
 

 

 
The attached appendices provide further details on the IQ Committee process and our best practice research. 

 

MEMORANDUM 

December 9, 2019 

TO:   IQ Advisory Committees 

FROM:   Alberto I. Rincon, Facilitation Team 

SUBJECT: Summary of IQ Committee Efforts on EE Workforce Development in Illinois 

 

This document summarizes initial IQ Committee feedback and facilitation team best-practice research on 
workforce development (WD) in energy efficiency (EE) and clean energy (CE). These workforce efforts stem 
from an interest in taking an innovative approach that moves past a sole focus on energy savings targets and 
aims to address equitable distribution of EE jobs with emphasis on WD in underserved communities. 
Currently, jobs in CE are expected to grow alongside State led workforce development investments. Moving 
forward, it will be critical to bridge the gaps in skills, workforce needs, funding, school participation, community 
engagement, and utility coordination to create trusted career pathways that are sensitive to the needs of 
underserved communities and an evolving clean energy & EE industry.  

Summary of Findings & Recommendations 

Planning a comprehensive program:  

 Coordinate resources & expertise: IL agencies, utilities, community organizations, schooling 
institutions, and other parties must coordinate to maximize impact. Consider electing a coordinating body 
to support the effort and look for foundation funding to supplement DCEO and utility funds. 

 Gather data and set metrics: Research must be done to understand the exact skill gaps currently in the 
EE labor force, what barriers inhibit IL EE employers from hiring, and what job opportunities exist now 
and will open in the future. Metrics will need to be established to supervise efforts. 

 Monitor emerging trends: Strong initial data will help avoid creating a training program that leads to 
unstable employment, but market and policy changes will also need to be monitored and accounted for. 
Consider developing mitigation and realignment strategies for unforeseen market or policy shifts.  

 Design a holistic training program: Develop a set of EE Career Roadmaps that delineate training and 
job opportunities for people coming from any point in their career. These Roadmaps also help uncover 
gaps or possible synergies in the EE training pipeline. Plan to include transferrable job skills in the 
program so trainees are broadly employable across the clean energy and related industries. 

Utilizing effective implementation tactics:  

 Work with community partners on recruiting, screening, and training:  CAAs and CBOs are 
strategically positioned to serve as training centers, market opportunities to their communities, and screen 
candidates given their understanding of barriers affecting underserved communities in Illinois. 

 Make programs geographically accessible to all: Transportation barriers are a standout problem for 
accessing both training and job opportunities. Be mindful of where, when, and how frequently programs 
are provided. CAAs and CBOs can help to locate efforts to reduce such barriers. 

 Integrate EE curricula into Community College workforce programs: Community colleges are 
positioned to adjust curricula to changing market demands. Work with these institutions to integrate a 
comprehensive & stackable EE curriculum that can land jobs in various industry segments. 

Supporting underrepresented sup-populations:  

 Know thy student: Trainees from underserved communities face unique challenges to joining or 
progressing within the EE workforce. Recent high school students will require different marketing and 
training than the returning citizens, as will veterans, women, minorities, and disabled populations. Also, 
consider supporting mid-career professionals in need of mentorship and leadership training. 
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APPENDIX I: Feedback from IQ Committees on Workforce Development 

 
In 2019, the Income Qualified North (IQ North) and Income Qualified South (IQ South) Advisory Committees 
received feedback via in-person Committee meetings, Future Energy Jobs Act (FEJA) workforce 
development program grantees, one-on-one outreach meetings with Community Based-Organizations 
(CBO), and informal discussions with Committee stakeholders. As part of these discussions, the Committee 
sought to understand workforce development needs and to make recommendations on how to better serve 
communities with difficulties accessing energy efficiency (EE) job opportunities.  
 

Key Feedback Underlying Challenges Recommendations 

Expanding EE 
Training and Stable 
Employment 
Opportunities 

Solar installations training is too narrow. This has 
affected the job placement rate for these programs.  

Expand existing FEJA solar trainings to include 
EE skills. Develop new training programs so 
workers have transferrable skills across the clean 
energy industry.   

Transportation 
Barriers 

Many of the job placements in solar industries are 
outside of Chicago and not easily accessible with 
public transportation. 

