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Type :Public

Traded as: NYSE: ETR  /  S&P 500 

Component

Industry: Energy industry

Founded: 1914

Headquarters: Entergy Tower

New Orleans, Louisiana, United States

CEO: Leo P. Denault 

Services: Electricity and natural gas in New 

Orleans and Baton Rouge

Revenue: US$11 billion (2017)

Operating income: US$1.24 Billion (2017) 

Net income: US$ 425 Million (2017)

Total assets: US$46.7 Billion (2017)

Number of employees: 13,440 (2018)

Website: http://entergy.com

Ranking: #263, FORTUNE 500 (June 2017)

An Energetic Company

https://en.wikipedia.org/wiki/Entergy
Entergy official website
Entergy 10K, 2017
Knowledge transfer Entergy’s workforce generations: Creating a better plan

https://en.wikipedia.org/wiki/Entergy


https://www.mbaskool.com/brandguide/energy/5986-entergy.html
http://www.freeswotanalysis.com/energy/462-entergy-corporation-swot-analysis.html

SWOT Analysis: employment management

Strength

● Workforce
● Capabilities and expertise
● Technology and abundant inventions
● Leading status in the market
● Strong customer base

Weakness

● Aging employees working in the company might be 
weak in new technology and the latest knowledge

Opportunities
● Renewable energy and the nuclear power 

development

● More and more electricity using products are 
being innovated, like the electric cars.

Threats
● Government regulation and the tax policies changes.

● Rising cost and increasingly fierce competition in the 
market, especially in the pricing process.

https://www.mbaskool.com/brandguide/energy/5986-entergy.html
http://www.freeswotanalysis.com/energy/462-entergy-corporation-swot-analysis.html


Word Cloud to show relative word frequency in Employee Reviews on Indeed.com: https://www.indeed.com/cmp/Entergy/reviews

This is What the Employees Say: 

Entergy            vs.                Con Edison         vs.        Duke Energy 

 “Word Clouds” using 300+ employee reviews on indeed.com ( January 2018 - July 2018)

https://www.indeed.com/cmp/Entergy/reviews
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A Word Cloud of 200+ Tweets with hashtag “energy industry” on Twitter (June, 2018)

What People Say About Energy Industry

Method
● Python nltk package
● Stemming

Top 5 words list
● Renewable
● Time
● Government
● New
● Job



Do people feel positive, negative or neutral towards the Energy Industry?

What Do People Feel About Energy Industry

Not sure what you are saying here. Make a statement in 
your headline rather that just use it as a label.

Method
● Python nltk package
● Stemming

Most of the comments 
are neutral. 
OPPORTUNITY!



Energy Industry Workforce Trends



● Forecasted retirement rates are down for all jobs

● Hiring for the industry has increased significantly 

● However, total workforce size goes down by 2.7% due 

to retirement and non-retirement attrition before 2016

Source: http://www.cewd.org/surveyreport/2017CEWDSurveySummary.pdf

Energy Industry Workforce Overview (up to 2016)



● The age curve for the industry has flattened.

● Electric cooperatives have the youngest workforce, 

with only 25% of their workforce over the age of 53.

● Investor owned utilities(IOUs) have the oldest, with 

35% over age 53. 

● Public power, on the other hand, reports only 12% of 

their workforce under the age of 32.

Source: http://www.cewd.org/surveyreport/2017CEWDSurveySummary.pdf

Energy Industry Workforce Grows Younger



New American Workforce in Clean Energy



The clean energy and sustainability economy continues to be a large and 

growing source of jobs for over 4 million workers in the U.S

Highlight 1: Opportunities for Workers

 

Jobs Allocation among Different Energy Generation Technologies
http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.
1529604567 

http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567
http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567


Where are the jobs?

 

Source：http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-41
1680058.1529604567 

http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567
http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567


Changes to incentives and 
policies at the federal, state 
and local levels continue to impact 
the clean energy economy, leading to 
an uncertain outlook for job growth.

Highlight 2: Uncertainty for Job Growth

 

Source：http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-41
1680058.1529604567 

eg: tax, tariff on imported solar modules 

http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567
http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567


Businesses and local governments are key drivers of the 
clean energy and sustainability economy, and can build demand to support 
job growth.

