companies looked 
at the performance of these employees, they realized these were 
not always an indicator of success. Actual performance is often 
based on learning agility, drive, personal skills, people skills, or 
technical skills; where they went to college is a related but not 
causal factor.”

- Josh Bersin, Founder of Bersin by Deloitte

The field of people analytics has also given rise to entirely new categories and services.  As Innovate+Educate continues our work with 

employers, we are finding that the most innovative employers are asking us for what we describe as “Talent and Skills-Based Hiring as a 

Service”. This means starting with the talent gap, looking at hardest to fill positions, identifying positions that could create ROI in skills-

based hiring, and then mapping the educational and training resources with the employer’s skill needs for the positions. While applicant 

tracking systems have made hiring much more efficient for employers, they also have the ability to leave out a large percentage of the 

workforce that might fit the skills framework for the job, especially those without an associate’s or bachelor’s degree.  Josh Bersin, a leader 

in Talent Analytics, states, 

In fact, New York sees artificial intelligence technologies and applicant tracking systems as a 

threat to many in the workforce. A bill passed by the New York city council in November of 

2021 bans employers from using automated hiring tools unless a yearly bias audit can show 

they won’t discriminate based on an applicant’s race or gender. This legislation also forces 

makers of those A.I. tools to disclose more about their opaque workings and give candidates 

the option of choosing an alternative process—such as a human—to review their application.

While this report won‘t highlight all of the work happening across the U.S. as companies and 

State policy leaders are rapidly shifting the way they do business, we do believe there has 

been an escalation in shifting practices due to multiple factors hitting corporate America. 

These include post-COVID hiring needs accelerating and a greater emphasis in hiring 

minorities. We continue to point out in all of our work that 2/3 of the U.S. population does 

not have a degree. Yet, in 2021 Burning Glass job postings still showed 44% of jobs required 

a degree to get the job (albeit, this was down from 51% in 2017). As Byron Auguste, CEO 

of Opportunity@Work stated in a recent article, “There are many ways to acquire valuable 

skills; there should be just as many ways for those skills to be recognized.” Opportunity@

Work is just one of the hundreds of organizations across the U.S. starting to adopt skills-based 

hiring as its nonprofit mission. 

“More and more companies 
are realizing that the perceived 
“skills gaps” and “lack of 
talent” may be due to their own 
inadequacy in looking at talent 
differently. If employers shift to 
skills-based hiring (SBH), they 
will have roughly two-thirds of 
the U.S. worker population that 
they have previously “filtered 
out” by requiring a degree.”

- Dr. Merrilea Mayo
Founder of SBH Wikipedia, 2009

https://en.wikipedia.org/wiki/Skills-based_hiring
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If the employer shift is critical, how can research support employers in making this shift?

Validated research shows that skills are at least five times more predictive in hiring 
than hiring by degree education. (Hunter and Hunter, 1984). Innovate + Educate 
revalidated the study in 2011 and presented it to the Office of Science and Technology 
Policy to launch their national effort in skills-based hiring. 

The famous study has been revisited many times in the last 35 years using relatively sophisticated multi-dimensional 
frameworks. The study has been cited over 20,000 times in the last 35 years. 
The ability composite is an average of three or more test scores that test both cognitive and/or non-cognitive skills. 
As noted in the chart below, the second most predictive for job performance (after the ability composite) is a job tryout, 
which would include an internship, apprenticeship, or other method of on-the-job training. One‘s interest in a career 
or job is equivalent to their having education background in the job (see below chart). 

Research provided to White House OSTP, 2011, Innovate + Educate

Table 1 Table from the metastudy by Hunter and Hunter1 (1984). On the left are listed various employer hiring metrics. The mean 

correlation coefficient, M, for each metric describes how well it correlates to future on-the-job performance (measured primarily by 

supervisor ratings and work product samples).  M can vary from 0 to 1. M= 0 means no correlation to on-the-job performance; employers 

using this method to select candidates might as well be picking names out of a hat. M=1 indicates a perfect correlation to on-the-job 

performance. No methodology is perfect, but the ability composite is literally 5 times better than level of education (or degree) in 

predicting future job performance (M=0.53 vs. M=0.1).

