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Initiative Name/Lead

Partner

The Northwest Energy Efficiency Opportunities Project
Initiative Name (aka "NEW OP")
Partners Workforce Development of Seattle-King County (WDC)

Seattle Jobs Initiative (SJI)

City of Seattle/Office of Economic Development (OED) and
Office of Sustainability & Environment (OSE)

SkillUp Washington (Funders Collaborative)

Northwest Energy Efficiency Council (NEEC)

The Northwest Energy Efficiency Opportunities Project
Project Objective (NEW OP) is an industry led, energy efficiency
intermediary, convened to specifically address this
industry’s workforce concerns. The intermediary will
develop and implement workforce strategies that
address the needs of employers in both commercial
and residential energy efficiency. This includes career
pathway mapping, demand and supply chain analysis,
curriculum development, cohort-based training, and
bridging commercial and residential energy efficiency.
The Intermediary expects in the future to modify,
matriculate, adapt, and consolidate the current
education delivery structure to support a more concise
energy efficiency training delivery system in the region.
This would include stackable, modularized content
delivery in a College for Working Adults (CWA) model,
with the intention of creating a CWA in Energy
Efficiency in Phase II of SkillUp Washington.




Most Important Milestone

The workforce partners have broken key outcomes and
deliverables into to industry segments: commercial
and residential energy efficiency. Commercial,
residential, and demand side training work groups
continue to meet and inform one another.

Based on the residential work group’s efforts, South
Seattle Community College (SSCC) recently rolled out
its residential weatherization curriculum. This was the
culmination of work from the residential work group in
clarifying what industry stated would be ‘in demand,’
responding to that by developing contractor and labor
approved training competencies, and working with
SSCC to develop the corresponding curriculum. The
curriculum will meet WAP standards as well as the
needs of contractors. In January, a cohort will go
through the training and SJI will provide wrap around
services and match them with contractors. The colleges
and Laborer’s Union will test competencies within their
training classes and inform continued modification of
the curriculum to eventually create a unified skill
competency based curriculum that is shared between
training institutions.

The commercial energy efficiency workgroup identified
and began mapping commercial energy efficiency
career pathways. Upon identifying higher demand
positions with little training availability, the group is
actively seeking funding to quickly develop curricula for
the following positions: Commercial Energy Auditing,
Building Commissioning, Auditor, Resource
Conservation Manager, and Building Operations
Manager.

Describe Employer
Partnership and provide
update on progress

NEW OP is an industry led intermediary. It is divided
into commercial and residential workgroups which are
each comprised of education providers, unions,
government, utilities, and businesses. Through the
leadership of the Northwest Energy Efficiency Council
(NEEC), Bonneville Power Administration, Seattle Jobs
Initiative (SJI), and the WDC, industry involvement has
been high.

In the residential group, several residential contractors
participated in creating the weatherization courses at
South Seattle Community College. They were very
pleased with this process. Seattle Jobs Initiative (SJI)
has begun acting as an employer broker and has had
increased requests for individuals trained as
weatherization technicians. SJI is able to tap into
several training institutions to meet the demand and
will be offering a new class in early 2010 to fill the
unanticipated labor gap.




On the commercial side, the director of NEEC (an
industry non-profit trade association) chairs the
workgroup. In partnership with the WDC, the NEEC has
involved many industry leaders. The workgroup
consists of representation from leading energy
efficiency employers in the region such as MacDonald-
Miller Facility Solutions, McKinstry Co, Rushing Co, and
Portland Energy Conservation Inc, among others. The
group also includes major utilities such as Bonneville
Power Administration, Puget Sound Energy, and Seattle
City Light. These members have identified workforce
challenges and priorities, provided market and policy
assessments, and have been critical in mapping career
pathways and labor demand. Their commitment, as
well as that of our manufacturing partners, will
continue to be relied up on for supply and value chain
research as well as curriculum development.

Employer
Partnership/Strategy

The employer partnership strategy is to encourage
employers to drive the workforce strategies in the NEW
OP project. The WDC identified early the need for NEW
OP to be responsive, value-adding, and productive to
fully engage business. It also recognized that much
had changed in the market and in policy over the past
year. The initial meeting therefore addressed recession
and ARRA issues, as well as market uncertainty; the
focus being market variables with labor demand and
workforce issues being an outcome. The group decided
to divide into commercial and residential mraket
interest groups, and to fully examine policy and
demand drivers before proceeding.

