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2.0 Drinking Water and Wastewater training credit hours
(TCH) by the RI DOH and RI DEM

This training is approved for:

*  You must attend the entire session E

* You must register and attend using your real name and unique If you have questions

email address - group viewing credit will not be acceptable or need assistance,
please contact

smallsystems@syr.edu

e Certificates will be sent via email within 30 days



mailto:smallsystems@syr.edu

About the EFCN

The Environmental Finance Center Network (EFCN) is a university- and non-profit-based
organization creating innovative solutions to the difficult how-to-pay issues of environmental
protection and water infrastructure.

The EFCN works collectively and as individual centers to address these issues across the
entire U.S, including the 5 territories and the Navajo Nation. The EFCN aims to assist public
and private sectors through training, direct professional assistance, production of durable
resources, and innovative policy ideas.
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Southeast New England Program (SNEP) Network ﬁé%é{fc

A network of 16+ local and regional
experts with expertise in stormwater and
watershed management, sustainable
financing, ecological restoration, and
climate resilience

Offerings
y |

Access free training, tools, and
technical/financial assistance for
municipalities and tribes, helping build local
capacity and advance projects from planning
to implementation.

Empowering communities to achieve healthy
watersheds, sustainable financing, and long-term

climate resilience through management of
stormwater and restoration projects.

Environmental Finance Center
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Map of the SNEP Region and SNEP Network Assistance
Projects from 2019-2024
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Join us next week for Part 2:

Messaging for Workforce
Recruitment and
Leadership Support

Thursday, August 27,2026

Also pre-approved for 2.0 Drinking Water and
Wastewater TCH by RI DOH and RI DEM

x

efc.syr.edu


https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/
https://efcnetwork.org/event/ri-online-training-strengthening-rhode-islands-one-water-workforce-part-2-messaging-for-workforce-recruitment-and-leadership-support/

Session Overview

Strategies for Retaining Talent

Understanding Workplace Personalities

. Guest Speaker: Stephanie Moniz from Groundwork RI

Succession Planning & Preparing for Workforce Transitions

Knowledge Transfer

Q&A

O 01 B 0 | Nate
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Workforce
Planning

Retention

Succession
Planning




Retention Agenda

1. Whatis Retention?

2. Core Retention
Factors

3. Understanding
Workplace
Personalities

We're still having problems with recruitment,
but Martin's making some progress with
staff retention.




What is “Workforce Retention”?

“An organization’s ability to
prevent employee turnover,
or the number of people who
leave their job in a certain
period, either voluntarily or
involuntarily.”

Source: netsuite.com

Employee retention has e
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https://www.netsuite.com/portal/resource/articles/human-resources/employee-retention.shtml
https://www.netsuite.com/portal/resource/articles/human-resources/employee-retention.shtml

The Why



42% of workplace
turnover is preventable

Syracuse University



The Exit Journey: What Did the Organization Do to Intervene?

In the three months before leaving, did your manager or another leader talk to
you about any of the following topics?

Il % Selected

None o the above
The future of your career with the
organization
What it takes to be effective in
your job
What it would take for you to stay
with the organization after you
expressed concerns about
needing to leave your job

Other . 2

WF Q4 2023, U.S. Employees MOE: 6 points. Results are among U.S. employees who had voluntarily
changed their job in the past year.

GALLUP



Retaining your current staff
will always be less costly
than hiring new ones




How do you know if
you’re doing well?




YEEAH, IFYOU COULD FIX THAT EMPLOYEE
TURNOVER RAT

Try this easy formula:

(# of employees at the end of a
set time period [ # of employees
at the start of a set time period)

X 100 = retention rate %

THAT'D'BE GREEEAT

memegenerator.net




Retention Rates Example

(# of employees at the end of a set time period / # of employees at the start
of a set time period) x 100 = retention rate percentage

Total number of employees at the beginning of the calendar year. 30
Total number of those same employees who remain at your organization at the end of 26
the calendar year.
Divide th ber of | t the end of th by th ber of I t
ivide the number of employees at the end of the year by the number of employees a 26 /30 =0.87

the start.

Multiply the output by 100. This is your retention rate (%). 87%

Syracuse University 20



© Unmute or Type in Chat:
Why do you stay at your current job?
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Common Reasons We Stay

=0 Fair pay & benefi
[e] air pay & benerits ~1-H-'»s-mw.m-nmlmmEszi

PEOPLE
=

Growth & advancement -I

Supportive culture

Flexibility

e e e e — — -
memegenerator.net

Feeling valued




What Makes People Leave?

