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Certificate of Attendance

Registered attendees can receive a certificate of attendance for participating in this webinar

today. This webinar has not been submitted to licensing agencies for preapproval of

continuing education credits.

* You must attend the entire 1 hour session

* You must register and attend using your real name and unique email address

« Checking with your licensing agency about its rules and criteria for credit is your
responsibility

Your certificate of attendance will be emailed to you within 30 days of the webinar date and

you should utilize this document to self-submit for continuing education credits.

If you have questions or need assistance, please contact smallsystems@syr.edu.



About the Environmental Finance Center Network (EFCN)

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

The EFCN works with the public and private sectors to promote sustainable environmental solutions
while bolstering efforts to manage costs.

The Smart Management for Small Water Systems Program

This program is offered free of charge to all who are interested. The Program Team will conduct
activities in every state, territory, and the Navajo Nation. All small drinking water systems are eligible
to receive free training and technical assistance.

What We Offer

Individualized technical assistance, workshops, small group support, webinars, eLearning, online tools
& resources, blogs



The Small Systems Program Team

Environmental Finance Center at The University of North Carolina at Chapel Hill

Environmental Finance Center at Wichita State University

EFC West

Government Finance Officers Association (GFOA)

Great Lakes Environmental Infrastructure Center

National Association of Development Organizations (NADO)

New England Environmental Finance Center at the University of Southern Maine
Southwest Environmental Finance Center at the University of New Mexico
Syracuse University Environmental Finance Center

Environmental Finance Center at the University of Maryland

Rural Community Assistance Corporation

Environmental Finance Center at California State University, Sacramento
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Areas of Expertise

@ Asset Management

Rate Setting and Fiscal
Planning

Zl Leadership Through Decision-
making and Communication
Water Loss Reduction

Energy Management Planning

Accessing Infrastructure
Financing Programs

Workforce Development

A Water Conservation Finance
() and Management

’/' Collaborating with

Other Water Systems

N’ Resiliency Planning
)

“ Managing Drought
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As the U.S. economy continues to grow, many
communities are struggling to translate
economic growth into more equitable and
inclusive employment opportunities.

Simultaneously, many of the nation’s water
infrastructure assets are in urgent need of
repair, maintenance, and restoration.

Yet the workers capable of carrying out these
efforts are in short supply due to an aging
workforce eligible for retirement and the lack
of a pipeline for new talent.
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In 2016, nearly 1.7 million workers were directly involved in designing,
constructing, operating, and governing U.S. water infrastructure, spanning a
variety of industries and regions.

Utility share of total water workforce employment
2016

BWater utilities Other water employees

Source: Brookings analysis of BLS Occupational Employment Statistics
Note: While multiple industries employ water workers, this report only developed separate estimates for water
utilities. For more information, see the report’s methodological appendix.



15 largest occupations, across the entire water workforce and across utilities
2016
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Plumbers, Pipefitters, and Steamfitters 324500

Construction Laborers 149513 ams
Water and Wastewater Treatment Plant and System Operators n5.840 69%
Operating Engineers and Other Construction Equipment Operators 79500 48%
Heating, Air Conditioning. and Refrigeration Mechanics and Installers 70.81 42%
First-Line Supervisors of Construction Trades and Extraction Workers 56,021 313%
Office Clerks, General 47602 28%
Helpers—Pipelayers, Plumbers, Pipefitters, and Steamfitters 46,510 28%
Heavy and Tractor-Traller Truck Drivers 38548 2.3%
Secretaries and Administrative Assistants. Except Legal. Medical. and 35141 21%
Executive )

Electricians 34800 21%
Pipelayers 33810 2.0%
General and Operations Managers 33788 2.0%
Hazardous Materials Removal Workers 26,850 16%
Septic Tank Servicers and Sewer Pipe Cleaners 26320 16%

Water Workforce Total 16798971
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Water and Wastewater Treatment Plant and System Operators 102,520

Meater Readers, Utilities 17500 59%
Electricians 14900 5.0%
Plumbers, Pipefitters, and Steamfitters 12.850 4.3%
Pipelayers 9.880 3.3%
Industrial Machinery Mechanics 9870 3.3%
Office Clerks, General 9654 3.2%
Maintenance and Repair Workers, General 7820 2.6%
Septic Tank Servicers and Sewer Pipe Cleaners 7510 25%
Secretaries and Administrative Assistants, Except Legal, Medical, and 7080 2.4%
Executive .

General and Operations Managers 444 15%
Bookkeeping, Accounting, and Auditing Clerks 4124 1.4%
First-Line Supervisors of Office and Administrative Support Workers 3570 1.2%
Landscaping and Groundskeeping Workers 3537 1.2%
Customer Service Representatives 3415 11%
Water Utliity Total 207787

Source: Brookings analysis of BLS Occupational Employment Statistics
Note: Workers employed in water utility occupations represent a subset of all workers employed in the water
sector. For example, 102,520 of the 115,840 water operators nationally are employed in water utilities.



Water occupations not only tend to pay more on average compared to all
occupations nationally, but also pay up to 50 percent more to workers at

lower

ends of the income scale.

