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THE CHALLENGE: PRESSURES WITHIN, PRESSURES WITHOUT /\

£

Clean Energy Academy

DRIVERS

1) DEI targets in CRE are Broadening and Deepening 2) Decarbonization Regulatory Policies and Fines*

The Global Real Estate DEI 2022 Survey results?:
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[ Local Law 97 fines starting in 2024

0 2,700 buildings at risk of fi
56.1% : formal DEI program ’ uildings at risk or rine

95% : addressing DEI issues 3) DEI Regulatory & Investment Pressures

85% : set qualitative or quantitative goals 0 Regulatory bodies calling ESG reporting on DEI

11.1% : plan in next 12 months 0 Human capital disclosure rules changing in
2023

29% : dedicated DEI budget
[0 Stakeholders and employees want to see

solutions



THE SOLUTION: THE CLEAN ENERGY ACADEMY A

A TURN-KEY SOLUTION THE VILLAGE

Our village includes:

Training Workforce Partners:
[] Green Economy: Sustainability Local Laws, Programs and 73 Total # of Companies » WeACT
Incentives 61 Clean Energy Companies # JCCof Sl
[l curriculum: Lighting, HVAC, Building Envelope, Heating & DHW, > WestCOP
urriculum: Lighting, , Building Envelope, Heating ) 49 Total Employers S T
Clean Heat
29 SMB Market Partners » DC37

[ Capstone Service-Learning Projects: Job Readiness

20 Recruitment Partners WEA& l“'lhﬂ"

mmmm HFEE"
20 Non-Profits Organizations

12 MWBE Certified Firms &‘ M EE A F“STC( P
6 Subcontractors
WILLDAN

CLEAN ENERGY ACADEMY

[l Professional Development & Career Services : Interview
Readiness

[ Continuing Education & Certifications

Partnerships

O O O O o o o o .4

[l NYSERDA PON's 5 Willdan companies, so far
Employers & Market Partners: Con Edison, Willdan

[] Promote through our classes and partners

Community based partnerships: Wrap around services 3



THE CLEAN ENERGY PROGRAM: RESULTS

Participants by Education

Enrollment by Ethnicit
Level e

AN

Clean Energy Academy

® Other
WCEA Participants
EHigh School _ .. .
m2-Vr College = Black or African by Priority Population
18% m4 Yr College American
. BGrad Degree
m Hispanic, Latino
or Spanish
44% Origin \
m White or
Caucasian
Single
- Parent
Participant by Employment o
Total Graduates Statusp y Empioy o el‘:\
ss,Z%\
®Employed
W Self-Employed / ' : \
.Unemployed & 16-24 Pre\(Pov{er Dis\amwe Veteran
UnderEmployed - ’
Yrs, sly Plant y,1% America 2%
TrainingIncarcerWorkers n,0%

Progra ated ,1% ,0%
m,3%



CALLTO ACTION: FROM ASPIRATIONS TO ACTIONS A

OVERCOMING OBSTACLES

O Training and development practices "Regarding workforce development, a critical obstacle
to collectively overcome in 12 monthsiis...
O Finding the diverse candidate pool
O Creating awareness of employment opportunities MOVING FROM ASPIRATIONS TO ACTIONS.”
O Challenges in workforce development
ACTIONS
Targets Case Studies Partnerships & Case Studies
[ This looks different for | willdan ] clean Energy Academy
everyone
[] con Edison [l continuous Education and
goals L] NYSERDA PON’s
[ Mentorship
|:| Promote, Train, & Hire
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Clean Energy Academy

Welcome to the
Willdan Clean Energy Academy Network
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Thank Youl!

from the Willdan Clean Energy Academy

Cristina Pastrana, PMP
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Program Outcomes: Our SMB Eco-System

Con Edison EE/DM Eco-System

= Participants in ConEd Eco-System
106 Participants (out of 262 Total)
78 Job Placements (4 @ Con Edison)
10 Market Partners onboarded
9 obtained employment independently
9 incumbent workers (3 promotions)

= Participants hired by Willdan
32 Participants hired
- 20 for SMB Program
- 11 for MFEEP Program
- 1 for NYSERDA




Con Edison’s SMB Program Overview Introduction

(¥ con Edison SMB (“Core”) Program Small &

Medium
a. Available to Con Edison Electric and/or Gas customers Businesses

throughout NYC & Westchester County
b. ECMs included: Lighting, HVAC, Refrigeration, DHW

C. Prescriptive & Performance based incentives available Small & Targeted Clean
Medium Demand Heat
. Business Management Program
Con Edison TDM (“Adder”) Program (SMB) (TDM) (CHP)
" a. Available only to Con Edison electric customers in specific “Core” “Adder” “Heat Pump”
zip codes in Brooklyn & Queens
b. Lighting and HVAC-R measures that reduce peak demand e T
are eligible for additive [“adder”] incentives 3u;;§3§$essw'gi:;ss

