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Weatherization and ARRA 
Challenges and Opportunities in Growing a Diverse and Quality Workforce1 

 
 
Overview 
 

“Weatherization” refers to the residential energy efficiency work conducted with funds 
appropriated by Congress.  It is part of a larger field of market rate residential energy 
efficiency/healthy homes work and commercial energy efficiency work.  With the passage of 
ARRA in February 2009, significant interest emerged in the jobs that will be created in 
weatherization. 
 

In large part, weatherization training and employment is completely separate from the 
traditional workforce system.  Weatherization training to date has been primarily an on-the-job 
training model with contractors sending their workers for certifications, with only a handful of 
more traditional training-to-employment models nationally.   
 

There is some debate about the number of jobs that will be created through ARRA 
funding and who will access those jobs.  Some believe that because of the small-contractor 
structure of weatherization there will be only a few jobs per-contractor created and that 
contractors will utilize their professional and personal networks to hire laid-off residential 
construction workers.  Others believe that because of the scale-up it may be difficult to find 
enough qualified workers, particularly at the higher end of weatherization work. 
 

It is clear in both cases that significant numbers of jobs will be created.  However, based 
on interviews with contractors and with agencies,  it is more likely that the opportunities for low-
skilled workers not connected to the weatherization field will be more limited than hoped for by 
workforce advocates.   
 

Despite this disappointing news, significant opportunity still exists because of the scale 
of ARRA and the increased federal focus on green jobs.  As the federal and many state 
governments seek solutions to energy conservation and efficiency problems, it is probable that 
the weatherization field will expand and change in the coming years to meet increased interest 
and demand and as the field diversifies.   
 

As a result, this is an opportune time for prototyping policies and programs within green 
industry for increasing training and subsequent employment of low-skilled workers, including: 
 Policies that promote the integration of workforce and weatherization work, which to date 

have been siloed at the federal, state, and local levels;  
 Training programs that prepare low-skilled workers for entry-level jobs; and 
 New entry-level work structures that enable lower-skilled, lower-literacy individuals to enter 

and move up through the energy efficiency industry. 
 

This report examines the current training and employment structures and processes in 
weatherization; identifies knowledge gaps; and makes recommendations on strategies for 
increasing access for low-skilled workers while also adding value to the weatherization industry. 
 
Scope of research 

To understand current weatherization efforts, a scan of written research and relevant 
web sites was conducted.  Complementing this were selected interviews with weatherization 
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programs and professionals in several states.  While the research is not exhaustive, a relatively 
clear picture of weatherization, both past and current, has emerged that can help to inform 
workforce planning within weatherization, especially as the stimulus bill funding expands the 
field. 
 
 

Current weatherization workforce 
 

Approximately 8,000 people are directly employed as weatherization workers nationally 
(either by weatherization agencies or private contractors), with another 12,000 workers 
employed in equipment manufacturing, administrative, and other indirect jobs.  There are 900 
local weatherization agencies (700 are community action programs, 200 are other agencies or 
non-profits).   This workforce is able to weatherize 150,000 homes annually, with approximately 
50% of the work performed by “in-house” crews of weatherization agencies and 50% through 
private contractors. 
 
 
Profile of Weatherization Jobs, Entry Points, Competencies, and Certifications 
 

Most jobs exist within small companies and within small crews because of the nature of 
the work, which is house-by-house, with each house being different.   
 

There are three main categories of jobs within weatherization:  energy efficiency 
technician-level jobs (sealers and related construction work), crew chiefs, and energy auditors.   
The Weatherization Assistance Program Technical Assistance Program (WAPTAC) developed 
two related documents detailing weatherization jobs and related competencies. (See Sources).   
 
Energy efficiency technicians: 
 
The jobs:  
These are basically construction jobs that focus on energy efficiency; agencies sometimes have 
several different kinds of technicians who can perform different kinds of manual work. Typical 
work includes sealing the house with caulk, stripping, or other materials; installing windows; 
insulating work throughout the house, painting, and other basic carpentry.  The jobs are hard 
labor, and while they are not complex, they do require someone who knows what they are doing 
– or the house won’t be sealed properly. 
 
