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[. INTRODUCTION

The Minnesota Department of Health (MDH) and the Minnesota Pollution Control Agency (MPCA) are
proposing revisions to existing Minnesota Rules, Chapter 9400, which govern the certification of water
supply systems and wastewater treatment facility operators and the classification of water supply
systems and wastewater treatment facilities. When Local Units of Government (LUG) and other system
or facility owners upgrade these systems or facilities, the systems or facilities are raised to a higher
certification level. Their facility operators, however, might not yet meet the certification requirements
to operate the upgraded facility, leaving the facility without the requisite staff per Minn. Stat. § 115.73,
subd. 1. Further, the state projects a labor shortage in qualified operators in the next decade.

Specifically, MDH and MPCA propose amending Minn. R. 9400.1500, the “Conditional Certificate” rule,
to bridge this transitional gap. The agencies will do this by allowing certified operators working with
systems or at facilities that get upgraded and do not have an operator on staff at the appropriate
classification level, to keep their jobs until they acquire the appropriate certification if they meet two
conditions: First, the operator seeking the higher class certification must have been an operator with
direct responsibility, per Minn. R. 9400.0100, subp. 3a, of that particular system or facility for 12
consecutive months before applying for a conditional certificate. Second, the operator must pass all
exams in sequence that are required for the upgraded certification level, before any system or facility
upgrades that are related to the change in class can be put into operation. While systems and facilities
might be upgraded two or more classifications within the time it takes for a permit to be modified,
operators currently must take years to reach a higher classification due to a years-of-experience
requirement. The goal of this rule is to allow “qualifying operators” (operators that meet the two
conditions described above) time to attain the years of experience needed for obtaining the higher
certification, by continuing to work with that particular system or at that facility, without compromising
the integrity of the important public health functions they perform.

[I. BACKGROUND

MDH and MPCA, in consultation with the Advisory Council on Water Supply Systems and Wastewater
Treatment Facilities (Advisory Council) discussed two issues related to the anticipated shortage in
certified operators: labor shortage and lengthy certification time. First, it is estimated that between
thirty to fifty percent of certified operators will be eligible to retire within ten years. (see Attachments A
to E.) Second, due to the increased use of low-tech solutions for nitrogen and phosphorus removal
(such as the use of chemical additives) and minor upgrades or process changes, systems and facilities
now achieve higher classifications years before their operators can obtain the necessary higher
certification required to operate them. Consequently, the state anticipates having a workforce that has
shrunk by attrition and not kept pace with the coming changes, resulting in a shortage of qualified,
certified operators This rulemaking proposes to address these issues by changing the existing
conditional certificate program that will allow for greater flexibility and lower hiring and training costs
for the LUG and other system or facility owners in challenging economic times.

There are two ways systems or facilities achieve a higher classification, by initiating upgrades that allow
them to meet more stringent effluent limits. First, they can undertake a physical upgrade, through
construction at the facility to install equipment. Second, they can use chemical additives that allow
them to meet the more stringent limits. The system or facility would be reclassified at the time of their
permit reissuance.
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In addition, in 1995, MDH and MPCA adopted rules that revised the point classification system scale
contained in Minn. R. 9400.0500. As a result, facilities were reclassified to a higher, or sometimes two
levels higher, classification, without making a physical or chemical change, at the time of their permit
reissuance. Operators cannot move levels unless they meet the requirements set forth in Minn.

R. 9400.0700, which includes a years of experience or education requirement.

Currently, Minn. R. ch 9400 contains a conditional certification component in Minn. R. 9400.1500 that is
limited to systems and facilities that do not undertake construction to achieve the higher classification
and even then, allows an operator to move up only one classification, while facilities may move up one
or more.

If promulgated, the proposed rule would extend conditional certification to operators under the
following conditions:

A. The operator is a current operator with direct responsibility;

B. The operator has worked as the operator with direct responsibility at the same system or facility
a minimum of 12 consecutive months before applying for the conditional certificate;

C. The applicant passes all exams required for the higher class in sequence (D, C, B, and A) and
before startup of any system or facility upgrades that are related to the change in class.

The conditional certification would be for three years from the date of issue and could be renewed if the
applicant has completed the necessary training required for renewal.

Classification and certification requirements exist to protect human health and the environment. Water
supply systems provide a safe supply of drinking water to the public and effectively prevent the spread
of water-borne diseases such as cholera. Wastewater treatment systems protect the public health by
collecting, treating, and safely disposing of human waste. Natural resources are also protected by
effectively treating wastewater and preventing the degradation of lakes, streams, and groundwater.

Classifications of Water System

Under Minnesota Rules 9400.0400, water supply systems are classified based on the source of water,
complexity of treatment, amount of storage, number of wells, and the population served. A rating scale
is used to assign points to each area. The more complicated the water is to treat and the larger the
system, the higher its point rating will be.

Classifications of Wastewater Treatment Facilities

Wastewater treatment facilities are classified based on the complexity of the facility and the receiving
water sensitivity under Minn. R. 9400.0500. A rating scale is used to assign points to each process unit
in a facility. The more complicated a process unit is to operate, the higher its point rating will be. Also,
points are assigned based on the facilities’ permit limit for Carbonaceous Biochemical Oxygen Demand
(CBOD, an indicator of the strength of the wastewater). This is determined in part by the receiving
water sensitivity and class of water. If the receiving water is a trout stream or a source of drinking
water, the CBOD limit may be set very low. On the other hand, a facility discharging to a receiving
stream that has a limited resource class designation would have a higher CBOD limit. So, the lower the
CBOD limit (“cleaner” effluent), the higher the points are assigned. This is because it is more
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complicated to turn out a “clean” effluent. In addition to CBOD, points are assigned for various
parameters, including nitrogen and phosphorus removal requirements.

Both Water Systems and Wastewater Treatment Facilities

The points are added up and based on a rating scale are assigned a system or plant classification from A
(highest) to D (lowest). This also determines the classification of the water or wastewater operator
needed to run the system or facility. A complicated Class A system or facility needs to have at least one
Class A certified operator running the plant (see Minn. Stat. 8 115.73, subd. 1.). A relatively simple Class
D system or facility needs at least one Class D certified operator.

To ensure that an operator is qualified to run a system or facility, each classification carries different
experience and education requirements that applicants must meet to be eligible to take an operator
examination. The minimum experience required to take a Class D examination is one year of water or
wastewater operating experience. The requirements increase with each higher classification. An
operator may meet the education and experience requirement by having either (1) years of experience
alone or (2) a combination of formal education and years of experience designated in the following

table:
Class | Experience Experience + Certification Direct Training
Only OR Education Required Responsibility Required
Experience for
(See Minn. R. Renewal
9400.0100,
Subp. 3a.)
A | 8yearsatan 4 years atan A Class B for 2 years 32 hours
AorB OR or B facility 2 years
facility +B.S.
B | 6yearsatan 2 yearsatan A, Class C for 24 hours
A, BorC OR B or C facility 1 year
facility +B.S.
C 3yearsat an 1lyearatanA, 16 hours
A /B CorD OR B, C or D facility
facility +B.S.
D lyearatan Wastewater 8 hours
A /B, CorD OR program
facility graduate

As the table shows, the experience requirements increase accordingly as classifications increase in

complexity. Also shown in the table, is the number of training hours required to renew each
certification class every three years. Training is required before renewal, to ensure that operators have
learned the changing technology, changing regulations, and safety precautions in their industry.

The Mandatory Certification Program for System and Facility Operators

Since 1971, Minnesota has certified its wastewater operators to enhance the quality of their
performance and thus the quality of wastewater released to the receiving waters. Minnesota Statute,
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Chapter 115 and Minnesota Rule, Chapter 9400 establish both water supply system and wastewater
treatment facility classification and operators certification requirements.

The purpose of the mandatory operator certification program is to ensure that the individuals
responsible for the operation of Minnesota’s water supply systems and wastewater treatment facilities
have demonstrated, by passing a written examination, that they know how to properly operate the
system or facility. In addition, day-to-day facility experience is required much like an apprenticeship
program. This allows a less experienced operator to learn facility operations and permit requirements,
and what to do if a biological or chemical upset occurs, while under the supervision of a more
experienced, certified operator.

Purpose of Rulemaking

This rulemaking addresses an anticipated shortage of certified operators while continuing to be
protective of human health and the environment. Increased nutrient removal regulations for
phosphorus (P) or nitrogen (N) removal applicable to wastewater facilities have resulted in the more
frequent use of low-tech solutions that increase phosphorus and/or nitrogen removal, without adding
significant complexity to the system or facility. For example, facilities may use chemical additives to
increase removal of P and/or N. These low-tech solutions allow the facility to meet limits without the
need for additional equipment that requires more operator expertise to operate effectively. A facility’s
increased ability to remove P and/or N, results in the addition of points assigned to the facility, which
may cause it to jump one or more classification levels. The jump in classification levels can result in a
length-of-years-of-experience problem for the operators on staff. The increased classification may make
it harder for LUGs to obtain properly certified wastewater operators and comply with Minn. Stat.

§ 115.73. Thirty to fifty percent of these operators are eligible to retire in the next 10 years. To help
offset this shortage; MDH and MPCA propose these amendments, which are designed to allow for
flexibility when issuing a conditional certificate.

The scope of this rulemaking is narrow. It only allows qualified operators already on staff for a particular
system or facility to apply for a conditional certificate, and only for a three-year period of time, unless
the conditional certificate is renewed. Because “qualified operators” have experience with the
particular system, facility equipment and operations, they are in a unique position to know what is the
“norm” for the system or facility, what tweaks have worked to address problems or issues in the past,
what Significant Industrial Users (SIUs) can do to address or head off issues or upsets, bypasses, etc. and
the steps to take if upsets occur. Because this proposed rule requires 12 consecutive months of
experience as the operator with direct responsibility (as defined by Minn. R. 9400.0100, subp. 3a) of the
particular system or facility authorized under the conditional certificate, human health and the
environment will still be protected.

[1l. PROCEDURAL HISTORY

MDH and MPCA took the following steps to develop the rule revision and to notify interested parties
about the rule revision and to get their input on draft rule language:

1. Since 1998, the Advisory Council has discussed how to resolve the disparity in classification

when facilities upgrade to a higher classification than their operators can achieve without years
of additional experience.
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2. The Advisory Council initiated discussion with MDH and MPCA on issues with certification and
impending retirements at its July 18, 2002, quarterly meeting.

3. This issue first came up when an operator from Zimmerman, who held a Class C Certification,
could not take the Class B exam after his facility was upgraded from a Class D pond to a Class B
activated sludge facility. The operator had Class D experience, but needed Class C or higher
experience to be eligible to take the Class B exam.

The rule currently allows for a conditional certification for an operator with direct responsibility
if their facility is reclassified to a higher classification without undertaking construction and even
then, an operator can only move up one class.

4. MDH and MPCA staff agreed the MPCA would take the lead on the rulemaking.

5. OnAugust 17, 2009, MDH and MPCA published a Request for Comments in the State Register
regarding its plans for amending the rule. The MPCA also launched the following webpage to
keep interested and affected parties apprised of the status of the process:
http://www.pca.state.mn.us/water/wtcertification.html.

6. On October 9, 2009, MPCA staff met with the Advisory Council to determine whether support
existed for amending the rules governing conditional certification for wastewater facility
operators and water treatment system operators. The concept discussed would allow
respective agencies to grant conditional certificates to operators when a facility or system has
been reclassified to a higher class due to an alteration to the facility or system.

7. On May 26, 2010, MDH and MPCA staff met with the Advisory Council to determine whether
they supported the May 19, 2010, preliminary draft rule revisions. The Council verbally
approved the changes with an added recommendation that the MPCA insert “Wastewater” into
the title of the rule.

8. Throughout the rule and SONAR writing process, the Advisory Council was consulted regarding
various portions of the rule, most recently, on January 7, 2011, when MDH and MPCA discussed
additional changes.

IV. ALTERNATIVE FORMAT

Upon request, this SONAR can be made available in an alternative format, such as large print, Braille, or
cassette tape. To make a request, contact:
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Water Supply Systems Contact at MDH: Wastewater Treatment Facilities Contact at MPCA:

Mark Sloan Yolanda Letnes

Minnesota Department of Health MPCA - Municipal Division

625 Robert Street North 520 Lafayette Road North

PO Box 64975 St. Paul, MN 55155-4194

St. Paul, MN 55164-0975 Phone: 651-757-2527

Phone: 651-201-4652 Fax: 651-297-8676

E-mail: Mark.Sloan@state.mn.us Email: yolanda.letnes@state.mn.us
TTY: 612-201-5797 or 888-345-0823 TTY: 651-282-5332 or 800-657-3864.

V. MDH AND MPCA’s STATUTORY AUTHORITY

The following information, which was extracted from MDH and MPCA’s April 23, 1996, Statement of
Need and Reasonableness, provides the statutory history and authority for MDH and MPCA’s prior
rulemaking involving the certification of water supply operators and classification of systems, and
certification of wastewater treatment operators and classification of wastewater treatment facilities:

A mandatory program to certify water supply system and wastewater treatment facility
operators was established by Minnesota Statutes (1971), Chapter 115. This statute established
the Water and Wastewater Operator Board of Certification (Board) and delegated rulemaking
authority to the Board. The MPCA was charged with administering the program for wastewater
treatment facilities and operators with MDH administering the corresponding program for water
supply systems and operators. The Board promulgated Minnesota Rule WWOB 1 to administer
this program effective July 1, 1972. In 1975, Minnesota Statutes, section 115.71 was amended,
renaming the Board to the Water Supply and Wastewater Treatment Operators Certification
Council.

Minnesota Rule WWOB 1 established the criteria for the classification of water supply systems
and wastewater treatment facilities, criteria for operator qualifications and procedures for
application for examinations, the issuance and renewal of certificates. Minnesota Regulation
WWOB 1 was filed with the Secretary of State on June 26, 1972. Minnesota Regulation WWOB
1 was repealed and replaced by 6 MCAR 5.001, 6 MCAR 5.002, and 6 MCAR 5.003, which
became effective May 26, 1979. These rules were recodified in 1984 and are currently
numbered parts 9400.0200 to 9400.1400.

The 1994 Legislature “sunsetted” the Water Supply and Wastewater Treatment Operators’
Certification Council on July 1, 1994. This required that new legislation be enacted to allow the
mandatory certification program to continue. The certification council continued to function
until May 1995 when the Legislature passed Laws of Minnesota Chapter 180 that authorized a
new eleven member advisory council, appointed by the Commissioners of MDH and MPCA, until
June 30, 1999. Rulemaking authority was granted jointly to MDH and MPCA.

MDH’s and MPCA’s current statutory authority to adopt and implement these rules is set forth in Minn.
Stat. § 115.72, subd. 2, which provides:
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“The commissioner of health and the agency shall jointly adopt rules relating to the
certification qualifications for each classification of water supply system operators and
wastewater facility operators, respectively. The rules must provide for at least one
annual examination for each class of certificate and must include, but are not limited to:
(1) education requirements;
2) education substitution provisions;
3) experience requirements;
4) experience substitution provisions;
5) examination content requirements, testing procedures, and criteria for passing;
6) certificate renewal requirements;
7) schedules for submitting applications and fees; and
(8) reinstatement requirements for expired, suspended, or revoked certificates.
The advisory council must be consulted before any rules are proposed under this subdivision.”

AN N AN S S

Under this statute, MDH and MPCA have the necessary statutory authority to adopt the proposed rule
amendments, as the Advisory Council was consulted before the proposal of this rulemaking. All
statutory authority was adopted and effective before January 1, 1996.

The proposed rule will be enforced in accordance with the authority provided to MDH and the MPCA
under Minn. Stat. 8§ 115.071, 115.73, 115.75, 116.072, and 144.99. Additionally, the rule will be
enforced in accordance with any other applicable statute, rule, or permit condition. If approved, this
rule would be enforceable by MDH and MPCA.

(Minnesota Rules, part 1400.2070, subpart 1, item D, requires that if an agency’s statutory authority was
granted after January 1, 1996, the agency must include in its SONAR the effective date of the agency’s
statutory authority to adopt the rule).

VI. REGULATORY ANALYSIS

Minn. Stat. § 14.131 sets out seven factors for a regulatory analysis that must be included in the SONAR.
Paragraphs (1) through (7) below guote these factors and then provide MDH and MPCA’s response.
Paragraph (8) addresses additional requirements listed in Minn. Stat. § 14.131.

1. “Adescription of the classes of persons who probably will be affected by the proposed rule,
including classes that will bear the costs of the proposed rule and classes that will benefit from the
proposed rule.”

The classes of persons who will be affected by this rule are the community water supply system
operators, wastewater treatment facility operators, contract operator individuals and groups, entities
that have community water supply systems and wastewater treatment facilities, and all persons that
obtain their water from a community water supply system, or have their wastewater treated at
permitted wastewater facilities.

The affected classes listed above are not expected to bear any additional cost as a result of the
proposed rule, except for the cost of obtaining a conditional certificate, which has been $40 since 1995.
Because the conditional certificate allows the current operator to keep his or her job, it is anticipated
that the fee for the certificate will not be a deterrent or cost-prohibitive.