@ Minor reason @ Majorreason
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Among those who quitajobin
2021, % saying why they did so
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Top reasons why U.S. workers left a job in 2021 Source: Pew Research Center

Syracuse University 25


https://www.pewresearch.org/short-reads/2022/03/09/majority-of-workers-who-quit-a-job-in-2021-cite-low-pay-no-opportunities-for-advancement-feeling-disrespected/

Compensation Isn’t Just Pay

* Salary and pay are only one piece

+1+

* Benefits: Health, retirement, '“ .elg. ﬁ
vacation, sick/parental leave - HN <

SOCIAL SECURITY PERKS AND BONUSES " EMPLOYEES ALLOWANCE PAY RAISE
*  Perks: Flexible scheduling,
bonuses, telecommuting, training EMPLOYEE BENEFITS
stipends, license renewal support

HEALTH INSURANCE PAID VACATION MEAL BREAKS ACHIEVEMENT AWARD

©

® Q)
* Total compensation = all the F'é L b
ways you support your \' i
employees Image Source: Early to Rise

Syracuse University 26


https://www.earlytorise.com/12-things-every-ceo-and-employee-needs-to-know-about-compensation-and-benefits/

People Stay Where They Feel
Respected and Valued

* Positive team culture = higher retention
* Respect, frequent communication, and trust matter

* Help staff feel heard and supported

Good pay will never solve a toxic work
environment

Syracuse University




Physical Comfort, Safety, and Team Connection

You're somewhat useful at * Make controlled spaces more livable (break

work but irreplaceable at
happy hour.

rooms, bathrooms, workstations)
* Keep spaces clean, warm, and well-stocked
* Prioritize workplace safety

som@cards 25 * Build team connection outside of work

Syracuse University 28



Recognition and Feedback

* Don’t wait for annual
reviews! Give feedback in

real time

* Frequent, meaningful . RV
feedback builds trust and 'y ’
loyalty | i il )

* Recognitionis (usually) free

Syracuse University 29



Growth and Career Pathways

“TBYING T0: PI.A" vo“n *  Offer (and encourage) training and

NEXT CAREERMOVE wf- | development

A . @ N * Talk about long-term goals and
e advancement pathways during

check-ins

* Let staff know you see their
potential

* Careerladders = retention
ladders

Syracuse University



Resources for Training & Development
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https://dem.ri.gov/environmental-protection-bureau/water-resources/permitting/wastewater-operator-certification
https://health.ri.gov/licensing/drinking-water-operator
https://rirwa.org/
https://ricwa.org/
https://web.uri.edu/nemo/
https://snepnetwork.org/
https://groundworkri.org/
https://nbnerr.org/training/
https://neiwpcc.org/
https://web.uri.edu/owt/
https://www.stormwaterinnovation.org/spring-trainings
https://www.ccri.edu/workforce/programs/manufacturingtrades/water.html
https://www.newea.org/
https://www.newwa.org/
https://efcnetwork.org/
https://www.rcapsolutions.org/state/rhode-island/

Wrap-Around Supports: Meeting Real Life Needs

Self-actualization

desire to become the most that one can be

Esteem

respect, self-esteem, status, recognition, strength, freedom

Safety needs

personal security, employment, resources, health, property

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction

Maslow’s Hierarchy of Needs ,
Source: Simply Psychology

Syracuse University 32


https://www.google.com/url?sa=i&url=https%3A%2F%2Fwww.simplypsychology.org%2Fmaslow.html&psig=AOvVaw3bFgnSNbBP07DSKTwkcsZD&ust=1745516322637000&source=images&cd=vfe&opi=89978449&ved=0CBcQjhxqFwoTCMjc0ZnZ7owDFQAAAAAdAAAAABAL

Management Matters

| bought this.\ for myself.

Poor management s a top driver
of turnover

Unclear expectations, lack of

communication, no recognition =
high risk

Great managers build loyalty and
retention

People management deserves
training!