1 John E. Hunter and Ronda F. Hunter, “Validity and Utility of Alternative Predictors of Job Performance,” Psychological Bulletin 96 (1984), 
72-98.
2 New Options Project. Innovate + Educate, 2009 - 2013, funded by the W. K. Kellogg Foundation
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In 2013, as part of the national projected New Options, funded by the W. K. Kellogg Foundation, Innovate+Educate ran it‘s own

validation study on skills-based hiring, in collaboration with Intel New Mexico. Intel was interested in dropping the four-year degree

requirement and hiring based on the skill of Applied Mathematics (level 5, ACT Workeys™). for their manufacturing technicians. Innovate

+ Educate recommended skills-based assessment in hiring these candidates.

With a pool of 1809 learners assessed, the below graph elevates the hidden talent pool across Albuquerque, New Mexico. While Intel had

previously required a bachelor’s degree (16+ years of education), more than ½ of that candidate pool did not have the mathematics skill to

do the job. And, at the same time, dropping the degree identified a much larger pool with the high level mathematics ability and no

degree. In the below diagram, their previously qualified talent pool was the red/green shaded quadrant to the right. Their new qualified

talent pool included all of the green region across the top. It even included 7th and 8th graders that could be their FUTURE talent pool,

already skilled highly in math.

Figure 1.  Applied mathematics skill vs. years 

of education, showing the incredible spread 

in skill levels for a given level of education.  

Individuals at grade 12 are high school 

graduates, grade 16 are college graduates, 

and grade 17 are master’s degrees and above.   

The “level” scale on the right-hand side of the 

graph is the coarser scale corresponding to 

the applied math requirements of real jobs.  

Most entry-level jobs require a Level 3 in 

applied math.  Level 7 jobs require math at 

much higher levels and include most science 

& engineering occupations.   

95% of all jobs can be expressed as a combination of 3-5 fundamental skills.  The higher the cognitive load of the job (e.g., a scientist vs. a 

waiter), the more predictive of job performance cognitive skill scores become (Table 2).   

Table 2.  Cognitive ability predicts on-the-job performance better for higher complexity jobs than lower complexity jobs (Hunter and Hunter, 

1984).  Note that for the average job, M=0.5.
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Another study done in 2016 with a collaboration between Innovate+Educate and 

Starbucks also showed positive ROI. After assessing hundreds of candidates 

for their employability skills, including customer service, collaboration, and 

communication, Innovate+Educate referred the top performers to Starbucks 

for interviews. A large percentage of these had no formal education beyond 

high school. Of the cohort hired by the company, a 30% reduction in turnover 

was identified. The company also noted a reduction in time to hire and cost 

to hire these candidates. The most convincing proof for companies as well as 

policymakers and educators is to look at how skills-based hiring has closed 

the skills gap, while still creating ROI to companies‘ bottom lines. 

EMPLOYER

POSITIONS FILLED 

USING COGNITIVE 

SKILL SCORES

OUTCOMES (COMPARED TO PRIOR 

PRACTICES)

1.
Subaru of Indiana Automotive
(Lafayette, IN) Automotive Assembly Workers 25% reduction in turnover

2. Covidian Health Care (Macon, GA) Manufacturing Production
Per-person hiring cost reduced from $2,300 to $600 Time-

to-hire reduced from 45 days to 17 days. Time-to-full 
employee efficiency reduced from 2 years to 6 months.  

3.
Steelscape (Calama, WA; Richmond &
Rancho Cucamonga, CA)

Self-directed manufacturing 
teams

<4% turnover overall and a “Best Practice“ award from the 
American Psychological Association for its hiring process

4.
Bradner Village, a retirement
community (Marion, IN)

Nurses, Nursing Assistants, 
dietary staff, etc. 37% reduction in turnover

5. Inova Health System (Falls Church, VA) Customer Assistants & Clinical 
Assistants 73% reduction in turnover, $1.8M cost savings

6. 911 Call Center (Lexington County, SC) Call Center Operators 50% reduction in turnover; skills-related turnover went to 0.

