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EXECUTIVE SUMMARY 

The US Department of Labor defines sector strategies as a partnership of multiple employers within a 

specific  industry sector  that brings  together businesses, education, economic development, workforce 

systems, and community organizations to identify and collaboratively meet the workforce needs of that 

industry within a regional labor market.1 

The goal of this project was to recommend sector strategies for increasing the workforce capabilities and 

pipeline of GO Virginia Region 9’s (Region 9) primary industries ‐ Light Manufacturing (“Manufacturing”), 

Business and Financial Services, Information Technology/Communications (“Information Technology/IT”), 

and Food and Beverage Manufacturing.   While  the Growth and Diversification Plan  for Region 9 also 

includes  the  Biomedical  and  Biotechnology  industry,  the  Charlottesville  Bio  Hub  (CvilleBioHub)  is 

undertaking separate and focused activities for growing all aspects of this sector; thus, that industry is not 

a focus of this report.  

This Labor Sector Strategies initiative was accomplished through business engagement, data analysis, and 

collaboration with area employers and training partners over a 15‐month period. The process first entailed 

identification of common challenges and workforce concerns within each of the sectors. These issues have 

been summarized for each sector and are presented here as  industry stakeholder findings.     Wherever 

possible, solutions to address root causes have been proposed and are outlined in this report as strategies.  

While  the  level of effort,  resources,  and details  for executing  some of  these  strategies will  vary,  the 

region’s long history of innovation and commitment to working together will be critical. 

Each  of  the  strategies  offer  recommended  solutions  that  can  be  implemented  with  the  continued 

collaboration of business stakeholders and other partners; however, the particulars on how these ideas 

are carried out is best left to workforce and training experts, with business leaders actively engaged.  A 

summary of the strategies for each sector is outlined below.  In addition, several overarching actions ‐‐ 

relevant to all sectors ‐‐ have been defined and will be key to a successful, sustainable implementation 

plan: 

❖ Establish coalitions for each of the sectors. These coalitions, comprised of business, workforce,

and education stakeholders, will collaborate to determine solutions and develop ideas to promote

their  industries. For example, CvilleBioHub  is a private sector  led nonprofit organization with a

mission  to  strengthen  the  biotechnology  industry.  Through  engagement,  resourcing,  and

advocacy, it supports internship placement and job matching efforts.

❖ Market VCW‐Piedmont Region (VCW‐Piedmont) and community college workforce services more

broadly across all sectors, to enhance awareness of business‐focused programs offered by these

groups.  As community colleges and businesses build relationships, a natural outcome will be a

1 US Dept of Labor, ETA Sector Strategies Technical Assistance Initiative, Sector Strategy Implementation 
Framework (Working Version 2.1), retrieved August 3, 2021. 
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better  understanding  of  credentialing  requirements  versus  skills‐based  training  ‐‐  a  frequent 

request of area businesses. 

❖ Create a career readiness program to help employees, both newly hired and seasoned workers,

understand workplace courtesies and fundamental protocols typically associated with soft skills.

SECTOR  STRATEGIES  SUMMARY 

LIGHT MANUFACTURING (MANUFACTURING) 

❖ Initiate targeted employee recruitment efforts both inside and outside the region to expand the

pool of applicants.

❖ Promote the manufacturing industry to K‐12 students and their parents.

❖ Partner with area businesses to create and offer “career readiness” (soft skills) programs.

❖ Work with manufacturers and service providers to address transportation challenges.

❖ Establish and utilize a regional manufacturing coalition to identify childcare solutions for working

parents.

BUSINESS AND FINANCIAL SERVICES 

❖ Expand education and training opportunities around specific job skills, allowing employers to hire

and retain workers demonstrating strong potential for growth but weak in distinct areas.

❖ Create mentorship programs using retired industry executives and senior staff to work with entry‐

level and other new employees in relationship‐oriented positions.

INFORMATION TECHNOLOGY/COMMUNICATIONS (INFORMATION TECHNOLOGY/IT) 

❖ Initiate  targeted  recruiting efforts  towards desirable  talent pools and  sector‐focused activities

targeting IT professionals.

❖ Utilize education partners and business expertise to create “Customer Service 101” and career

preparedness training programs.

FOOD AND BEVERAGE MANUFACTURING 

❖ Utilize workforce development partners  to create customer service workshops and  leadership

training programs for industry employees.

❖ Engage sector‐focused resources in employment and recruitment activities.

As  implementation  plans  and  teams  are  defined  over  the  coming months,  the  Region  9  Council  is 

encouraged to take an active role in prioritizing these Labor Sector Strategies.  This will help to identify 
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potential GO Virginia grant opportunities, funding timelines, and ultimate development of applications by 

partnering organizations. 
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BACKGROUND 

This project was led by the Central Virginia Partnership for Economic Development (CVPED, also referred 

to as “the Partnership”) through a grant from the GO Virginia (Growth & Opportunity) Region 9 Council 

(Region 9).     With a goal of enhancing  the  talent pipeline  for employers  in  four of  the  region’s  target 

sectors, the Partnership engaged Spectrum Growth Solutions (a Richmond‐based Economic Development 

Consultant) to assist with data analysis and facilitate stakeholder engagement in order to formulate the 

industry‐specific strategies presented in this report. 

The Central Virginia Partnership for Economic Development, a regional public/private partnership formed 

in 1995 to help create new jobs and investment, released the Comprehensive Target Markets Report in 

April 2012. The report presents regional target industry groups for the overall Central Virginia Partnership 

region and also identifies target industry groups for each jurisdiction. The optimal targets were developed 

by analyzing industry groups currently in the region’s economy and identifying those with the strongest 

local  support  and best  industry outlook  for Central Virginia.  These  target markets were  identified  as 

Agribusiness (including Food Processing and Technology), Bioscience and Medical Devices, Business and 

Financial Services, Defense and Security, Information Technology, and Manufacturing. 

More  recently  in  2017, GO Virginia Region  9  released  the  Economic Growth  and Diversification  Plan 

(Growth Plan) based on research and analysis by Camoin Associates. In this plan, five target markets were 

identified for future focus on economic development initiatives within Region 9. These target markets are 

Biomedical  and  Biotechnology,  Financial  and  Business  Services,  Food  and  Beverage Manufacturing, 

Information Technology/Communications, and Light Manufacturing. A 2019 update to the Growth Plan 

reaffirmed these target markets as the region’s focus for economic development. 

TARGET SECTOR FOOTPRINT 

For  the  purposes  of  this  Labor  Sector 

Strategies  report,  the  Partnership  focused 

on  the  Virginia  Career  Works  (VCW)  ‐ 

Piedmont  Region,  also  called  Local 

Workforce  Development  Area‐6,  which 

matches the GO Virginia Region 9 footprint.  

The  Local  Workforce  Development  Area 

incorporates  two  planning  districts: 

Rappahannock‐Rapidan  Planning  District 

(PD9)  and  Thomas  Jefferson  Planning 

District  (PD10).  This  area  includes  the 

Counties  of Albemarle,  Culpeper,  Fauquier,  Fluvanna, Greene,  Louisa, Madison, Nelson, Orange,  and 

Rappahannock, along with the City of Charlottesville.  
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METHODOLOGY 

For this project,  input was solicited from a wide array of stakeholders: business  leaders  in each of the 

target  sectors,  community and education partners,  regional workforce development  teams, and  local 

economic  development  professionals.  Since  the  timing  of  this  project  coincided with  the  COVID‐19 

pandemic,  unemployment  data  and  situational  challenges,  such  as working  from  home  and  reduced 

childcare options,  influenced early business stakeholder discussions. That said, the focus was to create 

data‐driven,  business  informed  labor  force  strategies  that  could  be  implemented  regardless  of  an 

economic disruption. 

Company  Engagement‐Round  1:    The  Partnership worked with  local  economic  developers  in GO 

Virginia Region 9 to identify business contacts in the four sectors. During the course of the project, 

this business contact list was expanded and refined. Business roundtable discussions were held in the 

summer of 2020 with a  focus on recent unemployment  increases and hiring challenges. Problems 

identified were lack of transportation, failure to show for interviews, lack of communication, need for 

entry  level workers,  increased  turnover,  apathetic work  ethic,  companies  poaching  from  similar 

industries, and the need for increased technological aptitude for higher level positions. 

Labor Force Data Collection:  To better understand the composition of the region’s workforce, skills 

gaps and current trends, data used for this project was sourced from Chmura JobsEQ®, a proprietary 

tool which pulls data from the Quarterly Census of Employment and Wages report from the Bureau 

of  Labor  Statistics.  Job  postings  data  was  also  sourced  from  Chmura  JobsEQ®  RTI  (Real  Time 

Information), to  identify employment opportunities and  in‐demand skills as presented through  job 

boards, job aggregators, and individual companies. 

Data was compiled and analyzed for time periods covering the early onset of the COVID‐19 pandemic, 

as well  as  a more  recent  timeframe  (4th Quarter  2020).    The  data  consisted  of  employment  by 

industry, average wages, industry employment increases and decreases, forecasted employment by 

industry, employment by occupation, occupation employment  increases and decreases, forecasted 

employment by occupation, and  location quotient  (a measure of  the  relative  size of  the  selected 

region's  industry employment compared to the national average). The graphs shared  in this report 

(see Appendix 2) were presented  to community college and career and  technical education  (CTE) 

representatives for their feedback.  

Sector‐focused  Surveys:    The data was  then  shared with 168  regional businesses  across  the  four 

sectors, as part of a survey instrument sent in May 2021.  The data was included to validate it was an 

accurate reflection of what businesses were actually experiencing and, with little exception, the data 

matched real time scenarios.  The survey responses were then used to shape the subsequent business 

roundtable presentations and discussions. 

Company Engagement‐Round 2:   The Partnership  reconvened  roundtable discussions  for business 

stakeholders in each of the sectors in June 2021. Many of the participants in the original roundtables 



Labor Sector Strategies    | 9 

attended. Participants  reacted  to  the  survey  results and provided  valuable experiential  feedback, 

further solidifying the emerging strategies and recommendations. In addition, roundtable attendees, 

survey recipients, and the VCW‐Piedmont’s Business and Education Outreach Committee were invited 

to provide input to the final strategies presented in this report.  
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SECTOR‐WIDE OPPORTUNITIES 

In addition to the sector‐specific challenges and experiences presented in each of the roundtable groups, 

there were some common “themes” across all sectors that are worth noting: 

1. The majority of participants think ongoing interaction between industry representatives would be

helpful  in  enhancing  sector  relationships  and  furthering  the  efforts  of  this  project.   As  such,

creating a “coalition” around each sector  ‐‐ comprised of stakeholders  in business, education,

workforce development, and other community partners ‐‐ can provide for a sustainable process

to address businesses concerns and collaborate on solutions.  One recommendation for doing this

is  for  VCW‐Piedmont  or  similar  organization  to  coordinate  regular  coalition meetings  (e.g.,

quarterly or  twice a year  for each  sector) at different  (sector‐specific)  companies around  the

region.    This will  allow  each  hosting  company  to  “feature”  their  operations,  facilitating  the

exchange of ideas or partnering opportunities between businesses.