Syracuse University
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Train the People Who Lead Your People

*  Supervisor and mid-level staff need
“soft” skills training:

leadership development, communication,
conflict resolution, emotional intelligence

*  Mentoring and performance
feedback

*  Peer learning opportunities with
other managers

When you wanted to be a manager and
now you have to manage neonl \

Syracuse University
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Effective Leadership Is Key to Retention

Reduction in Turnover
with leadership
development

Increase in Productivity
with leadership

development
of Turnover is
Preventable
m
SI{: A Leader’'s Responsibility & The True Cost of Employee Turnover

STR&TEGYI EOTP LI:L ULTURI

bbbbbbbbbbb




On-Demand

Leadership Learning

Curated materials from
the EFCN Water
Leadership Program

efcnetwork.org/water-

leadership-program

Water Leadership

------- Program: On-Demand
Learning Module

Enhance your water utility
leadership skills with our
NEW On-Demand Learning

Water Leadership Program (WLP) On-Demand Learning

Module! Access expert
insights and curated
resources at your own pace.

Working with Staff, Diversity and
Conflict gsolution

LEARN MORE

environmental finance center network

efcnetwork.org/water-leadership-program
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obo | Mind the Gap: Managing Five
(QJp ) Generations inthe Workplace

+ Accustomed to change and expects it in the workplace?

GENERATION Z
(Born 1997 onward)

+ Value in-person interactions?®
» Look for feedback on a frequent, ongoing basis*

MILLENIALS « Looking to be coached or mentored?

: « Prefer collaborative and technology-centric training®
(BOfﬂ 1977 7997) - Aligning with company values is key*

GEN-X » View change as a vehicle for opportunity?

- Embrace a hands-off management policy?
(Bom 1965 7976) - Entrepreneurial spirit and results-oriented?

BABY BOOMERS + More reserved in communication style?

(Bom 1943-1 964) - Value traditional instructor-led courses or self-learning tools?
« Top qualities for a manager are being ethical, fair, consistent*

TRADITIONALISTS » Believe in hierarchical management style’

(Born o 7943) « Strong work ethic and loyal to their company?
+ Slow to adapt to new technology?

Source: BSCAI



https://www.bscai.org/Contractor-Connections-Hub/BSCAI-News/managing-five-generations-in-the-workplace
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Understanding Workplace
Personalities: Turn Differences into
Team Strengths



Why it Matters for Workforce Retention

We stay where we feel understood, valued,
and able to contribute in ways that align with
our natural strengths

Diverse personality types bring balance to
teams

Feeling appreciated leads to higher job
satisfaction, reduced conflict, and greater
engagement

Syracuse

niversity
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The Personality Compass

WEST NORTH

Paying attention to detail — likes Acting — “Let’sdoit”; likes to act
to know the who, what, when, quickly, try things, plunge in
where and why before acting

SOUTH Speculating — Likes to look at the
Caring — considers everyone’s big picture and the possibilities
feelings; makes sure voices are before acting

heard before acting

Syracuse University 40



Try It With Your Team!

*  Ask each team member to identify which type they

The Personality Compass - Breakout Group Activity

are on the personality compass

Paying attention to detail —likes Acting — “Let’s do " likes to act
to know the who, what, when, N quickly, try things, plunge in

where and why before acting 3 f \ £
\Y/ | . .
=% *  Group each type together and provide discussion

feelings; makes sure voices are before acting
heard before acting

The Personality Compass by Turner and Greco is a simple tool for identifying work styles

°
and helps management align their approaches with employee strengths. This activity q l l e St I O I I S
|

offers astructured way to better understand staff motivations and foster a workplace
culture that supports long-term workforce stability.

1. Group Formation: After a brief overview of the Personality Compass, participants
will identify as North, South, East, or West and form breakout groups accordingly.

*  Have each group report out to the whole team

What are the strengths of your type?

N

What are the weaknesses of your type?
What type do you find most difficult to work with and why?
How should your type adapt to work with others?

*  Reflectasagroup. Did you learn anything surprising?

. Report-Out: Each group will designate a representative to share key insights with the

O B ) N TR

w

larger group. Focus on workplace dynamics and implications for team effectiveness.

>

. Retention Strategy: Note the distribution of personality types in the room. Then,
reflect on how this mix of work styles may influence leadership approaches,

wiorkplace dyriamics;and retention strategies. Using the guldanics onthe following (] L 00 k C I oser at f i N d i N gs an d a p p | y t O

page, consider how management practices can be adapted to support engagement

and retention across different personality types.

your workplace

http://efcnetwork.org/wp-content/uploads/2026/08/The-Personality-Compass-Handout. pdf
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Next Up | Guest Speaker:

Stephanie Moniz, Training and Education
Program Director, Groundwork Rl

Green Infrastructure Workforce Development in
Action: Training, Youth Development, & Partnerships