Make sure training locations are in areas where 
trainees can easily access them. Consider 
whether portions of any training program can be 
offered online or at local CBOs, CAAs, or 
community colleges. 

Even in Northern Illinois, attention must be paid to 
having training locations in areas where trainees 
can easily access.  

Driver’s License requirements make it difficult for 
candidates to participate in some programs unless 
they have a valid driver’s license. This is 
particularly a barrier for returning citizens.  

Carefully threshold requirements for all training 
programs to ensure they are necessary and don’t 
pose needless burdens for underserved trainees. 

Lack of 
Coordination with 
Stakeholders 

Workforce programs are currently operated in silos. 
There is little to no coordination amongst parties. 
More substantial knowledge sharing, and 
collaboration is needed amongst workforce 
development providers. 

Promote consistent coordination with community 
members, CAAs, CBOs, utilities and DCEO. 
Ongoing coordination can help address persistent 
gaps, such as ensuring that:  

 Programs meet employer needs 
 Trainees have ready access to 

applicable jobs upon graduation 
 Trainees receive skills that prepare them 

for a broader range of jobs 
 Programs allow trainees with prior 

certifications to “transfer credits” 

Need for Industry 
Support 

EE and solar companies are not adequately 
engaged to provide opportunities and support for 
EE workforce development programs.  

Avoiding Geo-
centric Workforce 
Development 

Workforce training and development for 
weatherization is currently offered in Champaign 
and Cook County. 

Offer training opportunities in EE across the state.  
Offer online training where possible.  

Leveraging the 
expertise of 
Community Action 
Agencies (CAAs) 

It is often difficult to find candidates with the right 
technical background for training programs.  

Work with CAAs & CBOs that have experience 
recruiting, screening, and training community 
members. Work with them to identify candidates 
for EE/CE training programs or to supplement 
training with math, job readiness, or soft skills.  

Lack of Awareness 
of Programs 

Potential candidates do not understand the growing 
opportunities in EE that is available to them.  

Engage schools, utilize social media, and 
innovate job fairs and transit ads to promote EE 
training programs. Emphasize the value of EE and 
CE in creating stable, well-paid job opportunities.  

More may need to be done to seek out graduates 
from previous programs to discuss challenges and 
lessons learned. 

Seek out graduates from previous programs to 
discuss and document best practices, lessons 
learned, and challenges faced current trainees. 
Use this to inform the design of future programs. 
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APPENDIX II: Best Practice Research on Workforce Development for EE 

 
This section contains research findings on best practice for energy efficiency-based workforce development 
programs from a literature review that included surveys, research reports, and national & regional studies. 
Due to limited content availability, the research also included green jobs development, HVACR, and solar 
or renewable energy training. More work will need to be done to better understand how successful programs 
target specific audiences such as high school students, the long-term unemployed, returning citizens, 
women, rural communities, veterans, and others. 

The findings are categorized below based on 10 overarching principles that exemplify successful workforce 
development approaches. Research notes on our finding are included to provide context and further detail.  

 

1. Research and leverage existing stakeholder partnerships between state & local government, 
nonprofits, utilities & industry, education centers, and other key organizations to coordinate, 
maintain, and amplify workforce development efforts in EE and clean energy. 

A stand-out component of regional strategies to implement EE workforce development efforts is the use 
of a coordinating body that works with all relevant stakeholders. This body works to understand the 
workforce landscape, pinpoint gaps, create metrics to report on progress, and assign key pieces of the 
work to the appropriate entities. It also ensures that regular communication and cooperation occurs to 
engender a program that can reliably support a skilled EE workforce with steady, well-paying jobs. 
 