Equally important are the soft skills needed to give a homeowner confidence and a comfort level 
in letting workers come into their homes.  As one New York State person noted, many firms are 
hiring construction workers who are used to being on construction sites and who lack the skills 
to communicate well with individual homeowners. 
 
Entry requirements:  
Technician jobs tend to be filled by workers with some kind of past construction experience (can 
use power tools, know how to read a tape measure) and who then receive on the job training 
and related training modules (with some certifications) related to weatherization. Because of 
this, there hasn’t been screening for literacy levels or other typical workforce assessment tools. 
Companies have paid for their workers to attend the trainings. 
 
When asked, most indicated that a 9th grade education level is probably the minimum needed 
for even the most entry level jobs, although this is not a hard and fast rule.  Translated into math 
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concepts, workers need to be able to measure volumes; calculate square footage and ratios; 
and read and understand blower door calculations.    
 
The Energy Coordinating Agency in Philadelphia noted that increasingly, their field supervisors 
have needed to provide math and some literacy tutoring to their newer field staff in order to have 
an effective team.  While ECA did not formally screen for literacy and doesn’t know the actual 
literacy level of their staff, this experience is an indicator of what entry-level workers may lack 
and the resulting cost to a business of on-the-job training of workers who are not prepared for 
their jobs, even at the entry level. 
 
Conservation Services Group in Massachusetts noted that contractors save time and money 
when their workers are able to both diagnose and do the actual work – if someone has to write 
out a work order in some detail, and/or describe it to another worker, it takes longer and creates 
less profit. 
 
Supply of these workers appears to be relatively steady.  Hiring occurs primarily through 
informal networks of construction workers rather than from an established training program, a 
career center, or advertising.  Some weatherization agencies do work to meet a social equity 
mission, such as Philadelphia’s Energy Coordinating Agency, and use more formal hiring 
processes (outreach, interviewing, etc.) 
 
Crew Chiefs: 
 
The job: 
 Crew chiefs are responsible for project management of the weatherization of a house.  
As such, they need knowledge of all aspects of the technician job as well as management skills.  
In addition, they are often responsible for blower door testing, for combustion appliance testing 
and safety issues (gas stoves, for example), and for training the technicians on the crew. 
 
Entry requirements: 
 A set of certifications and past on-the-job training and competency, either in 
weatherization or construction, is needed to become a crew chief.  Typically, crew chiefs come 
from one of these two areas – either energy efficient technicians who have taken the 
certifications and demonstrated competency in construction, or from the construction field itself.  
 
 
Energy Auditors: 
 
The job:  

Energy auditors use a variety of methods to test the energy efficiency of a house or 
multi-family building and then to recommend improvements to a homeowner based on those 
tests and the resulting analysis.  Auditors use a range of diagnostic instruments including a 
blower door, infrared thermography, and gas combustion analyzing tools.  In addition to 
conducting tests and analyzing the results, they must also analyze the cost-benefit of various 
improvements for homeowners.  Finally, auditors must be able to explain energy efficiency 
results and measures to homeowners, thereby requiring customer service and sales skills as 
well.  One auditor typically performs 350 audits a year.   
 
Entry requirements:  

Energy auditors require a higher level of analytic skills, math, and literacy; many are college 
graduates interested in the green energy field.  Auditors need a level of math (generally 10th-12th 
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grade level) that enables them to measure volumes; calculate square footage and ratios; and 
read and understand blower door calculations.    

 
Increasingly, auditors must have Building Performance Institute (BPI) certification (see 

description below), and hold a number of other certifications.  While the formal “energy auditor” 
training may only be several days in length, this training builds upon a series of other trainings 
and certifications and significant on-the-job training and field supervision experience.  Auditors 
typically need 6-8 months of this experience before they can operate independently and without 
supervision.    
 
 
Higher level work 

Boiler replacement or conversion and other more technical improvements are often 
contracted to mainstream companies rather than building that expertise in-house. 
 

Multi-family buildings require a different level of expertise in diagnostics, and because of the 
nature of the resulting improvements, require a construction manager who can oversee a 
contractor in making the improvements to a building.   Most often the work is contracted to a 
mainstream construction firm. 
 