GROUNDWORK
. Rhode Isilamd

PAGE o1



STORM
CREW

DEVELOPING A NATURE-BASED
SOLUTIONS WORKFORCE IN RHODE
ISLAND

Highlighting the people who make the work possible



Adult Environmental Job Training

Program

Graduate from Job Training/

Earn CWC certificate (Pre-requisite for Storm Crew)

HOW DID WE
GET HERE

Participate in 16-week internship

CENTER FOR

WATERSHED
PROTECTION

PAGE 03




New Bioswale installation
in south Providence

Our friend Sam

CF Mart
Loves to lend a hand

Establishment care for
young trees in low canopy

neighborhoods |

LN

I','
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RICHARD “RICH” ZEVALLOS

Adult environmental job training
graduate

Aquarius

Providence Native

The only adult little league mvp in
history



https://support.microsoft.com/en-us/office/edit-your-school-presentation-44445997-6769-4d44-8b30-f9e3050adbfb?ui=en-us&rs=en-us&ad=us

Where is there potential for the industry to
grow/add/change/adapt to be more
impactful to communities?

"l want to see those who are established in this
industry have a bigger visibility in the communities
they serve by employing, interacting and engaging
them through education, outreach, and job
opportunities. "



https://support.microsoft.com/en-us/office/edit-your-school-presentation-44445997-6769-4d44-8b30-f9e3050adbfb?ui=en-us&rs=en-us&ad=us

PARTNERSHIPS MAKE IT POSSIBLE..

City of Providence/Providence

Garden Time/Canopy Crew

Providence Neighborhood
Planting program

Woonasquatucket River
Watershed Council

Stormwater Innovation Center

Dept. Of Public works

City of Central Falls/ Central
Falls Dept. of Public works

City of Pawtucket

Green Infrastructure Center

Maiseys Tree Farm 3LC
Open fARMs Retreat

EPA/Southern New England
Program¥*

RI Dept of Environmental
Management*

1




' s;‘; HA I ! S NE x I Interested in healthier waterways or green infrastructure?

Sign up for the Center for Watershed Protection’s
Clean Water Certificate
training program
led by Goundwork RI!

+ + M

Open to the general public.

Fill out our :
interest form:

What is the Clean Water Certificate Training:

ANSI/ANAB nationally-accredited certificate that never expires

Classroom and hands-on training with all material provided

Beginner to intermediate level stormwater management training focused on
Construction, Inspection, and Maintenance of Green Stormwater Infrastructure
Both Individual and Group registration $300/pp* (Financial Aid Available)

Builds your knowledge and skills supporting both personal and professional goals

N

WATERSHED ArfAB 8 GROUNDWORK

PROTECTION  <:c-:coirco S Rhode Island
NETWORK

For more information or to inquire about
training for your organization, contact us at
info@groundworkri.org



KENNETH “KENNY” BROOKS

—— | = N Garden Time Green Reentry graduate

2

7 g @
,1 Capricorn

Providence Native

Gamer /bullied by children on the internet



https://support.microsoft.com/en-us/office/edit-your-school-presentation-44445997-6769-4d44-8b30-f9e3050adbfb?ui=en-us&rs=en-us&ad=us

WHEN WE ASKED..

What is it that you want to highlight about

the work you’ve done as part of Storm
crew?

“The appreciation that they show us puts a smile on
my face and a good feeling in my heart.. "

WIS

s
]
2 ;mur‘
i o
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Workforce
Planning

Retention

Succession
Planning




The 99" Floor

DON'T YOU
THINK WE'RE
CUTTING ITKIND
OF CLOSE™

&

JILL’S RETIREMENT PARTY

ano SUCCESSION PLANNING
KICKOFF MEETING




Overview:
Succession Planning

Someday, all of this could be yours, but |

still haven’t created a succession plan...

e Whatisit?
e Benefits

* Developinga
succession plan

* Knowledge
Transfer

c Q&A




What is Succession Planning?

|dentify

Positions

A systematic approach to | \dentify
of J° Monitor KSAs:
b“lldlng replacement Plan -Knowledge
workers to ensure continuity,

by identifying potential 5 |

successors in critical work
processes Aissess

People

Syracuse University 47
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>30%

of DW and WW operators
will be eligible to retire in the
next 10 years




In the water sector, the
consequences are higher, and the
safety nets are fewer

* ~85% of U.S. water utilities have three
or fewer staff, amplifying impacts of
knowledge loss

* Public health at stake. Turnover-related
gaps can lead to system failures or water
quality issues

. HOV\dOVer

Syracuse University
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Benefits of Succession Planning

Ensures skilled employees for key
positions

Supports employee development
and advancement

Avoid service disruptions
Facilitates knowledge transfer

Improves employee retention

Our succession plan is we don’t talk about it.