SONAR - Water and Wastewater Treatment Certification Chapter 9400 Page 10 of 27



The costs for LUGs, however, would not increase, but would remain the same or decrease because the
entities would not be required to hire another certified operator to oversee the system or facility. As
discussed in this section, the rule revisions are expected to result in a cost-saving benefit for LUGs as
they will not need to incur the cost of hiring, training, and retaining qualified operators for their
upgraded system or facility and still comply with their statutory requirements. With more eligible
certified operators in the marketplace, the costs to employ a qualified individual should be less than if
this rulemaking were not undertaken, in addition, costs to hire, train and retain employees would be
greater if this rulemaking were not done.

The classes of persons who will benefit by this rule include current community water supply system
operators and wastewater treatment facility operators because they would be able to maintain their
employment. Public and private entities that have community water supply systems or wastewater
treatment facilities benefit from the rules because their operators are able to continue to operate at the
system or facility, while continuing their training and taking the appropriate examinations. This will also
ensure that valuable knowledge, skills and abilities gained at the system or facility will stay in the
community and aid in knowledge transfer and succession planning.

Persons that obtain their water from a community water supply system, or have their wastewater
treated at permitted wastewater facilities will also benefit by continuously receiving potable water to
their residence that meets all federal and state requirements pertaining to environmental health, and by
having their wastewater collected, treated and discharged in a manner that does not adversely affect
the environment. They can be assured that these two important but often unrecognized facets of
everyday life are being conducted by trained professionals, familiar with the maintenance and operation
of the particular system and facility. Finally, consumers benefit when the LUG or supplier has fewer
costs that otherwise might be passed on to them.

2. “The probable costs to the MPCA and to any other agency of the implementation and enforcement
of the proposed rule and any anticipated effect on state revenues.”

The Minnesota Department of Health and the Minnesota Pollution Control Agency already have fee-
supported programs in place to process applications, issue certificates and administer the entire
certification program. It is not anticipated to significantly increase costs to either MDH or MPCA. The
conditional certification program is already in place and staffed. While some additional applications
may be sent to MPCA due to this rulemaking, it is not expected to be a significant number.

3. “Adetermination of whether there are less costly methods or less intrusive methods for achieving
the purpose of the proposed rule.”

Maintaining public safety requires that operators have the necessary training to operate the wastewater
systems and facilities. Allowing current operators the proposed flexibility is the least intrusive remedy
because dropping operator qualifications would not allow MDH and MPCA to protect the public. The
coming labor shortage is a reality that the agencies must address now.
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4. “A description of any alternative methods for achieving the purpose of the proposed rule that were
seriously considered by the agency and the reasons why they were rejected in favor of the
proposed rule.”

Two alternatives were considered. The first was to take no action. This idea was rejected due to the
anticipated costs to LUGs and communities. At risk were LUGs going into noncompliance. In addition,
noncompliance would lead to costs for MDH, MPCA and the regulated parties (enforcement staff costs,
fines, contracting costs, etc.). No action would result in the need for the LUGs to contract the work out,
an option considered more expensive than hiring municipal staff. As discussed in this section, the rule
revisions are expected to result in a cost savings for LUGs as they will not need to incur the cost of
hiring, training, and retaining qualified operators for their upgraded system or facility and still comply
with their statutory requirements. Such an action would exacerbate the problem with loss of qualified
staff in the next ten years since thirty to fifty percent of certified operators are eligible for retirement.

The second option considered was to revise the way the classification of facilities were determined, but
this option was viewed as potentially resulting in a more complex rule.

5. “The probable costs of complying with the proposed rule including the portion of the total costs
that will be borne by identifiable categories of affected parties, such as separate classes of
government units, businesses, or individuals.”

No additional costs are anticipated for any class of governmental unit, businesses or individuals. In fact,
costs for LUGs would decrease as compared to the costs without this rulemaking. This is due to the fact
that LUGs would not have to recruit, hire, train, new employees but would be able to continue with
established employees without bearing these costs.

The MPCA may have a slight increase in applications due to operators applying for conditional
certificates, but the conditional certificate program and staff are already in place and will not be altered
by this rulemaking. In addition, the actual number of conditional certificates is not expected to increase
dramatically.)

6. “The probable costs or consequences of hot adopting the proposed rule, including those costs or
consequences borne by identifiable categories of affected parties, such as separate classes of
government units, businesses, or individuals.”

The cost for not adopting the proposed rule includes increased costs to hire an additional certified
operator for the system or facility, and possible job loss or demotion for the current operator of the
upgraded system or facility.

As discussed in this section, the rule revisions are expected to result in a cost saving for LUGs as they will
not need to incur the cost of hiring, training, and retaining qualified operators for their upgraded system
or facility and still comply with their statutory requirements.
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7. “An assessment of any differences between the proposed rule and existing federal regulations and
a specific analysis of the need for and reasonableness of each difference.”

This is a state rule and program and there are no federal regulations specific to wastewater operator
certification.

8. “Describe how the agency, in developing the rules, considered and implemented the legislative
policy supporting performance-based regulatory systems set forth in section 14.002.” Minn. Stat.
§ section 14.002 states:

“...the legislature finds that some regulatory rules and programs have become over
prescriptive and inflexible, thereby increasing costs to the state, local governments, and
the regulated community and decreasing the effectiveness of the regulatory program.
Therefore, whenever feasible, state agencies must develop rules and regulatory
programs that emphasize superior achievement in meeting the agency’s regulatory
objectives and maximum flexibility for the regulatory party and the agency in meeting
those goals...”

In pursuing amendments that allow for a conditional certificate, MDH and MPCA are providing flexibility
in how they issue certificates to operators and the regulated community. This flexibility will benefit the
facility owner by allowing them to “grow” and retain their talent without additional employee related
costs. Additionally, it allows facility operators time to gain the length of experience that is necessary to
apply towards the certificate level they must maintain to effectively operate their facility. The proposed
amendments also allow operators familiar with a particular system or facility to continue to use their
expertise to benefit the communities served while maintaining the integrity of the regulatory program
designed to protect public health and the environment.

VII. ADDITIONAL NOTIFICATION

Minn. Stat. § 14.131 requires that an agency include in its SONAR a description of its efforts to provide
additional notification to persons or classes of persons who may be affected by the proposed rule or
must explain why these efforts were not made.

On August 17, 2009, MDH and MPCA published notice requesting comments on planned rule
amendments to Minnesota Rules Chapter 9400. The same notice was also placed on the MPCA’s Public
Notice webpage.

MPCA Plans for Notice:

The MPCA intends to send a copy of the Dual Notice and the proposed rule amendments to the
following:

A. All parties who have registered with the MPCA for the purpose of receiving notice of rule
proceedings, as required by Minn. Stat. § 14.14, subd. 1a;
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B. Allindividuals and representatives of associations the MPCA has on file as interested and
affected parties;

C. Advisory Council;

D. The chairs and ranking minority party members of the legislative policy and budget committees
with jurisdiction over the subject matter of the proposed rule amendments will receive a copy of
the proposed rule amendments, SONAR, and Dual Notice as required by Minn. Stat § 14.116.
This statute also states that if the mailing of the notice is within two years of the effective date
of the law granting the agency authority to adopt the proposed rules, the agency must make
reasonable efforts to send a copy of the notice and SONAR to all sitting house and senate
legislators who were chief authors of the bill granting the rulemaking. This does not apply
because no bill was authored within the past two years granting rulemaking authority.

In addition, the MPCA plans to:
A. Issue an electronic notice to MPCA staff on the date the rule appears in the State Register;

B. lIssue a press release describing this rulemaking, which makes it clear that both water and
wastewater operators are affected, on the date that the rule appears in the State Register. The
press release list (~841) generally includes the following categories:

daily newspapers
environmentalists
industry

radio stations

T.V. stations
weekly newspapers
solid waste officers
consultants
magazines

staff

other government staff

C. Provide notice to the following so they can disseminate the information to their memberships:

a. Minnesota Wastewater Operator Association, which publishes “The Wastewatcher”
newsletter;

Minnesota Rural Water Association, which publishes the “Today” newsletter;
League of Minnesota Cities;

Association of Minnesota Townships

Association of Minnesota Counties

®Poe0 o

D. Mail a postcard that will contain the following information to individuals listed below: (a) how
to obtain a hard copy of the proposed rules, SONAR, and Dual Notice; (b) the address of the
MPCA webpage where these three documents will be located and additional rulemaking
information is available; (c) how to submit comments on the proposed rules:
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a. Minnesota Wastewater Treatment Facility permit holders; and
b. List of certified wastewater operators (listing of current mailing address for operators
certified or recertified since 1997);

In addition, a copy of the dual notice, proposed rule amendments and SONAR will be posted on the
MPCA’s Public Notice webpage. The MPCA redesigned its website and migrated its public notice
webpage from http://www.pca.state.mn.us/news/index.html to http://www.pca.state.mn.us/iryp3c9

Additionally, the rule specific webpage was migrated from
http://www.pca.state.mn.us/water/wtcertification.html to http://www.pca.state.mn.us/ktgh91f

Pursuant to Minn. Stat. 8 14.14, subd. 1a, the MPCA believes its regular means of notice, including
publication in the State Register and on the MPCA'’s Public Notice webpage will adequately provide
notice of this rulemaking to persons interested in or regulated by these rules.

MDH Plans for Notice:

MDH plans to:

A. MDH will rely on the MPCA’s press release mentioned in the MPCA plans including operators
and water systems in addition to wastewater operators and facilities. Since the majority of
operators carry both water and wastewater certificates it would be duplicative to issue separate
press releases.

B. Add language about water operators and water supply systems in to the information that the

MPCA sends to:

a. the League of Minnesota Cities,
b. Association of Minnesota Townships,
c. Association of Minnesota Counties, and

Minnesota Rural Water Association

D. Send the same information to:

a. Minnesota Section American Waterworks Association; and
b. MDH Newsletter Waterline

E. Coordinate MDH and MPCA lists to include water supply operators so that all water operators
receive the notice but operators that hold both water and wastewater certificates are not sent
two notices.

o

MDH'’s notices would use the same website links that the MPCA does.

VIII. CONSIDERATION OF ECONOMIC FACTORS

In exercising their powers, MDH and MPCA are required by identical provisions in Minn. Stat.
§ 116.07, subd. 6, and Minn. Stat. § 115.43, subd. 1, to give due consideration to:

“...the establishment, maintenance, operation and expansion of business, commerce,
trade, industry, traffic, and other economic factors and other material matters affecting
the feasibility and practicability of any proposed action, including, but not limited to, the
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burden on a municipality of any tax which may result there from, and shall take or
provide for such action as may be reasonable, feasible, and practical under the
circumstances...”

It is anticipated that the proposed rule will not cause any hardships to owners and operators of systems
and facilities and instead would save system and facility owners and LUGs money and save the operators
their current jobs.

IX. IMPACT ON FARMING OPERATIONS

Minn. Stat. § 14.111 requires an agency to provide a copy of the proposed rule changes to the
Commissioner of Agriculture no later than thirty days before publication of the proposed rule in the
State Register, if the rule has an impact on agricultural land.

This rule is not expected to impact agricultural land or farming operations, thus, the Commissioner of
Agriculture will not be notified.

X. IMPACT ON CHICANO/LATINO PEOPLE

Minn. Stat. § 3.9223, subd. 4 requires agencies to give notice to the State Council on Affairs of
Chicano/Latino People for review and recommendation at least five days before initial publication in the
State Register, if the proposed rules have their primary effect on Chicano/Latino people.

This rule is not expected to have a primary effect on Chicano/Latino people, thus, the State Council on
Affairs of Chicano/Latino People will not be notified.

XI. NOTIFICATION OF THE COMMISSIONER OF TRANSPORTATION

Minn. Stat. § 174.05, requires MDH and MPCA to inform the Commissioner of Transportation of all
rulemakings that concern transportation, and requires the Commissioner of Transportation to prepare a
written review of the rules.

This rule is not expected to impact or concern transportation, thus, the Commissioner of Transportation
will not be notified.

XIl. CONSULT WITH MINNESOTA MANAGEMENT AND BUDGET ON LOCAL GOVERNMENT IMPACT

As required by Minnesota Statutes, section 14.131, MDH and MPCA will consult with Minnesota
Management and Budget (MMB). We will do this by sending MMB copies of the documents that we
send to the Governor’s office for review and approval on the same day we send them to the Governor’s
office. We will do this before publishing the Notice of Intent to Adopt. The documents will include: the
Governor’s Office Proposed Rule and SONAR Form; the proposed rules; and the SONAR. MDH and MPCA
will submit a copy of the cover correspondence and any response received from Minnesota
Management and Budget to the Office of Administrative Hearing (OAH) at the hearing or with the
documents it submits for Administrative Law Judge ALJ review.

SONAR - Water and Wastewater Treatment Certification Chapter 9400 Page 16 of 27



As discussed in Section VI, the rule revisions are expected to result in a cost saving benefit for LUGs as
they will not need to incur the cost of hiring, training, and retaining qualified operators for their
upgraded system or facility and still comply with their statutory requirements.

XII. MINNESOTA STATUTE § 14.128, SUBDIVISION 1 — DETERMINATION IF LOCAL GOVERNMENT WILL
BE REQUIRED TO ADOPT OR AMEND AN ORDINANCE OR OTHER REGULATION TO COMPLY WITH
PROPOSED AGENCY RULE

During the 2009 legislative session, the Minnesota Legislature adopted Minn. Stat. § 14.128. This statute
requires an agency to make a determination whether a proposed rule would require a local government
to adopt or amend its ordinances to comply with the rule. This statute is intended to address situations
where an agency requires local governments to change their ordinances to, for example, be consistent
with agency requirements.

The proposed amendments to the Water Treatment Certification rules do not require local governments
to amend their ordinances to comply with MDH and MPCA rules. Local governments who are owners or
operators of a system or facility must comply with the requirements in Minn. R. ch. 9400, just as they
have been required to comply with these rules in the past. No changes to local ordinances are required
or anticipated in order to comply with these rules.

XIV. MINNESOTA STATUTE 8 14.127, SUBDIVISION 1 — COST THRESHOLDS

Minn. Stat. § 14.127 require MDH and MPCA to assess the potential economic impact to small
businesses of complying with this proposed rule amendment. The statutory provision is as
follows:

“An agency must determine if the cost of complying with a proposed rule in the first year
after the rule takes effect will exceed $25,000 for: (1) any one business that has less
than 50 full-time employees; or (2) any one statutory or home rule charter city that has
less than ten full-time employees. For purposes of this section, "business" means a
business entity organized for profit or as a nonprofit, and includes an individual,
partnership, corporation, joint venture, association, or cooperative.”

The proposed rule is not expected to economically impact business entities. This rulemaking is expected
to benefit businesses and SIUs by eliminating candidate search and training costs.

XV. MINNESOTA STATUTE § 116.07, SUBDIVISION 2 — MPCA SONAR REQUIREMENTS

2011 Minnesota Session Laws Chapter 4 requires that for proposed rules adopting water quality
standards, the Statement of Need and Reasonableness must include an assessment of any differences
between the proposed rule and existing federal standards adopted under the Clean Water Act, United
States Code, title 33, sections 1312(a) and 1313(c)(4); similar standards in states bordering Minnesota;
and similar standards in states within the Environmental Protection Agency Region 5; and a specific
analysis of the need and reasonableness of each difference.
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Regulation of water supply systems fall under the jurisdiction of MDH. Regulation of wastewater
treatment facilities falls under the jurisdiction of the MPCA. The above session law changes to 116.07,
subdivision 2 impact only those facilities under MPCA’s jurisdiction.

The proposed rulemaking deals with state statutes and rules and not federal regulations. The author
does not believe any similar federal standards exist to compare this Minnesota state rulemaking to.
While no federal rules exist, there are wastewater treatment certification rules throughout the country.
These rules exist because of the need to operate wastewater treatment facility equipment appropriately
to protect human health and the environment. Before wastewater treatment certification regulations
were promulgated in 1972, anyone, regardless of appropriate knowledge on operating the facility
equipment, could operate a wastewater treatment facility. This resulted in inadequate treatment of
wastes. Inadequate training also resulted in a lack of maintenance knowledge for that equipment and
resulted in less efficient removal of BOD, TSS and pathogens. Discharge of these pollutants had the
potential to impact potable water supplies, wildlife, and humans through skin contact or ingestion.

Restricted certification or conditional certificate programs exist in Minnesota and other states to
address gaps in the operator experience requirements that sometimes occur. The shrinking pool of
operators exacerbates the situation. It is necessary and reasonable to propose this rule to address these
issues. The criteria applicants must meet to receive a conditional certificate in Minnesota ensures that
they are knowledgeable and that human health and the environment is protected. The Advisory Council
identified the need for the rule revisions and has extended its support for the proposed rule. The
proposed revisions do not establish water quality standards, they deal with licensing criteria. In fact, the
proposed rules provide flexibility to regulated parties that allow them to retain and “grow” their staff
while protecting the environment.

In the five states that border Minnesota (lowa, Michigan, Wisconsin, South Dakota, North Dakota) there
are four comparable rules for restricted certification requirements (i.e. conditional certificate
requirements). Each of these states (Michigan, Wisconsin, North Dakota, and South Dakota) use a
combination of experience and education as criteria for issuing restricted wastewater operator facility
certificates that are applicable only to that specific facility. The conditional certificate or restricted
certificate, in all cases where issued, is specific to the facility and may not be carried to another facility.
These are all elements that the states share with this proposed rulemaking.