Highlight 3: Key Drivers to Support Job Growth

 
Renewable Energy and 
Energy Efficient Technologies

Source：http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-41
1680058.1529604567 

http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567
http://edfclimatecorps.org/sites/edfclimatecorps.org/files/edf_in_demand_clean_energy_sustainability_and_the_new_american_workforce.pdf?_ga=2.76146963.744732399.1529604567-411680058.1529604567


Summary- It Is All About People
● The industry workforce becomes younger and has more job opportunities in new areas

● People on social media have an overall neutral attitude towards energy industry

● Renewable is the hottest word being discussed about energy industry on social media 

● The clean energy continues to be a growing source of jobs in the U.S.

● Governments and businesses greatly influence the job growth in clean energy industries.
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1) Risk of Knowledge Loss 

- Five generations in Entergy’s Workforce

2) Millennial Workforce Implications:   

- Composition, impact, opportunities

3) Disruptive innovations in energy / utility

4) Challenges with identifying specific 

competencies needed in future workforce

Problem Identification



Traditionalists

Baby Boomers

Gen  X

Gen Y (Millennials)

Gen Z

Five Generations in the Workplace 

 



What Are the Features of Five 
Generations in Workforce?



1) 5-G WORKPLACE: TRADITIONALISTS
  AGE 70-87 (1928-1945)
  1% OF THE WORKFORCE

Motivational Factors: 
● Desire to Lead
● Responsibility to the next generation
● Organizational Loyalty

Distinguishing Factors:
● Civic Pride
● Conformist
● National Values
● Disciplined
● Dependable

❖ Monetary Rewards: Money
❖ Non-monetary Rewards: Respect

https://www.shrm.org/hr-today/news/hr-news/conference-today/pages/2017/5-generations-7-values-endless-opportunities.aspx
http://go.maritzmotivation.com/Workforce_2020_Infographicl

http://go.maritzmotivation.com/Workforce_2020_Infographic
https://www.inc.com/john-rampton/different-motivations-for-different-generations-of-workers-boomers-gen-x-millennials-gen-z.html


2) 5-G WORKPLACE: BABY BOOMERS
 AGE 51-69 (1946-1964)
 27% OF THE WORKFORCE (ENTERGY 33.78%)

Motivational Factors: 
▪ Desire Subordinates
▪ Professional Development 
▪ Loyalty to Self
▪ Promotion

Distinguishing Factors:
● Ambitious
● Relationship-Driven
● Support Diversity
● Seek Personal Achievement
● Passionate about Workplace Participation

❖ Monetary Rewards: More Money
❖ Non-monetary Rewards: Goal-oriented

https://www.shrm.org/hr-today/news/hr-news/conference-today/pages/2017/5-generations-7-values-endless-opportunities.aspx
http://go.maritzmotivation.com/Workforce_2020_Infographicl

http://go.maritzmotivation.com/Workforce_2020_Infographic
https://www.inc.com/john-rampton/different-motivations-for-different-generations-of-workers-boomers-gen-x-millennials-gen-z.html


3) 5-G WORKPLACE: GEN X
AGE 36-50 (1965-1979)
35% OF THE WORKFORCE (ENTERGY 36.32%)

Motivational Factors: 
● Workplace Culture   

● Doing Well by Doing Good 
● Meeting Organizational Goals

Distinguishing Factors:

● Change Masters
● Nonconformists
● Tech-Savvy
● Appreciate Flexibility
● Self-Reliant
● Edgy and Skeptical

❖ Monetary Rewards: Bonuses/Stock
❖ Non-monetary Rewards: Flexibility

https://www.shrm.org/hr-today/news/hr-news/conference-today/pages/2017/5-generations-7-values-endless-opportunities.aspx
http://go.maritzmotivation.com/Workforce_2020_Infographicl

http://go.maritzmotivation.com/Workforce_2020_Infographic
https://www.inc.com/john-rampton/different-motivations-for-different-generations-of-workers-boomers-gen-x-millennials-gen-z.html


❖ Monetary Rewards: Stock Options 
❖ Non-monetary Rewards: Feedback

4) 5-G WORKPLACE: GEN Y (MILLENNIALS)
AGE 20-35(1980-1995)
37% OF WORKFORCE (ENTERGY 29.75%)