2. Many  employers  in  the  region  are  unaware  of  the  valuable  resources  and  services  available

through VCW‐Piedmont and the community colleges, yet many of those surveyed expressed a

strong desire to work with them for workforce training and internship opportunities. There are

three  excellent  community  colleges  in  Region  9:  Piedmont  Virginia  Community  College

(Charlottesville), Germanna Community College (Orange), and Laurel Ridge Community College

(formerly Lord Fairfax) (Fauquier).   Subsequently, workforce development organizations should

aggressively and proactively engage in company outreach, in order to learn about critical business

needs and showcase how they can help area employers.  Since community colleges need to be a

coalition team member (as noted above), this alliance could develop naturally in that platform;

however, to ensure maximum participation and  interaction,  it  is recommended that workforce

partners visit employers at their facilities, rather than hosting them at VCW‐Piedmont or college

offices.  In addition, the Communications and Business Engagement Specialist being added to the

VCW‐Piedmont staff can lead the efforts to expand relationships with regional businesses.

3. Deficiencies  in  career  readiness,  or  soft  skills  development,  have  long  been  a  challenge  for

employers.  Feedback from businesses typically points to lack of communication skills, disregard

for timeliness, difficulty following directions, and understanding the value of being a team player.

Most recently, neglecting to show for scheduled  interviews, not returning calls to schedule an

interview,  and  failing  to  show  up  for  the  first  day  of  work  after  being  hired  are  common

occurrences.  In the workplace, employees are walking off the job, not notifying management if

they’re unable to make  it  in, or feeling entitled to paid time off soon after being hired.   While

some may argue soft skills learning begins at home, there are some basic, reasonable protocols

that  can  be  introduced  in  an  educational  environment  or  work  site  training.  Ideally,  these

concepts would be  incorporated  into all academic and training curricula, especially at an early

age.   As part of the sector strategies,  it  is highly recommended that the  implementation team

work  with  businesses  to  create  and  offer  “career  readiness”  programs  to  VCW  clients,
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credentialing program participants, and incumbent workers as a way of improving soft skills in the 

region’s  labor  force.   Securing commitments  from employers  to grant  interviews  to applicants 

completing  the program  (when vacant positions are available) could be an added  incentive  to 

those participating. 

4. Community colleges should consider offering workshop‐oriented classes to address specific skills,

as  opposed  to  just  occupational/program‐based  curriculum.    Since  it’s  more  efficient  and

affordable for a company to support an employee’s participation in a two‐day workshop than a

semester‐long class, these short‐term training opportunities can prove quite useful in addressing

worker deficiencies or strengthening existing skills.  This may also help to overcome a common

perception  from  some  employers  that  community  colleges  are  more  focused  on  students

completing degrees rather than workforce solutions.

5. As  employers  in  Region  9  (and  across  the  country)  revisit  their  business  and  human  capital

strategies in the months ahead ‐‐ particularly how best to attract and retain workforce talent ‐‐ it

may be necessary to embrace an emerging trend in workplace philosophy: “invest in the person,

not the position.”

SECTOR PARTNERSHIPS OR COALITIONS 

An  important  “by‐product”  of  the  COVID‐19  pandemic  has  been  the way  in which  companies  have 

modified their operations and managed their employees.  Despite the hesitancy to initiate change in many 

organizations,  the pandemic has enabled  (and  required) many employers  to  rethink  their workplaces, 

workforces, and even the work itself.  While primarily driven by necessity to keep businesses alive, most 

companies have learned that flexibility and adaptability to new processes and practices can actually be 

beneficial.   More  importantly,  the  challenges of  the past 18 months have provided opportunities  for 

collaboration and innovation across business and education platforms that, in turn, are changing industry 

culture.     With many of the roundtable participants expressing a strong  interest  in coming together to 

address workforce issues, formalizing collaboration around industry concerns is a prime opportunity for 

the region.  

Successful  models  for  establishing  sector‐based  partnerships  have  been  implemented  in  several 

communities and should be considered for Region 9. Two notable examples are discussed below.   

The Colorado Workforce Development Council commissioned development of  the “Colorado Regional 

Sector  Partnership  Convener  Training  Workbook”  (Appendix  4),  which  details  how  to  establish  a 

collaborative sector partnership (coalition). An excellent resource for Region 9, this guide describes the 

team make‐up, solutions‐based approaches, as well as step‐by‐step instructions for launching a sector‐

based coalition.  As these coalitions start to organize, an important factor to a successful outcome is for 

non‐employer collaborators to encourage employers to rethink existing processes. The “same old same 

old” attitudes and work habits no  longer achieve desired  results as  they  relate  to workforce. Thus, a 
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paradigm shift needs to occur among company management and talent development leaders to think of 

people first, and what motivates them to remain with a company.  

While originally focused on and developed to address organizational “crisis” resulting from the Pandemic, 

a Deloitte  study  reminds  leaders  that  organizations must  prepare  for  unexpected  events,  as well  as 

different outcomes.   Therefore, being adaptable to a variety of situations and redefining priorities and 

options ‐‐ particularly with respect to the workplace ‐‐ will be key to both the recovery and the ability to 

attract (and retain) top talent  in the future.   The “Workforce Strategies for a Post‐COVID‐19 Recovery” 

study suggests a five‐part strategy: Reflect, Recommit, Re‐engage, Rethink, and Reboot.2  

Deloitte, retrieved July 2021 

2 Deloitte, “Workforce strategies for a post‐COVID‐19 recovery”, retrieved July 26, 2021,  

https://www2.deloitte.com/ch/en/pages/human‐capital/articles/workforce‐strategies‐for‐a‐post‐covid‐19‐
recovery.html# 
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TARGET SECTOR STRATEGIES 

MANUFACTURING 

SECTOR  DEFINITION  AND  REGIONAL OVERVIEW  

The Manufacturing3 sector comprises establishments engaged  in  the mechanical, physical, or chemical 

transformation of “raw materials” ‐‐ materials, substances, or components ‐‐ into new products.  These 

establishments are often described as plants, factories, or mills and characteristically use power‐driven 

machines  and  materials‐handling  equipment.  However,  establishments  that  transform  materials  or 

substances into new products by hand or in the worker’s home, as well as those engaged in selling to the 

general  public  products made  on  the  same  premises  from which  they  are  sold  (e.g.  furniture),  are 

generally  included.  Manufacturing  establishments  may  process  materials  or  contract  with  other 

businesses to process their materials for them, but both are considered in the Manufacturing definition. 

The  subsectors  in  the Manufacturing  sector generally  reflect distinct production processes  related  to 

material inputs, production equipment, and employee skills. 

The  materials,  substances,  or  components  transformed  by  manufacturing  establishments  are  raw 

materials that are products of agriculture, forestry, fishing, mining, or quarrying, as well as products of 

other manufacturing  establishments.  The materials  used may  be  purchased  directly  from  producers, 

obtained through customary trade channels, or secured without recourse to the market by transferring 

the product from one establishment to another, under the same ownership. 

In  the machinery  area, where  assembling  is  a  key  activity,  parts  and  accessories  for manufactured 

products are classified in the industry of the finished manufactured item when they are made for separate 

sale.  

Since the region distinguishes between Light Manufacturing and Food and Beverage Manufacturing as 

separate target sectors, data relating to Food and Beverage subsectors have not been  included  in this 

section but, rather, are presented separately  later  in this document. Specific NAICS codes used  in this 

report for this sector are listed in Appendix 1. 

3 U.S Census Bureau, Last Revised December 19, 2018 
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INDUSTRY  EMPLOYMENT TRENDS  AND  FORECASTS   

TOTAL INDUSTRY EMPLOYMENT 

Nationally,  the  rate  of  job  loss  across  all  industries was  steadily  slowing  until March  2020 with  the 

economic  disruptions  associated with  the  COVID‐19  pandemic.  Over  the  past  10  years,  the  highest 

Manufacturing employment in Region 9 was in 2015 at 8,385.  In spite of the pandemic, total employment 

numbers increased slightly from 2019 to 2020. 

JobsEQ, retrieved May 2021, data as of 2020Q4 

CURRENT INDUSTRY EMPLOYMENT AND WAGES 

The region’s top subsector  in Manufacturing  is General Warehousing & Storage (NAICS 493110), which 

employs 858 people. This subsector ranks among the lowest of the top 10 subsectors in average annual 

wages at $33,527. A close second top‐employing subsector in the region is Search, Detection, Navigation, 

Guidance, Aeronautical, and Nautical System and Instrument Manufacturing (NAICS 334511) at 502, with 

a much higher annual average wage of $76,427. The highest annual wage in Manufacturing at $151,731 

applies  to  Electronic  Computer  Manufacturing  (NAICS  334111)  but  doesn’t  rank  in  the  top  10  in 

employment levels. 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

INDUSTRY EMPLOYMENT HISTORY 

Over the past five years, Manufacturing employment in Region 9 has decreased by 453 jobs. The subsector 

with the largest decrease occurred in Motorcycle, Bicycle, and Parts Manufacturing (NAICS 336991) with 

a reduction of 150 jobs, followed by Other Industrial Machinery Manufacturing (NAICS 333249) with a loss 

of 149 jobs. The largest increase occurred in Commercial Screen Printing (NAICS 323113), which increased 

by 287 jobs, followed by General Warehousing and Storage (NAICS 493110) with an increase of 179 jobs 

(Appendix 2, Figure 1). 

INDUSTRY EMPLOYMENT FORECAST 

Over  the next  five years, General Warehousing and Storage  (NAICS 493110)  is projected  to have  the 

highest  workforce  demand  in  Region  9.    The  second  highest  in‐demand  job  is  Search,  Detection, 

Navigation, Guidance, Aeronautical, and Nautical System and Instrument Manufacturing (NAICS 334511), 

followed  by Unlaminated  Plastics  Film  and  Sheet  (except  Packaging) Manufacturing  (NAICS  326113). 

Overall, Manufacturing jobs in Region 9 is forecasted to show an annual decrease of 0.1% (Appendix 2, 

Figure 2). 



Labor Sector Strategies    | 16 

PRIMARY  EMPLOYERS  –  MANUFACTURING  SECTOR 

Below are the region’s top Manufacturers by planning district and locality. 

