NEET Workgroup #5 Workforce of the Future

Draft Final Report 
I. Introduction

Work group five was drafted to address the central question, “Facing today’s demographics, how do we create systems that build and sustain energy efficiency talent to meet today’s and the future’s needs?”  In the preliminary meetings in mid-August and early September of 2008, the workgroup decided to focus its approach through input from group member expertise and a literature review.  Additionally, the work group decided to focus on actionable items within a time frame of five years.  Staff from PSE and PacifiCorp provided support and conducted research.  
II. Brief Discussion of Background and Literature Review

A convergence of factors presents both opportunity and challenge for increased energy efficiency deployment.  Economic and policy actions are driving the expansion of energy efficiency deployment at a rapid rate.  Long term projections of energy supply costs are climbing making energy efficiency an alternative resource choice.  26 States have Renewable Portfolio Standards in place and 16 States have Energy Efficiency requirements in place.  
The growth of energy efficiency both regionally and nationally is also documented from a variety of sources.  The National Action Plan for Energy Efficiency reports Energy Efficiency programs will increase 15% in the near term and Energy Service Companies (ESCO) revenues to increase 22%.
  The American Solar Energy Society counts 8 million jobs created in the U.S. Energy Efficiency industry in 2006 
 and The Center on Wisconsin Energy estimates 10 jobs are created for every $1 million invested in energy efficiency measures. 
  
While these trends are reason for optimism for the growth of energy efficiency in the Northwest, several other factors present challenges that may impede the projected attainment of energy efficiency.  Primary among these is the imminent retirement of 50% of the workforce in the coming five years.  Magnifying the importance of this trend is a general decline in the working age cohorts of the population until 2030, and particularly declining numbers of workers in the skilled trades as well as graduates and enrollments in engineering programs.
  Confounding these broader trends, there is difficulty in identifying true workforce and job data for the energy efficiency industry.  Employment in energy efficiency is refracted across utilities, federal and state programs, manufacturing, construction, and other disparate job classifications.  This makes it especially challenging to assess the specific numbers of employees needed to attain energy efficiency goals.  Additionally, the economic downturn of 2008 may dampen energy efficiency demand for the short term and it is likely that state and federal discretionary funds may not be available for workforce issues until a recovery ensues.
III. Findings and Issues
Among the available literature for review, there was a great deal of focus and attention on Green Collar/Green Economy Job development, but little specific mention or analysis of energy efficiency projections or needs.  Some efforts that are slated for completion beyond the timeframe of the Northwest Energy Efficiency Task Force offer promise such as the DOE office of Energy Efficiency and Renewable Energy draft report from LBNL on Commercial and Industrial workforce needs due now in February 2009.  Also a report is expected in August 2009 from the Oregon Economic and Community Development Department which has a workgroup examining energy efficiency as part of its Clean Tech Action Plan.
    
A suite of jobs have been suggested as areas of need including mechanical engineering, building commissioning, HVAC specialists, program management and skilled labor positions in construction, metal working, pipe fitting, and others.  However, there has not been a specific classification of numbers of positions needed nor prioritization of need.  

Research has also indicated that there is a lack of strategic coordination and communication among institutions able to address the impending need.  These include: utilities, education, organized labor, state workforce coordinating boards, community based and non-profit organizations, and private training programs.  There is a lack of data as to the skills required to complete energy efficiency work, types of positions needed, demand for these positions, and pay rates.  Colleges, labor union training programs and other learning institutions need this information in order to expand their offerings and attract students.  One may also conclude that given the lack of specific focus on energy efficiency in the reviewed studies, there is likely a lack of public awareness of the career opportunities and contributions of energy efficiency to the green economy.  
IV. Recommendations

One of the guiding questions for the Northwest Energy Efficiency Taskforce was to examine what efficiencies could be gained by considering action at a regional level.  It is clear a primary step is to conduct an assessment for the region detailing energy efficiency skill standards, employment levels, and needs.  To address this need, the first recommendation listed in Table 1 on page 3 calls for a study that will define and segment energy efficiency from other green economy jobs, establish skill standards, and identify job classifications that will be referenced across the region.  Several studies may have high value informing the regional study and need to be tracked closely as a part of this effort and are listed as a part of this action item in Table 1.  [Additional comment here on suggested responsible party to carry this out, rationale, and timeframe (2009)]
The second recommendation calls for a clearinghouse of the results and findings from the regional energy efficiency study to be made accessible to the regional organizations.  The clearinghouse should include relevant study data such as skill standards and defined energy efficiency job classifications as well as best practices in recruitment and retention and a place for organizations to post openings.  
Table 1NEET Workgroup 5 Actionable Items

	Area of Focus
	Recommendation
	Responsible party
	Timeframe of Accomplishment

	Define need for Energy Efficiency Workforce
	Conduct an assessment for the region detailing Energy Efficiency:

· Skill standards

· Job classifications

· Employment levels

· Employment demands

· Pay scales

Track and integrate results of:

1. Sustainable Oregon Workforce initiative (3E Strategies)

2. Washington State Green Workforce Labor Market Survey

3. LBNL Study of C/I workforce needs
	NEEA?
	2009

	Gain regional efficiencies to address recruitment and retention workforce issues.
	Establish a clearinghouse for: 

1. Skill standard assessment data

2. Best practices in recruitment and retention
3. Place to post job openings
	NEEA?
	2010-2011

	Develop workforce pipeline.
	Create/leverage an education and training model for the region

Or

Offer complementary models to be implemented at a state level.
	NEEA?

Centralia Center for Energy Excellence?

Seattle Lighting Lab Model?

Lane College Model

OSU/UW  IAC
	2011-2013


[Additional comment here on suggested responsible party to carry this out, rationale, and timeframe (2010-2011) 

Recommendation three “develop the workforce pipeline” is presently a set of divergent strategies.  One approach would be to designate a regional training center that would both offer a central training location and also offer programs throughout the region.  An alternative approach would be to create parallel strategies within each state jurisdiction that might take advantage of the structures and relationships unique to each state.  NEEA offers perhaps the best regional authority to coordinate the effort and gather and allocate resources from regional organizations to fund the effort.  Yet expertise in the realm of workforce development likely resides in other institutions such as the Centralia Center for Energy Excellence that may be better suited to undergo the task of training and coordination among education institutions.  The realm of workforce development involves coordination and communication among many sets of closed loop systems each orbiting their own set of funding sources, mission goals, and accountability requirements.  Additionally, organizations have preferences as to their own human resource operations and work cultures.  [Further development in the informal inquiries to NEEA and The Center for Energy Excellence in Centralia may give more direction to this paragraph via process of elimination.  Pending that clarification, further commentary here on responsible organizations, rationale, and timeframe (2011-2013)]
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