Motivational Factors: 
● Workplace Culture

● Mentoring and Feedback 

● Skills Training 

Distinguishing Factors:

● Hopeful and Optimistic 
● Tech-Savvy
● Multi-Taskers
● Expect Flexibility
● Resistant to Traditional Categorization by 

Race, Religion and Orientation
https://www.shrm.org/hr-today/news/hr-news/conference-today/pages/2017/5-generations-7-values-endless-opportunities.aspx
http://go.maritzmotivation.com/Workforce_2020_Infographicl

http://go.maritzmotivation.com/Workforce_2020_Infographic
https://www.inc.com/john-rampton/different-motivations-for-different-generations-of-workers-boomers-gen-x-millennials-gen-z.html


5) 5-G WORKPLACE: GEN Z
AGE 19- (1996-)
1% OF THE WORKFORCE (ENTERGY 0.03%)

Motivational Factors: 
▪ Personal Mentorship
▪ Responsibility
▪ Constant Feedback
▪ Meaningful Work

Distinguishing factors:
● Social and Connected
● Digital Natives
● High-self Esteem
● Demand Flexibility
● Emotional Attached to Digital Habits

❖ Monetary Rewards: Less about Money
❖ Non-monetary Rewards: Social

https://www.shrm.org/hr-today/news/hr-news/conference-today/pages/2017/5-generations-7-values-endless-opportunities.aspx
http://go.maritzmotivation.com/Workforce_2020_Infographicl

http://go.maritzmotivation.com/Workforce_2020_Infographic
https://www.inc.com/john-rampton/different-motivations-for-different-generations-of-workers-boomers-gen-x-millennials-gen-z.html


How Do Others Deal with the Risk of 
Knowledge Loss?



Source：https://www.firstenergycorp.com/content/dam/environmental/files/sustainabilityreport.pdf

FirstEnergy

 

Employee Development 
Center:

• Training for new 
supervisors and 
managers

• Extensive library of 
web-based courses 
and videos

Power Systems Institute:

• Combines classroom 
learning with hands-on 
training

• Students who complete the 
program earn an 
associate’s degree

Power Plant Technology 
program:

• Partnership with Technical 
School Alliances

• Co-op/Intern Program

Retention Program：

• Retain the Baby 
Boomers with 30 years 
experience 

• Motivate and keep key 
employees 



● Using Con Edison instructors 

● More than 450 courses in specialized fields:

● including electric, gas, and steam operations; customer operations; information 

technology; leadership; and environmental, health and safety compliance

● Provides training programs and conferencing services to large corporate clients

● Department of Environmental Protection, the Port Authority of New York and New Jersey, 

Columbia University, Reliant Energy, and KeySpan Energy.)

Source：http://apps.coned.com/tlc/training.asp

Con Edison: The Learning Center (TLC)

http://apps.coned.com/tlc/training.asp


Westar Energy 

Apprentice Plan

● Nine state-registered apprentice programs
● 100 apprentices work for Westar Energy

Electrify Your Future Experience Plan

● Provide current high school student the opportunity to experience “ a day in the life” in the 
energy industry

● Participate with area high schools in Topeka, Wichita and other communities in Westar’s 
territory to give students “hands-on” job shadowing experience.

Source:http://www.4-traders.com/WESTAR-ENERGY-INC-14906/news/Westar-Energy-Programs-boost-workforce-25499827/



Source：http://www.need.org/

National Energy Education Development (NEED)

● Mission: help prepare potential new-hire candidates for jobs in the utility industry

● Work with CEWD (Center for Energy Workforce Development) 

● Implement education solutions like stackable credentials, competency-based curriculum,    

industry-recognized credentials, and assessments



Source：presentation deck Shereen shared with us

Results of Knowledge Transfer Programs 

Reduction in annual operating costs

Reduction in design & planning errors

Reduction in time to resolve technical queries & update modifications

Facility uptime increased 

Customer satisfaction score increased
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What Are Future Research Directions For
Your ERG Advisory Group