IN‐DEMAND  OCCUPATIONS  

OCCUPATION FORECAST 

Critical demand occupations are considered to be those most needed over the next five years. Occupation 

demands are calculated differently than industry needs because occupations can stretch across various 

industries. For example, office assistants will be needed  in almost all  industry  sectors;  therefore,  the 

number of office assistants will be higher when  looking  through  the “occupation”  lens  than  if  looking 

through the “industry” lens. The following data is sourced from an industry and occupation mix, which is 

considered by many to be the most accurate representation of current and future job demand. All the 

data in this section reflect the top 10 in‐demand occupations in Manufacturing. 

The Manufacturing occupation forecasted to be the most in‐demand is for Laborers and Freight, Stock, 

and Material Movers, Hand, followed by Team Assemblers, and Industrial Stockers and Order Fillers.  
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OCCUPATION HISTORY 

Among Region 9’s top ten critical demand occupations, there was an increase of 169 Laborers and Freight, 

Stock, and Material Movers, Hand over the past five years, followed by an increase of 102 in Stockers and 

Order Fillers.  It  is  important  to note  that both occupations have  the  lowest average annual wages at 

$28,300 and $29,600, respectively. The third highest increase in these critical demand occupations was in 

Heavy and Tractor‐Trailer Truck Drivers at 39 new jobs (Appendix 2, Figure 3). Interestingly, almost half of 

the critical demand jobs now being projected actually decreased over the past five years yet, overall, the 

critical demand Manufacturing occupations grew at an annual rate of 0.4% during this period. 

INDUSTRY  CERTIFICATIONS  AND  EDUCATION  PROFILE 

In‐demand  skills and certifications  can help  inform post‐secondary development programs, as well as 

provide a comparison of the needs of regional employers. While they vary from one sector to another, 

aligning training and educational programs with employer requirements is essential to providing a robust 

applicant pool for any company coming to the region.   The data below represents the most requested 

skills/abilities and certifications from Manufacturing employers according to  job postings from the  last 

two quarters of 2020. 

HARD SKILLS 

JobsEQ, retrieved January 2021 
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SOFT SKILLS 

The top three requested soft skills in Manufacturing job postings were Customer Service, Communication 

(Verbal and written skills), and Organization. 

JobsEQ, retrieved January 2021 

CERTIFICATIONS 

Certification and credentialing requirements indicate opportunities for training to advance employees in 

their careers,  leading to higher wages. Employees and  job seekers who strive to earn certifications are 

more committed to their professions, have a competitive edge over others without certifications, and are 

more marketable for higher paying jobs. Nevertheless, with the significant demand for good employees 

across many business sectors, employers are more focused on tangible experience and learning potential 

over industry credentials. The top three desired certifications in Manufacturing were Class‐A Commercial 

Driver’s License (CDL‐A), Commercial Driver’s License (CDL), and HAZMAT for Region 9. 
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JobsEQ, Retrieved January 2021 

EDUCATION PROFILE 

While  some  critical  demand  occupations  in  Manufacturing  require  certifications,  others  require  a 

bachelor’s degree and most occupations require at least a high school diploma or equivalent. The below 

graph shows the current education mix in this industry for Region 9. A little less than half of the employees 

in this occupation have at least some college or greater. The chart shows the education requirements for 

each of the top 10 critical demand jobs in Manufacturing. 



Labor Sector Strategies    | 20 

JobsEQ, retrieved February 2021 

TRAINING  AND  EDUCATION  PARTNER  OPPORTUNITIES 

This workforce  region  benefits  from  three  strong  community  colleges with  workforce  development 

departments:  Germanna  Community  College  (GCC),  Laurel  Ridge  Community  College  (formerly  Lord 

Fairfax Community College  (LRCC), and Piedmont Virginia Community College  (PVCC). Many programs 

offered at one school are shared with other community colleges, allowing most of the region to benefit 

from a variety of programs. For example, a commercial driver’s license (CDL) is a state requirement for 

commercial truck drivers; thus, the Virginia Community College System has implemented a shared training 

program administered by all of the state’s community colleges. 

Additionally,  public  high  schools  offer  CTE  programs  that  empower  students  to  achieve  workplace 

readiness in certain career tracks by the time they graduate from high school. Often these CTE programs 

“bridge” to community college programs promoting a more advanced path to technical instruction.  
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PVCC has begun to infuse a module that supports basic learning skills (an example of soft skills training) 

into healthcare  focused classes  ‐ Learning Support Module  ‐ and plans  to expand  to other programs. 

During the first week of the program, students are offered guidance on how to learn, how to study, where 

to find online resources, how to dress, and communication skills. GCC incorporates soft skills training into 

all of its programs. Soft skills are best taught “hands‐on”, which has been a challenge during the pandemic. 

PVCC  is  also  the  host  of  the Network2Work  (NW2W)  program.  This  grassroots  effort  finds ways  to 

eliminate any barrier to employment for the chronically unemployed. Candidates referred to the program 

are offered training, assistance with childcare, transportation, groceries, or housing. After completing the 

training, NW2W job seekers are guaranteed an interview with participating businesses. To date, 85% of 

job seekers completing the NW2W program have found jobs. 

INDUSTRY  STAKEHOLDER  FINDINGS 

A robust discussion with area manufacturers identified three primary areas of concern in recruiting and 

retaining workers to effectively run their operations: 

1) The applicant pool for manufacturing jobs is very limited, particularly for smaller companies.

2) Many employees lack basic soft skills (i.e., communication, timeliness, commitment).

3) Childcare and transportation issues are primary barriers to both hiring and retaining workers.

SECTOR  STRATEGY RECOMMENDATIONS 

1) Initiate targeted employee recruitment efforts both inside and outside the region ‐‐ particularly in

those areas with similar industry targets ‐‐ to expand the pool of applicants.

➢ Coordinate a jointly funded, external “media campaign” between CVPED, VCW‐Piedmont,

and  area  manufacturers  highlighting  leading  companies,  career  opportunities,  and

livability/quality of life assets in the region;

➢ Encourage local employers to consider creative hiring incentives geared towards entry‐

level positions (e.g., housing/rent subsidies);

➢ Facilitate the development of formalized career pathways, internships, apprenticeships,

and  other  on‐the‐job  training  opportunities  between  area  employers,  VCW,  and

community college training partners.

2) Actively promote the manufacturing industry to K‐12 students and their parents.

➢ Work with  area manufacturers  to  create/sponsor  career  day  “field  trips”  for middle

school‐aged children;

➢ Engage local companies in hosting “open houses” for area students and parents;

➢ Invite key industry stakeholders to serve on CTE boards and advisory committees;
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➢ Offer  industry‐produced videos  (e.g., National Association of Manufacturing)  to school

systems and workforce partners involved in outreach efforts;

➢ Coordinate with workforce partners and area manufacturers to participate in community

events  (e.g.,  county  fairs),  business  expos,  and  family‐focused  activities  to  highlight

manufacturing careers;

➢ Enlist local manufacturers in developing and sponsoring summer STEM programs for both

students and teachers (e.g., teachers participate as “paid interns” at area companies to

learn  about  the  operation  and  advocate  for  career  opportunities  in  manufacturing

environments).

3) Partner with area businesses to create and offer “career readiness” programs to VCW‐Piedmont

clients, credentialing program participants, and  incumbent workers as a way of  improving soft

skills in the region’s labor force.

➢ Encourage  area manufacturers  to  guarantee  interviews  to  applicants  completing  the

program;

➢ Work  with  local  high  schools  and  community  colleges  to  incorporate  basic  “career

readiness” elements into all academic curricula.

4) Work with manufacturers and service providers in the region to develop solutions for addressing

transportation challenges for current and prospective employees.

➢ Explore flexible shift schedules among manufacturers in each sub‐region, particularly for

non‐serial manufacturing positions (e.g., coordinate/stagger arrival and departure times

with shift start/stop times);

➢ Research public  transportation and van  service options  to explore customized,  shared

routes within a given area;

➢ Educate businesses on the advantages of employing family members and neighbors to

facilitate carpooling opportunities and identify partners for developing outreach efforts;

➢ Encourage businesses to create incentive programs to cost share a vehicle purchase with

employees;

➢ Connect  employees  with  the  “Driving  Lives  Forward”  initiative  and  encourage  area

employers to contribute financially to the program;

➢ Pursue  opportunities  to  utilize  school  buses  and  drivers  “off  hours”  to  provide

transportation for working parents.

5) Establish and utilize a regional manufacturing coalition to identify childcare solutions for working

parents.

➢ Explore  state grant programs  to help employers offset or  share  in  childcare  costs  for

employees through benefits packages;
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➢ Engage  assistance  from  Genedge  to  help  employers  redefine  serial  manufacturing

processes that can accommodate shorter employee workdays (i.e., schedule aligns with

school day hours) or job‐sharing;

➢ Undertake discussions with area childcare providers to deliver services at a “special rate”

that is supplemented by nearby manufacturing companies for their employees;

➢ Explore partnerships and funding options with  local school systems to provide “onsite”

childcare during pre‐ and post‐school hours;

➢ Pursue partnerships with area non‐profit organizations (e.g., YMCA, Boys & Girls Clubs)

to expand childcare assistance programs at nearby facilities.
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BUSINESS AND FINANCIAL SERVICES 

SECTOR  DEFINITION  AND  REGIONAL OVERVIEW  

According  to  the U.S. Census North American  Industry Classification System  (NAICS),  the Finance and 

Insurance  sector 4  comprises  establishments  primarily  engaged  in  financial  transactions  (transactions 

involving  the  creation,  liquidation,  or  change  in  ownership  of  financial  assets)  and/or  in  facilitating 

financial transactions. Three principal types of activities are identified: 

 Raising funds by taking deposits and/or issuing securities and, in the process, incurring liabilities.

Establishments engaged in this activity use raised funds to acquire financial assets by making loans

and/or  purchasing  securities.  Putting  themselves  at  risk,  they  channel  funds  from  lenders  to

borrowers and transform or repackage the funds with respect to maturity, scale, and risk. This

activity is known as financial intermediation.

 Pooling of risk by underwriting  insurance and annuities. Establishments engaged  in this activity

collect  fees,  insurance  premiums,  or  annuity  considerations;  build  up  reserves;  invest  those

reserves;  and make  contractual  payments.  Fees  are  based  on  the  expected  incidence  of  the

insured risk and the expected return on investment.

 Providing specialized services  facilitating or supporting financial  intermediation,  insurance, and

employee benefit programs.

INDUSTRY  EMPLOYMENT TRENDS  AND  FORECASTS   

TOTAL INDUSTRY EMPLOYMENT 

Over the past 10 years, the highest level of employment in the Business and Financial Services sector in 

Region 9 occurred in 2018 at 4,019. The lowest employment during that time frame was in 2010 (following 

the Great Recession) at 3,302.  

