
---------- Original Message ---------- 
From: Ross Nakasone <rossn@bluegreenalliance.org> 
To: "bturner@semprautilities.com" <bturner@semprautilities.com>, "SBJ3@pge.com" 
<SBJ3@pge.com> 
Cc: Bernie Kotlier <lmccenergy@gmail.com>, "facilitator caeecc.org" <facilitator@caeecc.org> 
Date: September 26, 2016 at 4:59 PM 
Subject: Comments on the WE&T Proposed Draft Career ad Workforce Readiness pilot 
Dear Brandi and Sam, 
  
Thanks for presenting on the WE&T Pilot Program Draft Concept last week.  On behalf of the Joint 
Committee on Energy and Environmental Policy, Avery Energy Enterprise, International Brotherhood of 
Electrical Workers, California Inside Locals, Western States Council of Sheet Metal, Air, Rail and 
Transportation Workers, California State Pipe Trades Council, National Electrical Contractors Association 
(California) and the BlueGreen Alliance, I wanted to share some comments.   
  
While we understand that this is a draft concept, the proposal does not provide enough information to 
provide meaningful comments on the usefulness of this proposal as a pilot program.  It is not entirely 
clear what this pilot is intended to demonstrate or achieve.  Nonetheless, we provide the following 
comments that we hope are helpful as this concept is further developed.  Let me know if you should 
have any questions. 
  
The proposed pilot goal—the integration and addition of EE funding into existing workforce 
development efforts—should be further refined to target funding for pre-apprenticeship bridge 
programs that are linked to state-certified apprenticeship programs. Integration and collaboration are a 
good first start, but the pilot should prepare and move workers into higher skilled and higher wage 
employment and/or further training.  Two-thirds of the direct jobs in energy efficiency are in the blue-
collar construction trades, which have existing apprenticeship programs with track records of success 
moving workers to higher wage employment.  So, pre-apprenticeship programs are the best bets for 
success.  We can provide you model pre-apprenticeship programs.   
  
The advantage of the pre-apprentice/apprentice approach is that once participants graduate from a pre -
apprenticeship program, they can then enter an apprenticeship program that provides an ongoing, 
learn-while-you-earn pathway in which wages rise as skills are acquired. This is critical since the broader 
goal for workers from minority, low-income, and disadvantaged communities is to help them advance 
into “rewarding careers in the energy services fields.”  
  
The pilot must also ensure that it creates a pipeline, for disadvantaged workers, that leads to job 
placement and retention in the EE sectors. The CPUC has acknowledged that training programs for 
disadvantaged workers are, on their own, not enough to achieve its goal, and recognized the importance 
of efforts to broaden access to jobs in the EE sector.   To that end, IOUs should leverage their 
relationships with construction contractors who participate in IOU programs, to help develop pathways 
for participants into higher skilled and higher wage EE-oriented construction jobs and to incorporate 
workforce qualification, diversity and inclusion goals into their third-party contractor selection process.  
  
We also suggest that the pilot align with the California Workforce Development Board, which is using 
Proposition 39 funding to support pre-apprenticeship programs via a 2014 RFA. CWDB and the Green 
Collar Jobs Council spent considerable time on this issue and have already initiated their grants.   
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Finally, we want to ensure that pilots such as these are a complement, rather than a barrier, to the 
imposition of workforce qualification, diversity and inclusion requirements throughout entire incentive 
programs. The Commission will not meet its goal of having a fully engaged, trained energy efficiency 
workforce by 2020 if workforce quality efforts continue to be limited to small pilot programs. The 
Commission has been ordering the IOUs to prepare studies and develop pilot programs to incorporate 
workforce qualification, diversity and inclusion in their incentive programs since its Long-Term Energy 
Efficiency Strategic Plan was issued in 2008.  In 2014, the Commission ordered the IOUs to describe how 
they would incorporate the recommendations for incorporating workforce qualification, diversity and 
inclusion in incentive programs set forth in the IOU-funded U.C. Berkeley Donald Vial Center 
Report.  The IOUs have had plenty of time for pilot programs and studies.  Further pilot studies must not 
be used as an excuse to avoid broader actions.  
  
Again, thank you for your presentation and I hope you find these comments helpful.  
  
Best, 
  
Ross Nakasone 
California Policy Organizer 
BlueGreen Alliance 
155 Montgomery Street 
San Francisco, CA  94104 
415-216-5750 
Twitter: @CA_BlueGreen 

 