Key findings: 

 Utilize the stakeholder partnership to collectively develop a roadmap for success 
Convening a wide variety of entities that implement energy efficiency programs and existing workforce 
development initiatives is crucial to aligning efforts and avoiding conflicts or redundancy.1 Ideally, the entire 
range of stakeholders providing clean energy workforce services should work together to develop “green jobs” 
or “energy efficiency” roadmaps that lay out the necessary actions, the ideal contributors, and a sense of timing 
and outcomes for the EE workforce initiative. Institutionalizing or identifying such an organization will help sustain 
the effort in the long-term.2 Make sure partners understand the benefit of this group and the relationships it 
provides; businesses that would otherwise compete with one another, for instance, would benefit from avoiding 
or reducing costs associated with training workers or filling training needs.3 The State of Illinois is well-suited to 
help with coordination given its existing workforce efforts under the Workforce Innovation and Opportunity Act 
(see next key finding). However, due to government constraints, other capable organizations such as SEDAC 
should be considered for the coordinating role.  
 

 

 Work with workforce development boards that 
administer cross-sector program partnerships 
Cities and states have local workforce development boards 
that administer government-funded employment and 
training services in partnership with other state and local 
agencies, nonprofits, employers, and skills-training 
providers.1 These will be key partners to include in any 
workforce development effort, big or small. In Illinois, federal 
and state workforce development funds are administered by 
DCEO and its Office of Employment and Training. 
Furthermore, the Governor-appointed Illinois Workforce 
Innovation Board (IWIB) includes leaders from state, 
business, industry, labor, education and community-based 
organizations with the goal of evaluating and meeting the 
workforce needs of Illinois' employers and workers.4

 

The Workforce Innovation and Opportunity Act 
(WIOA) took effect on July 1, 2015. WIOA 
formally adopts many parts of Illinois' 
progressive workforce development model on 
a nationwide basis, with the goal of ensuring 
that the IL workforce system is job-driven - 
responding to the needs of the employers and 
preparing workers for jobs available now and in 
the future. 
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 Survey the landscape to understand the capacities of various relevant stakeholders 
Take time to understand the landscape of relevant employers, funders, public agencies and training programs. 
With these stakeholders in mind and on-board, workforce initiatives can better focus on leveraging the existing 
skills of partner organizations and work to fill gaps where found.5 Pay close attention to existing training initiatives 
that are prime for integrating with EE content. 6  

 

2. Target underserved communities by (i) coordinating with CBOs & CAAs that understand their 
needs, (ii) investing in attracting commerce to those communities, and (iii) through employer-led 
interventions that account for existing labor needs and that integrate workforce inclusion. 

The research finds that coordinating with CBO & CAA partners and developing programs based on 
employer demand for labor are paramount in creating effective channels to workforce development 
opportunities for underserved communities. CBOs & CAAs focus on the convening aspects of the work, 
though some also provide training opportunities themselves. Interventions that are most effective include 
those led by employers, who intimately understand their labor needs, and actively incorporate “workforce 
inclusion” as a deciding factor in EE contract proposals. Policies that prioritize neighborhood-based job 
referrals (first source hiring) and living wages make such jobs even more accessible and attractive.  

Key findings: 

 Learn from CBO/CAAs that have a hyper-local understanding of an area’s economy & labor needs 
Community-based organizations can convene individuals and organizations across the public, private, and 
nonprofit sectors around energy efficiency opportunities within particular geographic areas. With a distinct and 
hyper-local understanding of an area’s economy and employment landscape, these organizations are ideal 
partners in understanding community needs and in connecting community members with public- and industry-
offered jobs and trainings.1 They are particularly well-suited to help with recruiting and screening of trainees, 
given their understanding of these communities, and are strategically located to host trainings.  
 

 Build a workforce program that factors “inclusion”, promotes first source hiring, and creates living 
wages 
Underserved communities are better targeted by adding “workforce inclusion” as a weighted criterion when 
ranking proposals by third-party contractors in EE solicitations; in other words, give credit to contracts that 
include goals for supporting underserved groups in proposals. Another way is to adopt a “first source” policy 
which gives priority to community-based job referrals that create a formal link between training for locally based 
and often underserved workers and EE jobs. Lastly, as means for establishing attractive jobs with living wages, 
one should consider adopting something akin to a “prevailing wage” effort that brings local pay for EE work in 
line with regional or national averages – if ailing wages are a significant factor. 7 
 

 Focus on demand-side interventions that offer defined pathways and certain job placements 
Interventions on the demand side (employers) of the labor market are critical to providing the job opportunities 
for graduates of training programs targeted to underserved communities. These interventions should contain 
two interrelated strategies: (1) expanding entry into career track jobs for people from disadvantaged 
backgrounds; and (2) ensuring that entry-level jobs pay a living wage with defined pathways for advancement 
into higher skilled, higher wage jobs (steady employment). Without these strategies to broaden access to good 
jobs, the workforce programs are unlikely to be successful.7 
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3. Before getting started, work diligently to gather data that creates an understanding of the local 
EE workforce profile, including priority skill needs and current gaps that exist, and build future 
projections for the supply & demand of services in the energy efficiency industry. 