4 NAICS Association, NAICS Code Description – 52‐Finance and Insurance, 2018, retrieved from 
https://www.naics.com/naics‐code‐description/?code=52 
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JobsEQ, retrieved May 2021 

CURRENT INDUSTRY EMPLOYMENT AND WAGES 

The  top  subsector  in  Business  and  Financial  Services  is  Commercial  Banking  (NAICS  522110), which 

employs 914 people  in Region 9 at an average annual wage of $73,320. Direct Title  Insurance Carriers 

(NAICS 524127) and Insurance Agencies and Brokerages (NAICS 524210) are the next highest subsectors 

in employment at 827 and 687, respectively. The highest average annual wage in Business and Financial 

Services at $264,220 applies to Miscellaneous Financial Investment Activities (NAICS 523999). 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

INDUSTRY EMPLOYMENT HISTORY 

Over the past five years, Business and Financial Services employment in Region 9 has increased by 275 

jobs. The subsector with the largest increase occurred in Direct Title Insurance Carriers (NAICS 524217) 

with an increase of 270 jobs. Other Activities Related to Credit Intermediation (NAICS 522390) and Credit 

Unions  (NAICS  522130)  followed  with  slight  employment  increases  of  47  and  36,  respectively.  The 

subsector with  the  largest decrease  in  employment was Commercial Banking  (NAICS  522110) with  a 

reduction of 110 employees (Appendix 2, Figure 5). 

INDUSTRY EMPLOYMENT FORECAST 

Ironically, Commercial Banking (NAICS 522110) is projected to have the largest increase in this sector in 

Region 9 over the next five years. The second highest employment projection is in Insurance Agencies and 

Brokerages  (NAICS  524210),  followed  by Direct  Title  Insurance  Carriers  (NAICS  524127)  (Appendix  2, 

Figure 6). 
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PRIMARY  EMPLOYERS  –  BUSINESS AND  FINANCIAL SERVICES  SECTOR  

Below are the region’s top Business and Financial Services companies by planning district and locality. 
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IN‐DEMAND  OCCUPATIONS  

OCCUPATION FORECAST 

As explained previously (in the Manufacturing section), critical demand occupations are considered to be 

the most needed occupations over the next 10 years, particularly those that may be needed in multiple 

business sectors.   Based on data sourced from an  industry and occupation mix, Insurance Sales Agents 

and Customer Service Representatives will be the most  in‐demand positions  in this sector.   The top 10 

occupations in Business and Financial Services projected to increase in Region 9 are shown in Appendix 2, 

Figure 7. 

OCCUPATION HISTORY 

In Region 9, there was an increase of 315 Customer Service Representatives over the past five years, with 

an average wage of $35,200  ‐‐  the  second  lowest  in mean annual wages. The next highest growth  in 

Business and Financial Services was for Financial Managers (55 jobs) and First‐Line Supervisors of Office 

and Administrative Support Workers (40 jobs), with average wages of $145,800 and $55,700, respectively 

(Appendix 2, Figure 8). Overall, these Business and Financial Services occupations grew at an annual rate 

of 1.6%. 

INDUSTRY  CERTIFICATIONS  AND  EDUCATION  PROFILE 

The  data  below  represents  the  most‐requested  skills/abilities  and  certifications  from  Business  and 

Financial Services employers according to job postings from the last two quarters of 2020. 

JobsEQ, retrieved February 2021 
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SOFT SKILLS 

JobsEQ, retrieved February 2021 

CERTIFICATIONS 

In Region 9,  the  top  three desired certifications  in Business and Financial Services are Certified Public 

Accountant (CPA), Driver’s License, and Certification in Cardiopulmonary Resuscitation (CPR).  

JobsEQ, retrieved February 2021 
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EDUCATION PROFILE 

The graph below indicates that the majority of those employed in Business and Financial Services have at 

least some college or more. The chart reflects educational requirements for this industry’s critical demand 

occupations. 

JobsEQ, retrieved February 2021 

TRAINING  AND  EDUCATION  PARTNER  OPPORTUNITIES 

Feedback from the three community colleges, particularly as it relates to credentialing, indicated a need 

to establish an industry standard and the importance of employers aligning recruitment notices directly 

to  the  skill  set(s)  needed  for  the  position.    Job  postings  that  require  “some  college”  are  difficult  to 

interpret;  thus,  workforce  educators  suggest  defining  explicit  qualifications  and  skills  in  job 

announcements (e.g., CPA required, QuickBooks required, etc.). 

Workforce educators also  indicated that businesses  in this sector  infrequently reach out to community 

colleges  for  training assistance.   This  is  likely because employees wanting  to advance  in Business and 
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Financial  Services  typically  complete  a  four‐year  degree  program  (or  even  an  advanced  degree).  

Regardless, companies in this sector noted their employees could still benefit from skills‐based training 

where a “refresher” is needed, or when an otherwise good employee needs to hone a specific skill.   

INDUSTRY  STAKEHOLDER  FINDINGS 

Survey and roundtable participants offered candid and critical feedback to summarize the two primary 

challenges in their recruitment efforts: 

1) Finding candidates with an aptitude for interpreting financial statements is very difficult.

2) Relationship management skills are key  in the Business and Financial Services  industry but are

often lacking in younger employees.

SECTOR  STRATEGY RECOMMENDATIONS 

1) Expand education and training opportunities around specific job skills, allowing employers to hire

and retain workers demonstrating strong potential for growth but weak in distinct areas.

➢ Facilitate discussions with local financial institutions and community colleges to create a

banking/finance  curriculum  that  addresses  deficient  skill  sets  in,  otherwise,  good

employees and job candidates;

➢ Work with UVA and  community  colleges  to  create  “real  life,” problem‐based  learning

projects around risk assessment and financial analysis for business students (similar to

Virginia Tech’s Credit Corp program);

➢ Encourage  local employers  to  invest  in company‐based professional development and

employee  training,  particularly  through  the  American  Bankers’  Association  extensive

portfolio of programs;

➢ Initiate discussions between UVA and local financial services companies to explore jointly

funded development and delivery of on‐site, customized  training by University  faculty

focused on critical skills.

2) Create mentorship programs using retired industry executives and senior staff to work with entry‐

level hires and other new employees in relationship‐oriented positions.

➢ Engage VCW‐Piedmont and workforce development partners to design mentorships and

shadowing  opportunities  for  younger  staff  to  learn  from  seasoned  and  experienced

industry veterans;

➢ Explore opportunities to incorporate communication, conflict resolution, and relationship

management  training  into Career Readiness programs offered  through VCW‐Piedmont

and other workforce partners.
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INFORMATION TECHNOLOGY 

SECTOR  DEFINITION  AND  REGIONAL OVERVIEW  

The U.S. Census North American Industry Classification System (NAICS) does not include an industry with 

the title  Information Technology. For this reason, a combination of the below subsectors was used for 

data collection5.  

‐ Computer Systems Design and Related Services (NAICS 5415) 

‐ Telecommunications (NAICS 517) 

‐ Data Processing, Hosting, and Related Services (NAICS 518) 

‐ Software Publishers (NAICS 5112) 

‐ Internet Publishing and Broadcasting and Web Search Portals (NAICS 51913) 

This industry comprises establishments primarily engaged in providing expertise in the field of information 

technologies  through  one  or  more  of  the  following  activities:  (1)  writing,  modifying,  testing,  and 

supporting software to meet the needs of a particular customer; (2) planning and designing computer 

systems  that  integrate  computer  hardware,  software,  and  communication  technologies;  (3)  on‐site 

management and operation of clients' computer systems and/or data processing facilities; and (4) other 

professional and technical computer‐related advice and services.  

Industries  in  the  Telecommunications  (NAICS  517)  subsector  group  establishments  that  provide 

telecommunications and services related to that activity (e.g., telephony,  including Voice over Internet 

Protocol (VoIP); cable and satellite television distribution services; Internet access; telecommunications 

reselling services). The Telecommunications subsector is primarily engaged in operating, and/or providing 

access to facilities for the transmission of voice, data, text, sound, and video. Transmission facilities may 

be based on a single technology or a combination of technologies. 

INDUSTRY  EMPLOYMENT TRENDS  AND  FORECASTS 

TOTAL INDUSTRY EMPLOYMENT 

Over the past 10 years, the highest employment  in Information Technology  in Region 9 was  in 2017 at 

4,119. The lowest employment during that time frame occurred in 2013 at 3,212.  

5 U.S Census Bureau, Last Revised December 19, 2018 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

CURRENT INDUSTRY EMPLOYMENT AND WAGES 

The  Information  Technology  subsector  employing  the most  people  in Region  9  is Computer  Systems 

Design Services (NAICS 541512) with 1,326 people. This subsector ranks fourth among the highest of the 

top 10 subsectors in average annual wages at $103,465.  A close second leading employment subsector 

in the region is Custom Computer Programming Services (NAICS 541511) at 1,043, with a slightly higher 

annual  average wage  of  $113,293.  The  highest  annual wage  in  Information  Technology  at  $114,569 

applies  to  Other  Computer  Related  Services  (NAICS  541519),  which  ranks  as  the  fifth  highest  in 

employment in Information Technology for this region. 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

INDUSTRY EMPLOYMENT HISTORY 

Over the past five years, Information Technology employment in Region 9 has decreased by 124 jobs. The 

subsector with the  largest decrease occurred  in Data Processing, Hosting, and Related Services (NAICS 

518210) with a loss of 235 jobs, followed by Wired Telecommunications Carriers (NAICS 517311), losing 

131 jobs. The largest increase occurred in Internet Publishing and Broadcasting and Web Search Portals 

(NAICS 519130) with an  increase of 151  jobs. Computer Systems Design Services  (NAICS 541512) and 

Software Publishers  (NAICS 511210)  followed with employment  increases of 126 and 60,  respectively 

(Appendix 2, Figure 9). 

INDUSTRY EMPLOYMENT FORECAST 

During  the next 10 years, Computer Systems Design Services  (NAICS 541512)  is projected  to  increase 

further to a total demand of 1,439 jobs in Region 9. The second highest in‐demand job is in the Custom 

Computer  Programming  Services  (NAICS  541511)  subsector,  followed  by  Software  Publishers  (NAICS 

511210), with a total demand of 1,079 and 321, respectively (Appendix 2, Figure 10). Overall, Information 

Technology jobs are forecasted to show an annual increase of 1.7%. 
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PRIMARY  EMPLOYERS  –  INFORMATION  TECHNOLOGY  SECTOR 

Below are the region’s top Information Technology companies by planning district and locality. 

IN‐DEMAND  OCCUPATIONS 

OCCUPATION FORECAST 

The following data is sourced from an industry and occupation mix, which is considered by many to be 

the most accurate representation of current and future job demand.  