7. Berner Food and Beverage (Dakota, IL) Food Production
95% reduction in worker‘s compensation. 80% reduction in 

cost of nonconforming product. Longest run to date without 
a lost-time injury. Turnover now down to 2%.

8.
Farmington Public Library (Farmington,
NM) Library Clerk Cost-to-hire reduced 70%; time-to-hire reduced 60%. 

Applicant pool trimmed by 78%.

9.
Buckman Regional Water Treatment
Plant (Santa Fe, NM)

All positions within the 
company 0 turnover after one year

10.
PGT Industries (Salisbury, NC and
Venice, FL)

Manufacturing, Glass 
Processing, and Logistics

30% reduction in turnover; 50% reduction in training costs; 
50% reduction in training time

As the table below shows, those companies who have shifted to use 

“skills-based hiring” to select job candidates have seen significant 

performance improvements: 25-75% reductions in turnover, 40-

70% reductions in time-to-hire, 70% reductions in cost to hire, 50% 

reductions in time-to- train, and various other benefits that vary 

according to industry sector (e.g., up to an 80% reduction in the cost 

of non-conforming product for manufacturing companies). Instead 

of just getting anyone who has a piece of paper of some kind, from 

somewhere, they get someone who can do the job. This distinction 

matters. The below chart shows some of the outcomes on companies 

shifting to skills based hiring.
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Got Skills? 
Identifying Skills for Success

In February 2022, a study produced by Harvard Business School (HBS) in conjunction with Burning Glass (EMSI) 

released a data-heavy report titled “The Emerging Degree Reset”. The study provides empirical evidence of employer 

preferences shifting from degrees to skills. The report highlights how the shift to skills-based hiring holds the keys to 

growing a U.S. workforce as employers across all states encounter a significant talent shortage. The HBS/EMSI study 

found that some employers that simply required college degrees and assumed they were accurate proxies of desired skills 

have now shifted to job postings with decreased degree requirements and more well-defined skill requirements. Skills

highlighted include durable human aptitude skills such as communication, collaboration, and learning how to learn. 

This “degree reset” described in the February paper states that as much as 46% of middle-skill positions and 31% of high-

skilled positions across the U.S. experienced material degree resets from 2017-2019. And, yes, while COVID may have 

exacerbated it, the data shows that as much as 63% of those changes were structural and permanent in nature, happening 

before the COVID crisis.

It is hard to identify all of the national work happening, however there are some key collaborative efforts led by national 

nonprofits such as Business Roundtable (Washington, DC) and Opportunity@Work. In May 2022, Innovate+Educate 

convened 50+ national employers from across the U.S. to facilitate discussions on the future of working and learning. 

There was unanimous agreement amongst the CHRO/CLO leadership that the existing hiring systems were not working 

anymore. Noted were ineffective processes, lack of communication across C-Suite, and corporate culture.

The majority of the employers agreed that a collective of companies could work together to pilot, iterate and scale a system 

design that looks at transferable skills across job classes. With 95% of all jobs requiring similar skills (5-6 cognitive skills), 

this could help companies identify not only a larger, more diverse talent pool, they could also develop incumbent training 

for job mobility based on skills.

More than 80 companies have made commitments to the Business Roundtable’s Multiple Pathways Program. Representing 

every sector of the economy. The companies have signed on to participate in this effort and are now implementing new 

recruitment and assessment strategies to better recognize and evaluate skills of all job seekers. Companies are also 

identifying upward career paths that employees can navigate by acquiring new and/or different skills along their career 

journey. And companies are developing and updating their training programs to help incumbent employees gain the skills 

they need to advance.

How does this national work relate to South Carolina? South Carolina‘s post-secondary education attainment rate was 

46.8 percent in 2020, nationally ranking 42nd and below the 51.3 percent national average, according to the Lumina 

Foundation‘s Annual Report on National Educational Attainment. Therefore, approximately 53% of talent across South 

Carolina‘s potential workforce do not have a formal degree. In order to find the workers they need, SC companies must 

hire high school graduates and learners that have skills but may not have completed an associate degree or higher. This will 

expand the talent pool significantly. Key to this shift is employers both agreeing on the skills necessary for success as

well as the ability to measure and recognize these skills in candidates (as early as high school). The South Carolina 

Profile of the Graduate is a useful tool for employers, educators, policymakers, and other stakeholders across the 

State.
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As the South Carolina economy settles into new 

post-COVID realities, it is clear that companies 

are struggling across all sectors to find talent. 