Relevant Michigan, Wisconsin, North Dakota, and South Dakota rules may be found at the Michigan
Administrative Code R299.2901-R299.2974 (Sewage System Rules); Wisconsin Administrative Code NR
114 (Certification Requirements for Waterworks, Wastewater Treatment Plants, Septage Servicing and
Water System Operators); North Dakota Administrative Code 33-19-01 (Certification of Water and
Wastewater System Operators) and Administrative Code of South Dakota 74:21:01-02 (Certification of
Water and Wastewater Operators). Suspension, revocation, denial of or refusal to reissue a conditional
certificate are current Minnesota statutory requirements and are referenced in the proposed rules for
the regulated parties as information and require no further analysis since they do not change existing
requirements.

The proposed Minnesota rule revisions include the following criteria:
A. the operator must be a current operator with direct responsibility for the wastewater facility;

B. the operator has worked with direct responsibility at the facility a minimum of 12 consecutive
months prior to application;
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C. the applicant must have passed all written exams for a higher class in sequence and prior to
startup of any system or facility upgrades that are related to the change in class, and must
provide proof of attendance at training applicable the specified facility; and

D. proposed Minnesota rules allow for issuance of a conditional certificate when no alteration to
the facility has occurred with submittal of an application and without the need for an
examination.

Michigan will issue a restricted certification for all existing operators at a facility that is reclassified. Due
to recent rule revisions, operators must apply within 90 days of notification or within two years of the
effective date of the rule revisions. Minnesota is only allowing the operator with direct responsibility to
obtain the restricted certification after passing required exams. There is a need to address the
impending shortage of appropriately certified operators. It is reasonable for Minnesota to take a more
stringent approach than Michigan with respect to the number of operators who may qualify for a
conditional certificate because comments received during rule development from the Advisory Council
cautioned against establishing a “free-for-all” process.

Wisconsin has no restricted certification designation. If the facility is reclassified, the “operator-in-
charge” has 12 months to pass required exams and is allowed time to obtain the required experience.
Minnesota does not have a time constraint except the exams must be passed before the upgraded
facility goes on-line. In Minnesota some facilities may move up more than one classification at a time,
thus more than one examination may be required of the operator and examinations are offered at
different times of the year. There is a need to address the impending shortage of appropriately certified
operators. It is reasonable for Minnesota to require that the qualified operator pass all necessary exams
before the upgraded facility goes on-line to ensure that the qualified operator has the necessary
knowledge to operate the equipment at the system or facility. The Advisory Council supported the
proposed rule with these criteria.

North Dakota may issue a temporary restricted operator’s certificate “...where circumstances may exist
to warrant issuance.” It is valid for one year. The circumstances are not defined. When the operator
satisfies the experience/education requirement, the operator submits an application to request the
examination. It is conceivable that this could be used when a facility is reclassified. Minnesota defines
the conditions when a conditional certificate may be issued. Once the restricted certification is issued, it
is valid until the operator gains the necessary experience for the certificate level. At that time MPCA will
remove the restricted status. There is a need to address the impending shortage of appropriately
certified operators. It is reasonable for Minnesota to allow a conditional certificate to be valid for
greater than one year to allow a qualified operator a sufficient amount of time to gain the necessary
years of experience. It is also reasonable for Minnesota to establish criteria for issuing conditional
certificates so that the applicant is aware of the requirements and can comply with them. The Advisory
Council supported the proposed rule.

South Dakota has a restricted certificate but only for operators of facilities that do not have a
modification. The restricted certificate is valid only at that facility and never expires. The existing
Minnesota restricted certificate is similar to South Dakota. If there was a class change due to rule and
no modification at the facility, Minnesota granted the restricted certificate which was valid only at that
facility. However, Minnesota required that it had to be renewed as a regular certificate. This remainsin
the rule. The states are considered equivalent in this respect because the general restricted certificate
rule for Minnesota is not changing other than to allow for the issuance of conditional certificates to
operators facing facility upgrades.
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Of the three states in EPA Region 5 other than Wisconsin and Michigan (lllinois, Ohio, Indiana), Ohio may
issue a limited certificate to an existing operator. Relevant Ohio rules may be found at the Ohio
Administrative Code 3745-7 (Water Supply Works and Wastewater Personnel.) The operator must be
the designated operator of daily operational activities for at least 12 months preceding the limited
certificate application. If reclassification changes, the limited certificate is no longer valid. Minnesota
proposes the same requirement that the operator must have been working at least 12 months prior to
application for a restricted certification. The states are considered equivalent in this respect, however,
Minnesota requires that the 12 months be consecutive. This requirement was proposed by the Advisory
Council to ensure that operators would have sufficient system familiarity given the dramatic change in
seasonal flows throughout the 12 month consecutive period.

lllinois and Indiana regulations do not allow for any restricted or limited certification.

Minnesota was considered the leader in wastewater treatment regulations. Our rules were considered
the model for other states. As states adopted and revised regulations, each customized our template to
their needs.

The proposed rules do not establish water quality standards; instead they deal specifically with
amending language regarding the granting of conditional certificates to qualified facility or system
operators currently certified, but at a lesser classification due to a lack of “years of experience”
requirement. The proposed amendments allow these operators to take and pass a written exam, before
changes that resulted in a classification change to the facility or system come online. This allows
operators to qualify for a conditional certificate and retain their employment. As discussed throughout
this SONAR, the amendments are designed to be protective of the environment and yet provide
flexibility to operators. Requiring operators take and pass a written exam(s) assures they demonstrate
knowledge appropriate for the operation of relevant equipment. The proposed rules also provide LUGs
with the ability to retain knowledgeable staff and minimize the need to incur new staffing costs
associated with searching, hiring and training.

The 2011 Minnesota Session Laws Chapter 4 also requires a specific analysis of the need and
reasonableness for each difference from federal and neighboring state water quality standards. As
discussed, federal water treatment facility standards are nonexistent. The lack of a rule at the federal
level does not imply that it is not needed at the state level to ensure adequate protection of human
health and the environment. Each state experiences different climates and weather patterns that affect
how the waste can be optimally treated there. For example, a stabilization pond would be designed and
operated differently in the desert as compared to a humid climate. It is both necessary and reasonable
to ensure wastewater treatment regulations exist and that the individuals operating those facilities are
qualified to do so to ensure protection of human health and the environment. As discussed in sections I
and Ill of the SONAR, the Advisory Council has identified the need to address the problem of having a
facility raised to a higher classification level without a mechanism for an operator to achieve the
necessary certification in a timely manner. Without the rule revisions LUGs will incur the costs
described in section VI of the SONAR and operators face the risk of being eliminated or demoted.

The specific need and reasonableness of each of the listed criteria is fully described in sections XVI and
XVII of the SONAR. When comparing the proposed rule to other state rules, the specific need and
reasonableness under each of the criteria are applicable in comparison with other states. This
rulemaking seeks to resolve the expected shrinking pool of qualified wastewater treatment operators,
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while retaining the most protection for human health and the environment. By keeping the most
qualified people operating systems they are intimately familiar with this rulemaking provides the
greatest possible protection for human health and environment in light of the expected shortage. In
comparison to other states, it appears that other states are either not facing the same shortage or not
addressing it through rulemaking.

When considering the reasonableness of this rulemaking, MPCA respectfully notes that Minn.
Stat. § 115.76 establishes the commissioners of MDH and MPCA:

“...may issue certificates without examination, in a comparable classification to any
person who holds a certificate in any state, territory, or possession of the United States
or any country, providing the requirements for certification of operators under which the
person’s certificate was issued to not conflict with the provisions of sections 115.71 to
115.77 and are of a standard not lower than that specified by rules adopted under
sections 115.71 to 115.77.”

It is needed and reasonable for the MPCA to address the issues identified by the Advisory Council by
drafting and proposing this rule language. MPCA consulted with the Advisory Council throughout the
process.

XVI. STATEMENT OF NEED

Minn. Stat. § ch. 14, requires MDH and MPCA to make an affirmative presentation of facts establishing
the need for and reasonableness of the rules as proposed. In general terms, this means that MDH and
MPCA must not be arbitrary or capricious in proposing rules. However, to the extent that need and
reasonableness are separate, “need” has come to mean that a problem exists that requires
administrative attention, and “reasonableness” means that the solution proposed by MDH and MPCA is
appropriate. The need for the rule is described below.

Nutrient removal regulations for wastewater facilities have increased over the years. The need to
increase phosphorus and nitrogen removal results in the addition of points in facility classification
causing many facilities to jump two classification levels. The jump in classification levels results in a
length of years experience problem for the operators to achieve the necessary classification
certification.

The classification increase has made it harder for LUGs, to retain or obtain properly certified wastewater
operators because current rules only allow operators to go one classification level higher than their
experience level. Exacerbating that situation further is the fact that it has been estimated that thirty to
fifty percent of these operators are eligible to retire in the next ten years, which will create a shortage of
certified operators.

Facilities are essentially faced with two options:
1. Keep under-certified operator and hire a certified operator until their under-certified operator

obtains the proper certification level by passing the exam and obtaining the years of experience
(more costly); or
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2. Eliminate or demote current operator and hire a certified operator at the level required by the
system or facility classification.

These options have negative consequences in that they increase operating costs that may be passed on
to the consumer. There is a need to address the problems the increased system and facility
classifications have on operator certification to ensure that facilities have the necessary staff to operate
their equipment. In addition, there is a need to provide the operators flexibility to allow them to gain
length of time experience in order to be able to seek the higher certification, while not forcing them out
of employment or into a demotion.

XVII. STATEMENT OF REASONABLENESS

Minn. Stat. § ch. 14 requires MDH and MPCA to explain the facts establishing the reasonableness of the
proposed rule amendments. “Reasonableness” means that there is a rational basis for MDH and
MPCA'’s proposed action. The reasonableness of the proposed rule is explained in this section. This
section is broken into two main parts: A. Reasonableness as a whole; and B. Reasonableness of the
individual rule parts.

A. Reasonableness of the Proposed Rule Amendments as a Whole

To prevent increased costs for a facility or system and job loss or demotion for an operator of the
system or facility, the proposed rule allows for measured flexibility when issuing a conditional
certificate. The flexibility is narrowly tailored to only be applied to qualified operators with practical
hands-on experience with the particular system or facility and its operations and maintenance.

A qualified operator would be allowed to take a higher level exam than his/her experience would
normally allow. He or she must pass the exam in order to obtain the conditional certificate.

A conditional certificate would be issued and would be effective for three years from the date of issue.
It must be renewed in the same way as a regular certificate and would only be valid for the particular
system designated or only at that particular reclassified facility. This ensures that the operator is
obtaining appropriate training and ensures that knowledge is gained by passing the exam and still
maintains the practical experience obtained by working on the job and with that particular equipment.

Once the operator has met the experience requirements, a regular certificate would be issued. If an
operator leaves the facility before reaching the experience requirement, the certificate would revert to
the level of the operator’s earned experience and examinations passed.

It is reasonable to amend the rule as proposed, to avoid increased costs for the LUG and provide a way
for qualified operators, to gain additional experience while avoiding a job loss or demotion at the next
level. The revisions do not negatively impact the public health and welfare. This rulemaking does not
change the standards required for systems or facilities or lessen the importance of the experience
requirement. Because familiarity as an apprentice working at a facility and troubleshooting issues and
upsets is vital to the certification program, this rulemaking is narrowly tailored to include only qualified
operators who would have some of the facility experience. While a facility classification upgrade can
move more than one level, the certification of a system or facility operator with direct responsibility, can
only move one level at a time and only move after years of experience. An operator can take the
training course and pass the exam, but they cannot make up the years of experience and will lose their
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job or suffer a demaotion. In the interest of keeping experienced, current operators, with direct
responsibility of the same systems and facilities in their jobs, MDH and MPCA propose that therefore, it
is reasonable to propose the amendments.

B. Reasonableness of the Amendments to Individual Sections of Rule

This section addresses the reasonableness of each rule part and attempts to answer questions about
what each rule requirement is intended to do, why it is needed, and why it is reasonable. Some rule
parts are obvious as far as their need and reasonableness and therefore, are only explained briefly,
while others are explained in more detail for future rule interpretation.

1. Part 9400.1500, Subp. 1. Purpose and Eligibility

Part 9400.1500, subp. 1, explains the purpose of the conditional certificate and identifies who is
eligible for one. It is reasonable to establish these requirements to ensure regulated parties and
regulators have a shared understanding of the language.

Item A establishes the first of three conditions that must be met for eligibility. It is reasonable
to establish a condition that only current operators with direct responsibility be considered for a
conditional certificate because failing to do so would allow more than one operator at the same
system or facility the opportunity to obtain a conditional certificate. As discussed previously,
this rulemaking is intended to alleviate the shortage of classified operators due to looming
retirements and keep experienced people in their jobs.

Item B establishes the second condition for eligibility. It requires that the operator be employed
at the same system or facility for a minimum of 12 consecutive months before application for a
conditional certificate. It is reasonable to establish this requirement because 12 consecutive
months experience with the particular system, facility equipment and operations, provides the
operator day-to-day experience to determine the “norms” for the system or facility, what
tweaks work to address problems or issues, what significant industrial users (SIUs) can do to
address or head off issues or upsets, bypasses, etc., and the steps to take if upsets occur. Such
experience is valuable in addressing process problems to ensure protection of human health and
the environment.

Item C establishes the final conditions for eligibility. The applicant must pass all exams required
for the higher class in sequence, i.e., Class D, Class C, Class, B, and Class A before the startup of
any system or facility upgrade related to the change in class. It is reasonable to require
sequential examination because each successive exam addresses an increased level of
knowledge and skill application that builds on the previous exam areas. The applicant must
demonstrate their proficiency in these areas before progressing to the next higher level. In lieu
of hiring an operator at the higher class, it is reasonable to require that the qualified operator
pass all exams before startup of the facility upgrade or system upgrade, related to the change in
class, to ensure that operators have demonstrated competency with the equipment and skills
necessary to operate the upgraded systems.
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An applicant is not eligible for a conditional certificate if they do not meet all of the required
conditions.

2. Part 9400.1500, Subp. 2. Certification Limits

Part 9400.1500, subp. 2, has been repealed with these rule revisions. Repealing the now
outdated existing language due to the decision to allow conditional certificates where
alterations to the facility have occurred is necessary.

3. Part 9400.1500, Subp. 3. Repealed

No changes were proposed to this subpart.

4. Part 9400.1500, Subp. 4. Nontransient Noncommunity Systems

Part 9400.1500, subp. 4, has been repealed because it is obsolete. Obsolescence is based on
expiration of the application deadline to be “grandfathered in” for nontransient-noncommunity
systems, which was October 1, 2001. It is reasonable to remove unnecessary language so that
rule language remains current.

5. Part 9400.1500, Subp. 5. Issuance and Renewal

Part 9400.1500, subp. 5, is a new requirement. This new requirement specifies the limits of the
conditional certificate and the training requirement for renewal. Since the agencies are allowing
an operator a higher level certification than his experience, it is prudent to require training that
is related to the reclassified system or facility. There are no extra costs because the training
requirement is in rule and in practice already. This rule revision is so harrow in scope, that
although the MPCA may see additional conditional certification applications, it is not expected it
will have a significant impact on MPCA resources. It is reasonable to specify renewal conditions
to ensure regulated parties are aware of them.

6. Part 9400.1500, Subp. 6. Conditional Certificate with no Alterations

Part 9400.1500, subp. 6, is based on applicable requirements based on language under existing
Part 9400.1500, subp. 1. The requirements have been modified and appear as proposed Subp.
6. Language was added to clarify what happens if an operator leaves the system or facility
where he/she had a conditional certificate and is based on current practice.

7. Part 9400.1500, Subp. 7. Suspension or Revocation of Conditional Certificate

Minn. Stat. § 155.75, subd. 4 references Minn. Stat § 144.99, which establishes the process MDH
or MPCA must follow for suspension or revocation of a conditional certificate. These are
existing requirements that are incorporated into rule language to inform regulated parties of the
process MDH or MPCA will follow when taking these actions. It is reasonable to include a
reference to these requirements to ensure regulated parties are aware of them.

8. Part 9400.1500, Subp. 8. Denial of or Refusal to Reissue Conditional Certificate
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Minn. Stat. § 155.75, subd. 4 references Minn. Stat § 144.99, which establishes the process MDH
or MPCA must follow for suspension or revocation of a conditional certificate. These are
existing requirements that are incorporated into rule language to inform regulated parties of the
process MDH or MPCA will follow when taking these actions. It is reasonable to include a
reference to these requirements to ensure regulated parties are aware of them.

XVIII. LIST OF AUTHORS, WITNESSES AND EXHIBITS

A. Authors

Dianne Navratil, Prevention and Assistance Division, Minnesota Pollution Control Agency.
Mark Sloan, Drinking Water Protection Section, Minnesota Department of Health

B. Witnesses

MDH and MPCA anticipate that the proposed amendments will be non-controversial, and that no public
hearing will be necessary. If these rules go to a public hearing, MDH and MPCA anticipate having the
following witnesses testify in support of the need for and reasonableness of the rules:

1. Ms. Dianne Navratil, Prevention and Assistance Division (MPCA). Ms. Navratil is the principal author
of the SONAR and will testify on the general need for and reasonableness of the proposed rules.

2. Mr. Mark Sloan, Drinking Water Protection Section. Mr. Sloan is a secondary author of the SONAR
and will testify on the general need for and reasonableness of the rule.