 
Existing training and workforce development structures: 
 

To date, the vast majority of weatherization training has been for workers already hired 
by companies, who then receive a combination of on-the-job training and modular training at a 
training facility.  This is true for all levels of workers.   There are few people that take training, 
gain certification, and then become employed.   
  
 There is universal agreement that workers must have significant on-the-job training in 
order to be effective in any of the weatherization jobs.  This is in part due to the nature of the 
work – most interviewed agree that the field work in a variety of houses with a variety of 
conditions is the best way to prepare a worker. 

 
Once hired and working, contractors and agencies send their crews for modular training on 

a range of weatherization topics.  There are 11 DOE Training Centers in the U.S.; they are fully 
equipped facilities.  There are also smaller training centers run by weatherization programs 
themselves.  In addition to these facilities, some training programs travel to agencies and 
contractors to do on-site training, saving the expense of housing and travel for an entire crew.   

 
 Typically, classes are 2-3 days long on specific topics, and includes a mix of classroom and 

hands-on learning.  Testing and certification occurs at the end of each module. There is little on-
line learning currently in use.   

 
As an example of the training structures and modules (they vary slightly by location but are 

essentially the same), the Weatherization Training Center in Williamsport Pennsylvania offers 
the following in 15-20 hour training modules: 
 

No pre-requisites: 
 Diagnostic Approaches to Weatherization 
 Basic residential electricity 
 Introduction to residential heating systems 
 Lead safe work practices 
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 Weatherization crew safety 
 Weatherization tactics 

 
      Some pre-requisites from within WTC: 

 Advanced Diagnostics 
 Home energy auditing 
 Combustion analysis and retrofit gas 
 Combustion analysis and retrofit oil 

 
Most interviewed said it is important for technicians to receive building science training – this 

helps with efficiency on the job so that the crew is able to quickly understand why they are doing 
what they are doing and to build motivation because it can be such a dirty/hard job. 
 

As workers gain skills and certifications, they can take on increasingly complex work, 
although on-the-job training continues to be utilized to build on classroom knowledge.   For 
example, Energy Auditors require 6-8 months of on the job training, supervised fieldwork and 
classroom instruction before they can work independently. 
 

A few community colleges are offering courses related to weatherization; this is relatively 
new in the past two years and those attending are a mix of weatherization workers needing 
credentials and those interested in entering the field.  Some of the courses have also been 
geared to homeowners interested in a do-it-yourself approach. Most of the courses are located 
in the workforce arm of the community college rather than the credit-bearing side.   For 
example, the Association for Energy Affordability (AEA), one of the DOE training centers located 
in Bronx, New York, has developed a partnership with the Hudson Valley Community College, 
where workers can go to one of ten community colleges to gain skills and take certifying tests. 
Critical to this partnership is the use of AEA’s training facility; it is the combination of hands-on 
and classroom training that is needed.  As one professional noted, without the hands-on training 
a community college classroom training cannot be effective. 
 
Credentialing: 
BPI certification (Building Performance Institute) is the emerging standard for training in 
weatherization.   BPI emerged in the 1970s from New York State’s weatherization program as a 
means to credential workers and develop a standard.  Originally BPI was focused on the actual 
weatherization work; as the field has grown, the certifications have focused more at the 
supervisory/diagnostic level.  In general, these levels require a high level of competency in math 
(10th to 12th grade). 
 
BPI in recent years has gained significant credibility and it is expected that it will soon be the 
national standard.  It is currently required in New York and Indiana.  There are several levels of 
BPI certification: 

 Small Homes Certification (1-4 family), including building analyst professional, envelope 
professional, manufactured housing professional, heating professional, and a/c or heat 
pump professional. 

 Multi-family Buildings: Analyst Professional, Energy Efficient Multifamily Building 
Operations Specialist, Multifamily Hydronic Heating System Design Professional, and 
Multifamily Advanced Heating Plant Technician 

 BPI is creating a new level of certification – insulation and air sealing professional - that 
will be the lowest rung on the certification ladder. This will be a hands-on test only (no 
written) and has been developed in response to a demand from a number of states. 
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Wage scales vary depending upon the area of the country and the way that contractors 
segment the jobs.  In general, wages start around $9-$12 per hour, and rise as high as $20 or 
more for auditors and crew chiefs. 
 