There is no doubt that the “world of work” is 

changing rapidly. There is no more critical time 

than now for companies across South Carolina to 

identify new, innovative strategies to hire talent, 

including looking at the pool of high school 

graduates. 

In December 2020, TransformSC released results 

of a South Carolina Workforce Readiness Survey.  

Businesses were surveyed to further understand 

how schools were meeting the needs of hiring 

managers and employers. The survey found that 

The Profile of the South Carolina Graduate can expand 
opportunities for both employers and students, while identifying 
the talent pool for South Carolina‘s growth sectors. 

A New Paradigm: The SC Profile

while not necessarily familiar with the “Profile of the SC Graduate” (40%), 81% believe that the skills and characteristics identified in the 

profile are important skills for young adults to succeed in the workforce. 

Other findings of the workforce survey included:

• Hiring managers see the biggest gap between what they find important and the performance of South Carolina schools on Work Ethic,

Integrity, Critical Thinking, Communication and the Ability to Learn New Things.

• Work ethic is the most important skill employers look for in entry level hires but is among the traits most lacking in job candidates.

• Other important skills include knowing how to learn, communication, collaboration, critical thinking, and teamwork.

• Employers have a great deal of confidence in the evaluation of non-academic skills and believe that participation in work-study and

internships as well as a separate evaluation of those skills are the best ways to measure them.

• Employers place less importance on academic skills (Language Arts, Arts, Social Science    and STEM) despite saying they believe

World-Class Knowledge is the area of the Profile    that needs the most improvement.

• Nearly all (89%) hiring managers say “real-life” or “hands-on” skills are important for new hires to have, but just 45% always or often

encounter entry-level candidates with this experience.

• The most convincing evaluation of soft-skills is seeing that a student has work experience or separate grades or certificates for their

achievement in critical life and career-based skills.
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The “South Carolina Workforce Readiness Survey” sought to determine whether the “Profile of the SC Graduate” and the skills on the 

Profile codified in 2016 were still relevant to employers several years later. This survey found that employers believed that the skills and 

characteristics identified in this profile were the relevant ones, especially the life and career characteristics identified in the profile. Overall, 

the “South Carolina Workforce Readiness Survey” survey confirmed that SC schools have progressed in preparing students in many of 

the areas that employers have identified. Three quarters of those surveyed found their entry level candidates excelled in the areas most 

important to employers:

 •   Ability to Learn

 •   Communication

 •   Collaboration

 •   Teamwork 

The World Class Skills and Life and Career Characteristics in the Profile of the South Carolina Graduate also connect to specific skills 

employers are looking for, not just in South Carolina but nationally. The chart below compares the Profile of the SC Graduate to Boston 

University‘s Center for Career Development annual survey of employers (2021). While some may quibble over the semantics, the skills 

crosswalk almost 95%.

Profile of the South Carolina Graduate
:
• Creativity and innovation
• Critical thinking and problem solving
• Collaboration and teamwork
• Communication, information media and technology
• Knowing how to learn
• Integrity
• Self-direction
• Global perpspective
• Perseverance
• Work ethic
• Interpersonal skills

The Center for Career Development at Boston University 
“Top 10 Skills/Qualities Employers Seek“:

• Ability to verbally communicate with persons inside and outside 
the organization. 

• Ability to work in a team structure. 
• Ability to make decisions and solve problems. 
• Ability to plan, organize, and prioritize work. 
• Ability to obtain and process information. 
• Ability to analyze quantitative data. 
• Technical knowledge related to the job. 
• Proficiency with computer software programs. 
• Ability to create and/or edit written reports. 
• Ability to sell or influence others. 



Hiring the Graduate

South Carolina provides invaluable resources that our company uses to leverage recruiting needs across the 
state. We work with the technical colleges, the workforce centers, Tallo and high schools to recruit young 
people with help from each resource. Our partnership with readySC had been critical in these efforts, and we 

couldn’t produce the high-quality carbon fibers here in Spartanburg without the help from these groups.