Good data is hard to come by but is vitally important to designing an effective workforce development 
program in energy efficiency. Stakeholders must work to gather data on the current workforce, gaps in 
current skills, demand for future skills and services, the availability of training programs, and local 
economic factors that can inform where resources are best allocated. Illinois stakeholders should 
consider producing a regional EE workforce report like Minnesota or Connecticut (See Appendix III). 

Key findings: 

 Gather data on existing workforce needs and priority skills required for the future 
To make sure the effort effectively enhances and enables the local economy, it is important to first gather 
information on local economic needs, populations seeking training, and regional growth sectors that align with 
the EE workforce development effort. Analysis should include disparities between demand for services and 
skilled workforce able to deliver those services.5 With input from experts, utilities must identify priority skills and 
use this to later administer competitive solicitation to direct funding to organizations that can carry out training.7 
Another broad point here is to “know thy students”: know what skills, knowledge, and attitudes potential trainees 
will have when starting the course, and use tools like the North American Board of Certified Energy Practitioners 
(NABCEP) Job Task Analyses to identify the most important skills that trainees need to be successful. 8 

 

 

 

 

 

 

 

 

 

 Generate regional projections on employee number & types needed to keep up with industry growth 
Workforce program administrators need to understand the occupations, wage & benefit structures, and projected 
job growth numbers for individual regions throughout the state. Such determination of comparative advantage 
allows initiatives to focus an EE program on clusters that make sense for particular regions.9 Furthermore, 
representatives from successful workforce development programs describe the need to survey local employers 
to determine their needs before developing program curricula, so that they do not produce workers with outdated 
skills or skills that are misaligned with current and future labor market needs.3 
 
 
 
 
 
 

 

E2’s 2019 Clean Jobs Illinois report finds that the state’s Clean Energy industry grew at 4% in 2018 with projections 
of 7% for 2019. Approximately 72.6% of those jobs are in EE whose sector-growth rate was closer to 3% in 2018. Note 
that the largest job surge was in the Advanced Transportation sector (hybrids, EVs) which grew at 25.9% in 2018. Illinois 
stakeholders must take this data a step further to understand the forward-looking growth rates of specific EE sub-sector 
jobs (energy auditors, HVAC technicians, etc.) to better inform expectations of job availability and skill requirements.19 
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4. Match EE workforce development efforts to current & pending policy and work with 
policymakers, utilities, DCEO, and foundations to ensure sufficient availability of resources for 
training programs. 

A key strategic approach involves aligning any workforce development efforts to stipulations of current 
policy or the directives of forthcoming policy. This assures that all current and forthcoming resources are 
leveraged to the extent possible and that workforce development is well-aligned with broader economic 
development priorities. The process of matching efforts also helps elicit any gaps that may exist in 
current and future policy that can be supplemented externally or lobbied for in new legislation.  

Key findings: 

 Work to understand the role current and pending policy will play in influencing future labor needs 
Workforce development programs must focus on matching local, regional, or national policy priorities to ensure 
that trainees are able to find work.5 This includes understanding the various skill sets or certifications that may 
be required to match policy aspirations so that programs can stay ahead of the curve and anticipate trends in 
green labor demand. 10 Ultimately, workforce programs should be preparing the local workforce for current and 
pending policies and demand. EE workforce programs in IL will need to keep CEJA Portfolio Planning in mind.  
 