 
 
 
Career Paths 
 

There is primarily anecdotal evidence of career paths to date. Workers typically climb a 
career path within weatherization contractors, going from energy technician to either energy 
auditor or crew supervisor.   There is no hard data available on the number or percentage of 
workers moving up this ladder.   See Appendix B for an example of the Energy Coordinating 
Agency of Philadelphia’s career ladder.    
 

The most common path out of weatherization is for workers to start their own firms, but this 
has not been a significant path.  Most start their own firms in energy efficiency and the market 
hasn’t been there for creating a significant number of companies.   Within “green jobs,” Oakland, 
California has created a green jobs ladder that extends beyond weatherization but that may be 
instructional for thinking about paths out of weatherization in the future (see attached diagram). 
 
 
Funding 

Weatherization training is funded primarily through the Department of Energy’s 
weatherization funds.  Before ARRA, 10% of that allocation was reserved for training and 
technical assistance.  Training centers charge a fee for each of the courses, usually costing 
several hundred dollars.  BPI Certification as a Energy Auditor costs $1500 in addition to the 
course work required to become an auditor.  Funds from DOE can be used towards that 
training; private contractors also pay directly for their workers to attend trainings. 
 
   
 
Gaps in Weatherization Training Efforts 
 
There are at least three clear gaps in weatherization training and employment that limit low-
skilled access to these jobs: 
 
Pre-employment training programs:  Strikingly, there are few pre-employment training programs 
that feed the weatherization pipeline.  With the passage of ARRA, pre-employment programs 
are now emerging.  In New York State, the state weatherization agency and the state workforce 
board are for the first time working in partnership to develop trainings.   In Philadelphia, the 
Energy Coordinating Agency has just launched its first training with 20 participants, 50% of 
whom are from the workforce investment system and 50% are welfare recipients. 
 
On-ramps to weatherization jobs:  As a result of the lack of pre-employment trainings, there are 
no “on-ramps”  for low-skilled, low-literacy workers beyond the hiring networks currently utilized 
by agencies and contractors.  This means that those potential workers below an 8th-9th grade 
literacy level who might otherwise be trained and subsequently access these entry level jobs 
most likely are not entering these jobs.  A low-skilled, low-literacy person, unless they are 
networked with not only the construction field but specifically with the agencies or contractors 
themselves, will not gain employment in weatherization. 
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Career paths:  While there are clear but informal career paths within weatherization, there are 
few informal or formal career paths from weatherization to other green jobs or to construction 
work.   The field has been relatively small to date.  Furthermore, because there is little literacy 
instruction either before or during weatherization technician employment, only those with 
existing high literacy levels can advance to higher level crew chief and energy auditor positions. 
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Recommendations for expanding weatherization opportunities  
for low-skilled, low-literacy workers 

 
Existing weatherization hiring channels and skills requirements suggest that there is currently 
limited opportunity for low-skilled, low-literacy workers not connected to employment networks.    
At the same time, several important factors make this an opportune time to focus attention on 
weatherization jobs: 

 The scale of ARRA dollars for weatherization creates the possibility of creating new 
training models because of the scale-up needed in the workforce; 

 The mandate within ARRA, particularly within the Department of Labor, to provide skill-
building and employment opportunities for low-skilled citizens, may help to create 
leverage; and 

 The apparent future focus on the energy efficiency and conservation industry, which will 
create expanded green jobs opportunities beyond ARRA. 

 
Policy and program opportunities exist to influence the job structure and workforce systems in 
the weatherization industry in ways that can add value to the industry while providing expanded 
opportunity for low-skilled, low-literacy workers. 
 
 
Policy Opportunities:  
 
At least two key policy opportunities exist in the short term specifically related to ARRA funding: 
 
 Utilizing ARRA workforce dollars to provide pre-employment training to prepare individuals 

to enter entry level employment in weatherization.  While the 20% provided within 
weatherization is generous, the cost of certifications for the weatherization work itself may 
absorb a significant amount of those funds. ARRA provides the opportunity for states and 
localities to align weatherization and workforce funding to create a pipeline of qualified 
entrants into weatherization.  Early training efforts appear to be succeeding and could serve 
as learning prototypes for other trainings. 