Mary Bell | Manager of HR & General Affairs, Toray Composite Materials, Inc.
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Beaufort - Jasper Water & 
Sewer Authority (BJWSA) 
Through interviews, we learned about work happening with high school students in

the energy field. In spring of 2021, BJWSA started its inaugural 15-week high school

internship program for students in the Beaufort County and the Jasper County School Districts.

The internship program offers students a chance for hands-on experience in departments

such as Customer Service and Field Operations. Just as the class of 2022 started in January,

BJWSA received a 2022 National Environmental Achievement Awards (NEAA) from the

National Association of Clean Water Agencies (NACWA) in the Workforce Development 

Category for the inaugural intern program. BJWSA works across both Beaufort and Jasper 

County School Districts to place high school students into internships. And, Battle Creek 

High School student Jada Garvin turned her BJWSA internship into a career. As BJWSA 

continues to recruit high school students to start a career, they provide mentoring as well. The 

company sees this as a critical asset to their pipeline. And, with roles in customer service, soft 

skills are critical for their workforce.

Toray Composite Materials, Inc .is a leader in SC’s aerospace cluster. The company 

manufactures advanced composites for aerospace applications. Founded in 1926 with a 

global workforce of 48K worldwide, Toray in SC is one of three facilities in the U.S. Spread 

over 400 acres in Spartanburg, the company has projects an expansion which could double 

from their current 130 employees.

The minimum degree for working at Toray is a high school diploma, and Toray also 

administers ACT Workkeys™ onsite as part of their interviewing/hiring process. Mary 

Bell, Manager of HR says that the company engages across the community, serving in 

job fairs, mock interviews and other areas that support the young adults moving into 

the workforce. “High Schools should really help our students with phone interviews, as 

many young adults are not prepared for an interview. It is something that I think could be 

integrated into the career planning, and I know companies across South Carolina would be 

happy to help with mock interviews,” said Mary.

Toray Composite Materials

Innovative efforts are happening across the state of SC to ensure 
a competitive economy in the future. Here we highlight a few 
examples. 
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Jada Gavin, from high school to a career. (photo credit: BJWSA website)

Another mention by employers in interviews, specifically in the trade cluster areas, was the Be Pro Be Proud South Carolina Initiative. 

In the third quarter of 2020, South Carolina became the third State (Arkansas and North Carolina) to join the network. The program 

includes a 53-foot double-expandable 18-wheeler with 8 simulators, aiming to grab high school students’ interest in the trade fields. 

Be Proud Be Pro SC highlights 15 different trades for students to explore, including Automation and Robotics, Welding, HVAC, 

Plumbing, CAD/CAM Drafter, CNC Operator, Commercial Truck Driver, Construction Services, Diesel Technician, Electrician, 

Heavy Equipment Operator, Fiber Optics Technician, Tool and Die Maker, Line Worker, and Machinist. An interactive map helps 

learners find training programs, and lists open jobs of 56 employers.  

The landscape in South Carolina is leveraging resources effectively for the future of work. We now take a look at other innovation 

happening across the national landscape. 

Ensuring that agribusiness has a strong workforce pipeline is critical to the state of South Carolina.  There is an obvious need to educate students 
and stakeholders at all age levels as to the facts surrounding agriculture and forestry. PABC supports funding utilized to provide such education and 
information-sharing efforts and to supply the necessary tools needed to accomplish such efforts.  Through such investments, the goal would be a better 

understanding of agribusiness and to encourage consideration of agribusiness careers as individuals enter the workplace. 

Ronnie Summers | Chief Executive Director, Palmetto Agribusiness Council
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Media and Marketing
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Other
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Industry

Respondents were from a wide section of industries with 10% in Construction; 9% in Healthcare; 9% in Technology; 8% in Financial 

Services; and between 4-6% in Nonprofit, Government, and Education. We anticipate additional results from the Aerospace and 

Engineering fields (currently at 3% each).  The other category included mainly manufacturing and textiles.