Within the groups, project management has focused on
meeting employer needs through being responsive and
productive. The WDC partnered with NEEC to identify
and engage NEW OP partners. SJI continued this
outreach with contractors and in its broker position
proved responsive to immediate needs through
curriculum development and recruitment. The WDC
condensed the skill panel approach to six months from
its usual 12-15 month cycle to more closely align to
business needs. Value added has not only come in
information sharing and outcomes, but through the
timely pursuit of ARRA funds to address issues
employers identify.

The NEW OP partnerships will expand employer
involvement in the development and support of
research and gap analysis reports that will impact
education and training, resulting in a larger pool of
skilled workers and more opportunities for employees
to advance by way of career pathways that are
developed in the Commercial working group. As well
this process will map training opportunities, training




certifications and competency requirements, to
provided both employers and job seekers with a
comprehensive, coordinated education delivery system
organized around the Energy Efficiency sector.

Describe your Please see attached.
institutionalized training
approach (including role of
Community College)

Describe three (3) lessons 1) Always keep labor involved and aware. As

learned part of the planning phase it is important to be
sure that we include the right labor partners.
Staff must know which organizations (and
which person from that organization) to invite
as well has how to encourage and maintain
their participation.. There are many sensitive
issues that are amplified during difficult
economic times, and when federal grants
abound. It is therefore critical to continuously
involve labor partners at every step of the
process, to understand the various unions and
politics, and to ensure that the right
organizations are represented.

2) The industry is complicated. We are
relearning the process by which employers are
driving the workforce strategies. This industry
is complex and there are different needs among
the small, medium, and large sized employers
in the commercial and residential energy
efficiency markets. The focus of our work is not
on one skill set or position, but rather on how
we stitch the workforce challenges and
opportunities together within and across these
market segments.

3) Start with business challenges. It's important
to identify employer needs and challenges
early, and to engage employers early in the
process. The Workforce system must be a
flexible and address employers’ business
challenges head on, while showing patience on
workforce-specific issues. Employers think top
down and often the workforce system thinks
bottom up. We learned early to focus on macro-
and microeconomic challenges facing business
in order to arrive at workforce planning and
implementation.




Describe the resources that
you have leveraged (city,
state, federal and/or
philanthropic)

See below.

Leveraged resources

1) Seattle City Light is providing $50,000 to.

2) This work also leverages a substantial
commitment initiated by the City of Seattle to
increase energy efficiency in all existing
buildings by 20% by 2020. Initial efforts have
been largely focused in the residential sector,
much of which will be funded by the City’s
Energy Efficiency and Conservation Block Grant
formula funds, totaling $6.1 million. Jobs
created through the “Green Building Capital
Initiative” will benefit from the work completed
through the New Op intermediary, and the City
has committed to establish hiring standards and
contractor quality standards, development of
which will be funded through a separate Living
Cities grant - the “Seattle Energy Efficiency
‘High Roads” Workforce Strategy” grant”
(Please see attached for diagram illustrating the
work of this grant




Living Cities Convening - Green Jobs
October 28-29, 2009

Participant Biographies:

Ben Pierson is a Project Manager at the Workforce Development Council (WDC), Seattle-
King County. Ben manages the Northwest Energy Efficiency Opportunity Project (NEW OP),
focusing on commercial and residential energy efficiency, as well as the region’s maritime
industry skills panel. Prior to joining the WDC, he led the regional homeland security
planning unit in Pierce County, Washington, with an emphasis on long-term economic
recovery. He volunteers for Habitat for Humanity, native species restoration, and as a high
school football coach. He received his BA from Cornell University and his MBA from the
University of Washington.

Dave Trovato is a Senior Project Manager with the Seattle Jobs Initiative and has worked
in various arenas of workforce development ranging from direct case management to
systemic program development and implementation. His prior work with the California
Workforce Association and the U.S. Department of Labor has added to his experience in
coordinating the diverse stakeholders associated with workforce projects. Dave holds an
M.P.A. in Workforce and Economic Development.