 
 Influencing hiring processes:   Creating additional channels and methods to expand the 

hiring networks for local contractors can also add value for contractors who may find more 
qualified workers as a result, while providing opportunity for those disconnected from those 
networks.  State and local policy makers could require or negotiate with contractors using 
ARRA funds to set aside some jobs for low-skilled workers through project-labor 
agreements, and then establish pre-employment training programs to ensure a pipeline of 
qualified entrants. 

 
Similarly, local governments in particular could work with contractors to set up referral 
systems from career centers or construction pre-apprenticeship programs, including 
YouthBuild programs, to facilitate the hiring of low-skilled workers. 

 
 
Training and Job Re-structuring Opportunities 
 
Because of the scale of ARRA funding, there are significant opportunities to work towards new 
employment structures that provide more highly differentiated tiers of skills, and to introduce 
new on-ramp training strategies.  Both can add value to weatherization programs through the 
development of a qualified pool of workers. 
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Continue on-the-job training: The current approach of on-the-job training with modular training 
has been refined over a number of years, is embedded in contractor and agency approaches to 
credentialing their crews, and works well for the field.  Maintaining this core approach will be key 
for the quality of work and will continue to enable the field to build their skills while on the job.  
From a workforce and adult learner perspective, receiving on-the-job training is one of the best 
ways to deliver most types of skill-building 
 
Introduce pre-employment training.  It is an opportune time to introduce pre-employment training 
to the weatherization field that is modeled on pre-apprenticeship construction programs.  This 
training would not supplant the core OJT/certification model once workers are on the job, but 
would ensure that contractors and agencies have a steady supply of qualified workers who as a 
result of up-front training would be better prepared to enter the first rung of weatherization jobs. 
 
Interviews with agencies indicated the need for math and English literacy and customer service 
training in addition to construction skills.  A contextualized literacy and training program could 
provide contractors with a steady supply of qualified entry-level workers already familiar with key 
weatherization concepts, with math skills to conduct simple calculations, literacy skills to be able 
to write work orders and reports, and customer service skills.    Similarly, including core math 
and English instruction up front could enable more entry-level technicians to move up into 
auditor and crew chief jobs, both of which will probably experience higher demand than 
technicians because of the skill requirements. 
 
Any new training program would need to be high quality and demonstrate to contractors the 
value added, and to establish the credibility of pre-employment trainings. This will be necessary 
to influence the current practices of contractors and agencies, which are not necessarily 
focused on creating opportunity for low-skilled workers. 
 

 
California Youth Energy Services (CYES), Rising Sun Energy Center, Berkeley, California 
 
Rising Sun has worked for a number of years with youth ages 15-22 to provide them with 
training and employment during the summer that focuses on energy efficiency work.  Rising Sun 
provides a week-long training in: 
 
 An overview of environmental justice and climate change issues; 
 How to install CFLs, shower heads, clotheslines and other energy saving devices; 
 How to educate a customer on recycling CFLs, and how to help client understand how to 

create greater energy efficiency within their home (for example, examining an attic to 
determine if it’s leaking); and 

 How to answer phones, fill out paperwork 
 
The youth then make “green house calls” lasting 30 minutes to 2 hours.  The program operates 
in 9 cities currently, and has trained and employed over 400 youth.   Rising Sun works to have 
the profile of the youth worker match the profile of the communities in which CYES operates. 
 
CYES is funded through payments from utility companies based on the documented energy 
savings from each household in electricity and water savings. 
 

 
 
 



 

Growing a Quality Weatherization Workforce 
The Annie E. Casey Foundation, May 2009 

 

 
Prepare those entering weatherization work for the jobs beyond weatherization. Importantly, a 
skills training program would need an explicit design focused on building literacy and skills 
platforms that would move people not only into weatherization but would prepare them for other 
energy efficiency and green jobs. Given that the long-term demand for weatherization workers is 
at best unclear, creating programs that equip workers for math, literacy, and soft skills needed 
both within construction and in other kinds of green jobs will ensure that workers have mobility 
and career opportunities.  If weatherization generates significant employment demand, the 
workers will be prepared; and if there is a drop in demand, workers can more easily transition to 
other occupations.   This includes work in solar energy, energy efficiency work for utility 
companies, and healthy home work.      
 