 Where possible, link workforce development strategy to ongoing economic development initiatives 
Worker training programs in clean energy & energy efficiency are best suited when explicitly linked to existing 
economic development and job creation programs. There is real danger in rushing to create a workforce 
development program that produces skills for which a sufficient or permanent number of jobs do not yet exist. A 
true energy career pathway must have a high probability job waiting at the end of the road.9  
 

 Find reliable sources of funding to support program needs either through public or private means 
Relying on state funds for workforce programs may be a challenge if ever-tightening state budgets are an issue. 
Promising STEM-focused workforce training programs are often shown to supplement with access to outside 
funding for the initial development of a program or for making curricular changes to existing programs.3 For 
example: Growth Sector, a nonprofit-led training coordination program in California, relies on funding partners 
and donations. Many programs have accessed funds through the Department of Labor Workforce Innovation 
fund, though the program seems to now be dormant. In IL, utilities may be a viable industry source for funding 
while DCEO handles state funds and will soon be launching an Apprenticeship Expansion program of  
approximately $4-5 million.  
 

 Work with policy makers to address gaps between industry projections and legislation  
Aim to develop a short-term plan to fill critical that fail to link industry job analyses to proposed or current 
legislation. Also, work with policymakers to elevate the priority of a long-term needs assessment that includes 
training and education and identifies solutions that can be applied at scale.2 
 

 

5. Develop an EE Career Roadmap that provides clear pathways toward an EE career from any 
starting point and that recognizes the varying contributions to training from all core education 
partners. 

A persistent theme in the research is the need to create clear pathways to careers in EE that recognize 
the various unique situations people might find themselves in: out of high school or community college, 
transitioning between careers, upskilling from current roles, from disadvantaged communities, and so 
on. Thus, it is vital for workforce development efforts to create a “green pathway” that can address 
workforce needs at any career point. It is also necessary to coordinate and document amongst all 
stakeholders as to who can provide what training and where for each step in that pathway.  
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Key findings: 

 Develop an EE career pathway that acknowledges different career starting points and identifies 
their respective phases of training 
A key challenge that will need to be refined is the lack of defined career ladders, pathways, and training programs 
in the context of a standard set of skills needed for different personnel and job types. This will go a long way in 
defining pathways for people to enter the EE industry at all levels. 11 Moreover, workforce programs should 
carefully address each of the critical phases of training, including: skills upgrading for incumbent workers, 
incorporation of EE Knowledge, Skills, and Abilities during post-secondary training, and basic workforce 
preparation for disadvantaged workers to create pathways into employment and/or further training.7 
 

 

 

 Understand and document the landscape of training providers and programs that may support EE 
Despite progress in workforce programs, national reports still find challenges in identifying training and education 
programs that provide specific EE education. Thus, it is highly recommended that this be tracked in a systematic 
manner. This tracking goes a long way to avoid duplicating efforts and maximize resource allocation for high 
impact.12 Furthermore, by systematically tracking workforce training, locales can (i) help connect EE employers 
to the resources and assistance they need from both public and private players, and (ii) can lead to increased 
engagement from employers of various sizes to collaboratively fill gaps in the statewide training system.13  
 

 Delegate training responsibilities to appropriate workforce development providers based on existing 
capacity and infrastructure 
Regional workforce development boards are well-suited to provide entry-level training in the energy sector for 
unemployed and underemployed individuals in collaboration with industry and community-based organizations. 
For high demand positions like those in construction, HVAC, and other skilled trades, work-based learning 

 

Above is a schema of a “green jobs pathway” adapted from the Wisconsin Regional Industry Skills Education initiative. 
The chart is meant to illustrate the variety of entry and exit points along an educational pathway including the 
educational bridges between career ladder rungs. Programs focusing on pathways out of poverty or pathways for 
disadvantaged communities must pay close attention to the lower half of the diagram. Illinois should consider creating 
a similar chart that goes further by providing information on where Education & Training opportunities are found.9 
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programs that partner with high schools could be ideal partners due to their capacity for faster labor market 
response times. Community college-based programs can fill gaps in training for entry-level and/or career 
changing employees for skills needed by energy auditors, analysts, and building technicians.14  
 

 Engage a Peer Review Group of workforce stakeholders to advise on an EE skills-building portfolio 
With a skills portfolio and knowledge of the training 
landscape in place, funds can be directed toward the 
solicitation of curriculum development that fills gaps or 
pilots new courses. It is recommended that a Peer 
Review Group of experts and key stakeholders be 
created to advise on the status of the skills-building 
portfolio programs and on the solicitation of contracts 
for new program creation. More specifically, this Group 
should recommend guiding principles and criteria for 
selecting projects, provide input on metrics for success, 
and participate in reviewing winning proposals.7 
 

 

6. With labor projections and an EE career roadmap in place, work closely with community 
colleges to integrate energy efficiency in their curricula and help increase the pool of talent 
entering their programs. 