The Information Technology occupation forecasted to be the most in‐demand over the next five years is 

Software Developers and Software Quality Assurance Analysts and Testers (408 jobs), followed by Sales 

Representatives of Services, Except Advertising, Insurance, Financial Services, and Travel (106 jobs), and 

Computer User Support Specialists (98 jobs) (Appendix 2, Figure 11). 
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OCCUPATION HISTORY 

In Region 9, there was an increase of 315 Customer Service Representatives over the past five years, with 

an average wage of $35,200 ‐‐ the lowest of the top ten mean annual wages. The next highest growth in 

Information  Technology  occupations  was  for  Software  Developers  and  Software  Quality  Assurance 

Analysts  and  Testers  (238  jobs)  and  Sales Representatives of  Services,  Except Advertising,  Insurance, 

Financial  Services,  and  Travel  (196  jobs), with  average wages  of  $107,300  and  $61,600,  respectively 

(Appendix 2, Figure 12). Overall, these IT occupations grew at an annual rate of 2.5% over the past five 

years. 

INDUSTRY  CERTIFICATIONS  AND  EDUCATION  PROFILE 

The data below represents the most‐requested skills/abilities and certifications  from employers  in the 

Information Technology sector according to job postings during the past two quarters of 2020. 

HARD SKILLS 

Online  job postings  show  that  the most  sought‐after hard  skill  for  Information Technology was Agile, 

followed by Linux and Computer Programming/Coding.   The below figure shows the top 10 hard skills 

most requested in online job postings for Region 9. 

JobsEQ, retrieved January 2021 

SOFT SKILLS 

Over the past six months, the top three requested soft skills for critical demand Information Technology 

occupations  were  Communication  (Verbal  and  written  skills),  Cooperative/Team  Player,  and  Self‐

Motivated/Ability to Work Independently/Self‐Leadership. 
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JobsEQ, retrieved January 2021 

CERTIFICATIONS 

The  Information  Technology  sector  is  one  where  industry  credentials  and  certifications  are  most 

meaningful ‐‐ particularly in positions where employees deal with sensitive information.  The top three 

desired certifications in Region 9 for Information Technology positions were Secret Clearance, CompTIA 

Security+ CE (Continuing Education) Certification, and Certified Information Systems Security Professional 

(CISSP). 

JobsEQ, retrieved January 2021 
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EDUCATION PROFILE 

While some critical demand occupations in Information Technology require certifications, most of them 

require a bachelor’s degree and some occupations require at least a high school diploma or equivalent. 

More than 85% of employees in this occupation have at least some college or greater. The chart shows 

the education requirements for each of the top 10 critical demand jobs in Information Technology. 

JobsEQ, retrieved February 2021 

TRAINING  AND  EDUCATION  PARTNER  OPPORTUNITIES 

Information Technology  (IT) programs  in Virginia have recently been  impacted by Amazon’s additional 

headquarters locating to Arlington, VA. Cybersecurity tops IT offerings at the Northern Virginia community 

colleges, as well as other community colleges in the state.  Furthermore, security clearances often align 

with IT positions in the northern part of Region 9. Germanna Community College is certified by the NSA 

as a Center of Academic Excellence  for homeland security. This designation resonates with employers 

because it speaks to the quality of their programs. PVCC indicated there has not been significant demand 

for IT programs; however, it does offer Coding Camps as part of their Kids College program. 
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INDUSTRY  STAKEHOLDER  FINDINGS 

While  the  IT  sector has  long been a natural  fit  for  remote workers, employers  in  the  region  still  face 

challenges  in  recruiting  the  ideal employee, particularly with  senior  level positions.   The  two primary 

issues are: 

1) Finding talent within the region is very difficult, so companies must recruit from outside and often

pay more.

2) Technical capabilities may be good, but customer service skills and other industry requirements

(e.g., security clearances) are often lacking.

SECTOR  STRATEGY RECOMMENDATIONS 

1) Initiate targeted recruiting efforts towards desirable talent pools  (e.g., active duty and retiring

military personnel) and sector‐focused activities targeting IT professionals.

➢ Engage the Charlottesville Regional Chamber of Commerce’s Defense Affairs Committee

(DAC) to create a veteran’s talent pipeline;

➢ Coordinate and contribute to the cost of local companies’ participation in job fairs, social

media advertising, and  recruitment events  that are  focused on  communities home  to

military installations and colleges and universities;

➢ Invite and sponsor  local  IT businesses to host and staff trade show booths at  industry‐

focused conferences and educational seminars attended by technology professionals;

➢ Explore  a  cost‐sharing  arrangement with  IT  companies  interested  in hiring  a benefits

consultant to structure a “cafeteria plan” with options better suited to ex‐military hires

and young professionals.

2) Utilize education partners and business expertise  to create “Customer Service 101” and career

preparedness training programs.

➢ Convene  IT companies  to better understand  their  soft  skills  requirements and engage

VCW‐Piedmont  and  other  workforce  development  professionals  to  provide  needed

workshops and training;

➢ Create a knowledge‐sharing program between business sectors to “exchange” expertise

and  cross‐train  one  another  in  deficient  skills  (e.g.,  banking  and  financial  services

companies provide customer service training to IT employees, and IT employees provide

technology training to banking and financial services teams);

➢ Work with  technology  and  cybersecurity  companies  to  develop  a  security  clearance

“checklist”  for high school, community college and university students  interested  in  IT

careers.
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FOOD AND BEVERAGE MANUFACTURING 

SECTOR  DEFINITION  AND  REGIONAL OVERVIEW  

The U.S. Census North American Industry Classification System (NAICS) does not have a specific category 

for Food and Beverage Manufacturing. Both of these categories fall under NAICS 31, Manufacturing. For 

the  purposes  of  this  report,  Food  and  Beverage  Manufacturing  is  comprised  of  the  below  NAICS 

categories:  

‐ Food Manufacturing (NAICS 311) 

‐ Beverage Manufacturing (NAICS 3121) 

Industries  in  the  Food  Manufacturing  subsector  transform  livestock  and  agricultural  products  into 

products  for  intermediate  or  final  consumption.  The  industry  groups  are  distinguished  by  the  raw 

materials  (generally  of  animal  or  vegetable  origin)  processed  into  food  products.  The  food  products 

manufactured  in  these establishments are  typically  sold  to wholesalers or  retailers  for distribution  to 

consumers, but establishments primarily engaged  in retailing bakery and candy products made on the 

premises, not for immediate consumption, are included.6 

The Beverage Manufacturing group comprises establishments primarily engaged  in manufacturing soft 

drinks and ice; purifying and bottling water; and manufacturing brewery, winery, and distillery products.7 

INDUSTRY  EMPLOYMENT TRENDS  AND  FORECASTS 

TOTAL INDUSTRY EMPLOYMENT 

Over the past 10 years, employment  levels have steadily  increased across the region, except for 2014‐

2015 when  levels were primarily flat. Otherwise, Food and Beverage Manufacturing had been steadily 

rising prior to a sharp downturn resulting from the pandemic. 

6 US Bureau of Labor Statistics, About the Food Manufacturing Subsector, retrieved February 9, 2021, from 
https://www.bls.gov/iag/tgs/iag311.htm 

7 NAICS Association, 3121‐Beverage Manufacturing, retrieved February 9, 2021, from 
https://www.naics.com/naics‐code‐description/?code=3121 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

CURRENT INDUSTRY EMPLOYMENT AND WAGES 

Across the region, Wineries and Breweries are the top two in employment numbers; however, Wineries 

rank among the lowest in average annual wages at $29,699. 

The Wineries subsector (NAICS 312130) employs the most people (929) in Region 9, followed by Breweries 

(NAICS 312120) at 507.  While the Breweries subsector has a higher annual average wage ($40,519), the 

highest wage level in this region is $58,983 and applies to Flour Milling (NAICS 311211). Unfortunately, 

this subsector ranks among the lowest in employment with just 36 employees. 
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JobsEQ, retrieved May 2021, data as of 2020Q4 

INDUSTRY EMPLOYMENT HISTORY 

Over the past five years, Food and Beverage Manufacturing employment in Region 9 has increased by 341 

jobs. The subsector with the largest increase occurred in Breweries (NAICS 312120) with growth of 201 

jobs. Wineries (NAICS 312130) and Distilleries (NAICS 312140) followed with employment increases of 120 

and 49,  respectively. The Soft Drink Manufacturing  subsector  (NAICS 312111) experienced  the  largest 

reduction with a loss of 33 employees (Appendix 2, Figure 13). 

INDUSTRY EMPLOYMENT FORECAST 

Over the next five years, the Wineries subsector (NAICS 312130) is projected to have the largest increase 

in employment,  followed by Breweries  (NAICS 312120) and Soft Drink Manufacturing  (NAICS 312111) 

(Appendix 2, Figure 14); however, overall, Food and Beverage Manufacturing  jobs  in Region 9 are only 

expected to grow at an annual rate of 0.3%. 



Labor Sector Strategies    | 43 

PRIMARY  EMPLOYERS  –  FOOD  AND  BEVERAGE  MANUFACTURING  SECTOR 

Below are the region’s major Food and Beverage Manufacturers by planning district and locality. 
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IN‐DEMAND  OCCUPATIONS  

OCCUPATION FORECAST 

The following data is sourced from an industry and occupation mix and reflects the top 10 occupations 

projected to increase in Food and Beverage Manufacturing across Region 9. 

The  occupation  expected  to  be  the most  in‐demand  over  the  next  10  years  is  Packaging  and  Filling 

Machine  Operators  and  Tenders,  followed  by  Bartenders,  and  Separating,  Filtering,  Clarifying, 

Precipitating, and Still Machine Setters, Operators, and Tenders (Appendix 2, Figure 15). 

OCCUPATION HISTORY 

In Region 9, and similar to the rest of the country, many occupations associated with Food and Beverage 

Manufacturing have been severely impacted by the COVID pandemic. Over the past five years, the critical 

demand occupations in this industry have decreased at an annual rate of 1.4%; however, in spite of this 

downward trend, the industry is forecasted to grow at a rate of 0.3% over the next 10 years.  

In Appendix 2, Figure 16 shows the sharp decline in wait staff occupations, which have been most affected 

by  the  pandemic. Not  surprisingly, Waiter  and Waitress  (SOC  35‐3031)  occupations  fell  significantly, 

followed  by  Bartenders  (SOC  35‐3011).  The  occupation with  the  greatest  increase was  Laborers  and 

Freight, Stock, and Material Movers, Hand (SOC 53‐7062). All of these occupations are some of the lowest 

paying at $26,800, $27,000, and $28,300, respectively. Over the past five years, the occupation with the 

highest average wage in this industry was Separating, Filtering, Clarifying, Precipitation, and Still Machine 

Setters, Operators, and Tenders (SOC 51‐9012) with an average annual wage of $43,500. 