Company Size
Sixty percent of respondents were from companies between 1-20 employees; 16% had 

between 21-50; 4% had 51-100; nearly 8% had 101-500 and nearly 9% had more than 

1,000 employees.
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Participant Profile

Innovate + Educate SC Competes 
Survey Findings

Methodology
This survey was sent to a list of 26,000 business leaders and then through SC Competes cluster leaders including SC Bio, SC Aerospace, 

Palmetto Agribusiness Council, and SC Tech. Additionally, the survey was sent to the SC Chamber of Commerce members, a total of over 

40,000 individuals across the state.  The survey ran for six weeks beginning at the end of May, 2022.



Administer a 

non-cognitive 

(communication, 

critical thinking, 

teamwork, adaptability, 

etc.) assessment

Conduct a structured 

behavioral interview 

that asks for specific 

examples or conduct 

activities such as 

role plays, panel 

discussions, interviews, 

etc.
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Look for examples on 

the resume (graduated 

from high school, college 

degree, prior work, 

participated in clubs or 

sports in school, worked on 

group projects, etc.)

Administer a cognitive 

(reading / math / 

locating information) 

assessment

Which Skills Matter - How do you assess?
Survey respondents answered a question on what skills are most critical for successful employment (on-the-job seccess). The most important 

skills identified by employers across multiple industries continue to point to key non-cognitive (soft skills) as follows. 

- Adaptability - Knowing how to learn

- Collaboration - Leadership

- Customer Service - Perserverance

- Drive for Results - Teamwork

- Innovation - Work Ethic

- Interpersonal Skills

The main ways that respondents judged these skills were to look for examples on a resume and conduct a behavioral interview with questions 

directed at providing examples of teamwork and communication skills. 

Eleven percent (11%) provide a structured assessment to measure cognitive skills and 17% provide a non-cognitive assessment to measure 

communication and other non-cognitive skills.

Of those who do structured interviews, main tools used were:

• role playing and responding to a series of scenarios involving problem solving and teamwork;

• asking the candidate to explain what they have learned in their previous experiences;

• specific job- related scenarios and questions.

Q: When you are in the process of hiring for a position that requires 
these skills, how do you currently assess for these characteristics in an 
individual? Please choose all that apply. 

75%

50%

25%
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The main ways that those answering this survey were finding talent were word of mouth 

(46%) and job search engines (36%). LinkedIn was a factor for 10% of respondents. We 

heard in our group calls that LinkedIn is a primary way to find candidates for specific 

industries like tech and science.  

Incumbent
Training

Q: Where is your major source of talent found?

Over 70% of respondents 
indicated in the survey 
that they are interested 
in seeing the final report 
and/or would like more 
support around how 
they assess and hire 
candidates. 

The survey tool was important for 

the outreach to businesses across 

South Carolina. Multiple industry 

trade groups were instrumental 

in helping us get the survey out.  

What followed were zoom forum 

meetings with participants as well 

as one-on-one interviews with 

hiring managers, CEOs and business 

leaders. The surveys, forums and 

interviews led us to the three high-

level recommendations which done 

in tandem would guide industry 

to a deeper understanding of what 

skills they need and how to identify 

those skills in hiring. Each of these 

recommendations is reviewed further 

in Section 5.

Nearly 60% of respondents have incumbent training that helps employees advance in 

their careers. Examples included: internal and external professional development classes; 

industry specific classes provided by the state and other entities; attending professional 

development conferences and other types of leadership development programs. 

Finding
Talent

Job Search Engine

10% 20% 30% 40% 50%

Word of Mouth

LinkedIn

Offline Job Boards

Career Fairs
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95% Directly
Involved 
With Hiring 
& Training 
Company‘s 
Talent

Direct
Involvement

Direct
Involvement

95 %
TRAINING 

WORKFORCE

Are you directly involved with 
training / learning of your 

company‘s current workforce?

95 %
HIRING TALENT

Are you directly involved with 
hiring for your company‘s 

talent?

Q: The Profile of the South 
Carolina Graduate has 
been codified by the SC 
General Assembly as the 
target for all graduates of 
SC high schools. It outlines 
the knowledge and skills 
business and education 
deemed most important for 
further education and job 
success. Before this survey, 
were you aware of the 
Profile of the South Carolina 
Graduate? 