Syracuse

University

51



Developing a Succession Plan

WEINEED TOJMAKEGORL'S Step 1: Set Goals
ANDISTORICHASINGIOU
j IS, 3 What are the goals of your organization:

*  Align with mission, vision and values

°*  Should be measurable and attainable
(SMART)

* |dentify a feasible amount of time for plan
completion

Syracuse University 52



Developing a Succession Plan

Step 2: Gather and Compile Data

DATA DATA ENVERY WHERE

*  Collect data: attrition rates, job
descriptions, tenure, retirement
estimates, training/education
records, survey data, and strategic
plans.

* Review staff resources

* Createorgchart

Syracuse University 53



Developing a Succession Plan

Step 3: Competency Gap Analysis

[
o~
Key steps to bridge gap
Current State I I Desired State

J CE—
o A
o O,

\_ Action Plan

Syracuse University
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Developing a Succession Plan

Step 4: Identifying and Assessing
Potential Candidates =

W)
/

*  Build aleadership pipeline

*  List current staff and possible
replacements

*  Review performance and career goals ;

* Ensure process is fair, transparent, and “That’s the closet for our backup CFO.
merit-based




Developing a Succession Plan

Step 5: Develop Learning and
Development Plans (LDPs)

* Structured plan to close skill gaps

* Formal training, mentorship, cross-
training, job shadowing, hands-on
experience in key areas

Syracuse University 56



Developing a Succession Plan

Step 6: Implementation and
Evaluation

|dentify any barriers to implementation
Start small - expand over time

Regularly monitor progress and adjust as
needed

Evaluate employee readiness and whether
key positions are being filled

Communicate progress and celebrate wins!

WHAT IF WE EVALUATED
OUR STRATEGY

y

AND THINGS GOT BETTER?

Syracuse niversi
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b Simple Steps to Perform a Skills Gap Analysis

Pick your target

A skills gap analysis can feel overwhelming--particularly
when your objective is something vague like “figure out
what skills our organization needs to thrive

Pinpoint important skills

Next, you'll need to determine what skills are necessary for
your organization. This is your opportunity to note down
everything you need for the specific job or goal

Compare to current employee skills

Your goal was not to find important skills but to see the
gaps between what is needed and what you already
have. This is exactly where the next step comes in

Prioritize the skills that are most important

It can be a problem when you do a skills gap
analysis to discover that you are lacking many
of the required skills

Plan to bridge the gap

It's one thing to know that there is a gap, but it's not
enough if you don't have a plan for addressing it

Image Source: Yaksha.com


https://yaksha.com/resources/blogs/steps-to-perform-skills-gap-analysis/

@

A\ah
L\

Individual

Understand how an
employee’s current strengths
align with the skills needed
for their role

Pick Your Target

Team

|dentify where team
abilities meet or fall short of
what’s required to deliver
key functions

o

——
006

Organization

Evaluate whether your
overall workforce has the
capacity to meet present

and future demands

Syracuse University
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‘* Pinpoint Important Skills

o

Competency

|dentify the
knowledge, skills,
and abilities each
role should have

Syracuse University



?', Compare to Current Skills

N

j Look for gaps between what’s needed and what staff can do today.

Not sure what skills you already have? Use:

Staff surveys
One-on-one conversations

Supervisor input and performance reviews

Training needs assessments 1L1STBOW HONTING

Syracuse Univers

ity 61



Which skills matter the most?

Ask yourself:

('E Prioritize the Most Critical Skills

s this gap affecting performance, safety, or
compliance?

How much time, money, or risk is involved?

s this skill needed soon due to retirements,
regulations, or system upgrades?

Syracuse Univers

ity
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liz

Plan to Bridge the Gap

Consider a mix of strategies: a
* Hiring
*  Mentorship

* Training and development

Choose the right tools based on urgency, budget, and available resources.

Syracuse niversi
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Knowledge Transfer



0 Unmute or Type in Chat:

If someone needed to step into your role
tomorrow, what would they need to know
that isn’t written down?