INDUSTRY  CERTIFICATIONS  AND  EDUCATION  PROFILE 

The below data represent the most employer requested skills/abilities and certifications according to job 

postings from the past six months. 

HARD SKILLS 

Online  job postings  from  the past  six months  show  the most  sought‐after  requirement  for Food and 

Beverage Manufacturing was Ability to Lift 51‐100 lbs., followed by Retail Sales and Cash Handling.  The 

below figure shows the top 10 hard skills most requested in online job postings in Region 9. 
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JobsEQ, retrieved February 2021 

SOFT SKILLS 

Over  the past  six months,  the  top  three  requested  soft  skills  for  critical demand  Food and Beverage 

Manufacturing  occupations  in  Region  9 were  Customer  Service,  Communication  (Verbal  and written 

skills), and Cooperative/Team Player. 

JobsEQ, retrieved February 2021 
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CERTIFICATIONS 

In  Region  9,  the  top  three  desired  certifications  in  Food  and  Beverage Manufacturing were Driver’s 

License, ServSafe Food Protection Manager Certification, and Commercial Driver’s License (CDL). 

JobsEQ, retrieved February 2021 

EDUCATION PROFILE 

While some critical demand occupations in Food and Beverage Manufacturing require certifications, none 

of them require even a two‐year degree and many occupations do not require a high school diploma. The 

below graph shows the region’s current education mix, as well as education requirements in this industry 

for each of the top 10 critical demand jobs in Food and Beverage Manufacturing. 
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JobsEQ, retrieved February 2021 

TRAINING  AND  EDUCATION  PARTNER  OPPORTUNITIES 

PVCC is one of the few community colleges in the country that offers various training for both winemakers 

and craft brewers. These programs were paused during the pandemic but are poised to resume as  in‐

person options become available. PVCC benefits from a strong curriculum, access to good facilities, and 

the availability of industry experts to provide instruction and bring relevant experience to engage adult 

learners. Germanna would like to duplicate PVCC’s programs, as the winery and brewery industry expands 

into the communities it serves. 

INDUSTRY  STAKEHOLDER  FINDINGS 

The  Food  and  Beverage  Manufacturing  sector  encompasses  a  mixture  of  hospitality,  tourism,  and 

manufacturing‐oriented entities; thus, their workforce needs and operating concerns don’t easily align, 

so  getting  area  businesses  to  participate  in  surveys  and  roundtable  discussions  can  be  challenging.  
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Nevertheless, one common concern ‐‐ and one that seems to be “universal” to other sectors ‐‐ is outlined 

below. 

1) Finding good employees, particularly those with customer service and  leadership skills,  is very

difficult.

SECTOR  STRATEGY  RECOMMENDATIONS 

1) Utilize workforce  development  partners  to  create  customer  service workshops  (e.g.,  half‐day

sessions) and leadership training programs for industry employees.

➢ Explore  opportunities  for  grant  funding  or  cost‐sharing  arrangements  with  sector

employers to cover the cost of having workforce partners (or consultants) develop and

deliver customer service training or onboarding “basics” for new employees;

➢ Expand  existing  community  college  brewing  and  viticulture  programs  to  include  a

management training component.

2) Engage sector‐focused resources in employment and recruitment activities.

➢ Partner with industry resources and associations (e.g., Virginia Farm Bureau, Virginia Craft

Brewers Guild, Virginia Wineries Association) to promote job openings and opportunities

for hard‐to‐fill positions (e.g. horticulturist, vineyard manager).
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Appendix 1 

Manufacturing NAICS Codes 

   





MANUFACTURING NAICS CODES 

2131  Support Activities for Mining 

3131  Fiber, Yarn, and Thread Mills 

3132  Fabric Mills 

3133  Textile and Fabric Finishing and Fabric Coating Mills 

3141  Textile Furnishings Mills 

3149  Other Textile Product Mills 

3151  Apparel Knitting Mills 

3152  Cut and Sew Apparel Manufacturing 

3159  Apparel Accessories and Other Apparel Manufacturing 

3161  Leather and Hide Tanning and Finishing 

3162  Footwear Manufacturing 

3169  Other Leather and Allied Product Manufacturing 

3211  Sawmills and Wood Preservation 

3212  Veneer, Plywood, and Engineered Wood Product Manufacturing 

3219  Other Wood Product Manufacturing 

3221  Pulp, Paper, and Paperboard Mills 

3222  Converted Paper Product Manufacturing 

3231  Printing and Related Support Activities 

3241  Petroleum and Coal Products Manufacturing 

3251  Basic Chemical Manufacturing 

3252  Resin, Synthetic Rubber, and Artificial Synthetic Fibers and Filaments Manufacturing 

3253  Pesticide, Fertilizer, and Other Agricultural Chemical Manufacturing 

3254  Pharmaceutical and Medicine Manufacturing 

3255  Paint, Coating, and Adhesive Manufacturing 

3256  Soap, Cleaning Compound, and Toilet Preparation Manufacturing 

3259  Other Chemical Product and Preparation Manufacturing 

3261  Plastics Product Manufacturing 



3262  Rubber Product Manufacturing 

3271  Clay Product and Refractory Manufacturing 

3273  Glass and Glass Product Manufacturing 

3273  Cement and Concrete Product Manufacturing 

3274  Lime and Gypsum Product Manufacturing 

3279  Other Nonmetallic Mineral Product Manufacturing 

3311  Iron and Steel Mills and Ferroalloy Manufacturing 

3312  Steel Product Manufacturing from Purchased Steel 

3313  Alumina and Aluminum Production and Processing 

3314  Nonferrous Metal (except Aluminum) Production and Processing 

3315  Foundries 

3321  Forging and Stamping 

3322  Cutlery and Handtool Manufacturing 

3323  Architectural and Structural Metals Manufacturing 

3324  Boiler, Tank, and Shipping Container Manufacturing 

3325  Hardware Manufacturing 

3326  Spring and Wire Product Manufacturing 

3327  Machine Shops; Turned Product; and Screw, Nut, and Bolt Manufacturing 

3328  Coating, Engraving, Heat Treating, and Allied Activities 

3329  Other Fabricated Metal Product Manufacturing 

3331  Agriculture, Construction, and Mining Machinery Manufacturing 

3332  Industrial Machinery Manufacturing 

3333  Commercial and Service Industry Machinery Manufacturing 

3335  Metalworking Machinery Manufacturing 

3336  Engine, Turbine, and Power Transmission Equipment Manufacturing 

3339  Other General Purpose Machinery Manufacturing 

3341  Computer and Peripheral Equipment Manufacturing 

3342  Communications Equipment Manufacturing 

3342  Audio and Video Equipment Manufacturing 



3344  Semiconductor and Other Electronic Component Manufacturing 

3345  Navigational, Measuring, Electromedical, and Control Instruments Manufacturing 

3346  Manufacturing and Reproducing Magnetic and Optical Media 

3351  Electric Lighting Equipment Manufacturing 

3352  Household Appliance Manufacturing 

3353  Electrical Equipment Manufacturing 

3359  Other Electrical Equipment and Component Manufacturing 

3361  Motor Vehicle Manufacturing 

3362  Motor Vehicle Body and Trailer Manufacturing 

3363  Motor Vehicle Parts Manufacturing 

3364  Aerospace Product and Parts Manufacturing 

3365  Railroad Rolling Stock Manufacturing 

3366  Ship and Boat Building 

3369  Other Transportation Equipment Manufacturing 

3371  Household and Institutional Furniture and Kitchen Cabinet Manufacturing 

3372  Office Furniture (including Fixtures) Manufacturing 

339  Other Furniture Related Product Manufacturing 

 3391  Medical Equipment and Supplies Manufacturing 

3399  Other Miscellaneous Manufacturing 

4831  Deep Sea, Coastal, and Great Lakes Water Transportation 

4931  Warehousing and Storage 

11311  Timber Tract Operations 

11321  Forest Nurseries and Gathering of Forest Products 

11331  Logging 





 

 

 

 

 

 

 

Appendix 2 

Supporting Graphs 

   





 
Figure 1 ‐  JobsEQ, retrieved May 2021, data as of 2020Q4 

 
Figure 2 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 

‐150

‐149

‐115

‐106

‐101

51

67

95

179

287

‐200 ‐150 ‐100 ‐50 0 50 100 150 200 250 300 350

Motorcycle, Bicycle, and Parts Manufacturing

Other Industrial Machinery Manufacturing

Semiconductor and Related Device Manufacturing

Unlaminated Plastics Film and Sheet (except…

Laminated Plastics Plate, Sheet (except Packaging),…

All Other Miscellaneous Textile Product Mills

Printed Circuit Assembly (Electronic Assembly)…

Instrument Manufacturing for Measuring and…

General Warehousing and Storage

Commercial Screen Printing

Change in Employment 5 Year History                                
Top and Bottom Sectors in Manufacturing Region 9

112

115

117

146

158

162

172

226

229

600

0 100 200 300 400 500 600 700

Motor Vehicle Brake System Manufacturing

Guided Missile and Space Vehicle Propulsion Unit…

Logging

Other Millwork (including Flooring)

Commercial Screen Printing

Sawmills

Wood Kitchen Cabinet and Countertop Manufacturing

Unlaminated Plastics Film and Sheet (except…

Search, Detection, Navigation, Guidance,…

General Warehousing and Storage

Employment 5 Year Projection Manufacturing Region 9



 
Figure 3 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 

 

  

Figure 4 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Figure 5 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 

 

 

Figure 6 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Figure 7 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Figure 9 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Figure 11 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Figure 13 ‐ JobsEQ, retrieved May 2021, data as of 2020Q4 
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Appendix 3 

Survey Responses 

   





Sector Strategies Survey 2021 - Light Manufacturing

Answer Choices Responses
200+ 35%
150-199 9%
100-149 4%
50-99 35%
20-50 17%
Less than 20 0%

Answer Choices Responses
Administrative 5%
Management 24%
Machine Operators 57%
First-line Supervisors 19%
Plumbers 0%
Mechanics 19%
Training Specialists 0%
Warehousing - Stockers/Order Fillers 57%
Laborers, Freight, Material Movers 71%
Truck Drivers 19%
Other (please specify) see below
Experienced senior sales
Sheet Metal Mechanics, Machinists, Welders, 
Assemblers
Engineers
Stackers and Assemblers
Forklift Drivers, Maintenance Technicials
Quality Department all levels

Answer Choices Responses
Indeed 94%
LinkedIn 35%
Monster 0%
Glassdoor 0%
FlexJobs 0%
Professional Association 6%
Other (please specify) see below
we currently use 3 temp to hire companies
facebook
NBC 29 Job Spot 
We use all of them and some are better than others depending           
on the role

Flyers, signs, college job boards, staff agencies, lead generating
We cant get anyone to work
we currently use indeed and linkedin. however, difficulty finding 
adequate help in this region.