3. Ms. Charles Thompson, Prevention and Assistance Division (MPCA). Mr. Thompson supervises the
wastewater treatment facility operator certification program and will testify on the general need
and reasonableness of the rule.

4. Ms. Yolanda Letnes, Municipal Division (MPCA). Ms. Letnes is the project rule coordinator and will
testify on any Minnesota Administrative Procedures Act process questions.

5. Ms. Leah Hedman, Attorney General’s Office. Ms. Hedman is legal counsel to the Minnesota
Pollution Control Agency and will function in that capacity during any potential hearing.

6. Mr. Robert Smude, Drinking Water Protection Section (MDH). Mr. Smude is Supervisor for the DWP
Administrative Unit

7. Ms. Anita Smith, Drinking Water Protection Section (MDH). Ms. Smith is the Rules Coordinator for
the DWP Section

8. Ms. Patricia Winget, Ms. Winget is the MDH Rules Coordinator and Legal Counsel

XIV. CONCLUSION

Based on the foregoing, the proposed rules are both needed and reasonable.

Document dated September 9, 2011, was signed by Ed Ehlinger and Michelle Beeman (for Paul Aasen)

Ed Ehlinger, Commissioner Paul Aasen, Commissioner
Minnesota Department of Health Minnesota Pollution Control Agency
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WOBYFORCE ISSUES AFFECT PLANT. OPERATDRS

"LACEY: There is'a Jot of talk about a short-
age of water and wastewateér operaters in
the next 5 to-10 years. Based on your expe-
rience,-do.you be]zeve this shortage wz]I
_become a rea]zty? ‘

. ‘B“O'EPPLE-‘SWIDER: Yes! Not-only do I
~._believe that a shortage will become-a reality
“in.5-10 years, 1 believe it.is-a reality now.

- Last year, the New York State.Department
of Health's Bureau of Water Supply
Protection conducted an unofficial :sux;v,ey
."of New York State’s small water system

- operators (those serving a population of
3,300 or fewer). This informal survey,
“which focused oh operator dernographics,

- was conducted at the conclusion of &n
operator training course that was offéred
through the operator certification expense -
reunbursement grant program. The grant is
funded. by the US Environmental Protection .
Agency (USEPA). The results showed that
the average age of these operators was 50.8

. years.and that; 4!3?/ Sfithe respondents

" expected toTetire in"féwer tHan-10 years.
.These findings are similar fo ' hy
‘published in the 2005 Awwi:Résearch .
- Foundation study,. “Suté ion-Planfiing for
a Vital Workforce: in the. Information” Age.”
This study concluded that 50% of today's
water and wastewater operators will retire
in the next five to se'ven‘years.

2008 © American Water Works Association

Attachment A

A Regu ators Perspective on Workforce Issues:
Water and Wastewater Opezaters

AS-LARGE NUMBERS OF WATER AND WASTEWATER UTILITY EMPLOYEES RETIRE OR LEAVE TO SEEK
" "BPPORTUNITIES ELSEWHERE, UTILITIES ARE LEFT TO FILL THESE POSITIONS AND ENSURE THAT THE
* EMPLOYEES’ KNOWLEDGE IS NOT LOST-FOREVER. JOURNAL AWWA EDITOR MARCIA LACEY CONDUGTED
_AN E-MAIL INTERVIEW WITH TERESA M. BOEPPLE-SWIDER, PROFESSIONAL CERTIFICATION SECTION
CHIEFFOR THE NEW YORK STATE DEPARTMENT OF HEALTH, TO BAIN PERSPECTIVE ON HOW TODAY'S

Ip fact, just last month a ¢chief operator
called to tell me that he has been tryingto - .
hire an operator. for several months and
cannot-ﬁnda‘nyonewho wants to work at
his system. This- ‘operator stated, “I thought
we had 510 10.years before we faced an
operator shortage I-didn’t think we would
be facing this$hortage today!” I then
inquired about the system'’s succession plan

as well as their recruitment.and retention
- plans, All ] heard-was silence: Stories like

‘this are becoming-more and more frequent

and are appearing in-workforce articles

published throughout the country. o

This shortage is a reality for.all fprofes-

sions within thé water and wastewater
‘industry. In the past five years, I have expe-

. rienced difficulties in recruiting and retain-

Jing various professionals to work-in the
water supply regulatory arena. I have found
that with-each passing year it becomes
tougher and-tougher to find and retain
qualified staff, '

I feel that this shortage is the direct
result of an aging workforce and the Jack of
recruitment, retention,; and succession plan-
ning. Although we have no control over the

* aging population, we do have control over

recniitm'ent retention, and succession plan-
mng We need to dedicate resources to these
areas riOw SO that we can be more prepared
to address the workforce crisis. Simply stat-
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" ed, without qualified staff we can't get our

_job done. If we can't gét our job done, the
protection of public health is at risk, A
qualified workforce i$ not a commodity -
that is easily replaced and it needs to be val-
ued, nurtured, and supported : -

} - pub]xc hea]th and mist’be recognized an
LACEY: ‘What do you feel is the biggest chal- supported for their very Jmportant rolel -
lenge operators face today? : : ;

BOEPPLE-SWIDER: Based on my-experience -
‘working with opeérators and from my van--
tage point as'a regulator, I feel that the bxg»
gest challenge operators face.is aJack. of:
recognition and support for the role they
play in protecting public health, Since-com-, - faced with the problem of -recruxtmg\and :
ing to the operator cértification- ‘program’in. retaining operators, but I'm optimistic thaf
1997, I'have heard:from operators that they~ .- this'willimprove in the future. One reas;
-are not widely recognized as professionals - we. are facing this- problem i is the fact tha
and are undervalued for the service-they * * some systems lack the managenal capa
provide,"Also, operators have indicated.that  to operate efficiently. Without manage'
they lack the support they need-to-aldress - "~ - :capacity,,systems are not operated lik
'agmg infrastructure, succession pianning, *  business and do not have recruitment
rate increases, and similar-issues: Although ) retenﬁon plans (as well as,sticcession
there are two sides to every story, the indus- plans) Itisa cha]lenge to.recruit operatess:
try'is hearing this message and ré'sponding' into the profession without recruitment:
with tools. such as board member- trammg, plans In addition, without retention plan 2
information on succession plans and asset } operators could find themselves in subs -
~-dard work ‘environments with low.pay

management todls. .
Overcoming these challenges is a chal- + of support and lack of professional d

~ lenge in-itself, but it can be done through - opment In these situations, the emplo
standardization and education. Weare - -. notan employer of choice,” and the
‘achzevmg standardization using USEPA's - ator could not only leave the job but p

txally leave the mdustry forever. This

guidelines for implementing operator certi- : -
fication programs throughout the country, -
This positive step has'not only assisted in -

standardizatlon but also in advancement of control over recruitment and- retentnon B‘
the profession..Before becoming certified, educating decision-makers, the manager;
: operators in New York State are reqmred . - * capagity of a water system can be '

-to take educational courses with a set curpi-? -improvod but systems need attention
<culg; receive on-the- -job. experiénce and * resources now. In Néw York State, th
training, take a validated examination, and - "Water and Wastewater Education and
pass an onsite assessmént conducted by.a Outreach Committee was assembled tg
local health depa_nment. This standardiza- - address these types of issues.. This comimi
tion has elévated the profession of an oper- tee comprises stakeholders from the fol]
ator in New York State. One challenge that . - mg groups; New York State AWWA
remains is to educate decision-makers and . “section, New York Rural Water Assoc

the general public about the importance of . iation, New York State Department o
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. Health, New York State Department of

. Environmental Conservation, New York
State Conference of Mayors, the
Environmental Finance Center at Syracuse
University, New York State Department of
State, New York State Water Environment

Communities and People), USEPA and
. USEPA Region 2, Association of State
. Drinking Water Administrators, certified
water and wastewater operators, and engl-
neering.consultants.
~ 'The committee's first task was to develop.
. a tool to retruit water and wastewater oper-
ators. The committee developed a New York
" State-specifi¢ operator career brochure and

tional'schools; science colleges; and unem-
ployment offices in the state of New York. In
: -addition, the comrnittee developed a bro-
chure template that can be used by any
- stakeholder nationwide to increase the-num-
ber of certified operators-in his or her state.
‘There is no reason to reinvent the wheel,
Anyone who would like a copy of the bro-
‘¢hure template can contact me at the é-mail _
." address listed at the end of this article.

LACEY: Would relaxing certification require-
- ments for entry-Jevel operators be a solution
_to an operator shortage?

~ BBEPPLE-SWIDER: Absolutely not.

" 'Certification stanidards are developed to
provide operators with the basic knowl-
edge, skills, and experlence neéded to work
_- in-this field and are based-on the complexity
~.of a.water or wastewater system We need
‘to support our operators whether they are
entry or senior level and provide the train-
ing, tools, and resources they need to per-
.f,orm their jobsl In fact, I believe that

e ’efing the standards would devalue the

' professxon and the important role operators .
play in protecting public health,

LAGEY: Do you feel that the Jack of blanket
reciprocity agreements among states is a

Association, RCAP Solutions (Resources for-

provided the brochure:to high schools voca- -

barrier to operator certification? If yes,
what is the major barrier?

BOEPPLE-SWIDER: No. I believe that reci-
procity is misunderstood. Many administra-
tors of states' operator certification
programs Jook at reciprocity on a case-by-

- case basis.

In the state of New York, reciprocity can
only be handled on a case-by-case basis
because of state- -specific needs and the vari-
ation in operator certification classification *

Jevels. For example, the water quality issues
in New York.are not the same as those in

- Arizona; Therefore, state certification pro-
grams have'to set training standards so.that
operators are provided with the training
they need to protect public health in their
state. I do not view reciprocity as:a barrier

"to certification-but rather as an assurance
that operators have the state-specific
knowledge, skills, and ability they need to
operate a system and ultimately protect
pubhc ‘health.

LACEY: Do you bave az-vy advice on how to

capture.an operator’s institutional knowl-
edge before he or she walks out the door?

BOEPPLE-SWIDER: Document, document,

- document, I learned this one the hard way.

‘WhenI first started in the operator certifi-
cation program, I didn't understand the
importance of standard operating proce-.
dures and documenting the knowledge that
individuals have, I'did my best to learn
from others but did not have the opportuni-
ty to take part in any formal knowledge-
transfer process. Then one day I found
myself in a position I never want to find
myself in again. The most important person
1 consulted to get information about the
operator cemﬁcatxo_n program passed away
suddenty. T was deeply saddened and
shocked. I soon realized that the invaluable
knowledge that this individual had was lost
forevei. At.that point, I truly understood the - -
value of knowledge transfer. :
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1 tell this story to-operators, elected
officials, decision-makers, and others
and hope that someone can learn from
my experience. It is inévitable that
knowledge will be lost if it is-not cap-
tured. Therefore, it is essential to-the
continuity of system operations that this
knowledge be captured before it is lost.
This capture can be done in many way-éi
Methods that I widely use are written
policies, written procedures, and cross-
training of staff. b

LACEY: What-do you think about having a
- retired-operator work part time as:the-pri--
mary operator for & small or medrum-sized
water or wastewater system ? “

BOEPPLE»SW#DER 1 would support- the use
of retired operators for this-purpose as long-

as-all regulatory»requirernents. such as con-

and minimum staffing levels, are met. I

think this could be a great solution to the * -~

" operator shortage problem: This model
could betincorporated into a succession,.

plan so that.the systém hastechnical capaci:, -

ty now and during the training. penod “for:
" the replacement operator.

T«

LACEY What do you.feel attracts opemtom o

tothis mdustty?

BOEPPLE SWIDEB Operators have 1nd1cat-
ed to me that many things attract them to
this profession iricluding working in their
community, providing a service to the pub-’
- lic, working at-a job that is different every -
day—the job is néver bormg—and always
learning new things. Also, there are benefits -
such as a pension (for municipal opera-
tors), which is becoming extinct. In-addj;” )

" tion, there is. opportunity to meet and .,
collaborate with dedicated and passionate
people and, ultimately, the pri'celess satis-
faction and reward that go along with pro-
tecting publi¢ health. After all, water is
essential to sustaining life.

, 2008 © American Water Works Association

- -address our" aging infrastructure and work '
-well-as-all industry prefessionals could
- : “managerial, -and financial:

tinuing edircation; dué care and diligence,. . s
Educatnon and outreach coupled with strong : f

- achievmg this goal. No single person, group,

to speak- ‘with & unified voice!
‘;Abem the participant: Teresa M. Boepp

< Department of Heafth, Troy. She is the. -

. tification programs and manages a $6.
" million grant to train small-water-systeni

- Workforce Strategies Committee. She:

LACEY: What, if anythmg, would you
thange about this industry?

BOEPPLE SWIDER I-would change the

attxtudes and, thoughts our. stakeholders

X have regarding public water supplies.
Can you-imagine the~day, when stake- :.

holders understand the value of wate

and what it takes to deliver it? Can yoi

imagine having the support to impleme

full-cost pricing?

This lack of understandxng is the root- of

* many issues this mdusny faces. With sup-.-.
“port from the pubhc. elected officials, deci: -
smn-makers, and others, we could better :

~force challénges. In addition, eur system

“the tools.and resoiirces they need to per:
+form all aspécts .of their jobs—technical s :

“We.can make this dream.a. mahty
aihanoes and partnexstups are essential to™.

“départment, or-associatiori has the means.o
thevoxoetobeheardon this sabject, Ifo;
stakeho]dexs are to hear our message, Wi

‘Areyou ready to be heard?

Swider is the professional certifications
‘tion chief for the New York State

program manager for operator certificg
tion, bottled and bulk water, backflow
prevention device tester training, and

‘operators. A graduate.of Clarkson
University with a degree in engineering,.
she is the past thair.of the AWWA New,
York Section’s Education Commiittee dnd;
currently serves as chair of the Operato)
Issues Subcommittee, which is part o

be contacted at tmb03@health.state.n
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Workforce Planning Holds the Key to Managing the Realities of

. . . : . & - t
Shifting Demographics in the 21™ Century
Terry Brueck, President, EMA

- ABSTRACT
" The utrllty industry is about to undergo a dramatic transformation. Thanks to the realities of
-an aging Baby Boomer workforce and shifting demographrcs in:the North American

- ‘population, utilities are going to change significantly in the years ahead. Over the next 10-15
‘}'fears there will be a mass exodus of Baby Boomers to tetirement and the private sector. In

* their place, utilities must embrace the new Amer‘ioanlworkforoc that is more likely to be

' younger, non-white, and female. This presentation will address the workforce challenges

facing utility leaders and explore effective strategiesand tactics to embrace these changes.

. KEYWORDS
Workforco- Plamling.'demo graphics, successlon planning

"INTRODUCTION

h F or most utility managers — mdeed managers in all 1ndustrles — their tenure has been )

. ,-,pmnarlly in:an employer’s market ‘A utility job has long been cons1dered safe and secure.
' 'ffThe salary and-benefits have been more than- competitive. As a result, our mdustry has
‘;.iistagnated in its-development of recrultlng and retention- strategles and tactics. Ten years out,
:thrngs will be very différent as industries.compete for a smaller and smaller pool of quahﬁ ed
'employees Wn‘,hout these strategres and tactics, utilities may . not be able to compete.

Of course, thls phenomenon is not unique to.our 1ndustry Many industries — partlcularly
“those in the nubhc sector —will soon feel the effects of loqmg large numbers of talented

mdfvrduals to retlrement and some u’uhtres vl L@se 30:50: pﬁrﬁfm iaftheircnrrent workforce
tudy) that half of

: today S water utrhty workers are over age 44 (four years older than tlle average US worker);
“the average re‘urement age for utility employees is 56; and retrrmg utlhty workers have

worked an average of 24 years in the same utility.

‘The other major shift coming in the North American workforce is its gfowing diversity, as
the number of Asian and Hispanic workets continues to grow rapidly. The percentage of
Caucasians in the workforce will shrink from 74% to 52% while the percentage of Hispanic

: workers will grow from 10% to 25%. More than a fourth of the avallable workforce will be
members.of a minority group. In 2010, female candidates for omployment will surpass male -

" candidates by 6 million with 80% of wom_err participating in the Workaroe outside of the .
home. Clearly, those organizations that _aclapt to these new realities — through more flexible,

) Copyright © 2007 Water Environment Federation. All Rights Reserved
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- . more worker-focused policies such as'parental leave and flex hours — will prosper while
those that are slow to change may not survive. v .