Create alternate employment structures that provide access for people with lower literacy levels. 
As the demand for weatherization and energy efficiency workers expands, and to enable lower 
level literacy workers to enter the weatherization field, agencies and contractors could begin to 
differentiate the technician jobs at the very entry level more than the current practice.  This will 
depend in part upon the scale of operations, but could also depend on how agencies and 
contractors structure the combination of work and training for their newer workers. 
 

 
SWITCH Project, Moontown Foundation, Seattle, Washington 

 
Moontown Foundation’s SWITCH project has differentiated the entry level weatherization work 
into three tiers (see Appendix A), and created a more intensive training structure for their crews.  
As a result, they are able to hire workers with only a 7th grade literacy level. The first tier of work 
is replacing CFLs and showerheads, and caulking, and other basic work.  This is combined with 
8 hours of paid literacy instruction and on-the-job training each week.  In addition, workers are 
required to gain 2 weatherization certifications on their own time within six months.   As the 
workers gain in skills through their on-the-job training, they move into more complex entry-level 
work such as insulating, installing energy efficient doors, and blower-door testing.  Experienced 
crew chiefs are able to handle the more complex energy efficiency work, and Moontown 
subcontracts the most difficult work to private contractors. 
 
The SWITCH project is providing tutoring support for workers.  In addition, partnerships with the 
local trades unions and with three community colleges will create career pathways into energy 
auditing, construction, and solar panel installation work. 
 
Moontown plans to train 200 workers, with new training/work cycles starting every three months.  
21 workers are currently working and receiving training. 
 
Moontown is funded by the local utility companies, the City of Seattle, and private foundations. 

 
 
Blend weatherization with other energy efficiency goals and efforts.  As the need for energy 
efficiency education rises because of environmental problems, the weatherization field could 
expand its educational work with residents to understand the value of energy efficiency.  While 
this is a component of the current approach to any homeowner requesting weatherization, the 
current model is a demand-driven model – meaning that unless there is a request for 
weatherization, there are no services or education provided.  
 
In a more scaled model that combines weatherization and market-rate work, agencies could 
more aggressively market energy efficiency education and cost-savings measures to 
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communities to reach those who would not otherwise request services, thereby achieving at 
least two goals:  1) reaching new customers and generating more demand; and 2) educating a 
broader community and achieving greater energy savings. 
 
Moontown Foundation has piloted a community blanketing approach that involves community 
doorknocking to introduce energy-efficiency concepts and provide CFLs and showerhead 
installation to occupants.  Education of residents occurs at the same time, and interest in further 
weatherization of a house is established during the initial visit.  
 
Connect existing certifications with community college credentialing.  In some limited areas, 
community colleges are providing training and certifications for weatherization workers.  These 
efforts are good first steps towards integrating energy efficiency training into the community 
college system.  However, almost all of the existing certifications occur through the workforce 
arm of community colleges where credit is not provided.  Creating certifications that also bring 
community college credit will be important for two reasons:  1) it will enable workers who have 
built up credits through weatherization to transfer into other fields and carry the credits with 
them; and 2) it will help community colleges to establish themselves as education and training 
delivery agents in the growing energy efficiency/green jobs field. 
 
An additional challenge for community colleges is the need for weatherization training facilities, 
which are expensive to create.  The hands-on training provided in these facilities is critical; 
without them, college training is on paper alone and will not adequately prepare a worker for on-
the-job training.  In areas where there is an existing weatherization training facility, as in New 
York State and with the DOE weatherization facilities, colleges should partner with existing 
facilities.   Community colleges considering creating a facility in a geographic area where none 
currently exists might consider a broader “green” training facilitiy, since demand for 
weatherization training will at some point decrease.  In all cases, ensuring that training is a 
combination of classroom and hands-on learning is critical to providing workers with the skills 
they need for quality weatherization work. 
 