Median Years of Tenure for Wage and
Salary Workers in January 2024

Median age of water
employees is 48 years
(6 years older than
national median of 42.2
years)

m All Public Sector m All Private Sector

Syracuse University 66



Turnover Hurts More When Experience Runs Deep

Employees with long tenure carry
unique, practice-based expertise
built through experience

Syracuse University
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Turnover Hurts More When Experience Runs Deep

Public sector studies show
retirement causes significant
operational knowledge gaps

)

Syracuse University
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Turnover Hurts More When Experience Runs Deep

New hires may take up to two years to
reach the productivity level of
departing experienced staff

Syracuse University
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Assessing Risk

Organizational Impact

MEDIUM RISK

Thisd @fmployees ane unlikely Bo leave
the water system scon, but If they were
to leave, the impact would be significant

MEDIUM RISK

These employess are mone likely to leave
the water system soon, but if they were
to leave, the impact would e minor

Probability of Vacancy

Syracuse University
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Explicit vs. Tacit Knowledge

Explicit Knowledge:

© Manuals © How-To-Guides () How-To-Guides
© Documents O Videos O Notes
© Procedures © Databases © Records

Tacit Knowledge:

© Individual skill  ©) Ideas © cultural Beliefs

O Expertise O Insights O Values

O Education O Intuition O Attitudes

O Experience O Observations O Mental Models

Readily transferrable
to others

Known but not always
articulated

Syracuse University
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Methods for Transferring Knowledge

* Overlapping positions

* Desk manuals

*  Pictures & video

°* |nterviews

* Work teams

* Jobshadowing

Syracuse University



Files & Documents

LE Mm% =1

Manuals Maps Photos Videos Notebooks
o0 E/r_j AN
U Y/

GIS System As-built

: Policy Guides
Diagrams drawings

Syracuse University



Training & Development

Online Workshops Mentoring Computer
simulations
L S e’e‘ o
Classroom Inter-agency In-house

training

Syracuse University
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Processes and Practices

Maintenance
schedules

Technology

Day-to-day
Operations

2]

Training &
Mentoring

Regulated
Work

N

9\‘

Job Sharing

Syracuse niversi
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Try a Position Knowledge Inventory

Captures the unique skills, knowledge,
and responsibilities tied to each role

Helps identify what is known and
what is undocumented

Can be used to document institutional
know-how, guide succession planning,
and safeguard critical workflows

Syracuse University
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Position Knowledge Inventor

At a minimum... capture the basics: G

efc.syr.edu

POSITION KNOWLEDGE INVENTORY.

* Usernames and passwords =

Position Knowledge Inventory

2023
Name:
Job Title:
° [= ment:
. Years inyour current positon:
Years since you first started in your communityorganization/
department:

Step 1: Organizational Goals

The purpase of this Inventary is to get an idea of the knowledge and responsibilities required to fulfill your

. al e I I Ial II Ia S current job position. Before we get to your specific knowledge, it’s important to think about your organization’s
mission or goals so that th ity ir | the b d Frer you
leave that position.

Attach a copy of your community, organization, or department’s overall mission, vision, and/or goals. Highlight
the sections of th ‘documents ts have contributed during your tenure.

(]
Expand on the previous task by explaining in detail how your position helps your community, arganization, or

Step 2: Crivical Roles and Activities

There are probably some aspects of your work that only you know how to address. In this step you are
ing alist of those tosk tivities. L ons below ta help guide you in creating your list.

ping

What are you the “go 1o person far inyour current position’ What things inyour pesitian da anly you know how
tado? What respansibilities doss your office rely onyou for?

https://efc.syr.edu/wp-content/uploads/2023/03/Position-Knowledge-Inventory.pdf

Syracuse University 77
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Join us next week for Part 2:

Messaging for Workforce
Recruitment and
Leadership Support

Thursday, August 27,2026

Also pre-approved for 2.0 Drinking Water and
Wastewater TCH by RI DOH and RI DEM

efc.syr.edu
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Upcoming Rl Online Training:

Capital Improvement Plan
Workshop

E September 23,2026
10 AM -3 PMEastern Time

SOUTHWEST

(J
Q ENVIRONMENTAL \’
FINANCE CENTER EE@N

TCH approval pending

efc.syr.edu
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Syracuse University

College of Engineering
& Computer Science

Environmental Finance Center

Questions?

Averi Davis Susan McGrattan, PE
Program Manager Technical Specialist
E: adavisO2@syr.edu E: simcgrat@syr.edu efc Syr edu
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Syracuse University

College of Engineering
& Computer Science

Environmental Finance Center

Thank You!

Averi Davis Susan McGrattan, PE
Program Manager Technical Specialist
E: adavisO2@syr.edu E: simcgrat@syr.edu efc Syr edu
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