Community colleges play a critical role in adjusting curriculum offerings to changes in the market. They 
are also “bridges” to future careers for high school students, transitioning workers, and aspiring 
university students. It is vitally important that workforce development initiatives leverage the existing 
industry relationships and schooling infrastructure to efficiently support the EE training pipeline.  

Key findings: 

 Consider integrating stackable certificate programs into community college curriculum to help 
trainees build on prior skills and build toward future careers 
Stackable certificates are particularly desirable when there are gaps in training for entry-level and career 

changing employees needed to be filled immediately.10 Studies show that the key barrier in access to entry-level 
jobs for employees is a lack of required technical skill/certification, which stackable certificates could help 

target.14  The added benefit of these certificates is that they can be “stacked” or built cumulatively toward degree 

programs or other future skills acquisition trainings.3  

 

 Leverage the relationships community colleges have with industry to align workforce training needs 
Community colleges appear to have a distinct ability to respond quickly to market changes due to their close-
knit relationship with industry and directives from the state on changes to meet market needs. With those existing 
relationships in mind, stakeholders should work to build cohesive relationships across sectors to ensure that 
gaps in communication about market changes are limited which, in turn, would further strengthen the 
responsiveness of community colleges to necessary, marketable skills.15  
 

 Find ways to support high school students gain skills that can bridge well toward postsecondary EE 
training 
Studies show that a key first step to improving the pool of talent entering postsecondary education and training 
programs is to focus efforts on improving the basic skills of schoolchildren in the region. It is therefore 
recommended that state departments of education work more closely with higher education and training 
providers to emphasize to K–12 students the importance of basic mathematics and reading skills in finding 
energy-sector jobs. Among all available strategies, this one may be quite challenging to plan and implement 
because it would involve both public-private partnerships and state-level agencies and departments.11 
 

            

To guide the public and CTE schools in building 
curricula that support the needs of the future 
workforce, OG&E has been advocating for a Career 
Cluster focused on the energy space. The 16 existing 
Career Clusters created by Advanced CTE represent 
nearly 80 career pathways, bridging secondary and 
postsecondary curriculum to ensure students have the 
skills necessary to pursue careers post-graduation.. 
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 Integrate EE curricula into existing community college programs especially in building and 
construction trades  
Building and construction trades constitute about 65 to 70% of the overall workforce in energy efficiency, and 
there is a notable lack of awareness that EE is poised for significant growth–especially in states that do not have 
long-running ratepayer-funded programs.12 It will be especially important to integrate building and industrial 
process system efficiency into existing community college curricula.  
 

 Formalize a process for tracking and involving interested community colleges state-wide 
Innovative workforce programs find a way to systematically track the alignment of community college curricula 
to EE labor market needs. Even further, successful programs find ways to institutionalize the process of tracking 

and involving community colleges with interest or capacity to serve the clean energy market.11  

 

 

 

 

 

 

 

7. Ensure EE jobs are respected, high quality jobs and market that message using novel 
approaches that attract and retain the workforce. 

Studies show that skilled trades such as EE have a clear appeal in terms of financial rewards, an entry 
level sense of accomplishment, variety in day-to-day work, opportunities for creative problem solving, 
and suitability for people less inclined to traditional desk jobs or lengthy educational programs resulting 
in debt. However, not enough has been done to market these qualities in novel ways that re-establish 
the rewarding and respectable nature of such work. This is imperative for workforce development efforts 
that hope to increase training labor pool.  