Even the so-called ‘traditional’ workforce isn’t gomg to’ be the same. Baby Boomers have
always been work-oriented while Gen Xers have other prrorrtles They want V1srb1hty within
“the. organlzatlon seek involvement, and are concerned with being treated properly This
creates some obvious challenges for the utility industry. Driven by an entirely dlfferent set of
values, Gen X. will be drawn to the utility environment only if utilities are willing to alter
their approach to hiring, managing, and retention. Do it rrght and the utility 1ndust1y will
thrive.-Get it wrong and we will become a revolvmg door through which employees come

and go
UTILITIES’ CHALLENGES ARE UGENT

*I-t»ls not an exaggeration to say utilities are nearmg a state of emergency in the areas of
tecruiting, training, and retaining the"human resources they need to run their Organizations '
‘The urgent requirement to address these workforce issues is more critical now- than it was -

‘three to five years ago

x  Utility demographics ate mo're extreme than the-general population trend and
therefore the “people gap” Wwill be : mote extreme-than in other industries: Inthe -
.1970’s, the EPA construction grants program provided fundmg for wastewater . A
treatment plant constructron - This funding has kept many operators and engmeers =
employed. for 25t0 30 years who are now-reaching retirement age. This labor gap i$ -
already being félt by 3 number- of both large and small utilities in the United" States
~.and Canada. where the: average age’ of the utlhty workforce exceeds that of the general :

workforce. S
)= The “people gap’ 1s’exacerbated:=by the utility industry not beirig as attractiveto - -
college students and- young professronals as other industries. . For example, the utlhty
~'1ndustry does not have the same attraction as working for NASA. Prehmlnary survey
results of college students as part of the AwwaRF research project on recruiting,
Atralnmg, and retaining engineers and operators show that the culture and type of work
prevalent in ut111t1es is not viewed as mterestrng to them .
= The de’mands on the industry are growing simUltan‘eously with this decline in
potential workers The need for utilities to meet more stringent regulatlons and
address major infrastructure rehabrhtatron proj ects impacts the demand for skrlled and
technical workers These 1ssues ‘requrre a workforce with Ingher technical skrlls and- -
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knowledge and fewer physical skills appropriate to field laborers The demand is for

“knowledge workers.”

¥ An era of “lean operating” has left utilities with outdated recruiting and selection
. practices. As a rule, utilitics have been filling very few posmons over the last ten
years. Due to financial constraints, many utilities have dropped their. programs for
employee selection and development. Using outdated methods of “crowd control
- .hlnng from the days of having an abundant number of apphcants will not result in
hmng staff with the technical SkIHS and Lnowledge requued by utlhtles today.

' UTILITIES ACTION REQUIRED

~ Many utilities-continue to talk about and acknowledge the necessity of taking action to -
address this 1mpend1ng crisis for knowledge woykers, yet few are taking concrete steps to
actually meet the crisis. This inaction is due in Jarge part to not bemg sure ‘which actions

will best begm to address their particular s1tuat10n

"~How, then, do we adapt? What strategies can be employed that W111 truly make a dlfference
in our ablhty to attract and retain the best talent available from Gen X and Gen Y to our
.;ndustry? This presentation will explore the answers and available strategies, mcludmg.

. Recruiting and outreach
*e...-Selecting and “on-boarding” of new workers

L Training and development -

- m

iI_nternship‘g and apprenticeships

m

Retéining and re-recruiting employees -

. & Compensation and rewards

™.

Coaching and mentoring

‘Performance management

™~

: Kn_owledge management and retention

m

Work process review.and redesign

Copyright© 2007 Water Environment Federation. All Rights Reserved
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x  Career pé‘thing

*  Workforce flexibility

® Culture adaptabxhty and leCI‘Slty
L »Leadershlp and accountablhty

5 Talent.,development .

Uﬂhtles will gain an understandmg of how the practlces of today dlffer from past practlces in
making these strategies successful
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TASKF@ECE ON WORKFORCE SUSTAINABILITY

Appoinied by the WEF President, Adam Zabinski, May 21, 2008

FINAL REPORT

October 15, 2008

INTRODUCTION AND BACKGROUND |

o The water industry is facmg a 51gmﬁcant challenge cansed by the changes in our society.

B Today 's workforce is-composed of about 145.million.: Workers "The baby boomers (generally
“defined as those individuals born between 1946 and 1964). comprise the largest contingent of

-these workers. By 2010, half of these.boomers will be between the ages of 54 and 64 with -

- retuements expected to peak between 2010 and 2020

{ -
Coupled with the pending retirements and exodus of employee‘s from the water job sector is

the-potential labor shortage of skilled employees throughotit the industry ranging from '
‘operators to engineers. The recent American Water Works Association Research Foundation

(AwwaRF) report A4 Strategic Assessment of the F uture of Water Utilities noted that:

' The pool of available, technically skllled workers is shrmkmg and the
members of that pool may.have different Values ,

The water supply and sanitation sector is' expected by the Bureau of Labor
Statistics to experience an employment growth rate of 45% in coming years
due to regula’uons infrastructure growth, secunty, and customer demands.

- Due to the contlnu’al escalation of regulatlons and technological change, the
nature of the WOrk to be perfonned,is increasillgly complex.

Reoogmszf that workforce sustainability is of wtal 1mp0rtance to members of the Water
Environment F ederation (WEF), in May 2008 WEEF President Adam Zabmskx formed the

WEF Task Force on Workforce Sustamabﬂlty Appomted to this Task Force were the
A ’followmg members ‘ . ‘




Raynetta Curry Grant (co -chair).
Eric Dodds (co-chair) -
Raj Bhattarai
Dan James ,
Dr. Nancy Love
Kirk Rowland
Patty Settles -
. Tekla Taylor - )
- Laura Watson K T S

The Task Force was charged with the following dutles
| -the committees of the Federation
- Inventory and define all workforce sustamablhty activities ongomg with the Member

. Associations of the Federation ‘
* Propose 4 priority for-the workforce sustainability activities that are ongomg and

.-planned based on the needs of WEF members
_Outline the opportumtres WEF has for- collaboratlon with others W1thm the water

- industry-and outside.of the water indusfry in regards to workforce sustamabrhty
-, Coordinate the actions of the Task Force with the Planning, Products-and Program
' "Development (P3D). Workmg Group of the Board of Trustees (BOT) so‘that'the P3D
,' =Work1ng Group may recommend a strategy to the BOT orn Workforce Sustamablhty

This report is the: result'of the work conducted by the Task Force. Included inthe report are
prioritized observations and opportunities for the WEF Board to. consrder in’ formulatmg a -
: strategy to address the issue of workforce sustamabmty P ' '

¥ " . PN

'NEEDS DEFINITION

- A shortage of workers spurred by the gradual aglng and retirement of baby boomers is
begmmng to affect all orgamzatlons across the nation'and the: ‘water mdustry is.no exception.
As more and more baby boomers age and retire, the workforce shortage’ is projected.to be

even more acute in the next 10to 15 years.

Approxunately 76 mllhon baby boomers are estnnated to retire in large’ numbers in the next 5
1o 10 years.. The baby boomers make up about one-third of the {otal wotkforce in the U.S.
Labor shortages in key mdustnes will force a radical rethinking of recruitment, retention,
flexible work schedules and retirement for baby boomers because there aren’t enough young
workers fo replace them. Worker shortages are already apparent in as diverse areas as
nursing, long—haul u’uckmg, and engmeenng

The water/wastewater séctor is especially hard hit. Many of the water and Wastewater
treatment plants were constructed or éxpanded/upgraded i in the 197 Os and 1980s because the
* two major water regulatlons — Cleari Water Act (1972) and Safe Drmkmg Water Act (1 974\)

Inventory and define all workforce sustamabﬂrty activities present and planned wrthm ‘




were promulgated in the 1970s. Addmonally, during the 1970s and 1980s, federal grants
were available for construction of wastewater infrastructure and also for the training of the
workforce, which spurred the expansion of the workforce during those two decades. The
workers hired then have reached or are fast approaching retirement age. This will compound
the problem in the water industry already burdened by the shortage from the effects of baby

_ boomers retiring.
‘The number of baby boomers reaehmg retirement age between 2000 and 201 5, as shown in

Fxgure 1, is sobering.
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Figtire 1 — Baby Beomers Retirement 20002015 - (Source: U.S. Census Bureau)

. Accordmg to the recent Water & Wastes ngest State of the Industry Repoﬁ the average
water/wastewater professional has been working in the industry for 22 years. Almost one-
thitd (30%) of 10,000 randomly surveyed subscribers to Water & Wastes Digest have been in
‘the industry for 30 years or miore. Addltlonally, 41.5% of respondents said they are between

the ages of 50 and 59.

According to the recent Water Environment Research Foundation/American Water Works
Research Foundation Study Succession Plannzng Jor a Vital Workforce in the Information
Age: y

The current average age of Water utility workers is 44.7
The current average age of wastewater utility workers is 45.4




- The average age of all other workers in the nation 1s four years younger,

approximately 41 years of age . ,
.= - The average retuement age for utility personnel is 56
_ Itis'projected that in the next.ten years, 37% of water utility Workers and 3 1% of

‘wastewater utlhty workers will retire

According to the AWWA 2007 State of the Industry Report, the expected-retirements of water
utility employees over the next five years are quite dramatic as shown below: . .

- 33% of the Executives ‘

= 30% of Management and Superv1sory Employees
- 21%of Qperators. _ '

- 14% of Engineers ‘ L
~ 13% of Purchasing Employees ‘ I T
- 7% of" 801ent1sts ' : - ] '

The number of students graduatmg with a' bachelor s degree i engmeenng drepped 25% .
~ between 1985 and 2001 A 2607 NaﬁonalScrence Foundatlon report showed an 8% decline

in civil:engi
: dlsturbmg a

. 'baby boomers Wlll not offset the greater shortage caused by the couplmg of the demand for
more quahﬁed workers ‘This shoﬁage is expected to-continue for an entire.generation. .-
comprising of almost two:decades. It is therefore nnperatrve for our rndustry to nmnedlately

- start plannmg for a sustamable workforce
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‘Figure 2 - Percent of Utility Personnel in Different Age Groups in 1934, 1971 and 2000

' WEF COMMITTEE INVENTORY c

“Background

v There are 45 identified committees that provide the substantive work of 1mp]ementmg the -
- WEF Vision and Strategic Plan for water-quality and reuse, -More than 2,500 WEF members
 participate in WEF committee activities, developing conference programs, writing technical
manuals and books, developing ’rralmng materials and program content, and many other WEF -

pro gram ac’uwtles such as servmg on this Task Force.

. Findings
F or this Task F orce, 16 of the comm1ttees were targeted for the inventory of WEF Committee
. activities related to workforce sustainability. The 16 targeted committees include:
Academic, Collection Systems, Envirorimental Management Systems, Government Affairs,
, Manufacturers and Representatives, Membership, Municipal Wastewater Treatment Design,
Operations Challenge, Plant Operations and Maintenance, Professional Development, Public
- Communications and Qutreach, Publications, Small Community, Students and Young
- Professionals, and Utility Management. Of these, based on our research and inventory




efforts the following 4 committees are generally the most engaged in the subject of
' workforce sustalnabrhty .

Ut111ty Management (UMC)

Workforce activities-of the UMC have been focused in developing technical sessions
and workshops at WEFTEC, the AWWA/WEF Joint Management Conference and -
publishing articles, Many of the technical sessions are joint efforts with the' .

" Professional Development Committee. Both the articles and sessions focus on

- identifying the problem and presenting example solutions implemented by utilities.:

2. Professronal Development Committee (PDC)
As with the UMC, mitich-of the Work of the PDC has been i n developmg techmcal
. sessions-for WEFTEC and.the Joint-Management Conference. They’ve also worked
with.the:Public:Communications-and Gutreach Comrmttee and the Students-and -
Young Professionals: Comnnttee to:develop material for career and guidance
+ counsélors: PDE membershave alsobeen involved in development of career related
‘material:oh:the -WEF: websrte, including the Career Paths mformatron

3 Studeits ‘and Young Professronals Comnnttee (SYPC) -
" The workforce related-activity by:the:SYPC has been diverse in.the: form: of content
dehvery onworkforce planning issues. They’ve written articles for-the WEF website,
' WE&T and the:YP-Newsletter; developed WEFTEC sessions, and sponsered.”
+webcasts.:Orie 0f themostnotable of these is the “Pipeline to the Future” ‘webcastin
November 2007‘and the subsequent follow—up articles posted on the WEF website,

A4 Pubhc ‘Communication and Outreach Commlttee (PCOC) ‘
Workforce selated activitiesiby the: PCOC focus on provrdmg mfonnatlon to students'
-and-other'prospective:recruitsion the: pamculars of careers in the water/wastewater '
-+ industey: This-includes:typical job descriptions in the *“Job: Resources™ link on'the:

. website; brochures and posters-to-educate and generate interest, and workmg Wlth
«+ high school career, counselors to educate the pubhc L

Other committees are beginning to look-at how they can also become inivolved, For example,
- the Plant’ Operatlons and Maintenance Committee (POMC) is generating a series of articles
on “What Works”, fo be published in the WE&Ts Operations Forum: These are written by
utility operations-and management personnel who have nnplemented workforee related -
programs, and the outcomes thereof. Also, members of the Collection Systems Comlmttee
(CSC).are gearing.up to join other WEF comnnttees in order to-determine how they may
: ‘assrst _ : ~
, L




MEMBER ASSOCIATION ACTIVITIES

Background

There are currently 81 WEF member associations (MAs) representing approx1mately 50,000
water quality professmnals around the world. MAs are local (State or Regional) on-the-
ground organizations that have the opportumbr to interact closely with local operators, public
and private sector professionals, and student and young professional organizations. In many
cases, the MAs provide the only opportunity for training and education to those members that
are unable to travel to WEF conferences or workshops.

MAs are dilverse with'approximately 1/3 of the MAs employing professional staff and the
- remainder relying on support from volunteers.’ The activities in Which the MAs are.engaged
- also vary, depending on the size of tlie organization and available resources. For example,
-smaller MAs with limited funding are typically more focused on addressmg singular
- pnontles identified during their annual planmng process. ‘This focus is often driven by
- federal or state regulationis affecting:the-water industry. ©On the other hand, some of the -
. larger MAs, which are well funded and staffed; may distribute regular journals or magazines -
+keeping members informed of relevant issues. Many of them support young professional
_+organjzations and-may have active regional member sections. Larger MAs typically conduct
more frequent meetings and educational workshops throughout the year and are able to

*~address a broader spectruin ofi issues facing their members.

A representa’uve cross-section of North American’ M;As was selected and interviews were '
“conducted to evaluate how-much emphasisieach MA placed on the issue of work force -

“*sustainability, what activities the MAs were undertaking, if any, to address the issue, and

. what needs they may have in asswtmg their members with recrultmg, retention, and

' successmn planning.
Findings =~ . ° , - -
+ “TThe results of the MA interviews are provided 1 m Attachment X. Several of the orgamzatlons :
~ acknowledged Tecruiting, retention, and succession plannmg asa 51gmﬁcant issue.facing
. their members. However, for the' majonty of the MAs interviewed regardless of their size,
plans for addressing work force: sustamablhty are either in their-infancy, or have not yet been
developed. There was an equal split between the orgamzanons that had 1mplemented some
type of program to address work force sustainability issiies, those that had begtin discussions
and are in the eatly stages of planning to:address the issue, and those that had not addressed
the issue at all. For many of the MAs that had not yet nnplemented programs, they expressed

* a desire to receive some form of assistance or guidance from WEF in developing strategies
for their members, especially in cases where they do not have sufficient fundmg to dedlcate

to the issue at th1s time.

Challenges : 5

~




There 1s a consensus among the MAs interviewed regardmg challenges facing reorultmg and
Tetaining staff n the water and wastewater industries, including:

Non- competltlve ‘wages and diminished beneﬁts

Poor image of the industry or working conditions
Competing for staff against more attractive industries in most. States

Not a priority for some-public officials -

: Inablllty fo attract good leadership W1th1n the utlhtles and lack of leaderslnp

training.

" Fundamenta] competenmes needed to operate current fechnology
‘Technical fields not encouraged in the high : schools by career counselors
Lack of techmcal staff in smaller commumtles where technologles are
: evolvmg beyond their level of training o '

- ’Lack of. techmcal training for existing employees
Viewed as a “job” and not a career ‘
- Lack of Irade school. and j Jumor college programs specnﬁo to thls mdustry

ld_mﬁzd&eﬁ

Many Lef the MAs 1ntemewed -especially those w1th limited fundmg had smnlar requests of
1deas when asked -what WEF: could.do to-support them on this issue, These mcluded

T

A collaboratlve effort between WEF, AWWA. andMAs to engagein

S ,.-::_.dlscussmns wlth educatmnal leaders to address:core: competenmes for ﬁeld
e staff/operators and to encourage those mdmdnals demonstratmg an aptltude

Yo enter the water and wastewater industries.,

= Develop educational programis at the trade school and’j Jumor college levels for; -
-all'levels of water and wastewater profess1onals ' %

Form a group to study and acldress the issue of low pay and beneﬁts m the ‘
industry ~

-Host seminars for:educators to increse their awareness of the opportumnes "

,: for students in water and wastewater
- Provide educational support.and/or develop course cumcula for techmcal

' _:trammg, espe01ally for those staff that have not been tramed on current -
technologies, to allow them to. advance in their pos1t10ns

e Prepare PR tools for recruiting —
', Tools to help the MAs and their members le_arn how o recrult‘ mentor, and

 train staff (templates or written guides)

Development of leadership. training progfams

Information/guidance on how to obtain grants or other fonns of ﬁnan01a1

assistance for addressmg work force issues and nnplementmg proven

programs




Successes

The Georgia Association of Water Professionals, a large MA with: over 6,000 members,
identified this issue as a top priority and in 2008, launched their website Hzopportumty
~ This program focuses on educational aspects associated with récruiting, retaining, and
‘advancing water professionals and highlights career path opportunities in the water and
wastewater industries. Mr. Jack Doz1er, Executive Dxrector acknowledged that the program

-+ has been highly successful, well beyond their original expectatlons ,
. .

- The West Virginia Water Environment Association used Environmental Protection Agency
_(EPA) and Rural Utilities Service (RUS) funding to develop a fully staffed environmental
training center which provides various classes; mcludmg advanced training.” They also
- provide 2 and 3-day training courses during scheduled trade shows. Mr. Bill Cunningham,
Secretary/Treasurer, stated that this has been very positive with respect to retaining staff and
-ensuring that the positions vacated by retiring professionals can be filled.