-

O O rocommendations 'S
S
a::f;,,u-ﬂ‘ s oo jor ime.

et L

nat P

8 NYS Clean Heat Program (CHP)

State-wide program, to Electrify Heating & DHW
Developed by NYSERDA, transitioned to Joint Utilities
Available to all ConEdison Electric Customers

Air & Ground Source Heat Pumps for Space and/or Water Heating

o 6 D0
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WCEA Program - In Action (Post-COVID)




WCEA Program - In Action (Pre-COVID)

12



Training Services: Courses Design A

Related Certifications demy

- EPA 608

* Type 1 — Small Appliances

* Type 2 — High Pressure Appliances
* Type 3 — Low Pressure Appliances
* Universal

e AEE
« Certified Energy Auditor (CEA) ofTEhn% »:\gslfggigitri‘%grs
» Certified Energy Manager (CEM)

 BPI

» Building Science Fundamentals (BSF)
« Building Analyst (BA)

S SR SN . SR M

% * Multi Family Building Analyst (MFBA)
[{ (L ] ; {‘ TR N T ——
e . « NALMCO
‘| H + Certified Apprentice Lighting Technician g
: " - Certified Senior Lighting Technician
i
|
! e OSHA
: | + OSHA30
| [

» Site Safety Training (SST)

] > 1 .
:22',T:?Z;’:Z?:T:;E::='-;';E?:;ZI;::;;I'»Z:II;5T:.'~Z;;Z:;3;5I':'~Z;;Z:;T;'»Z:FZ;;ZI;TZT2'::i;:;T??Z;:Z??T::ZZ:;;;;I:T;Z;::;;;' :u_ ----- Ln__ﬂ—-u—l“l




A

Career Services: Capstone Projects yasN

Clean Energy Academy

(¥ Service Learning Projects | 6

_t—

Capstone Project are service-based,
volunteer, experiential learning
projects, that provide students with a
way to gain hands-on experience in
real world projects.

Capstone Components:
Brainstorming

Scoping

Preliminary Proposal
Final Proposal
Kick-Off Charette
Check-Ins
Submission

R

Deliverable

14



Entry- Junior- Associate / Senior-
CATEGORY eve Mid-Level Level
0-1Years | 1-3Years 3-5Years 5-8 Years
SALES & S Sates Auccr CEALT amttor AEE CEA andior
MARKETING i 0-2yrs ;!P; 3?5 :f’l. :A‘
Energy Aduit
Crew Chief,
BPI BA and/or ES
Jr Auditor | Field 2-3yrs
AUDITING & S Cile
ANALYSIS arioa
Associate Energy
FINANCING ”é’é’i’é’:’m - LEED GA andior AP
AEE CEAAT andlor CEA
PROCUREMENT " i
Officer Officer

Management-

Level

8 -12 Years

Jr. Design /
Engineer i £
FE Cert. 2 PE License
3-5yrs
Assist  Helper ~Jr Mechanic
—ollpy
B Jr Commissioning
e ! - Engineer v ;
i 3-5yrs 5.8yrs
i [Assistant Property | . | Property Manager/ | =
iding H Manager .| Managing Agent | ;| Portfolio Manager
Sp—— 3-5yrs A 5-8yrs 8-12yrs
\ // :

Executive-
Level
10+ Years

Chief Sales Officer

| Director of Sales

Chief Technical Officer/
Director Of Engineering

Director of
Existing Buildings

Chief Procurement
Officer

Contractor / CEO

Director of Facilities

Owner
Property / Real Estate




Global Real Estate DEI Survey 2022

A survey of diversity, equity and inclusion practices and
benchmarking metrics among commercial real estate firms globally

Instituie

ANREV @Fergusonrarmers 'NREV |NAREIM [l ncreir PREA REAgiAc i) Urizan Land
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Global Real Estate DEI Survey 2022

REGIONAL CHARACTERISTICS: EUROPE

Which of the following is your organization doing to provide DEl-related training

and development? s 00 chart 2 on page 68 for the full resuits

Communicating the Importance of DEI to employees
Providing antl-harassment/anti-discrimination training

Providing consclous and unconscious blas management training

Providing soft skills tralning

the C-suite. In Europe, almost a quarter of
respondent firms put decisions in the hands of
the board of directors. The second choice is
the C-suite, followed equally by HR or a senior-
level DEI employee, which could be a chief
diversity officer. Only 3.8% have the DEI team
and the C-suite working together to direct the
DEl program.

Although Europe on average leads on many DEI
measures, more than 65% of firms do not have
any employees dedicated to DEI within the
organization. However, firms that do have

Global Real Estate DEI Survey 2022

Plan to
implement | No current
Currently | In the next plans to
implemented | 12 months | implement
92.3% 7.7% =
73.1% 15.4% 11.5%
73.1% 26.9% -
91.6% 4.2% 4.2%

dedicated employees for the most part elevate
them to the executive management or senior

level at the highest rate out of the three regions.