Yes

No

20% of respondents were 
aware of the Profile of the 
South Carolina Graduate. 

Profile of the South 
Carolina Graduate

South 
Carolina
Landscape
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The top skills identified were critical thinking and problem solving; collaboration and teamwork; communication; work ethic, and 

integrity. Responses to “Other” included moral and ethical compass; self-starter; initiative taking, fit with culture and emotional 

intelligence. 

When you look for employees, which terminology is most aligned with 
your company‘s hiring goals in areas other than content knowledge 

and technical skills. 
Please choose the best one. 

Professional Skills

People Skills

Workplace Skills

Deeper Learning Skills

Soft Skills

Non-cognitive Skills

Foundational Skills

Personal Skills

Other
10% 20% 30% 40% 50%

The main skills that respondents are looking for in their candidates other than content and technical 

knowledge were personal and people skills.  Professional Skills and Soft Skills were also rated highly 

important.

Digital Skills - Information, Media and Technology

Self-Direction

Interpersonal Skills

Work Ethic

Integrity

Communication

Collaboration and Teamwork

Critical Thinking and Problem Solving

Creativity and Innovation

Perserverance

Knowing how to Learn

Global Perspective
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The breadth and depth of change is becoming clear. South Carolina has a good portfolio of resources for young adults to prepare and enter 

their careers.   Key for companies is how to attract this next generation of talent.  Released in April 2022, Tallo’s “The Early Talent Playbook” 

provides guidance to companies, policymakers and educators in their search for recruiting talent. 

“To recruit the people you need today (and in the future), you have to build relationships with 
people while they are still in high school and college. The best written job posting will never 
be able to paint as vivid a picture of the company’s culture, team and operations as a long-term 
recruitment plan. By engaging a new generation of talent early on in their education, you can 
establish strong recruitment pipelines and help to shape what they will pursue as they enter the 
labor market.”

- Ron Hetrick, VP, Staffing Strategy and Sr. Labor Economist at EMSI Burning Glass, Tallo, The Early
Talent Playbook, 2022

In Tallo’s Playbook, they note that a “whopping 70% of high school and college students decide on their future employment while they are 

still in high school or early college (46% in high school and 24% by second year of college), and nearly three out of every four early talent job 

seekers are more inclined to work for an employer if they connected with them prior to beginning their job search. 

Tallo Data Insights™ research shows that 94% of early talent learners believe that the internship or apprenticeship is key in their early career.  

South Carolina is already ahead of many states in offering internships, apprenticeships, mentorships and other learning opportunities.  More 

companies should look into the resources that are offered across the State, many aligned with the technical colleges regionally. 
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While many business leaders have shifted to valuing skill-based assessments in addition 

to or instead of degree requirements, most businesses still need assistance with which 

skill-based assessments and talent strategies to use for their industry, job level and the 

job characteristics they seek.  South Carolina has prepared itself for a unique opportunity 

in which high school graduates can step into many jobs across the industry clusters, 

identified by their skills.

Recommendations for Educators 

Placed Based Learning - Schools should collaborate with local experts, businesses, 

community centers and other organizations to give students an opportunity to apply the 

content they are learning in the real world. 

Mock Interviewing -  Educators and counselors should prepare students for interviews, 

including structured interview (see appendix).

Internships are critical - Educators and schools should ensure students are prepared 

for success.

• Proper training - before students step into a work environment it is critical for

them to hone the technical and professional skills they need to succeed and feel

confident on the job.

• Meaningful skill building - it’s important that the internship will build team

building, communication and varied work tasks, not just data entry and lower level

tasks.

• Program Length - it’s more meaningful if students can have more than a few weeks

in the summer for their internships. Being with a company over the academic year

is ideal.

• Mentors - Internships programs should enable interning students to gain access

to mentors within their company. These relationships are critical for helping them

navigate the workplace, develop their vision for their professional career and unlock

the motivation to pursue the education and skills needed to achieve it.

Summary
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• Compensation - Many students must work throughout high school and don’t have the luxury to accept unpaid internships. Compensating

interns frees them up to fully engage in a valuable workplace learning experience while being able to meet their basic needs.