U.S. hourly wage comparison: water occupations vs. all occupations
2016
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Source: Brookings analysis of BLS Occupational Employment Statistics




Selected water occupations with higher wages at the 10th and 25th percentile
Water workers at lower ends of oy educstionai attainment, 2016
competitive wages compared to cpuong raneu: o e e -
. onstruction ipment ators
all workers nationally. P— s - i _—
Pipelayers 33810 63.0% S12.66 1479
Sheet Metal Workers 22084 62.8% si281 $16.50
Water workers earn hourly Septc Tank Srviers and Semer 26120 1% o— o
wages of 514.01 and S17.67 at Industrial Machinery Mechanics 13100 52.2% $15.52 $1910
the 10th and 25th percentiles, Repairers, Excopt Mechanical Door 248 511% 51499 51901
respectively, compared to $9.27 e st 34800 o Gt —
Plant and Sy'.t‘om Operators 15,840 43.6% $13.25 $1696
and $11.60 earned by all workers =7 = =" == —— — - —
at these percentiles nationally. %zh}n;, Supervisors of s 2 00 a0 -
ers
All U.S. Occupations 32.9% $0.27 S$1.60
Source: Brookings analysis of BLS Occupational Employment Statistics and Employment Projections data




Water workers tend to be older and lack gender and racial diversity in certain
occupations; in 2016, nearly 85 percent of them were male and two-thirds were
white, pointing to a need for younger, more diverse talent.

Age range of workers in water occupations vs. all occupations
2016
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Source: Brookings analysis of BLS Occupational Employment Statistics and CPS data




" 1. Utilities and other water employers need to empower staff,
ReCOm meﬂdatIOﬂS adjust existing procedures, and pilot new efforts in support of the
water workforce

EMPLOYER-DRIVEN ACTIONS

Hire and train dedicated staff to meet with younger students, connect with more diverse
prospective workers, and explore alternative recruitment strategies

Create a new branding strategy to more effectively market the utility or orgamization to
younger students and a broader pool of prospective workers

Account for workforce needs as part of the budget and capital planning process, while
creating more detalled and consistent labor metrics

Update or create new Job categories to provide greater flexibility for potential applicants
Develop competency models—-or customize existing models-to promote continued learning
and skills development among staff

Design and launch new bridge programs, including “water boot camps,” to provide ways for
younger workers and other nontraditional workers to explore water careers and gain needed

experience

Implement a formalized mentorship program to provide interns and younger workers a clear
point of contact and better monitor their career progression




" 2. A broad range of employers and community partners need to
ReCOm mendatlons hold consistent dialogues, pool resources, and develop platforms
focused on water workers

REGIONAL ACTIONS

Q Identify a common regional point person-or organization-to schedule and steward
consistent meetings among a broad range of community partners

Hold an annual water summit/meet-and-greet where prospective workers, employers, and
community partners can connect with one another regionally

Out of these dialogues, develop a comprehensive water workforce plan, highlighting regional
training needs and avenues for additional collaboration

develop a more predictable, durable channel of funding to support these efforts, driven by
public fees and private sector support

Strengthen local hiring preferences in support of more minority and women business
enterprises

Create a new web platform to connect water workers and employers, serving as a simple,

consolidated site for regional Job postings

Launch a new regional academy-designed and run by employers and community partners-in
support of more portable infrastructure education, training, and credentials




3. National and state leaders need to provide clearer technical

Recommendations guidance, more robust programmatic support, and targeted
investments in water workforce development

NATIONAL AND STATE ACTIONS

Hire or assign specific program staff to serve as common points of contact across relevant
federal agencies, with a focus on water workforce development

Q Supported by federal agencies or other national organizations, conduct a senes of dialogues
and learning sessions in a broad range of markets to assess water workforce needs and
priorities

Develop a common landing page, or repository, that highlights regional best practices and
other innovative water workforce development strategies

At a national level, form a “water workforce council” among leading groups to serve as an
advisory body, with an eye toward future priorities

With guidance from employers, industry associations, and other stakeholders, establish more
versatile and streamlined water certifications nationally

Expand federal and state funding via existing workforce development programs and
educational imtiatives, including apprenticeships

Expand federal and state funding via newly targeted and competitive grant programs, in
support of alternative bridge programs and other innovative training programs




Human Capital Management




Messaging
Tell the Working in Water Story




Recruitment
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IT'S NOT ALWAYS MY
ALAST DAY

\

Employees Leave.

They always do.

Preparation for that day is
Succession Planning

[BUT TODAY'IS MY LAST




Evaluate to Retain




Generation Zis Coming

HELLO
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/ = Zombie

Yes, this is Taylor Swift.
No, she is not a real zombie, nor is she Gen Z.
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GENERATION Z

MILLENIALS

BABY BOOMERS
Born 1943- 1564

TRADITIONALISTS

(Barn before 1943}

Building Service Contractors Association International. “Managing Five Generations in the Workplace.” LINK


https://www.bscai.org/Contractor-Connections-Hub/Recent-Article/managing-five-generations-in-the-workplace

Gen Z: A Product of the Times

Corporate &

Government
Scandals

Social Media
News-Cycle

Seek Financial Security

Anxious about the Future

Skeptical

Less Loyal to Traditions

Private
Multi-Taskers

Hyper-aware & Overwhelmed



Relating to Gen Z

N ’ % WHEN I WAS YOUR AGE...

' | CAN'T EVEN
\ .  COOKINSTANT

- RAMEN
HOW AM |
SUPPOSED
TOBEAN -

ADULT




Recruiting Gen Z

Gen Zers watched their Gen X parents’ median net worth fall by 45% during the
Great Recession — now, they want

~ A Stable, High-Income Life -

WILLING TO WORK HARD FOR A STABLE INCOME

1}0 AT,
- \WORK Wop,
ok w _‘Do ‘?”




Managing Gen Z
Be Trustworthy

Make Tasks
Meaningful

L o Assign
~ Interactive Work X

&

Show Job Growth
Opportunities




Evaluating Gen Z

Frequent Feedback

Feedback

Give & Take

Shift the Focus

* What does this job ask of you?

* How can you add value to this job?

* What problem do you want to solve?
* What are the needs or opportunities?

Way
forward

Points
of view
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Book Recommendation!
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