They also report the lowest engagement with
external consultants for help implementing part
or all of the DEl program.

One of the ways firms can find talented
employees from underrepresented groups is to
broaden their nets beyond traditional avenues of
recruitment such as prestigious universities or
investment banking programs. Almost eight in
ten European respondents are using this

strategy, primarily by being flexible’ on
educational and experience prerequisites and by
creating scholarships/internships to increase the
underrepresented in candidate pools.

Once hired, keeping diverse talent can be a
challenge. In addition to work/life balance
programs, which all European respondents offer,
firms say they are improving the clarity of job
performance reviews and putting in place anti-
discrimination policies. Areas of improverment
within the next 12 months include tying
managers’ performance to diversity retention,
having clear criteria for promotion at all levels of
the firm, putting pecple from underrepresented
groups into succession management pathways,
and being transparent when it comes to
promotion decision-making.

Europe is the region with the lowest average
proportion of women in CRE, at 39.5% overall.
While women comprise 57.2% of junior staff,
the number falls to 12.9% at the executive
management level. Only 12.19% of senior-level
promotions were of women.

For data on European demographics, see p.108
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Global Real Estate DEI Survey 2022

REGIONAL CHARACTERISTICS: ASIA-PACIFIC

Which of the following is your organization doing to recruit or hire more individuals
from underrepresented groups? scc01s cnart 2 on page 56 for the full rsults

Plan to

Impiement in

Currently the next 12
implemented months

P g your company as a rep: kplace to p ploy 91.7%

Broadening or being flexible on educational and experlence requirements for 83.30% w 16.7%
new hires

E g there are from p d groups In the candidate

pool before making a hiring decision 125 B 83%
Reaching outside the CRE Industry to Increase your pool of candidates from _

e S i 75.0% 25.0%
Creating scholarships/internships to Increase the d 01.7% % 83%

Individuals In candidate pools

actively collect employee demographic data
and periodically review inputs.

Training is common practice with eight out of
10 firms on average communicating the impor-
tance of DEI policies to staff, and providing anti-
harassment and discrimination courses, as well
as soft skills training. There are training areas
where participants are looking to improve over
the next 12 months: roughly a quarter of Asia-
Pacific firms on average say they intend to
introduce DE! discussion topics and round-

Global Real Estate DEI Survey 2022

tables and inclusive leadership training. Some
30.8% said they planned to bring in reqular
scheduled diversity training.

Once through the door, firms must work
mindfully to keep and promote more
individuals from underrepresented groups. On
average, a very high percentage of firms set
clear expectations, offer work/life balance
initiatives, have anti-discrimination policies,
evaluate employees based on pre-determined
criteria, and provide DEl-related training.

When it comes to the policy of pay equality,
66.7% of respondents analyze the relevant
data, and a further 8% say they will do so
within 12 months. The same proportion is
currently using redemption strategies, such as
making pay adjustments. However, working to
increase pay transparency levels is less popular,
with only 16.79% of companies on average
doing so at present.

Last year, just 8% said they were trying to collect
gender identity of employees who identify as
nonbinary. This year the proportion has risen to
almost 25%.

Overall, there is an equal number of men and
women at the average firm in the Asia-Pacific
CRE industry, but the proportion falls from
67.4% of women at the junior level to 23.9% at
the board of directors.

The option to work from home is the lowest
among all regions. 16.7% of firms do not offer
this flexibility, and less than half of firms offer

this opticn to all employees.

For details on Asia-Pacific demographics, see p.101

21
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OPM DEIA ANNUAL REPORT 2022

Office of Personnel Management (OPM)

Government-wide DEIA:
Our Progress and Path
Forward to Building a

Better Workforce for the
American People

Annual Report | 2022
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https://www.opm.gov/policy-data-oversight/diversity-equity-inclusion-and-accessibility/reports/DEIA-Annual-Report-2022.pdf

OPM DEIA ANNUAL REPORT 2022

DEIA is a mission-critical imperative for the Federal government, and the Demographic Diversity
Data section of this report provides transparency into Federal workforce demographic data. OPM
is committed to expanding methods to collect data on underserved communities and will also
share methods and strategies it plans to implement to begin filling gaps in demographic data
collection.

The Federal DEIA Accomplishments section highlights programs and initiatives prompted by the
Government-wide Strategic Plan to Advance DEIA in the Federal Workforce. Developed by the DEIA
Initiative, the Government-wide Strategic Plan:

The strategic plan also incorporates the 11 priorities

Safe Workplaces

Partnerships & Data

Recruitment Collection

Professional Expanding Employment
Development & Opportunities for Formerly
Advancement Incarcerated Individuals

Promoting Paid

: Chief Diversity Officer
Internships
i DEIA Training & Learnin
Eou raining & Learning
Advancing Equity Advancing Equity
for Employees for LGBTQI+
with Disabilities Employees
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