1）Knowledge Transfer Strategies:  Systems, technology, narratives

2）Millennial Workforce: key factors in job seeking and job satisfaction

3)   Data-Driven Employee Segmentation Analysis

4)   Digital Marketing Engagement with Your Employees



1. Knowledge Transfer Strategies

• Focus: Use technology to design an 

easy-to-use knowledge transfer system  

across generations

• Capture and store the tacit knowledge of 

senior employees and pass this unofficial 

knowledge to younger generations

• Preserve stories and legends

• Data Needed: employee demographics

The 5-G WORKPLACE



1.1 Training with Stories and Demonstrations
  How to Record Knowledge of Experienced Employees?

Employee lectures and put the videos on the website
   - teaching time for supervisory / retired professionals

Interview with experienced staff 
 - Have senior employees tell their stories
 - Interview based on different work categories
 - Make notes and upload to the library online website

          
Video actual working operations 
 - Make it easy for new employees to learn and adopt



1.2 Resources, Handbooks and Courses

 Set up employee online library
-- Sort knowledge by category to ensure the new employees can find it 
-- Have a tips separate category library
-- Collect and retrieve the work experience based tips

 Create new employees’ VISUAL handbooks
-- Make it easy for new employees to understand the company and the work process

 Trainee system – think like a University
-- Be divided into internal courses and external courses. 
-- Internal courses should only open to the employees in the Entergy company 
   External courses can be available to all the people even outside the company



2. Millennials Workforce Implications

• Focus: Geographically targeted research on millennials working 

characteristics and learning styles in the energy industry 

• Insights about challenges/opportunities of millennial workforce 

SPECIFICALLY in energy generation 

• NEW recommendations to attract and retain millennial employees;

• Data Needed: employee information, questionnaire sample  of internal 

millennial employees, sample of millennials with targeted energy and 

nuclear skills 



2.1 Millennials Workforce Overview

 Characteristics at Workplace  Learning Styles Risks of ignoring the 
characteristics

1. Ability to multitask, 

2. Achievement-focused,

3. Technologically savvy, 

4. Team-oriented 

5. Seeking attention and feedback.

1. Active engagement

-team or collaborative 
activities

2. Immersed in 
technology

1. Lack of loyalty---> lose 
employees

2. Knowledge loss

Source:http://www.leadingtoday.org/weleadinlearning/Spring2014/Spring_2014_Farrell.pdf
              http://www.ccsenet.org/journal/index.php/ijbm/article/viewFile/20503/14526
                 
                    

http://www.leadingtoday.org/weleadinlearning/Spring2014/Spring_2014_Farrell.pdf


The rise of mobile job search: Millennials may be the most active on mobile. 

2.2 Millennials- Job Searching Trend

 

Millennials significantly care more about a strong career path and strong  

employee development opportunities.

Millennials are also significantly more likely to be skilled in IT/software 

programming skills like C/C++, application development, and computer 

design than their non-millennial counterparts. They can help build the 

knowledge transfer and training program. 

Source：http://blog.indeed.com/2017/07/27/the-unstoppable-rise-of-mobile-job-search/
               https://business.linkedin.com/talent-solutions/blog/trends-and-research/2017/top-industries-gaining-and-losing-millennials
               https://www.socialtalent.com/blog/recruitment/everything-need-know-recruiting-millennials-2018-infographic



3. Employee Segmentation Analysis
• Focus: Data-driven employee segmentation, analyze the characteristics of different segments and 

provide suggestions on how to better manage employees across generations;

• Data Needed: Employee information, employee surveys;

• Methodology: Hierarchical and K-Means Cluster Analysis;

• Process:

▪ Understand employee segments based on variables such as age, working experiences, positions, 
welfare and education

▪ Determine characteristics of each generation segment / sub-segment among the millennial workforce;

▪ Provide suggestions on how to better manage multi-generation employees 



4. Digital Marketing Engagement with Employees

• Focus: Improve employee engagement using the internal website and social media platforms 

• Analysis of the performance data and provide suggestions on optimization

• Data Needed: website traffic data; social media performance data.

Source: 
www.redbooks.com



Official Website & Social Media 

● Analyze website traffic to provide 

suggestions on optimizing the 

websites through Google Analytics

● Provide insights on the culture 
change in the energy industry from 
the perspective of digital marketing



Thank you！

.