Answer Choices (1=poor / 5=excellent) Responses

1 14%

2 59%

3 9%

4 14%
5 0%

Q1. What is the number of employees at this facility?

Q4. How would you rate the quality of candidates applying for positions in 
your organization?

Q2. What positions in your organization are the most difficult to fill. Select 
all that apply.

Q3. Is there a particular recruiting tool/job board that provides you with 
better candidates than another?  Select all that apply.



Answer Choices Responses
None of the above 0%
Emphasis on company/organizational values 78%
Expectation of the job 100%
Attendance policies 100%
Company Culture 74%

Answer Choices Responses
Within the region (30-minute or less commute) 43%
Within the region (30-60 minute commute) 52%
Outside of the region (e.g. Richmond, Lynchburg, Fredericksburg or 
other in-state location) 4%
Outside of Virginia 0%

Answer Choices Responses
None of the above 0%
Cost of living too high 43%
Lack of affordable housing 24%
Lack of public transportation 29%
Compete with similar businesses for the same labor pool 76%
Other (please specify) see below
lack of similar businesses to draw employees, lack of trade schools 
to provide employees

unemployment benefits
Cant get anyone to apply. No one seems to want to work

Answer Choices Increase Decrease No change Not applicable
Machine Operators 82% 0% 9% 9%
First-line Supervisors 50% 0% 44% 6%
Plumbers 0% 0% 14% 86%
Mechanics 59% 0% 29% 12%
Training Specialists 14% 0% 43% 43%
Warehousing - Stockers/Order Fillers 71% 0% 24% 5%
Laborers, Freight, Material Movers 85% 0% 15% 0%

Answer Choices Responses
Pre-hire 26%
During onboarding/training period 9%
During performance evaluations 13%
Not applicable 52%

Answer Choices Responses
Yes, for assistance with job fairs 30%
Yes, to advertise our job openings 48%
No, but I would like to engage with VCW 13%
No, I don't plan to engage with VCW 13%
I am not familiar with Virginia Career Works 26%

Q5. Does your onboarding and/or training of new hires include any of the 
following? Select all that apply.

Q6. From where are the majority of your new hires coming?

Q7. Are there any particular issues or challenges specific to the region 
that make it difficult for you to recruit employees to the area? Select all 
that apply.

Q8. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand for workers in 
Manufacturing is in the areas listed below.  Given your company’s plans or expected trends in this industry, do 
you anticipate the demand for these positions will change over the next three years?

Q9. Does your company have a career pathway for each position? If so, 
when is it shared with the employee?

Q10. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting?



Answer Choices Responses
Yes 57%
No 43%

Answer Choices Responses
Yes, provided in-house 96%
Yes, provided through an outside partner 0%
Yes, both in-house and through an outside partner 0%
Not provided 4%

Answer Choices Responses
Recruitment and hiring events 61%
Industry-related curriculum development 9%
Job-specific training programs 4%
Creation of apprenticeships 9%
Not applicable/Never used 35%

Answer Choices Responses
None of the above 61%
Once a year 9%
More than once a year 4%
Quarterly 9%
Never, but we plan to engage community colleges 35%

Answer Choices (1=poor / 5=excellent) Responses

1 28%

2 17%

3 22%

4 28%
5 6%

Answer Choices Responses
Yes 81%
No 19%

Responses
Wage studies, best practices, etc.
We need more vocational school options.
Virginia should reduce unemployment benefits to encourage people 
to go back to work.  

public-based transportation is really key 

Q14. How often does your organization meet or talk with workforce 
development teams from your local community college?

Q15. How would your company rate the value of training and credentialing 
programs offered by the community colleges?

Q16. The Central Virginia Partnership is hosting a virtual Manufacturing 
Roundtable Discussion and invites you to participate. Would you be 
willing to participate on Tuesday, June 8, 1:00-2:30 pm?

Q17. Are there other non-workforce or operational resources needed to 
support your industry in this region? If so, please describe.

Q11. Would your HR team utilize assistance from workforce development 
and training partners in writing recruitment notices?

Q12. Does your company provide on-the-job training?

Q13. Has your company previously worked with any of the community 
colleges' workforce development and training teams? If so, in what 
capacity? Select all that apply.
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Manufacturing Labor Force

Source: JobsEQ®, American Community Survey, 2015‐2019; excludes Food/Beverage Manufacturing
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Q2. What positions in your organization are the most difficult to fill? (21 responses)
Q8. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand for workers in Manufacturing is in the 
areas listed below. Given your company’s plans or expected trends in this industry, do 
you anticipate the demand for these positions will change over the next three years? 
(23 responses)
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Source: Survey questions
Q13. Has your company previously worked with any of the community colleges’ workforce development and 
training teams? If so, in what capacity? (23 responses)
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Sector Strategies Survey 2021 - Business & Financial Services

Answer Choices Responses
200+ 25%
150-199 25%
100-149 0%
50-99 38%
20-50 0%
Less than 20 13%

Answer Choices Responses
Administrative 14%
Management 29%
Office Clerks 29%
Customer Service Representatives 43%
Operations Managers 14%
Training and Development Specialists 29%
Other (please specify) see below
Tellers

Answer Choices Responses
Indeed 43%
LinkedIn 57%
Monster 0%
Glassdoor 0%
FlexJobs 0%
Professional Association 29%
Other (please specify)
Company Job Posting Site 

Answer Choices (1=poor / 5=excellent) Responses

1 13%

2 38%

3 38%

4 13%
5 0%

Answer Choices Responses
None of the above 0%
Emphasis on company/organizational values 100%
Expectation of the job 86%
Attendance policies 71%
Company Culture 100%

Q1. What is the number of employees at this facility?

Q2. What positions in your organization are the most difficult to fill. 
Select all that apply.

Q3. Is there a particular recruiting tool/job board that provides you 
with better candidates than another?  Select all that apply.

Q4. How would you rate the quality of candidates applying for 
positions in your organization?

Q5. Does your onboarding and/or training of new hires include any of 
the following? Select all that apply.



Answer Choices Responses
Within the region (30-minute or less commute) 57%
Within the region (30-60 minute commute) 14%
Outside of the region (e.g. Richmond, Lynchburg, Fredericksburg or 
other in-state location) 14%
Outside of Virginia 14%

Answer Choices Responses
100% 0%
75-99% 29%
50-74% 14%
Less than 50% 29%
None of our employees work remotely 29%

Answer Choices Responses
None of the above 0%
Cost of living too high 40%
Lack of affordable housing 40%
Lack of public transportation 20%
Compete with similar businesses for the same labor pool 0%
Other (please specify) see below
Access to affordable international travel routes
Making more money on unemployment, not desiring to go back to 
office work

Answer Choices Increase Decrease No change Not applicable
Office Clerks 20% 20% 40% 20%
Customer Service Representatives 57% 14% 29% 0%
Operations Managers 14% 14% 71% 0%
Administrative Support 14% 14% 57% 14%
Training and Development Specialists 43% 0% 57% 0%

Answer Choices Responses
Pre-hire 14%
During onboarding/training period 29%
During performance evaluations 43%
Not applicable 14%

Q6. From where are the majority of your new hires coming?

Q7. If your employees work remotely, what percentage will continue to 
work remotely after COVID restrictions are lifted?

Q8. Are there any particular issues or challenges specific to the region 
that make it difficult for you to recruit employees to the area? Select 
all that apply.

Q9. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand for workers 
in Business & Financial Services is in the areas listed below.  Given your company’s plans or expected 
trends in this industry, do you anticipate the demand for these positions will change over the next three 
years?

Q10. Does your company have a career pathway for each position? If 
so, when is it shared with the employee?



Answer Choices Responses
Yes, for assistance with job fairs 14%
Yes, to advertise our job openings 0%
No, but I would like to engage with VCW 0%
No, I don't plan to engage with VCW 43%
I am not familiar with Virginia Career Works 43%

Answer Choices Responses
Yes 43%
No 57%

Answer Choices Responses
Yes, provided in-house 71%
Yes, provided through an outside partner 0%
Yes, both in-house and through an outside partner 14%
Not provided 14%

Answer Choices Responses
Recruitment and hiring events 43%
Industry-related curriculum development 14%
Job-specific training programs 0%
Creation of apprenticeships 14%
Not applicable/Never used 57%

Answer Choices Responses
None of the above 57%
Once a year 0%
More than once a year 29%
Quarterly 14%
Never, but we plan to engage community colleges 0%

Answer Choices (1=poor / 5=excellent) Responses

1 0%

2 0%

3 40%

4 40%
5 20%

Q13. Does your company provide on-the-job training?

Q14. Has your company previously worked with any of the community 
colleges' workforce development and training teams? If so, in what 
capacity? Select all that apply.

Q15. How often does your organization meet or talk with workforce 
development teams from your local community college?

Q16. How would your company rate the value of training and 
credentialing programs offered by the community colleges?

Q11. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting?

Q12. Would your HR team utilize assistance from workforce 
development and training partners in writing recruitment notices?



Answer Choices Responses
Yes 43%
No 57%

Responses None

Q18. Are there other non-workforce or operational resources needed 
to support your industry within the region? If so, please describe.

Q17. The Central Virginia Partnership is hosting a virtual Business & 
Financial Services Roundtable Discussion and invites you to 
participate. Would you be willing to participate on Thursday, June 17, 
10:00-11:30 am?
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Business & Financial Services Labor Force

Source: JobsEQ®, American Community Survey, 2015‐2019
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Demand

Source: Survey questions
Q2. What positions in your organization are the most difficult to fill? (7 responses)
Q9. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand 
for workers in Business/Financial Services is in the areas listed below. Given your company’s 
plans or expected trends in this industry, do you anticipate the demand for these positions 
will change over the next three years? (7 responses)
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Source: Survey questions
Q14. Has your company previously worked with any of the community colleges’ workforce development 
and training teams? If so, in what capacity? (7 responses)
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Source: Survey questions
Q11. Do you utilize or interface with Virginia Career Works (VCW) for 
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Sector Strategies Survey 2021 - Information Technology

Q1. What is the number of employees at this facility?
Answer Choices Responses
200+ 0%
150-199 0%
100-149 0%
50-99 29%
20-50 57%
Less than 20 14%

Answer Choices Responses
Administrative 0%
Management 0%
Software Developers 100%
Quality Assurance Engineers 33%
Management Analysts 17%
Computer User Support / Help Desk 17%
Computer Systems Analysts 17%
Computer and Information Systems Managers 17%
Other (please specify) - see below see below
Robotics specialists
Technicians
Data Scientists

Answer Choices Responses
Indeed 33%
LinkedIn 67%
Monster 0%
Glassdoor 0%
FlexJobs 0%
Professional Association 50%
Other (please specify) - see below see below
Lever
Currently using a national vendor
Personal networks
ClearanceJobs

Answer Choices (1=poor / 5=excellent) Responses
1 0%
2 14%
3 57%
4 29%
5 0%

Q3. Is there a particular recruiting tool/job board that provides you 
with better candidates than another?  Select all that apply.