The Florida Water Environment Federation co-'sp'onsored an initiative called Florida Water
Futures 2007. Wprkfofoe issues.were identified as a priority area in this report. As a result
_of this-effort the Florida legislature approved funding to open a Banner Center that would be

~focused on prov1d1ng training for water sectorfieeds. Baiiner Centers were started in Florida
. *1in 2006 with-the primary purpose of providing training. for entry-level and experienced

- workers in certain high-value job sectors. The newest Banner Center addressing the water

: uﬁh'ty industry is expected to receive funding ofat least $500,000.
- ‘ ' 4 ' 0 o : .

' OTHER ORGANIZATIONS ACTIVITIES - ’ .
~ Background =~ | - | - S -

" Ongomg workforce sustair ‘ablhty ac‘uvntieQ w1thm othef national organizations that are active
" or invélved in some way in the water and wastewater industry were investigated. The-
organizations selected were the American Water Works Association (AWWA), the American
Water Works Research Foundation (AwwaRF) the National Association of Clean Water
Agen01es (NACWA) the Association of Metropolitan Water-Associations (AMWA), .
‘Environmental Engineers for the Future (EZF), the American Society of Civil Englneers
(ASCE), the Association of Environmental Engmeermg and So1ence Professors (AEESP),

-and the National Academy of Engmeenng (NAE).

Findings

| The bibliography makes it clear that there has been increasing attention among no&WEF
organizations on undérstanding the workforce challenges of the water industry. Here, we
summarize key recommendations from a variety of sources by outside organizations.




AwwaRF
AwwaRF has been quite active in identifying workforce challenges today and actrons

~ that can be taken o overcome those challenges. The AwwaRF report entitled
Strategies to Help Drinking Water Ulilities Ensure Effective Retention of Knowledge
(Summer 2008; report No. 91220) focused on defining steps and concrete (rapidly
. deployable) strategies-that would lead to knowledge retention in the water industry.”
- Collaboration between utilities on these efforts is emphasized. A second report
entitled Workforce Planning for Water Utilities—Successful Recruiting; Ihzzmng, and
Retaining of Operators and Engzneers will be published Fall 2008 (report No.
*91237). This report lists effective tools that are designed-to jumpstart workforce
planning efforts by identifying both the short and.long term needs of the utility. and . ST
- the demographic of people available to fill those needs. The report identifies best ’
-practices for recruitment; training and retention in 9 key areas, and many of the
successful practices-are borrowed from other industries. They emphasize that
recruitment tools must-be adaptive so as to grab tlie attention of targeted populations
- (especially young people). Finally, the report draws atfention to the need to shift
orgamzatronal culture to accommodate (and retain)- employees from more deerse

B groups

; ;"Recenﬂy, AwwaRF. srgned a contraot to fund the WZzter Sector Worlg’orce o
- - Sustainability. Initiative. This initiative is. primarily focused onunderstanding a.host
-+ of'workforce-related: challenges by identifying those factors that:put'the industry most
. atrisk, understandmg currént organizational practices, and developing strategies that
- canbe deployed at the utility, regional and national levelst0 counteract ineffective
" and r1sky (i:e., unsustainable) practices currently usedin workforce management. A.
s =summrt is bemg planned for November 2008 as par“c of thrs prOJect :

' ~NACWA/AMWA : ' '
"Two hanidbooks were recently produced by. NACWA and AMWA The first

‘handbook was entitled The Changing Workforce — Crisis and Opportunity. The .
- ;second was entitled The Changing Worlkforce ~ Seizing. the Opportunity (2006). The -
. rsecond handbook featured case studies from 3 vanous utrlmes and mformatron on best

=3 apractloes to address the workforce issue.

.. B2F is a program desrgned to encourage students to obtam a Masters Degree ina ﬁeld

- " wof relevance to the water industry, and to increase the number of talented

-professionals with advanced degrees.to be applied in'the water, wastewater or solid
waste management fields: Students who are selected can choose to attend one of the
" partner environmental engrneerlng programs across the natlon, inreturn for a 3—year
employment commitment. Although this program was started in the Southwestern

. US, members now come from larger public agenc1es -and utilities as well as the larger

B .consultmg firms across-the nation. The group is currently consrdenng how to broaden

. the program to encourage internships at utilities as part of ati effort to expand the
. program. : ,




ASCE '
ASCE was contacted and admitted to not having any major effort underway that

-addresses workforce sustainability challenges in the water industry. A survey of their
.website, however, does show that ASCE is heavily éngaged in actmg upon the NAE

‘report highlighted below.

ABESP
In 2007, ABESP hosted a workshop as part of its brannual conference entlﬂed

- Addressing the Shortage of Environmental Engineers in the Professional Pipeline,

The workshop was attended by consultants, utility personnel and academics. This

i 'workshop reflected on the conclusion in the March 21, 2005 issue of Fortune
magézine that suggested that there will be a 54% increase in the niumber of
environmental engineering jobs over the next 10 years, thehighest of all-the listed

- professions. This demand will likely far outpace the pipeline of students being

. educated as env1ronmental englneers There is currently a tremendous demand for

- entry- -Jevel environmental engineers; although most are actively seeking employees

"+ who have obtained a masters degree:in this field. At the same time, however, it is

: ‘,.‘clear that fellowship/assistantship funding particularly at the Masters level is

. —becoming quite limited. Indeed; MS-enrollment today is less than half of what it was
" in'the 1990°s. The E2F prograin reiitioned.above was developed 1o directly address.
, this shortage. Sadly, this year EPA eliminated its Jong standing EPA STAR :

fellowship program, reducing even further the amount of funding available to educate

people at the graduate level in the water sector.

Several challenges ‘were identified atthis workshop that pertains te, filling the pipeline i
in the water sector. Key items thathave not been 1dent1ﬁed elsewhere in thisreport

include:

¢ There is arising conflict: between the number of intemnational students

wanting to get green cards in the US and the number of H1B visa slots
- ‘available. In 2006, the US could only complete about 50% of apphcatlons
*-those who didn’t-get in and ran out of time had to leave the country. As
-AwwaRF has shown that an important demographic for the future water .
industry will be from this international pool,-Jloss of ﬂ’llS potentlal workforce
. exacerbates the woikforce shortage problem
- The Millennial Generation (born between 1982 and 2000} is a group who:
want {0 collaborate; must know big picture and their role; want to hear
" opportunity; crave positive feedback; and are dedicated to a larger overarching:
- purpose. Those attending the workshop predicted that the Millenials will leap
over Generation X (born between 1965-and 1981) and take over most of the
leadership jobs currently handled by the Baby Boomers. ThlS will very much
change the workplace dynamic.
¢ The funding pipeline lags the demand. F ederal fellowship fundmg is, at best,
used to support 15% of the students graduating from environmental -
engineering programs. Research funding is.decreasing. Teaching.assistantship
" - funding is decreasing as states reduce thelr support-of higher educa’non




e Universities are trying to increase their Ph.D. productivity to meet ranking
criteria while industry needs more MS students. These conflicts are
exacerbated by the traditional practice by both communities (academic's and
‘practicing water professionals) to approach the problem from their own’
perspective with hnnted opportunities for mput from the other side.

)

NAE
“The NAE recently (2008) published a study entitled Changmg the Conversatzon -

A Messages for-Tmproving Public Understanding of Engineering. ‘This report was
-based on a study that focused-on the public’s perceptions-of engineering and included
© 'surveys and interviews of youths (9'— 11 year olds), teens and adults. “The report
fourid that most respondents had a pos1t1ve impression of engineering but not a good
understandmg of what one did as an engineer. Respondents tenided to focus their
. ~impressions on the-notion that math and science were the focus and did not consider
. - the creativity; teamwork and communication aspects that-are so vital to engineering. .
- - . This aspect of the:report holds special importance for the-water industry, which hasa -
ol heavy foeps on interfacing with the: public sector and Wwhich is facing .an infrastructure _
« crisis for-whichcreative solutions-are needed.- The'report authors suggested changmg
- i -the tone of the' message:about: engineering t6 one of being a career path that demands

creat1v1ty and-involves bold New- thmkmg

t-{dentlﬁed Needs e Lo
~Among these: reports, several themes were 1dent1ﬁed

o ‘~::sWe~need‘:;to :1mproveé'th’e'publxc vun‘d'erst'an'dmg of engirie‘e’r‘iﬁg and 'the‘-water sector
There isd need to prov1de 1ncent1ves and other fonns of fundmg for student educatmn
- and faoulty research in. the water ‘sector © .

‘ Many orgamzatlons are takmg on similar tasks in estabhshmg unproved workforce

“principles and- practices: To enhance thé impact, it wﬂl be best if these orgamzatlons
e collaborate and share mfonnatlon

- OBSERVATIONS AND OPPORTUNITIES

Based on the mventory of activities, it was recogmzed that the workforce sustainability
challenges can be’ categonzed into three key categories. .
1 Recruztmg‘ Recruiting qualiﬁed workers into the water quality industry is essential
. to long-term workforce sustainability. Recrultmg strategies focus on those areas that
attract people into our industry. . ~

J

v innovation-and produces outconies that positively” impact tnel1ves oI others embraces T




2. Retaining — Once part of the workforce, it is imperative that employees are provided
- with the necessary mentoring, training, tools and incentives that will create an
environment that promotes long-term susta1nab1hty Retaining strategies focus on
those areas that keep people in our industry. -
3. Remembermg The aging workforce of the water quality industry represents a
serious threat of vanishing institutional knowledge. -Remembering strategies are -
aimed at maintaining the institutional knowledge n an organization after’ seasoned

employees leave.

It became obvious from the inventory of activities that much has already been done to begin
addressing workforce sustainability issues in the water industry. However, if the WEF Board -
-of Trustees decides to more formally address the workforce sustainability issue, this Task
.Force believes that there is a neéd to capitalize on what has already been done, and to’
strategically move forward to address the'many layers of this. complex issue. To this end, the
- Task Force identified the followmg seven prioritized observations and suggested -
opportunities geared to showcase success stories, provide benchmarks and guidance for
developing programs,. -empower the MA’s to effectively recruit and develop water
professronals in their own geographrc region and to partner wrth academia, public agencres

and other entities to maxmnze our very ﬁmte resources ‘ _ S

1. Organiz‘atwnal Structure — Create» an;orgamzatlonal structure within WEF to support
- workforce sustainability issues. The focus of this structure is to align and coordinaté-
- activities related to workforce sustamabrhty with the appropnate WEF cominittees.

SRRV Con{mue Exzstmg Programs Contmue development and promotlon of Technical
Sessions, Specialty Conferences, webcasts, articles, efc. related to workforce
sustamabrhty T hese are all excellent resources for those already in the 1ndustry

| the results of such efforts

3. Information Access — Develop an onlme portal/website dedicated to workforce |
sustainability topics. This should be a very robust, interactive online site that can be
utilized as a means for showcasing workforce sustainability best practices. It ¢an also
be utilized to proVide templates, ideas, training tools, guides, and list resources which
organizations can use to build on. 'WEF’s new website may facilitate 1mplementat10n

of this opportunity. ~

4. Public Recognition/Education — Develop a collaborative public relations campaign
to improve public perception of the water industry. The perception potential
~ employees have of our industry is key to being not only an employer of choice, but
also an industry of choice. The goal should be to bring sexy to the water industry,
just as the television show “CSI” merged ‘sexy with forensics.

5. Training and Education Support — We need to fundamentally shift the way we train
people for this industry to meet the more complex, broader challenges the industry




- faces. Working to gether with other professional orgamzatlons to seek funding to
: support trammg and education needs iskey. v

6. Orgamzatzonal Collaboratzon Collaborate with other professional orgamzatlons
within the industry such as AWWA, NACWA ASCE AEESP etc. in order to

~maximize resources- and benefits.

7. ProfeSszorzal Recogmtzon Develop an award or. other form of recognition for
_~ - educators and utilities that collaborate in developmg programs that lead to increasing
7 the number of students who pursue a future career in the water quahty professmn

’ Addztzonal Conszderatzous N

It should. be noted-that:while the Task Force beheves that workforce sustamablhty is a
“Serious challenge: facmg the waterindustry, there are several- additional oons1deratlons that

© warrant mentlomng in- thls document.

ey The workforce: shortage’ ohallenge stems from the’ large populatien: of baby boomers

+ leaving the workforce and-a:smaller pool of workers ready-to take their place.” Some

" _demographic studies: mdlcateﬁat future generatlons may be larger and thus there is a

s-»potenual that the WOrkforce shortages may be- temporary

e e 'There isa growing interest towards water- sustamabﬂlty in: the World “This-interest
+ may result in'aparadigm: shift-that provides-much more focus.on-water: issues

Lo v -worldwide thids
| mayt 1mpact the workforce sustamabrhfy issues = potentlaliy negatively and

e . ﬁ'irposrtrvely

I recent-historyhas prowded ‘Thi¥ potential emphasrs ofwater issues




Appendix A

 WEF TASK FORCE ON WORKFORCE SUSTAINABILFEY
- Appointed by the WEF President, Adam Zabinski, May 21, 2008

: BACKGROUND
Our industry is facing a significant challenge caused by the changes in our society. The

- Baby Boomér Generation is generally defined as those individuals born between 1946 and
1964. During this-period, 76 million Americans were born. Today’s workforce is composed
of about 145 million workers. Boomers comprise the largest percentage of these workers.
Due to the large number of boomers in the workforce, the Bureau of Labor Statistics projects

~ that by 2008 there will be 16 million more older workers than there were in 1998 — a 37 '

' percent increase.: By 2010; half ofthese boomiers will be between the ages of 54-andi64. As :

a result, retlrements l:rom the workiorce are projected to peak between 2010 and 2020.

Over the years the age drstnbunon of the United States populatlon has undergone si gmﬁcant
o changes Twenty. years after the: baby boomer generation was born; there was a significant
~ increase in the number of'skilled workers that-actively partlerpated in the wotkforce. This
. generation has been responsible-for much ofithe growth in the nation’s econemy -over'the
'past 30 years. Today, there is concern that.as this generation of workers begms to retlre there

will not be enough iew workers to replace them _
Consider these fa‘cts from a recent Water En‘vironment Research F oundation study:
¢ -The current average age of water utility workers-is 44.7

'The current average age of wastev ater utility workers-is 45. 4
The average-age of all other workers i n the nanon is four years younger,

. approximately 41 years of age -
€ The average retrrement age fo1 utrhty personnel is 56

€ -

0

" It is projected that in. the nextten. years 37%of water utility workers and31% of wastewater
utlhty Workers will retire.

The members and commrttees of WEF have been engaged in the issue of workforce :
sustainability diring the past 3-4 years. This is evidenced by the program tracks developed
- during WEFTEC and our Utility Management Specialty Conference as well as Webcasts and
subcommittees throughout the Federation that have focused on'topics such as “Brain Drain”,
“Developing M fentoring Programs”, “Managing Knowledge Transfer”, “Recrultlng '

Professionals to Our Industry” and the hst goes on and on.