Stan Price is a Partner at the Putnam Price Group, a Seattle-based consulting firm
specializing in project management, communications, and education and training related to
energy efficiency in buildings and industry. He firm provides executive management of the
Northwest Energy Efficiency Council, a trade association of energy efficiency businesses in
the Northwest. Stan has previously served as an Assistant Director of the Washington State
Energy Office and held appointments at both Seattle University and Washington State
University. He is a former Board member of the Northwest Energy Efficiency Alliance, past
Chair of the Washington State Building Code Council, and was a member of the Convening
Committee for the Energy Trust of Oregon. He currently is serving on the Seattle City Light
Rates Advisory Committee.



Institutional Training Approaches, including Community Colleges

There are currently three training models that will ideally fold into a larger strategy
as NEW OP initiatives move forward. All three training institutions have agreed to a
minimum set of competencies for weatherization technicians (the WAP standards
for now) and each are unrolling that training in slightly different ways.

1. South Seattle Community College (SSCC) is offering an eighty hour class that
will potentially have a few credits attached to it. They are also developing a training
pathway to a two year degree in Building Science that these credits, and future
training, will work towards. Attached is the draft career pathway.

2. Seattle Vocational Institute (SVI) does not offer credits for its course because
they use a "clock hour" system. They have decided to fold the 80 hour
weatherization training into their pre-existing and comprehensive pre-
apprenticeship program (which is 2 quarters or about 6 months). While students
aren't earning credits towards a degree, their training gives them an excellent
foundation for an array of apprenticeship programs. This course is 660 hours and
includes many more certifications above and beyond what WAP asks for.

3. LIUNA has a eighty hour training program that is in Kingston, WA (which means
students will need to live away from home for two weeks). They have a class going
on right now with about 10 Got Green participants. Individuals will graduate having
met the WAP competencies at the very minimum.

All three institutions have agreed to use some sort of hands-on test to measure
student's knowledge since WAP only provides competencies and no set way to
measure these competencies. Most likely SVI and SSCC will share the same
assessment.

SJI is playing a "broker" function between SSCC / SVI students and the employers.
Laborers do their own brokering. The workforce partnerships’ goal is to create a
seamless workforce system for the employers and not overwhelm them with too
many agencies and complex processes.



Seattle Residential Energy Efficiency “High Road” Workforce Strategy
A New Living Cities Grant that will be coordinated with the NEW OP grant
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Mission

The City of Seattle will work with local stakeholders, workforce development experts, and residential home performance

contractors
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/ Training Competencies \

Agency Lead: Seattle Jobs Initiative (SJI)

Summary: Develop set of training standards
to ensure employers have access to qualified
applicants and that participants have
marketable skills they can build upon.

Deliverables:
e Recommended suite of training
competencies
e MOA with training providers about
training to the same standards

Status: SJI currently staffs a residential energy
efficiency committee that has already
established training standards for
weatherization technicians, crew chiefs/leads,
and energy auditors.

Next Steps:
e Obtain agreement on uniform tests to

measure weatherization competencies

e Certify and monitor the quality of these
training programs (ongoina)

GIigh Road” Hiring Standarcls\

Agency Lead: OSE (via external contract)
Secondary: PSE /SCL /HomeWise / Seattle Jobs
Initiative

Summary: Develop hiring standards to ensure
that all Seattle residents have the opportunity
to access jobs created through the EECBG.

Deliverables:

e Recommended Hiring Standards

e Recommended Enforcement/ Monitoring
protocols

Status: While SJI will work with employers
directly to ensure this linkage, and the
intermediary can be used to vet and refine
proposed standards, a contractor should
develop and moderate this process.

Next Steps:
e Hire Contractor

e Establish hiring standards
\Establish monitoring / enforcement pW

/ Contractor Quality \

Assurance Standards

Agency Lead: OSE (via external contract)
Secondary: PSE /SCL /HomeWise

Summary: Develop contractor quality
assurance standards to ensure that companies
working on behalf of the city are competent
and skilled in their trade.

Deliverables:
e Recommended contractor standards
e Recommended Enforcement/Monitoring

Next Steps:

e Hire Contractor

e Work with trade associations like Home
Performance Washington to draft
established pre-qualification (certs, hiring
agreements) and quality assurance
standards (BTU reduction).

e Develop common monitoring standards

\and enforcement mechanism /




