DRAFT

Topics for consideration by the N.E.E.T. Workforce Task Force
Responding to workforce challenges will require a variety of approaches throughout the stages of employment. There is no single dimension will radically turn the tide. We will very likely need multi-pronged, multi-level approaches.
It may be helpful to segment our work and clearly identify the desired outcomes within each “segment” in order to focus resources and programs.  The segments outlined below include: Plan, Attract/Recruit and Retain/Engage.  This is only one way to think about the issue of recruitment and retention and it is presented in a question/outcomes format to stimulate our thinking to see if there are suitable models/approaches that could benefit the region.
PLAN - People

· What does the demographic analysis of potential employees reveal? What do we know about the workforce of the future, not just number, gender and ethnicity – but: Shaping experiences – significant world events, common childhood experiences, economically of means or without, how taught etc. What appears to motivate – security or freedom, indulgence or savings etc.?
· What do we know about the demographics of existing employees and their shaping experience and motivators?
· How well do we understand the Generational/Experiential differences and how they impact the workplace, transferring knowledge, understanding/appreciation that not everyone will be interested nor able to settle into an industry?
· Where are the gaps in number, skills, aptitude of workers vs. jobs?

· Are we building programs to “assimilate” and show our regard/valuing of those different from us and what they bring?
PLAN – Jobs
· What skills are really needed – not what have we historically expected?
· What challenges will “work of the future” present that “we’ve never done before”?
· What work can we segment in ways that people pick it up quickly and see success early?

· How do we learn by doing – rather than waiting for the experts to figure it out, develop extensive training programs, laboriously train and then expect employees to “do their time” before they get to do the “fun” work?

· What dimensions of the work will require subject matter experts and how do we identify, develop and reward them for their unique contributions?

· Which jobs do we create within our company vs. which jobs do we “buy” outside expertise?

· What academic disciplines provide a sound foundation for the work to be done?

· What life experiences help employees succeed in the work place? How will this be the same as we’ve done before? How will it be different?

PLAN - desired outcomes:

· Consideration and articulation of what is “key” to the work – not necessarily what we have always done. (It can’t always be “experience” in the industry – because the industry will be changing and the “new” worker will not have had the “experience”
· Clear definitions of the work, skills and life experiences that are likely to enhance success and articulated plans to help employees achieve these
· Intentional programs that “name” and address the challenges of new workers, new work and new ways of doing business.

ATTRACT/RECRUIT – to the industry

· What do we do for the communities in which we work?
· How do we “make a difference” in the world and with our employees and their families?
· What do we offer that other industries don’t? 
· How does working for our industry equip people for their life? Other kinds of work? Unique life experiences?

· How have we historically told our story? For what audiences has that method work? How is the audience different today? What methods speak to them?

· What does our industry offer to people at various stages of their work life? Where do we need enthusiasm, strong backs, developed leadership skills, technical expertise etc.

· Are we speaking to our children – Have you ever seen a children’s book that talks about growing up to be a “line worker”? What about a book that talks about “leading people?” what about one that tells about having “fun” at work?

· Are we engaging our young people – Have we taught them to see the connection between electricity and video games? Do we spend as much money celebrating “knowledge bowl” or “debate” or “robotic” competitions as we do athletic events?

· How and when are we reinforcing that it is okay to be “smart”? I believe parents tell their babies that all the time – what about our teens?

· How do we work with schools and universities to help them see what we need from their graduates?

· What corporate resources do we provide to the community colleges and technical schools to enhance the experience of learning a “trade”?
· How do we attract the mature worker? Not just the manager who worked for one of our competitors but those who bring other yet transferable life experiences?

ATTRACT/RECRUIT – to each company

· Where is each company better at the above than others
· What advertising and personal outreach campaigns are in place to spread the word of opportunities within the company?
· Are we using our current employees to attract new employees?

· How are we spending our resources – money and time – in telling our story?

· What are the associations or community events where we can make a difference?

· Do we describe our “value proposition” in compelling ways for potential employees?
· Are we “re-recruiting” our internal talent?

ATTRACT/RECRUIT desired outcomes:

· A pipeline of workers, at various stages of their work life, eager for opportunities within our industry
· A variety of outreach/advertising programs that speak to potential employees at a variety of stages.

· Developed programs that “shape” the educational experience – not just send money or the not so willing volunteer

· Current employees communicating how the industry has impacted their lives and contributions to their communities

· Creative ways to link our work with the communities in which we live and work

· Students who focus on how to get into the industry – not simply settle for it when all the “good” jobs are already taken.

RETAIN/ENGAGE – within the industry

· What are we doing to speak to each phase of one’s work life? Do we have training programs that reach people throughout their career? Examples: newly hired may need to know “how to do the work”. Mid career may need to know how to “balance” the work. Mature workers may need to know how to share their knowledge/transfer the work.

· Do we have clear career paths and ladders or bridges so that employees can see that they have a future and they need to invest in it?
· Do we recognize and value those jobs that must be routine and well maintained – acknowledging that it is okay for many of us to not be on the fast track to management, for example?

· Are we attending to the needs of our employees as they change throughout the life cycle of work? Raising awareness of the new hire that an investment in retirement early, makes a difference? While also affirming that it is okay to use leave and PTO programs when one is in the “sandwich” phase of work and life? What about challenging new opportunities for those later in their career who need to be encouraged and supported to take a risk and learn something new?

· Do we have “quick assimilation” on- boarding, inclusion activities so that the newly hired feels welcome and willing to stay? 

· What do we do to make work meaningful and to create an employee’s sense of making a difference – therefore, minimize his/her interest in going somewhere else?
· Do managers have the tools to manage not only the work, but the people?

· Are we creating “learning environment” at work? Do the ideas of employees make a difference to the industry?

RETAIN/ENGAGE – within each company
· Do we have the right tools to select the right candidates? Or, are we relying too heavily upon the interview process – which tends to be a test of how well the candidate can speak to strangers – not necessarily are they a fit for the job.

· Do we keep our promises – implied or specific?

· Can we respond to the needs of staff throughout their work life – incentives for special achievements, part time as life demands, challenging assignments at the prime of one’s work life, recognition of the changes throughout one’s career regarding their interest and ability to contribute – yet uniquely for each person
· Do we refresh our training and other programs to keep up interest and enthusiasm?

· What do we do to help build relationships within our workgroups?

RETAIN/ENGAGE – desired outcomes:

· Employees see that their work and personal contributions make a difference at all stages of their work life.

· Employees have a clear sense of their options throughout their career

· Management walks the talk of company values and expectations

· Employees are fully present at work and believe their contribution makes a difference.
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