Q2. What positions in your organization are the most difficult to fill. 
Select all that apply.

Q4. How would you rate the quality of candidates applying for positions in 
your organization?



Answer Choices Responses
None of the above 0%
Emphasis on company/organizational values 100%
Expectation of the job 100%
Attendance policies 71%
Company Culture 100%

Q6. From where are the majority of your new hires coming?
Answer Choices Responses
Within the region (30-minute or less commute) 43%
Within the region (30-60 minute commute) 29%
Outside of the region (e.g. Richmond, Lynchburg, Fredericksburg or 
other in-state location) 0%
Outside of Virginia 29%

Answer Choices Responses
100% 0%
75-99% 0%
50-74% 57%
Less than 50% 43%
None of our employees work remotely 0%

Answer Choices Responses
None of the above 0%
Cost of living too high 86%
Lack of affordable housing 43%
Lack of public transportation 0%
Compete with similar businesses for the same labor pool 57%
Other (please specify) 0%

Answer Choices Increase Decrease No change Not applicable
Software Developers 50% 0% 50% 0%
Quality Assurance Engineers 80% 0% 20% 0%
Management Analysts 40% 0% 40% 20%
Computer User Support / Help Desk 17% 0% 83% 0%
Computer Systems Analysts 33% 0% 50% 17%
Computer and Information Systems Managers 50% 0% 33% 17%

Q7. If your employees work remotely, what percentage will continue 
to work remotely after COVID restrictions are lifted?

Q8. Are there any particular issues or challenges specific to the 
region that make it difficult for you to recruit employees to the area? 
Select all that apply.

Q5. Does your onboarding and/or training of new hires include any of 
the following? Select all that apply.

Q9. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand for 
workers in Information Technology is in the areas listed below.  Given your company’s plans or expected 
trends in this industry, do you anticipate the demand for these positions will change over the next three 
years?



Answer Choices Responses
Pre-hire 0%
During onboarding/training period 17%
During performance evaluations 33%
Not applicable 50%

Answer Choices Responses
Yes, for assistance with job fairs 0%
Yes, to advertise our job openings 14%
No, but I would like to engage with VCW 43%
No, I don't plan to engage with VCW 14%
I am not familiar with Virginia Career Works 43%

Answer Choices Responses
Yes 50%
No 50%

Answer Choices Responses
Yes, provided in-house 57%
Yes, provided through an outside partner 0%
Yes, both in-house and through an outside partner 29%
Not provided 14%

Answer Choices Responses
Recruitment and hiring events 71%
Industry-related curriculum development 29%
Job-specific training programs 14%
Creation of apprenticeships 29%
Not applicable/Never used 29%

Answer Choices Responses
None of the above 43%
Once a year 0%
More than once a year 43%
Quarterly 0%
Never, but we plan to engage community colleges 14%

Q14. Has your company previously worked with any of the 
community colleges' workforce development and training teams? If 
so, in what capacity? Select all that apply.

Q15. How often does your organization meet or talk with workforce 
development teams from your local community college?

Q10. Does your company have a career pathway for each position? If 
so, when is it shared with the employee?

Q11. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting?

Q12. Would your HR team utilize assistance from workforce 
development and training partners in writing recruitment notices?

Q13. Does your company provide on-the-job training?



Answer Choices (1=poor / 5=excellent) Responses
1 14%
2 0%

3 57%

4 14%

5 0%

Answer Choices Responses
Yes 71%
No 29%

Responses
Funding from the County and State for a new site for business 
operations

Q18. Are there other non-workforce or operational resources needed 
to support your industry in this region? If so, please describe.

Q16. How would your company rate the value of training and 
credentialing programs offered by the community colleges?

Q17. The Central Virginia Partnership is hosting a virtual Information 
Technology Roundtable Discussion and invites you to participate. 
Would you be willing to participate on Monday, June 14, 1:00-2:30 
pm?
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Source: JobsEQ®, American Community Survey, 2015‐2019
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Demand

Source: Survey questions
Q2. What positions in your organization are the most difficult to fill? (6 responses)
Q8. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand 
for workers in Information Technology is in the areas listed below. Given your company’s 
plans or expected trends in this industry, do you anticipate the demand for these positions 
will change over the next three years? 
(6 responses)
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Source: Survey questions
Q14. Has your company previously worked with any of the community colleges’ workforce development 
and training teams? If so, in what capacity? (7 responses)
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Source: Survey questions
Q11. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting? (6 responses)
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Sector Strategies Survey 2021 - Food & Beverage Processing

Answer Choices Responses
200+ 8%
150-199 8%
100-149 8%
50-99 8%
20-50 23%
Less than 20 46%

Answer Choices Responses
Administrative 0.00%
Management 8.33%
Counter Workers 33.33%
Stockers and Order Fillers 16.67%
Janitors and Cleaners 16.67%
First-line Supervisors 8.33%
Customer Service Representatives 0.00%
Agricultural Managers 41.67%
Other (please specify) see below
BOH Skilled Staff
Field worker
Carpenter
Agricultural workers
Horticulturalists  (Growers of Plants)

Answer Choices Responses
Indeed 67%
LinkedIn 17%
Monster 0%
Glassdoor 0%
FlexJobs 0%
Professional Association 33%
Other (please specify) see below
Facebook
winejobs.com
Our Instagram has worked well. We have almost 10,000 followers
word of mouth
Hortjobs.com, hirehorticulture.com

Answer Choices (1=poor / 5=excellent) Responses
1 8%
2 54%
3 15%
4 15%
5 8%

Q1. What is the number of employees at this facility?

Q2. What positions in your organization are the most difficult to fill. 
Select all that apply.

Q3. Is there a particular recruiting tool/job board that provides you 
with better candidates than another?  Select all that apply.

Q4. How would you rate the quality of candidates applying for 
positions in your organization?



Answer Choices Responses
None of the above 0%
Emphasis on company/organizational values 92%
Expectation of the job 92%
Attendance policies 85%
Company Culture 85%

Answer Choices Responses
Within the region (30-minute or less commute) 54%
Within the region (30-60 minute commute) 38%
Outside of the region (e.g. Richmond, Lynchburg, Fredericksburg or 
other in-state location) 0%
Outside of Virginia 8%

Answer Choices Responses
None of the above 15%
Cost of living too high 15%
Lack of affordable housing 38%
Lack of public transportation 23%
Compete with similar businesses for the same labor pool 69%
Other (please specify) see below
Labor costs 

Answer Choices Increase Decrease No change Not applicable
Counter Workers 75% 0% 8% 17%
Stockers and Order Fillers 45% 0% 36% 18%
Janitors and Cleaners 45% 0% 36% 18%
First-line Supervisors 64% 0% 27% 9%
Customer Service Representatives 36% 0% 27% 36%
Agricultural Managers 45% 0% 36% 18%

Answer Choices Responses
Pre-hire 15%
During onboarding/training period 15%
During performance evaluations 31%
Not applicable 38%

Q5. Does your onboarding and/or training of new hires include any of 
the following? Select all that apply.

Q6. From where are the majority of your new hires coming?

Q7. Are there any particular issues or challenges specific to the region 
that make it difficult for you to recruit employees to the area? Select 
all that apply.

Q8. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand for workers 
in Food & Beverage Processing is in the areas listed below.  Given your company’s plans or expected 
trends in this industry, do you anticipate the demand for these positions will change over the next three 
years?

Q9. Does your company have a career pathway for each position? If 
so, when is it shared with the employee?



Answer Choices Responses
Yes, for assistance with job fairs 15%
Yes, to advertise our job openings 8%
No, but I would like to engage with VCW 15%
No, I don't plan to engage with VCW 8%
I am not familiar with Virginia Career Works 69%

Answer Choices Responses
Yes 50%
No 50%

Answer Choices Responses
Yes, provided in-house 69%
Yes, provided through an outside partner 0%
Yes, both in-house and through an outside partner 31%
Not provided 0%

Answer Choices Responses
Recruitment and hiring events 8%
Industry-related curriculum development 23%
Job-specific training programs 8%
Creation of apprenticeships 15%
Not applicable/Never used 54%

Answer Choices Responses
None of the above 38%
Once a year 15%
More than once a year 8%
Quarterly 0%
Never, but we plan to engage community colleges 38%

Answer Choices (1=poor / 5=excellent) Responses
1 33%
2 25%
3 8%
4 8%
5 25%

Q13. Has your company previously worked with any of the community 
colleges' workforce development and training teams? If so, in what 
capacity? Select all that apply.

Q14. How often does your organization meet or talk with workforce 
development teams from your local community college?

Q15. How would your company rate the value of training and 
credentialing programs offered by the community colleges?

Q11. Would your HR team utilize assistance from workforce 
development and training partners in writing recruitment notices?

Q12. Does your company provide on-the-job training?

Q10. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting?



Answer Choices Responses
Yes 42%
No 58%

Responses None

g p g
Beverage Processing Roundtable Discussion and invites you to 
participate. Would you be willing to participate on Wednesday, June 
16, 2:00-3:30 pm?

Q17. Are there other non-workforce or operational resources needed 
to support your industry in this region? If so, please describe.
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Food & Beverage Processing Labor Force

Source: JobsEQ®, American Community Survey, 2015‐2019
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Labor Force Participation Rate Food/Bev

Demand

Source: Survey questions
Q2. What positions in your organization are the most difficult to fill? (13 responses)
Q8. The Q4 2020 data from the Bureau of Labor Statistics (BLS) suggests the greatest demand 
for workers in Food/Beverage Processing is in the areas listed below. Given your company’s 
plans or expected trends in this industry, do you anticipate the demand for these positions 
will change over the next three years? 
(13 responses)

Additional Difficult to 
Fill From Survey:

• Field Workers
• Carpenters
• Agricultural Workers
• Horticulturalists
• BOH Skilled Staff
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Source: Survey questions
Q13. Has your company previously worked with any of the community colleges’ workforce development 
and training teams? If so, in what capacity? (13 responses)

Community College Engagement
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Recruitment and hiring events
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Workforce Development Partnerships

Source: Survey questions
Q10. Do you utilize or interface with Virginia Career Works (VCW) for 
recruiting? (12 responses)
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I am not familiar with Virginia Career Works

No, I don't plan to engage with VCW

No, but I would like to engage with VCW

Yes, to advertise our job openings

Yes, for assistance with job fairs
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Appendix 4 

Colorado Regional Sector 

Partnership Convener Training 

Workbook (2013) 
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