Creating career pathways into related industries.  Currently no formal career pathways exist 
outside of weatherization, as weatherization to date has been more of a siloed industry.  As 
energy efficiency programs expand, there will be a need for skilled and qualified workers both 
within core green industries (solar, wind, etc.) and within construction (energy efficiency in 
renovation and new construction, both residential and commercial).  Creating a pipeline of 
workers that bridge into these industries will help green industries to meet their workforce 
needs, and could enable weatherization to expand its current visibility and position which could 
help the weatherization field sustain itself over time. 
 
 
Gaps in Knowledge 
 
There are several key gaps in knowledge that should be taken into consideration; all of which 
relate to unknown policy and spending decisions by the federal government that would 
significantly affect the demand for energy efficiency work. 
 
Final demand for weatherization workers:    
There are varying analyses of the demand for workers that will be generated by ARRA.  Some 
analysts say that there will be little demand for new workers, and that much of the demand will 
be absorbed through the hiring of laid-off construction workers.  Others are expecting significant 
demand for new workers, either because the construction workers are not interested in working 
for the entry-level wages or because they will be hired through other ARRA spending on 
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construction.   Weatherization funds will begin flowing in July; it will take some time to determine 
the actual demand. 
 
Future funding levels for weatherization:  ARRA is a very significant one-time boost for the 
weatherization field, and unless there is continued significant funding beyond 2010, or there is 
demand for energy efficiency workers in other fields, newly trained weatherization workers will 
face lay-offs.   
 
Demand for related energy efficiency workers.   
At least two kinds of policies may drive up demand for energy efficiency workers:   
 State or federal mandates to utilities for energy savings:  Mandates create incentives for 

utility companies to provide energy efficiency services for customers to be able to achieve 
these mandates.  In Pennsylvania, the utility companies are required to reduce usage by 1% 
by 2011; this is requiring the utility companies to pay for energy efficiency services to their 
entire customer base. 

 Emissions cap and trade policy:  There will be significant debate this year in Congress 
regarding a system of cap and trade, including debate about the level of emissions caps that 
will be required and for whom.  If legislation is passed with significantly lower cap levels, it 
will create significantly more demand throughout the energy efficiency industry. 

 
 
Conclusion 
 

This is a critical time in which the traditional workforce systems can add value to the 
weatherization industry, which to date has been a relatively self-contained model of 
employment, training, and internal advancement.  While the number of jobs that will be created, 
and which workers will fill those jobs, may not be as significant as originally hoped by the 
workforce field, the ARRA investment in weatherization presents a unique opportunity and 
moment in time, as the weatherization field gears up to utilize ARRA funds and hire significant 
numbers of workers. 
 

The weatherization industry and the workforce system can work together to establish 
new policies, systems and structures that could provide greater opportunity for low-skilled, low-
literacy workers who otherwise have limited to no access to these jobs with significant wage and 
career potential.  These strategies can also add value to the weatherization field through a more 
qualified entry-level workforce, and create additional public demand for weatherization services.  
In addition, by providing skills training and literacy that focuses on the core skills and education 
needed for other construction and green industry jobs, these strategies can help build career 
pipelines into construction or other energy efficiency occupations.   

 
As the United States moves towards greater energy efficiency and energy conservation 

as a key economic development strategy, creating the systems and structures that build a 
qualified workforce are critical to the success of the strategy and to the ability of the country to 
improve the environment.  The weatherization field can play a leadership role in prototyping and 
then integrating new structures and processes that will provide opportunity and advancement for 
a wide range of workers, including those most traditionally left out of the economy. 
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Appendix A:  SWITCH Project, Moontown Foundation, Seattle Washington 
 
 
Energy Efficiency & Retrofitting Tiers 
 
Tier 1  
CFL replacement 
Install low-flow shower heads (2.0gpm) 
Replace faucet aerators (bathroom lavatory faucets 1.5gpm) 
Toilet tank inspection 
 Flapper valve replacement 
Install toilet tank [mfg pre 1995] displacement device (Toilet Tummy)  
Install electrical receptacle and switch box seals and plastic plugs (exterior walls) 
Set back hot water heater thermostat (recommend 120F on electric units) 
Wrap HW heater with 4” blanket 
Install pipe insulation (5ft to/from heater) 
Interior caulking at windows as needed 
Weatherstrip exterior doors (top, jamb, and sweep) 
 