Key findings: 

 Focus on creating high-quality EE jobs that attract and retain workers on their own regard 
To attract and retain a workforce with the skills required to attain energy goals, energy efficiency jobs should pay 
living wages, provide benefits, and offer lifelong training and career pathway opportunities to workers at all 
levels.14 To the extent this is not true in IL, work to make high quality jobs available and thus marketable to the 
future workforce.  
 

 Create compelling marketing initiatives for EE jobs that tailor messaging to various audiences 
Compelling promotional programs must convey to students the attractiveness of EE careers and actively 
disseminate these programs to the right audiences. One approach would be to create videos featuring young 
technicians telling their stories of why they love their work. These technicians should be role models who 
communicate on a personal level the tangible and intangible benefits of the career. This might also include 
finding novel ways to reach out to potential students where they are since some of the best candidates, who 
might not actively engage with traditional career guidance, are not likely to be at the high school job fair.2  
 

 Make sure there is a broad awareness of and respect for EE training programs and jobs 
A recent RAND study found that education and training administrators were reporting that several of their energy-
related programs were only partially filled. This may be due to la ack of awareness of programs or of job 
opportunities in the field. Improving communications about opportunities that degree and nondegree programs 
provide may encourage more people to pursue training in energy-related jobs.Error! Bookmark not defined. It 
is also important to realize that many people may not consider EE an attractive industry – thus, utilities and keys 

 

Growth Sector (California) is an example of a model for developing networks between community 
colleges and local industry. Its new “STEM Core” model, now being implemented at 14 community 
colleges around California, has shown critical early success in readying students for calculus, 
engineering and computer science internships, jobs and/or transfer to B.S. degree programs.  
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stakeholders should rethink their value proposition to encourage young people to aspire to energy jobs of all 
types and levels. 16  

 Create and disseminate marketing material that depicts how training can lead to good jobs and 
secure livelihoods 
It is particularly important to provide promotional material to community organizations, high schools and career 
counselors who can better communicate the unique appeal of skilled trades to students who would benefit from 
exposure to this career track. Providing clear roadmaps to both short- and long-term opportunities is essential 
as is providing data and tools on financial impacts of these career alternatives compared to standard 4-year 
degrees. These materials can also help address the stigma of vocational careers relative to university.2 
 

 

8. Ensure that workforce development programs provide hands-on experience, are forward-looking 
to meet jobs of the future, and are comprehensive enough to provide skills with transferability 
to a wide variety of occupations to ensure trainees can sustain long-term employment in EE, 
clean energy or jobs in allied fields. 

Effective training models tend to cover a comprehensive set of skills, address soft skills, have 
transferability to a variety of EE careers, often include stackable credentials, and incorporate both hands-
on experience and foundational STEM skills that prepare people for long-term career growth.  

Key findings: 

 Incorporate foundational math skills and soft-skills training as part of workforce program 
Including 21st century soft-skills in workforce programs not only address barriers to employment for entry-level 
positions but also add transferability to a wider variety of jobs.14 Such skills include: customer service, time 
management, financial and organizational skills. Successful workforce programs also often take an intensive 
approach to building trainee math and technical skills. These programs provide students with academic support 
and creative strategies for bringing student math skills up to the level necessary for success in challenging 
courses.3 This also helps job seekers find all they need in one place.  
 

 Verify that programs are comprehensive enough to translate to various employment opportunities 
including some outside of EE 
Robust programs are those that include skills that are highly transferable to a variety of occupations like electrical 

construction, plumbing, and other building construction skills that arise from weatherization curriculum.10 Thus, 

for example, supplementing a journeyman electrician with PV installation skills is more prudent than focusing 
solely on PV installation; even in a healthy economy, demand may not be sufficient to keep PV installers fully 

employed.6 Demonstrating how trainees can market these hard skills outside of the weatherization sector can 

help them understand options in the event of stagnation in the energy efficiency sector.  
 

