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WINDOW INTO 
THE FUTURE:
Pella Prepares for Changing 

Technology & Workforce



Pella Corporation taps into  

Tooling U-SME’s Workforce  

Performance Assessment,  

opening the door to a sustained 

competitive advantage  

as an employer of choice.



Innovating for 90+ Years
Based in Pella, Iowa, Pella Corporation has been creating innovative and 

high-quality windows and doors for more than 90 years. With that kind 

of track record, it’s no surprise that the company is deeply committed to 

developing and retaining its employees. 

With a strong learning culture in place, Pella encourages continuous 

improvement for its teams so that the company can continue its 

commitment to developing new technologies, increasing productivity and 

practicing environmental stewardship.

Still, with retirements on the horizon, advances in technology, and a tight 

labor market, Pella wanted to proactively look ahead to ensure it was 

creating an optimal learning environment for the long term. To address 

this, the company partnered with Tooling U-SME to conduct a Workforce 

Performance Assessment (WPA), an analysis of an organization’s knowledge 

gaps and ability to support a comprehensive training program.

“At Pella, we have a 90-plus-year history of innovation, and we’re 
viewing how we’re handling our tech trades staffing and development 
activities as another one of those innovations.”
Kurtis Webb, Production Manager,  
Pella Corporation’s Manufacturing and Engineering Services (MES) facility, Pella, Iowa



Pella Snapshot:

“Our future lies directly in the hands of each member of the Pella 
team. A group of strong individuals treated with dignity and respect, 
who share the same vision, will be a force nothing can deter.” 
Pete Kuyper, Pella founder
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One of the happy byproducts of Pella’s thriving culture and company is low 

turnover. In fact, some of its workers in the tech trades have more than 30 years 

of experience. With this long tenure, the company hasn’t needed to build strong 

relationships with educators and workforce development groups to feed the talent 

pipeline. However, in the next 5 to 10 years, Pella, like many manufacturers, 

will face significant retirements. In addition, teams need to be ready for rapidly 

advancing technologies, and more complex machines and equipment. Recruiting 

and training are now a top priority to stay ahead of the competition. 

Challenge

“The aging workforce is a reality.”
 Kurtis Webb, who has worked at  
Pella for 17 years



   Identify gaps. 
Conduct an analysis to determine best way to invest in team 

members to reach their full potential.

    Fill vacant positions. 
Replace retiring workforce in tech trades.

   Retain highly qualified team members. 
Supersize and accelerate training.

   Update standardized training program. 
Strengthen career progression program and train for rapidly 

advancing technologies.

Business Needs

“Our future lies directly in the hands of each member of the Pella 
team. A group of strong individuals treated with dignity and respect, 
who share the same vision, will be a force nothing can deter.” 
Pete Kuyper, Pella founder

“Things are pretty tight at Pella when it comes to learning and 
development. They have a strong learning culture with clear job titles 
and descriptions, and workers know their role and what is expected. 
Through the Workforce Performance Assessment (WPA), however, 
we were able to help identify some gaps that, when addressed, 
can help the company build productivity, enhance team member 
engagement, and continue to be an employer of choice.” 
Jim Ver Woert, Enterprise Solutions Executive, Tooling U-SME



“The WPA validated what we felt like we knew but also made us 
aware of the blind spots. It’s dangerous to be too proud to know. 
We wanted good critical feedback.” 

Kurtis Webb

Solution: 
Tooling U-SME Workforce 
Performance Assessment
The Workforce Performance Assessment identifies:

   Business goal linkage — Does the 
purpose of the training program align to 
measurable and attainable goals?

   Leadership commitment — Does 
the leadership and supervisory team 
understand the benefits of training? Are 
they ready to invest in it by scheduling 
time to train?

   Training needs analysis — What are 
the true needs of the workforce based 
on a high-level job, task, audience and 
criticality analysis?

   Performance analysis – What is the 
current state versus desired state 
performance?

   Learning environment — What is the 
organization’s current learning culture, 
and are critical success elements in 
place?

    Non-training findings — Are there non-
training barriers that will prevent workers 
from achieving top performance?

For the WPA, Pella selected its corporate headquarters and two other separate sites for 

participation. The Tooling U-SME team interviewed employees in different roles in the tech 

trades and at various plants in these three locations. “During one week, Tooling U-SME 

interviewed a broad cross section of team members from new hires to 40-year veterans, 

from senior manager to the training staff,” said Webb. “At the end of the week, we had an 

initial report, and a final report followed soon after.”



“The WPA guides and directs what we are doing.  
It has helped us stay fresh and up-to-date with training needed 
by team members.” 
Kurtis Webb

Results
Based on the WPA, Pella is honing its ongoing  

Standardized Training Program to engage  

and retain talent by:

   Putting competencies in place for defined worker performance and accountability.

   Integrating Tooling U-SME online courses as part of blended learning program.

   Introducing a Learning Management System Pilot.

   Launching a six-week onboarding program.

   Organizing regular Train-the-Trainer sessions to build trainer’s capabilities.

   Aligning training with corporate strategies and key performance indicators.



Best Practices
With a strong learning culture and focus on continuous improvement, Pella regularly 

evaluates and enhances its training and progression program. Pella offers these best 

practices for a successful initiative:

    Obtain leadership commitment. 
Pella’s management team is fully 

behind its training and development 

efforts.

   Determine training investment. What 

is the dollar value? The training team 

presented its case about pending 

retirements and the approaching skills 

gap, along with a plan and budget. 

Management signed off, saying, “We 

have to do this.”

   Instill a continuous improvement 
mindset when it comes to training and 

development.

   Assign someone to manage the 
training program. Pella has a training 

coordinator, a full-time position for the 

tech trades.

   Identify gaps. An analysis, like a WPA, 

can determine what is working and 

areas of improvement.

   Prioritize. What is urgent? There are 

only so many hours in the day.

   Start with clear job titles/descriptions 

and build in progression planning to 

recruit and retain.

   Create standards and guidelines to 

produce consistency across facilities.

   Arrange for online training to take 

place near the work space for 

improved productivity.

   Pay team members for training hours.

   Enlist employees to act as 
ambassadors, or champions, at 

local tech schools by sharing their 

enthusiasm about working at Pella.

   Integrate training and development 
into the corporate strategies. 
“Developing others” is a measure on 

Pella employees’ annual review.



As the workforce environment 

evolves with baby boomer 

retirements and rapidly changing 

advanced technology, Pella is 

focused on engagement and 

retention. As it fills the gaps 

identified by Tooling U-SME in its 

WPA, Pella continues to empower 

its team members to realize their 

full potential based on its founders’ 

mission. That success will help 

ensure the company continues on 

its way to celebrating a milestone 

100 years in business.

“What is better to invest in than that precious resource you 
have in your organization who is a proven person who fits your 
culture? We can chase down recruiting, and go to colleges 
and tech schools, but if we’re really investing in our own team 
members so they can reach their fullest potential, that’s going 
to serve the business very well.” 
Kurtis Webb
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