Tier 2  
Insulate attic, wall, and underfloor 
Air sealing 
Install energy efficient windows 
Replace exterior doors 
Add/replace bathroom exhaust fans 
Blower door testing 
Install programmable thermostats on heating/cooling system 
Duct sealing 
 
Tier 3  
Replace heating system – high/very high efficiency 
Install heat pumps 
Install tankless HW heaters 
Replace appliances – Energy Star  
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Information Sources 
 

Interviews: 
 
Stacy Noland, Executive Director, Moontown Foundation, Seattle Washington  www.moontownfoundation.org 
 
Andy Stone, Executive Director, New York State Weatherization Director’s Association, www.nyswda.org  
 
Liz Robinson (Executive Director) and Pam Carunchio (Director, Planning and Development), Energy 
Coordinating Agency, Philadelphia, Pennsylvania, www.ecasavesenergy.org 
 
Mathew Anderson, Manager of Certifications, Building Performance Institute, Malta, New York  www.bpi.org 
 
Kevin Doyle, Principal, Green Economy; and Co-Chair, New England Clean Energy Council  
Workforce Development Group  
 
Mark Dyan, Conservation Services Group,  Westborough, Massachusetts, www.csgrp.com 
 
David Heppenstall, Executive Director, Association for Energy Affordability, Bronx, New York.  
www.aeanyc.org 
 

Laura Lauffer, Green Building Program Coordinator, Central Carolina Community College 

Pittsboro, North Carolina  http://www.cccc.edu/green/ 

 
Jailan Adly, Deputy Director, Rising Sun Energy Center, Berkeley, CA   www.risingsunenergy.org 
 
 
 
Web sites (in addition to those listed in interviews and publications): 
 
U.S. Department of Energy:  http://apps1.eere.energy.gov/weatherization/ 
 
Weatherization Assistance Program Technical Assistance Center: www.waptac.org 
 
Building Performance Institute:  www.bpi.org 
 
Green for All: www.greenforall.org 
 
 
Publications: 
 
Weatherization Assistance Program, Economic Stimulus Expansion Plan, December 2008.  No author, on 
WAPTAC web site at http://www.waptac.org/si.asp?id=1244 
 
“Core Competencies for the Weatherization Program,” Weatherization Trainers Consortium for the U.S. 
Department of Energy Weatherization Assistance Program, 2007; and companion Excel Spreadsheet of 
Competencies.   
 

http://www.moontownfoundation.org/
http://www.nyswda.org/
http://www.ecasavesenergy.org/
http://www.bpi.org/
http://www.csgrp.com/
http://www.aeanyc.org/
http://www.cccc.edu/green/
http://www.risingsunenergy.org/
http://apps1.eere.energy.gov/weatherization/
http://www.waptac.org/
http://www.bpi.org/
http://www.greenforall.org/
http://www.waptac.org/si.asp?id=1244
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Pennsylvania Weatherization Training Center, Course Catalog, Pennsylvania College of Technology, 
Williamsport, PA, June 2008. 
 
Green Collar Jobs Roundtable, New York City, Briefing Packet and related materials, 2008. 
 
“Greening Wisconsin’s Workforce: Training, Recovery and the Clean Energy Economy,”  Center on Wisconsin 
Strategies, 2008. 
 
“Growing Green Collar Jobs, A report by Urban Agenda for the NYC Apollo Alliance,”  Jack Dafoe, 2007. 
 
Clean Energy Corps:  Jobs, Service, and Equal Opportunity in American’s Clean Energy Economy,”  Clean 
Energy Corps Working Group, written by Jason Walsh et al, Green for All, 2008. 
 
New England Clean Energy Council, Powerpoint presentation of Workforce Group, Spring 2009. 
 
Greener Pathways: Jobs and Workforce Development in the Green Economy, Sarah White and Jason Walsh, 
Center on Wisconsin Strategies, the Workforce Alliance, and the Apollo Alliance, 2008. 
 
 