:Presently, the following WEF Committees are engaged in at least one aspect of workforce
+ sustainability and include: Utility Management, Student & Young Professionals, Professional
‘Development, Plant Operations & Maintenance, PublIc Communication and Outreach, Small

Systems and Collectlon Systems

. TIIE OPPORTUNITY

‘Workforce Sustalnabrllty is'a “Hot Topic” for the Federation and is important to our
_members Given that several activities are presently ongoing throughout the Federation on
. this issue; we should take the opportunity to inventory. these activities and pnontlze the work

being done in the most effective and efficient manner. Furthermore, the issue of workforce
. sustainability is not unique to- the water industry — it is a national phenomenon facing all
-industry ‘sectors. Therefore, WEF should explore if and how we should collaborate with

others ‘onthis ‘issue to enhance the service and products, for-our members coneerned WIth

'Workforce sustamabrhty

-/

TASK FORCE ON WORKFORCE SUSTAINABILITY BT

WEF has developed a Task F orce on Workforce Sustamabrhty, Whose charge 18 to

, ( Ly - Inventory and deﬁne all workforce sustamablhty actIVItIes present and planned
.+ . Wwithinthe.committees of theFederation. -~
. (@)~ ~Inventoryandidefine allworkforce sustalnabahty actlvrtles ongomg wrthm the
o Member-Associations-ofithe. Federation, .
(3) . Proposeapriotity.for the workforce:- sustamabrhty actIVItIes that are: ongomg and
- planned based on the needs of WEF members..
“(4) . Outline: the opportunities WEF has for: collaborahon wrth others wrthm :the water
AR industry and outside of the ‘water: industry in regards to- workforce sustamablhty
(5)  Coordingte the actions of the Task Force with the Planning, Products and Program
" Development (P3D) Working Group of the Board of Trustees (BOT) so thatthe
- P3D Working Group may recommend a strategy forward to the BOT on a
. Workforce Sustainability.
(6) The Workforce Sustainability Task Force wﬂl sunset followmg the BOT Meetmg -

at WEFTEC 2008

Members.of the Task Force of WOkaorce ”Sustaihability:

Co ChaIr Raye Grant (UtIhty Management Comrmttee) ,
~ Co- Chalr Eric Dodds..(S& YP and Public Commumcatron & Outreach Cormmttees)

Patty Settles (Professronal Development Commlttee)
Kirk Rowland (Collection Systems Committee, HOD delegatE)
Laura Watson (Plant Operations & Mamtenance Comnnttee)




~ Tekla Taylor (WEF member very passionate about this issue)
Dr. Nancy Love (Academic Committee)

Raj Bhattarai (WEAT Past-Président)
Dan James (WEF House of Delegates)

Appendix- B
Inventory of Workforce Sustainability Activities
WEF Committee Inventory
' ' Delivery Date of
Activity/Article Committee/Owner | Mechanism | ~ Audience Develop/Pub.
, . Academic '
No reported actii'iﬁes Collection Systéms '
| Work with Utility | -
Managemeént Commitiee | Enyironmental 3 o
to address workforce ‘Management *
sustainability topic Systems.
' Government Affairs
: Long Range. .
. | No reported activities. Planning . _ )
' Manufacturers and
- _ _ | Represeritatives | _
No reported activities Membership - ' S
: | Municipal Wastewater Treatmenit -
No reported activities | Design ’ :
: * .| Operations ~
. | Challenge - -
| Articles series submitted ' : .
| to Ops Forum starting Plant Operations | ‘Operations o Fall 2008/Sring
-1 September 2008 and:Maintenance. | Forum 'WEE Members - .2009
: ) Professjonal ’ , '
In progress .Development ' -
Public
" Careey Paths resource on | Communication : o B} .
WEF website. and Outreach “WEF website Public Currént
Public , B ‘
Communication Public/High .
Making Waves and Outreach Brochure/Poster | School 2005/Current
Career Development ' " o : ,
Occupational Briefs for . Career High School
High School Counselors | PDC/PCOC ~Counselor Students Nov-07
. No reported activities - | Publications  _ T
o © .| Small ‘
No reported activities -Communities
Generational ‘ Students & Young - : :
Differences in the Professionals YP Summit YPs May-08




‘Management

Workforce —
Unleashing Your Inner
Hendrix (mentoring can’ | Students & Young . S . -
help YPs) ' Professionals WE&T Column | WEF Members Sep-08
Pipeline to the Future: | - S S i
Critical Success Factors "
in Attracting,
Developing, and
Retaining Your Future  |-Students & Young o *| YPs and HR
Water Quality Leaders Professionals WEBCAST - | Depts. Nov-07
| Article Series follow-up s .
to Pipeline Webcast -
http:/www.wef.org/Me
mbershipCareers/Memb
ershipInformation/MAR . ‘
esourceCtr/Pipeline+to+ | Students & Young A - Nov 07 to cwrrent ©
the+Future.htm Professionals Web WEF Members | date
Book Review - quarterly T ) !
|*a book is reviewed-to
help. YPs inthe -
workforce - "So You're
. | New Again: How to . . ¢
.| Succeed When you |_Stidents & Young | YP Connections - . T
| ChangeJobs Professionals .- Newsletter 1YPs - L Apr07
Bridging the | Students & Yourg SN s
- | Generational Divide | Professionals WE&T .Column ‘| 'WEE Members ~Sep-04
“+{ Megt Your Way to _Students & Young R L .
- Success . Professionals : * WE&T Colunin | WEF Members - - Aug-05.
Students & Young o B R -
1 - S ‘Professionals/CH2 N s :
'| "Pipeline to the Future" | M.HILL Webcast, . . .| Public- Nov-07
| AnIntegrated | ‘ : d4 o '~
-| Philosophy for the uise :
| of Technology to
. | Attract, Develop, and.
-| Retain Technical Talent: | - _ A
Perspectives of a Young | Students & Young S ;
5] Professional and Senior | Professionals/CH2 | WEFTEC - . -|[-WEFTEC.
| Consultants MHILL Session : - .| Attendees Oct-06
Recruiting and ' ' L S
‘Reétaining Young )
| Professionals: A’ X
| Viewpoint from Young | Students & Young ; —_— ‘
Professionals in North | Professionals/CH2 | WEFTEC ' [ WEFTEC
Carolina and Alabama " * | MHILL | Session - Attendees Oct-07
| Recruiting and o '
1 Retaining Young
| Professionals: Part II -
A Viewpoint from Our | Students & Young . :
_ | National Young, Professionals/CH2 | WEFTEC WEFTEC :
1 Professionals MHILL Session | Attendeés ) Oct-08
) Utility '- ' 5 —




Committees NOT inventoried for the WorLforce Sustainability Task che

Air Quality and Odor Control
Automation anid Informaaon Technology

Awards :

- Conference Local Arrangements

Conference Site .

Constitution and Bylaws .

Disinfection . -
Ecology and Aquatic Resources .
- Groundwater

Industrial Wastes

International Coordination

International Program Committee

Laboratory Practices .

Literature Review

Other Orgamzatmns Workforce Transition Actmtzes

Dehvery Meﬁhamsm

Au‘dlence

Actmg/Artch . Commlt_tee/aner

Date of
Develop./Pub.

AWWA

AWWA' 2007 State of the | AWWA | Reporl|

“Wide

2007

mausﬁ’y’}(epvr[

2005

Succession Planning fora_ AWWA AT Article
Vital Workforce in the VI
Information Age

i

AWWA
members

2005

The Shrinking Workforce: | | AWWA " [ Aticle.
Hype or Crisis? .

AWWA

members

Mapping Your Course 1o aA | AWWA Seminar A
-Successful Workforce Plan : Do

Semunar -

‘| Seminar

attendees

Succession Planning is

Success Planning Conference

[AWWA - | AWWA Anmual

Conference. -

attendees

2008

‘Succession Planning for ‘
Leadership: New Mgmt
Challenges Ahead

Conference

AWWA AWWA Anmual

-1 Conference

attendees

| NACWA » ~
| NACWA 2008 Winter NACWA
Conference to Feature
Innovative Workforce
Programs-as-Keys to

Article

Clean Water Advocate

Utilities

2008

Success . . . L . .
' AMWA/I\IACWA NACWA PubliCatiqn

The Changing
Workforce...Seizing the
Opportunity: An
AMWA/NACWA

Utilities

2006

Handbook

AWWARF ' ' .
Workforce Planning for AWWARF * | Manual
Successful Organizational '

Change

Utilities




;| AMWA 4
') Th‘Changing Workforce -

Succession Plaﬁning for a
Vital Workforce in the
Information Age

"AWWARF

) Arﬁél_e

Utilities

. 2005

Workforce Planning for
Water Utilities - Successful
" Recruiting, Training, and
Retaining Operators and

| Engineers to Meet Future
Challenges

AWWARF

Arﬁc_le

Uﬁli_tie‘s

Strategies fo Help Drinking
Water Utilities Ensure
Effective Retention of

| Knowledge

AWWARF

‘| Article

| Utilities

Utilities

Organizational
Development Needed t6
Implement a Knowledge
Management Strategy at
Water Utilities

AWWARF

Article

AMWA

AMWA Publication

Utilities

1 Crisis & Opportunity ,

Todwsty .

Jan-08

EPA investigation of ~ - ‘EPA
‘possible national task force
for workforce issues.” '

"of Certification”

"Association:of Bodrds

Conference Workshop .

‘Professionals

WEF Wo’rk’fbfée Tra.nsi,titoﬁs’ .Ac»ti_'vifiés e

Adtivity/Article

T Committe/® |

. ooyner

Delivery Mechanism

" Audience

.;Date of

' "WEF Comfaittes Work .

i Dﬁve]g_p‘./i’ﬁb. )

- | Career Pathis resource on WEF.
website - I

Pééc"w'

| WEF website

TR

iR *-Current

' Making Waves .‘

PCOC

Brochure/Poster

| Public/High School

_ 20Q5/Curre‘nt

- .| Career D_éi;élbpinent — ‘
1 Occupational Briefs for High
School Counselors

PDC/PCOC

)]

Career Counselor

T High School
Students”.

T Nov-07

Generational Differences in the

Workforce A

SYPC

P Sumit

VYPs

May-08

Unleashing Ybur_ Inner Hendrix
(mentoring can help YPs)

SYPC

WE&T Column

WEF Members

. Sep-08

Pipeliﬁe to the Futute: Critical -
| Success Factors in Attracting,
| Developing, and Retaining Your .

1 SYpC

WEBCAST

YPs and HR Depts. |

" Nov-07

Future Water Quiality-Leaders

e




: wl;o fit

Article Series follow-up to SYPC Web WEF Members Nov 2007 to
Pipeline Webcast - ' current date
http://www.wef.org/Membership °
Careers/MembershipInformation
| IMAResourceCtr/Pipeline+to+th
e+Future.htm ) : . .
-Book Review - quarterly a book | SYPC YP Connections - YPs' Apr-07
is reviewed to.help YPs in the ' Newsletter
warkforce - "So You're New
Again: How to Succeed When'
you Change J obs ~ ,
Bridging the Gcneranonal SYPC WE&T Column WEF Members Sep-04
Divide . ) . ,
Meet Your Way to SucCess S&YPC WE&T Column WEF Members .| Aug-05.
"Pipeline-to the Future" ‘WEF -, . Webcast Public Nov-07
.| S&YPC/CH2
MHDL
WEF Magazines and - o
Newsletters - - ‘ ,
What Are You Doing Now. To WEF “Utility Executive Subscribers July/August
_Ensure Knowledge Retention? Publications: . R _ o 2007
Listening, the Doorway to [ WEF o Utility Executive Subscribers * January/
Employee Commitment | Publications February 2006
Leading the Change: Oné _WEF . | Utility Executive Subscribers: May/Juﬁe
Utility's perspective on the | Pitblications o ' 72005
.changing work force and how to - :
deal with it e : B .
Succession Planning and WEF . “Utility Executive Subscribers ‘November/
Leadership Development: Your Publications ' December
Utility's Bridge to the Future B 2005
Work Force: Planmng for the WEF Utility Executive Subscribers March/April
Early Millennium *| Publications . . 2004
- | Recruiting Tomorrow's Work . | WEF. \ Utility Exectitive Subscribers July/Augist
| Force Today - - .| Publications o o ) 2004 |
Creating Your Own Paol of .| WEF | Utility Executive Subscribers November/
| Certified Plant Operators JPublicationis ™ 7T T 7 T R . - December |
’ ‘ : . o ‘ . . 2004
Nurturing Future O&M Leaders: | WEF WE&T WEF - Aug-06
A utility's effort to groom Publications ' Members/Others .
operations and maintenance staff | « :
“for leadership positions offers an
example for other organizations A
Filling the Employment Gap: | WEF - WE&T | WEF ‘ Feb-05
Utilities need to master the art of | Publications - 1 Members/Others
hiring and retaining employees -




Keeping 'Em - Best Practices in

Is Distance Learning a Good Fit | WEF WE&T WEF . Feb-05 |
for Your Organization? Publications - Members/Others - o '
Trading Places and Transferring * | WEF WE&T WEF » Oct-05
Knowledge: As older workers Publications v, Members/Others
begin to refire in large numbers, '
water and wastewater utilities.
must encourage mentoring to <
retain "“institutional memory"
Operator Certification: How WEF WE&T WEF Oct-05
State Limits on Reciprocity Publications Menibers/Others
Limit Career Choices : ' o : A
"An Engineering Mind is a WEF WE&T |WEF Nov-05
_Terrible Thing to Waste Publications Meinbers/Others
| Outsourcing Affects Civil WEF WE&T ‘ WEF Tul-04
Engineers, Too ) Publications . |.. , - Members/Others S
Educating Tomorrow's Water | WEF | WE&T - WEF . . Sep-04
| Professionals - | Publications - |’ ‘ 1 Members/Others : I
" Joint Managemen( Conference s .
- vlomawua =
*For the pastfive years, Joint
| Managemient Conference has-included

: .| numerous sessions on-workforce
* | -transition issues. Information on the
| sessions is prm{ided here as examples,

I"Session TUEA4: Success with WEF/AWWA -Jomt Management ’ Cbnference” Feb-06 |
. Succession Planm'ng v "y . : Conference Sessmn_ . Aﬁendees ‘ -
“*| Session WED2; Success with WEF/AWWA- Joint ‘Management Conference Feb-06
Sl :Successmn Plannmgl] . 1 R Conference Session | Attendees N .

o Session MON2: Be a Change | AWWA/WEF Joint Manag _jnent - | Conference -’ . Feb-05 |-
| Agent! 1 S Conference Session .Aﬁendces IR
.| Session WED1: Standards of AWWA/WEF | Joint Manage_mept ,'Conference " Feb-05
’ Bxcellence: vision, Values and |- o Conference. Session | Attendees = '
i Sess1on5 Emerging Issues WEF/AWWA -| Joint Management . | Conference . _ Mar-04

: © | Conference Session | Attendees - _
; . | Session 23: Human Resources WEF/AWWA | Joint Management Conference - Mar-04
o ’ a = . | Conferénce Session Attendees :
'| WEETEC Technical Sessions . - R ' '
*For the past five years WEFTEC has
included numerous sessions and-
- workshops on workforce transition
‘issues. Information on the sessions is
provided here as examples. ; - o _ . A
Session 30: Knowledge WEFTEC 'WEFTEC Session WEFTEC Oct-07
Management: Tools Others Are | 2007 - T _ Attendees
Using to Stay Smart ‘ . ' e
Session 90: Getting 'Emn and WEFTEC = | WEFTEC Session . | WEFTEC Oct-07 | .
2007 . | Attendees ‘

Recruitment and Retention




Session 107: Preparing for WEFTEC WEFTEC Session WEFTEC Oct-07
Tomorrow's Workforce: 2007 Attendees

Integrating Successjon Planning,

Employee Development and

Knowledge Management , : . ' L _ , :
Session 31: Organizations of the | WEFTEC WEFTEC Session WEFTEC Oct-06

| Future: From Succession 2006 . ’ Atfendees :
Planning to Distance Learning o
" 1 Session 52; Education: Wheére WEFTEC WEFTEC Session WEFTEC Oct-06

Ate and Where We're Going 2006 Attendees

Session 10: Baby Boomer Bust- | WEFTEC - | WEFTEC Session WEFTEC Oct-05.
Succession Is a Must 2005 T Alttendees

| WEFTEC Workshops'

*For the past five years, WEFTEC hfzs

inchuded numerous sessions and

workshops onworkforee transition

issues. Information.on the sessions is —

- provided here as exarmples. . : _

‘Workshop 107: Strategic WEFTEC ‘WEFTEC Workshop | WEFTEC Oct-07
Workforce Planning for:Leaders | 2007 Attendees

at all Levels: Integrating

.| Succession Planning and . 4

KnowledgeRetention ... .{. .~ | - .

Workshop 108: Manage Your | WEFTEC WEFTEC Workshop | WEFTEC Oct-06
Organization's Knowledge ! 2006 | Attendees

Assets Before They Walk Out of '

the Door B B .

-| Workshop 206: Your Workforce | WEFTEC ‘WEFTEC Workshop | WEFTEC: Oct-05
% | - Coming, Staying, Changing: - ,] 2005 o Attendees .
" | Going, Gone! _ L _ I ;o

Workshop 118: Sustaining Your | WEFTEC 'WEFTEC Workshop | WEFTEC Oct-04
Utility's Future: Say 'Hello' to.- | 2004 ~° ' ‘ Atteridees :
| Your New Workforce . . ‘
"Coming in 2008 A o R
“Using the Water Is Life, and WEF-Public |- Varisty of campaign | Public Jun-08
| Infrastructire Makes It .| Communicatio | materials. L : r.
Happen™ program to getout- | ns :
positive messages about water-
related professions . B e s ‘ _
Web focus/information center on] WEF - Public | WEF Website 'WEF members and Jun-08
workforce transition challenges | Communicatio others
and information ns




Appendix C

Member Association Interview Results

Member . Current Activities Priorities Needs: "Additional Comments
- Association . . R N ' '
Atlantic Canada™ | Nothing formally: | Importantbut ~ | NA .
Water Works=- . [ not a priority.
Association | Their goals
currently are to
best serve
members focus
on education ,
courses - 1
major annual
. conference '
various
1 workshops and
o . . . Seminars. .
| Flonda Water No formal plans lald Urgent level, but | Not sure how
FEnvironmeit " out: u]luuuauy ——~tovoverioaded ""\’V”EF CEIT uclp
Association calling on older .| fo address this, :
'} members to mentor Theyare
' : focusing on
conservation and
. 1 ) Teuse now. A i
|:Georgia | Déveloped a website : | This was |'How do they - 'T"Ihey are mterestcd in sharing
- Association of . {-H2Opportunity. ‘Also. | identified.as - . |‘address the this concepts\ with other
Water .- o developed engineering | their #1 priority * | ‘?challenge of lower " organizations'so that they can
‘| '‘Professional§  7-s¢ience labs; in2007. They | wages? Gétting 1 -cost: eﬁ‘eouvely bu1ld on this.
e "4 developed brochures, | dedicated funds | people certified "I'hey feel itds.very: successful,
- | presentat WEF and | and also used . ..| would be-a good . ' and"went beyond their
| 'AWWA ‘conferences. + | volunteers to set | reténtion .| expectations. Their concern is
Use Water for People: | ‘up the website:- |:approach. They * - that'they want to ensure the
as a draw for YPs. Their priority for | would be wﬂlmg WEF and AWWA. coordinate
{ Hard'to benchmark, ™ " | the coming year | to help in “this effort jointly:
but in the Jast year | -is leadership developinga "tool | . . o
they have had student” | training - how to | box" that WEF
chapters form at the- dévelop their members could
various colleges and people for use to assistin
Universities. leadership and leadership
transferring training, retention,
knowledge. | recruiting, ete.
They are looking
r at this on a state
: N level., - L
Towa Water Training programs - This is a priority | WW isnot They are losing people to other
Pollution Contro] | specialty conferences - | to them, but they | fascinating to states, not seeing many YPs and
Association ‘training courses - feel that many . students, not seen | YPs are not helping to recruit.
Science teachers public officials .| as a "sexy" career. | Viewed as a job, not a career.
competition held don't see this as | They need help : : ‘
annually - Distributed | a problem. with
Water Resource ‘ messaging/PR,




textbooks to high
schools.