 As best is possible, focus on the long-term success of students in addition to focusing on immediate 
access to jobs 
In the spirit of skill transferability and program attractiveness, it behooves workforce program administrators to 
focus on the long-term success of their students. This approach encourages the use of stackable credentials, 
which can build toward future degree programs, and portable credentials which can be moved to and recognized 
by labor markets or job opportunities outside of energy efficiency.6 
 

 Provide hands-on training which allows both employees and employers to apply and verify skills 
and competencies 
Hands-on training, internship, and apprenticeship programs are in high demand by employee respondents 
interested in or a part of the EE field.14 These opportunities benefit trainees by allowing them to gain experience 
on-the-job, applying skills they’ve learned in the classroom, and giving them a chance to build a professional 
network. Moreover, internships or apprenticeships have the added benefit of providing employers the opportunity 
to evaluate potential employees at low-cost and providing employees the chance to showcase their skills.3  
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9. Ensure that workforce development programs are geographically accessible and are available 
with sufficient frequency or quantity throughout the year. 

A well-designed workforce development program recognizes barriers to participation, understands 
effective and in-demand program features, and works to address them ahead of time. Attention should 
be paid to the geographic accessibility and timing of program availability.  

Key findings: 

 Make programs geographically & temporally accessible through location mapping, online courses, 
and transportation support 
A number of studies, including a 2011 report on the weatherization industry, find that existing staff receive a 
significant amount of general training but struggle to receive training on one or more critically important EE 
issues and/or procedures. The biggest barriers to training were reported to be logistical – training not being 
available at the right time or place and not due to financial issues.Error! Bookmark not defined. Workforce 
programs should learn from this lesson and adjust to make programs accessible with enough frequency 
throughout the year and ongoing support. Mapping areas of future training need and identifying schools in those 
regions can also help close the accessibility gap and ensure candidate pools are aligned geographically.17 
Finally, students rarely attend training programs far outside of the areas where they live, and community colleges 
rarely recruit students outside of their service areas. Offering transportation support, online courses, and even 
childcare options can help overcome these barriers.  
 

 

10. Increase funding and resources for mid- and senior-level energy efficiency professionals and 
include a “train the trainer” model in your approach to ensure enough mentors and teachers 
are available. 

It goes without saying that the availability of quality teachers is important to the success of any 
workforce development model. Make sure that both incentives and training opportunities are in place 
to allow for sufficient number and quality of teaching resources. It is also pointed out that mentorship 
and professional development opportunities will be critical given that there is a growing demand for 
higher level energy efficiency professionals, such as program administrators, as the entire sector 
continues to expand.   

Key findings: 

 Support training for mid- and senior- level EE professionals and establish mentorship opportunities 
that support career upward mobility 
Engineers, managers, and administrators in more senior roles also need increased access to on-the-job and 
formal training, such as training conferences offered by the Association of Energy Service Professionals and 
the Certified Energy Manager certificate program offered by the Association of Energy Engineers.12 In this vein, 
it is important to recognize that jobs for lower- and entry-level positions often require sufficient skill and direction 
from higher level roles; thus, it is important to address possible bottlenecks at higher levels that can keep the 
industry from growing in whole.  



APPENDIX II: Best Practice Research, Continued 

 

 

 Include “train the trainer” programs and 
teaching incentives that support the 
availability and quality of teachers 
Studies on EE training programs in 
Pennsylvania and West Virginia find that 
attracting and retaining talented instructors is 
a major challenge. It is recommended that 
workforce programs consider a “train the 
trainer” program that teaches EE trainers how 
to educate and develop EE trainers on their 
own. Employers should consider offering 
incentives to employees who teach relevant skills at partner institutions. Employers may also consider setting 
up cooperative agreements within the industry to allow employees to take time off and teach for specific 
semesters.Error! Bookmark not defined.   

 

 

MassCEC is an example of an organization that was awarded 
grants to develop comprehensive workforce development 
programs for the clean energy industry in its state. Their 
“capacity building curricula” includes programs for audiences 
from transitioning workers, to at-risk youth, and includes best 
practices in developing train-the-trainer programs for 
construction trade programs in vocational schools.   
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APPENDIX III: Select Images from Regional Studies on EE Workforce Development 

 

 

 

 

 

 

Figure 1: Survey results from Minnesota  
EE Workforce Gap Analysis depicting  

barriers to hiring by reason and job-type. 

      

 

 

 

 

 

 

  

 

 

 

Figure 2: Survey results from Connecticut Workforce Needs  
Analysis that illustrates challenges to hiring and possible  

strategies for addressing gaps  
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