Recommendations for Hiring Managers

Identify a skills-based assessment that measures the critical skills for the workplace identif ied in this paper.  While many employers 

have  cognitive assessments for hiring (measuring reading, mathematics, and other cognitive skills), very few employers use a validated non-

cognitive (soft skill) assessment to identify talent. 

Another good resource for hiring managers is leveraging a structured interview for skills-based hiring.   While structured interviews are 

valuable, it is important that high schools, internships, mentors, and counselors work with students to understand a structured interview before 

they enter into one.  It can be quite daunting.

Structured Interview Example 

Example from a

Fortune 500 Company

See full interview in 

Appendix. 
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Next Steps: Implementing 
skills-based hiring in 
South Carolina

IDENTIFY TOP SKILLS FOR INDUSTRY SECTORS IN THEIR 
HIGHEST DEMAND POSITIONS. A CROSS-SECTOR ANALYSIS IS 
THEN DONE FOR TOP SECTORS AND CLUSTERS  

MAP THE SKILLS IDENTIFIED ACROSS THE CROSS SECTOR 
OF INDUSTRIES TO THE PROFILE OF THE SOUTH CAROLINA 
GRADUATE 

IDENTIFY A PORTFOLIO OF TOOLS AND TECHNOLOGIES 
THAT WILL ENABLE EMPLOYERS TO FIND TALENT BASED 
ON THE ALIGNMENT OF SKILLS TO JOBS 

South Carolina is poised to move ahead in expanding opportunity for high school graduates and 
South Carolinians that do not hold a college degree. Below are three important next steps for 
advancing this work. 
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Final Recommendations
South Carolina

Short-Term 
Recommendations

South Carolina is fortunate to have an abundance of resources, including technical colleges to ensure a 

prepared workforce.  Based on the survey results outlined in the Executive Summary, and as we continue to 

look at national, state and local efforts for hiring young adults, we believe South Carolina has tremendous 

opportunity to align skills and training with the industry clusters. This would require a cross-sector task 

force or committee to crosswalk the foundational/soft skills each sector needs, and map those to entry level 

jobs as well as pathways beyond entry level jobs. Identifying those pathways and aligning those actual jobs 

with REAL companies would engage more of the youth in South Carolina for their future careers.

• Identify companies within each industry sector

that would like to serve on the Industry Task

Force.

• Develop and publish a goals and mission of the

task force aligned with the Profile of the SC

Graduate

• Create awareness and marketing materials for

industry to engage

• Work with school districts to ensure students

are prepared for interviews via mentoring, mock

interviews and other resources. (Note: one

employer stated this was a real issue with high

school graduates not being prepared for a phone

interview).

»

Mid-Term 
Recommendations

• Create an online database of education initiatives

in SC that are recognized by industry in South

Carolina

• Map top ten jobs across industry via ONET and

identify skills crosswalk

• Map skills crosswalk to learning resources and

a portfolio of assessments that can identify those

skills, providing tools for employers to find more

candidates.
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A large majority of talented 
workers in America are 
currently held back from the 
opportunities they deserve, 
but when we change the 
narrative around what it 
means to be qualified, 
and we can measure that 
qualification, new doors can 
open.   

Our young adults are our 
future. They will lead 
our Country’s innovation, 
business, and policies. It’s 
time to ensure they have the 
resources they need. South 
Carolina is on the path to do 
just that.

Long-Term 
Recommendations

• Once the skills are identified, work with the 

technical colleges to ensure they have the 

appropriate programming for those skills to meet 

employers’ needs.

• Publish annual scorecard on career readiness for 

high school students, including a soft skills report 

card and badging system

• Continue to measure progress
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We are in a KNOWLEDGE ECONOMY 

and a GLOBAL MARKETPLACE 

where what you KNOW and you 

CONTINUALLY LEARN will 

make the DIFFERENCE for how an 

individual, company and even our 

country SUCCEEDS. The Degree, 

which historically was the currency...

is now augmented by a variety of ways 

people will be able to represent their 

capabilities. 

 Michael Moe, Chairman, GSV Capital
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Sample Structured Interview 
of a Fortune 500 Company
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