Not doing a lot, but

This is a priority,

Neéed help with

They would like to see

addre‘ss it. -

Mississippi
Water | started a student ‘however, they training materials, | communication among state
‘Environment chapter last year to only have 135 guidance, support, | organizations improve so that
.| Association bring young people members and grant money there could be more emphasis
| into the association one annual guidance, grant placed on this.and their
o ' conference, money resources pooled to make it
. : . ' o more successful. ‘
Missouri Water | Targeted this issue in | "'YP Committee is o
Environment.  {:their recent visioning | a priority and
Association session and will be | they plan to
.reviewing and ‘reach out to
implementing a plan more colleges )
in the near future. and trade
R T schools. : : L . .
North Carolina | Their public education | Their priority is | They need tools ‘Most of this is done at the
Water 4| committée stepped up { to assist and templates to~ | utilities, i.e., recruiting and
1 Environment .to get into schools and .| members on | capture mentoring; but they would like
Association science fairs. They = | educationmeeds, | knowledge : 1o support their members. They
- —j=have sentimars, = tied o public——{inciuding how to~ [ indivated that pay-and-benefits—]
“conferences, and - “education to get { recruit,howto . | need to be better.- '
forums. kids into the train, promote and :
S field. They feel . | retain. JAnything
that the kids -| WEF can do to -
need-to be show thém-how to’
excited about it - | mentor staff, -
and see itas a _They would-like
. , "sexy" career. written guidance..
Oklahoma Water *| Have not addressed They-are a small | They are trying to
Enviroriment this issué yet. group and don't | get-online .
Association . ‘ see itasa operator training,
priority, nor do | but they need help
they have the with educational -
manpower to materials,




hY

Recruiting,

.Woul'd' like to see

issues/challenges/opportunities

‘Texas Water This will be a priority
Environment issue for their avoiding a collaborative they see are (1) low pay and
Association discussion in their burnout, low effort with lower benefit structure not -
_upcoming Annual pay/low benefits | AWWA where attractive to recruits (2) high
‘Meeting in December. they canlook at school students are not prepared
~ | the recruiting, or appropriately educated to be
educational and able fo operate modern day
training needs for | equipment and to be able to
field staff. pass thé operators exams (3)
need to get more technical
programs promoted in the high
schools, technical trade schools
and junjor colleges. (4) work
with HS and college counselors
to be able to assess student
| aptitude for water industry
Water -2 yéars ago, started Thls isa b1g They would like
. | Environment - youth student chapters | priority for | WEFto
. .. | Association of at the Umversmes and | them. They will | "Canadianize the
| Ontario - . : | Colleges. There-are 5 | baseupcoming | WEF source ;
Col full chapters; and 3'in -| conference on < | books.
RS ====t=theworks:Fiey-arc——]-topitsthat-—-—f——
trying to.get YPs-out. | address this
therein the-field | dssue..
| before the senjor staff S
L - | retire, I . '
C-f Water -+ *|*Created the "Bram - | "This+s-a-priority- 'I'hcy are trackmg the ircnds and'
-~ «|-Environment | | Drain" presentation. . -| and they-are ™ " statistics with the professional
*| Associationof | foroutreach to loeal' " |-tracking tools | staff; but have not seen as much
1 Utah - { universitiesand i, . [ availablefor . .| information available on the’
- .| presented-to- Young +|;addressing work | affect 011 opetanons staff.
" | Professionals atthe. ~ | forceretention .
+[-2008-annual and gencratlonal
1 | conference, -issues - _ ,
{ Virginia Water " | They are not t0o. They: have not
Environment | involved with. thjs- fooused.on tlns Y
Assgciation issye. . issue, .o - - )
. | West Virginia | Used EPA and RUS | The key priority | Some of the Another b1g challenge is the
| Water ' funding to developa is continuing smaller . fact that their-wages are non-
Environment fully staffed educationfor | communities are | competitive. That is where the
Association environmental training | maintaining | having challenges | training and career growth
R | center which provides | licenses. This | getting staffthat | potential need to be provided, ~
various classes, encourages are technically ’ :
. including advanced certification competent with,
training, They also advancement respect to new
provide 2 and 3 day and is key for: technologies.
"| training courses retention. This | They would like
during their trade fills the ranks of | to begin
. shows. the people that | conducting:- '
: are retiring, technical training

P

sessions in these
areas. It would be
helpful if WEF

could provide




. §eme course

outlines or
guidance on what
should be covered
in the training (for .
example,
operating-auto
samplers,
operating
elecirical
equipment, etc.).
They also would
like some help

| with PR materials

for the industry
that takes focus
off of the
non=competitive -

wages.
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- Attachment D X
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MINNESOTA
CITIES

City Workforce Planning |
If your cify has a high number of employees nearing retrrement you're not alone Data from the Public
Employees Retirement Association (PERA) shows:

« Almost 37 peroent of city employees are over age 50 (excluding police and firefighters);
« Nearly half of Minnesota's cities have a workforce where at least 25 percent of therr employees are

over age 50; ,
< In 150 cities, at least half of the employees are over age 50; and
« In some cities, the number of employees nearing 1etrrement is small but stil] represents a key part of
the crty s workforce. : ,

The League strongly encourages city ofﬁe’_ials to analyze your 'city» government workforce needs for the
years ahead and to take actions that make your city an attractive employer. Competition will be intense
for the workers who can fill workforce gaps left by retlrrng baby boomers——other Jocal governments

. Those who choose city government service have a unique opportunrty to make an 1mmed1ate tangible,
meanigful difference in ‘the lives of Minnesotans on a daily basis. They provrde essential services we
all rely upon, and-build the communities that make our state great, Sharmg this message is-a key
eomponent of attractrng new people to crty government and is a growing ared of focus for the League.

- Workforce Plznnmg Toolkit
The League's Workforce Planmng Toolkit contams mformation oh five major steps each city should

begin working on now in order to be prepared in the next few years for the upoommg labor shortage: 1)
problem identification; 2) remventron/Retoolmg, 3) employee recrurtment efforts; 4)° employee retentron

strategres and 5) knowledge transfer

‘View the entire Workforce Plannmg Toolkit (pdf} @ink ro:
hitp:/fwww.lnic. org/rnea’ia/documenﬂ]/woﬂgﬁ)rceplanning1001kit pa'ﬂ

. Vrew Sectron 1 Crty Employees & Workforce Planmng—(}ettrng Started (pdl) (Link to:
hp:/pwww.lme. org/medza/document/]/wor/gforceplannmgioallalsecttonone pdf) .

« View Section 2: Problem Identification & Remventron/RetooImg (pd[) (Link t0:
hup: //www Imc org/medza/document/]/wor/gforceplannzngtoolkzisecnontwo pdj) ' )

<V reW~Sectmn 3: Empioyee Recrnrtment & Retention (pdf) @wink io:
hrt‘zy,'//)t%ww.‘lmc.org;/media/documeni/]bvorl;forceplanningioolkitsectfonthree.pdﬁ i :

« View Section 4: Kuowledge Transfer (pdf) ink ro:

fzitp://www.Imc.org/meq’ia/docu}nent/]/ﬁvorlgforceplanni(zgtoolldlsectionfour.pdﬂ

1/14/2011

http ://m.hnc. org/page/1/city-workforce-planning.jsp
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Rehlrmg City Retrrees
As cities struggle with large numbers of baby boomer retirements, many are consrdermg rehiring recen:

retirees on a reduced work schedule. This can be a great option, but there are legal issues to con31der to

keep your city out of frouble.
Vle\’V Rehlr l[lg Clty Retirees (p dD (Link 10: hIIp Hwww.lme.org/media/document/1/rehiring_ rettrees pdj)

Your LMC Resource

" With all that's on your plate, it can be easy to put off tasks related to workforce planning. League staff
~is here to help you take those first steps to-get moving, and to answer more complex ques‘uons around
. ?what cities. can and cannot do to attract and retain hew workers o :

‘Contact Laura -Kushner

Director, Human Resources

(651) 281-1203 or (800) 925-1122
dkushner@Imc.oxg (Link to: mailo:ikushner@Jme.org) -

Join the -Conversat‘ion
The T ea muamamtamc a mem‘hprjnmm ( lmtqervl for. aneqm‘a_mjy offi mals with hnmnn rpcmwnpc____

.responsrbrllty Leam t1ps exchange 1deas and connect W1th your colleagues

:-Read more ab out Member Forums (Lmk 10: hitp //www Ime: org/page/]/member forums Jsp) -
.» Other Workforce Plannmg Resources '

Leam more-about workforce plannmg resources from anesota and other states oo
+.State of Mlnne,sota workforce plannmg guide (Lmk to: tp /www.mmb.state.mn. us/ag serv/nfp) .

RE State of WlSCOIlSlIl Workforce planmng gulde (Link to: lmp //worlforceplannmg Wi, gov)

e State of Washmgton Workforce Planmng Gulde (Link to: hrtp M. dop wa. gov/wor]gforceplannmg/uy’pgu;de htm)

,Leam more about general workforce plannmg issues from these helpful web sites!
. Internatlonal Public Management Asso c1atlon for Human Resources(IPMA—HR) (Link to:

http:/fwwiv, zpma»hr org) ' )
e Soc1ety for Human Resource Management (Link to: http Swww.shrm. org)

-« Workforce Management (Link to: hitp:lfww. worlgforce com) -

Copyright ©201 1. League of Minnesota Cities, 145 University Ave. W, Saint Paul, MN 55103-2044 | Phone: (651) 281-1200 | Toll-Free: (800) 925-1122

1/14/201

http://www.hnc.org/page/ l/eitylworkforce—plmg:jsp
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i__A_dvgni_se With Us i Foreste:fn}sﬂsi ; Abthoreder VV

EDITORIAL | EVENTS | INTERACT

HOME FSUESCR]PTION SERVICES
" Browse All Blogs Issuesf By Topic Newsletters

R e o .
i ;I 243 | Subscribe to Water Efficlency Magazine for Free!
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‘The Workforce Gap
Waler agéncies and ass,ociations face a future fuliof “dirty jobs” and &
shrmkmg pool of qualified candldates .

WATER EFFICIENCY MOST POPULAR

By Ed Rilctie . ' ' . MostViewed |  Emalled | Gommented
Comments ) . Article Tools ) ‘ i i .
' o : 1._ ~'Blog Meter Menace? =
. RSS -Share Save Print Email - -
- ) ) : o : ’ 2. Article: A New Ql_d Wg!er Source
“As the recession drags on and high unemployment rates- s o o L N
continue, il should be good news that both the drinking water ~ / ‘ . . - | 8 Article: Where's Your Wal
and westewater industries are anticipating a growing demand - o i Aricde ’ | .
. - for workers In 2 wide.variety of posltions and'skills, Oris #t? As ~ ~ . Serezle é L'"'f fothis Adide . . 14 _ Articte: QEM :
‘= agencles confront Issues such as an aging worklorce, new . N 5. Article; The Workiorce Ga '

technology, limited bidgets, federsl mandates, and crumbhng .
+ infrastructure, many are seelng thls as both an opportunrty and
th

a avond & serious workforce gap.

Keeping up with reﬁrement and an aging workforce are ma}or
= concerns for members of- the American Water Works
Association (AWWA), Denver, CO, according to Greg Kall,

i director of public affairs; and he notes that the association's:
. 2010 Stale of the Industry report identifies workforce Issues’as -

. act, it's & problem that has been rising In imporlance after-
" ~Industry research from 2005 Yevealed that the average age of
_+'water-utility workers-was 45 yearc old, and the typical
“retirement age was 56 .

| Photo: Emie Witham .

“*That gets ouraﬁen‘ﬁon when about 40% of our workforce Is — —
«retiring In‘the hext-10 years,” notes Kail. “The impact of the - | Additiona! Article Content
‘rrecession may delay some refirements, bul people of rétirement =] - .- .
. age‘aren‘( getiing any younger, and when the economy does - | * bekina the Best Worknlacedor Aging Employees
- recover we will need 2 new workforce to continug to deliver.: ’

- waler services." In s study done by the AWWA and the Watér . [ o .
:Environmenl Federation (WEF) Alexandria, VA, the highest You may 8lsd be Interested in...
. level of need for non-administrative employees wasinthe area -~ . | Bloaasr | -
of certified plant operators in both dnnklng and waslewater . . mﬂg In Eff
. L___m_g\:

" plants. . . : - . . Inspiring by Example: The Water Use Efficlen

.F:la_ . :
‘Cerlified Operators Worth Wore Than & Dime & Dozen i EMMQWMM
Filling posmons et the operator level Is an ongoing challenge for « Balancing Elements ’
:Cherita King, 2 human resource manager al The Water Works e -

‘Bobard of the City of Birmingham, AL. The agency serves L T - -

**** 600,000 people I five coUmnties within the Birmingham aree,
:and, with a history that dates back to 1873 (just two years after the founding of Birmlngham), it would be reasonable

to assume that the utility wouldn't have to work 100 hard to.attract qualified applicants. After all, these jobs offer
stabllity and growth potential. Nonetheless, the recruiting prograi begins with making high-school students aware of
the opporlunltxes althe Water Works Board

As one pari of the Board's outreach, it runs @ summer Young Wa‘er Ambassadom program that employs 100 high ’ o .
school Juniors and senlors over a period of six weeks. Students leam about various facets of the water system, - 3 . ¥
including detecting and repalring leks, reading water bills and water meters, and testing.water quality in the Weater : f‘,ﬁ R ffg w
Works EnviroLab. *Right now, | would say the majority of our certified water operators are baby boomers and close io s

‘ retirement,” says King. "And because ceritfied operators for the water industry don't come a dime & 'dozen, we are
trving to recrut people and get them tralned so we have people I place to take over,”

The next step for King will be an apprentloe program {0 help ensure that new emptoyees attain ceriification. King's
~depariment is in the development stage of & program and getﬁng help from the Employment & Tralning
~ . Administration, a federal agency that administers government job training and worker dislocation programs, federal -
grants to states for public employment sérvice programs, and unemployment insurance benefits, These services are !
pnmanfy provlded through state and kocal workforce development systems with officés in 42 states (www doleta.gov).

Offenng much more than & temporary summer class, the apprenbce program will provide informabon to'junior college
and high school students that lead directly to a true job experience, *We feel like the apprenticeship progrem Is &
‘greal opporiunity and also we are koking at partnering with ‘some local junior colleges to develop a curriculum around
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the water industry,” says ng “Then, students could get the skills we need prior {o oommg into emp)oymen( at our
water treatmient facilities, because our greatest challenge.is In getﬁng operators cemﬁed

High School Studenls Find Green Jobs .
The ability fo pass a state’s cerlification exam Is critical to developing a viable staffing program, according to Jane

Downing, associate director of Drinking Water Poficy at the EPA's New England Office, US EPA Region 1, Boston,
MA. Moreover, Downing notes’ that the EPA shares the concemns of AWWA members and has identified vocational
oolleges as an excellent resource for attracting and educaUng 2 new generation of water Industry workers,

*We have a terific program In Massachusetis that has been pul 1ogether through'the work of Massachusetls Water
Works Association and the Massachusetis Department of Environmental Protection,” says Downing. “There srea
- number of vocational and technical high schools throughotit Massachusetts, and now there are even high schools
that have drinking water operator training programs, S0 we have had high school stydents that were able to take the
exam for certification, and we think that's terrific that the high school has a curriculum in an-area thal can place

students in green }obs

Vocabonal and community colleges aren'tthe 6th educational resodme for the néxi generation of: Waler sys(eﬁ'.

operators. Many stale colieges have programs, such as the California State Unlversity Sacramento, College of )

‘Engineering and Computer Sciénce, wherg the Office of Water Programs provides distance leaming courses for
persons Interested in the operation’and malntenanoe of drinking waler and wastewater facilities. “This is the premiet
:tramlng program for operalors In the US,” says Kurl Ohlinget, associate director ai the Office of Water Programs ‘We

publish il the training manuals used In pur courses, and throughout the country, and training programs and
community colleges.” The Office sells about 50,000 training manuals per year, and the distance leamlng program-

enrolls about 14,000 students per year.

e

Students come mostly from the US and.Canada, but
the program has & percentage of Intemational studen\ts
as well. The training Is avallable as correspondence or
computer-based courses and is.designed as direct
preparation for taking state certification exams. The.
course schedule allows up 1o six months to finlsh, but
. Ohlinger noles that he has seen students finish inas ,
fasl as six 1o elght weeks, Just six weeks to traln fora .
certification {est that leads to employment as & plangt
operator In:a-stable- ndustry would seem fo be an..
‘atiractivé o lion "bui the opportunmes don*t stop at
Frankd

years ago and destgne '
has revised the Clean
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