EMERALD PEOPLE’S UTILITY DISTRICT
BOARD OF DIRECTORS
MEETING AGENDA
Meeting Time: 5:30 p.m.

TUESDAY, JANUARY 21, 2020

33733 Seavey Loop
Eugene OR 97405

1. CONVENE BUSINESS MEETING - CALL TO ORDER – ROLL CALL – INTRODUCTIONS
2. AGENDA TIMELINE – Requests for Additions or Deletions
3. DEFERRED ITEMS
4. PUBLIC COMMENT
PLEASE NOTE: Statements from the public are limited to 5 minutes per speaker and are a comment
period only on utility business, time permitting. The Board will not engage or respond to comments
unless it is to correct inaccurate information or statements from the public. Interaction with the Board
will be allowed if a member of the public has previously submitted a request to be added to the Agenda.

PRESENTATIONS AND REPORTS
5. ELECTION OF OFFICERS
6. AUDIT KICK OFF – MOSS ADAMS
7. FINANCE/TREASURER REPORT
8. GENERAL MANAGER’S REPORT
9. 2019 ENERGY EFFICIENCY RESULTS
10. BPA POST 2028 PRODUCTS QUESTIONNAIRE

ITEMS FOR ACTION
Items placed on Consent Agenda are of a routine nature. Board will vote on the Consent Agenda without
discussion. Items requested by any Board Member for discussion will be acted on separately.
11. CONSENT AGENDA
Minutes of Board Meeting – December 10, 2019
Approval of Claims
12. MOTIONS AND RESOLUTIONS
Action Item 20-01 – Personnel Policy Updates
Action Item 20-02/Resolution 2020-01 – Time of Use Pilot Rate Structure
M:\BOARD & POLICIES\Agendas\2020\01-21-2020 Board Business Meeting - Final.Doc

INFORMATION AND PLANNING ITEMS
13. REVIEW OF MOTIONS
14. PUBLIC COMMENT – Open Comment Period (if time permits)
15. SUGGESTED ITEMS FOR FUTURE MEETINGS
16. UPCOMING MEETINGS/EVENTS
Wednesday, February 5th,
PPC Forum………………………….……………………….Sheraton Portland Hotel……………………3:00-5:00 pm
Thursday, February 6th
PPC Meeting ................................................... Sheraton Portland Hotel. .................... 8:30 am
Friday, February 7th
PNUCC Meeting............................................... Sheraton Portland Hotel. .................... 8:00-12:00 pm
Tuesday, February 18
Harassment and Retaliation Training………….EPUD………………………………………………..4:30 pm
EPUD Board Meeting ...................................... EPUD………………………………………………..5:30 pm
Friday, February 21
OPUDA Board Meeting.................................... Special Districts Bldg. .......................... 8:30 am
17. DIRECTORS’ CONCLUDING COMMENTS
18. ADJOURN MEETING
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EMERALD PEOPLE'S UTILITY DISTRICT
Board of Directors' Meeting
December 10, 2019
Minutes
Convene

President Parker convened the meeting at 5:30pm at the Emerald offices, 33733
Seavey Loop Road in Eugene.

Attendance and
Introductions

Directors: Patti Chappel, Ron Davis, Charles Kimball, Brian Parker, and Kevin
Parrish.
Staff: Doug Barab, Tyler Boehringer, Alicia Burgess, Sara Cline, Scott Coe, Rob
Currier, Brandon Gee, JJ MacLean, Kyle Roadman, Brian Sharr and Wendi
McKay
Guests: Terry Teter

Agenda Timeline

Parker and Chappel both asked to add an agenda items to the meeting.

Public Comment

None.

Deferred Items

None.

Oath of Office

Brian Parker read the oath of office swearing in Charles Kimball as the new Subdistrict 5 Board Director.

Finance/Treasurer’s
Report

The Accounts Payable Check Register for the period from November 1-30, 2019
was reviewed and discussed. Cline clarified several expenditures for the Board.
Property taxes came in slightly under budget for 2019 at $1.3M.
The last retainage check for the meter purchases was paid. All final inspections
had been met for this project.
Cline said 20 transformers were paid for; 19 were pole mount and one was a 3phase pad mount for around $17,000.
Cline mentioned an expense to the 2019 Oregon Department of State Lands for
unclaimed property. If an individual has a check they haven’t cashed, depending
on what the service was for, it will get sent to the Department of State Lands.
There is a website to search for a name and check if any funds are owed to an
individual.

General Manager’s
Report

Coe presented his GM Report with the following updates:
•

Coe introduced the new IT Supervisor, JJ MacLean and a 7 year employee,
Rhyland Hayter, has started as a tree trimmer apprentice recently.
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•

•

•

•

•
•

•

An update on Advanced Analytics within the utility was given. Roadman
presented at an APPA Conference in Nashville recently. A very large
utility, Austin Energy, had a lot of questions following the presentation.
They have over 500,000 customers and a $1B budget. Coe also gave kudos
to Currier, Boehringer and Gee for all their work with the energy audits
that contributed to the presentation. Matt Mills and Kelli Strange helped
out with customer data and Kristine Lindemulder did a great with the
customer mailings throughout the project.
Two EPUD employees have volunteered to be a part of the new Time of
Use pilot project as test customers. The goal with using employees is to
work out any issues prior to opening up the project to a larger sample of
customers. A rate schedule has been implemented and is attached to the
GM Report for review and will be added to the January agenda for
approval. Parrish asked what the sample size will be when the project is
expanded. Roadman said it will be around 500-600 customers.
Coe gave an example of recent Advanced Metering Infrastructure (AMI)
success story. While a customer was out of the country on vacation they
lost power at their residence due to an underground failure; a crew was
sent out to restore power. They were originally an opt-out customer but
are now happy they opted in. Coe said on another note, the data from the
opt-out fee will be brought in for the Board to review in February.
Coe said he will bring up the idea up at the next OPUDA meeting to have
Emerald’s legal counsel give the legal opinion on the wildfire issue for all
6 electric utilities that are a part of OPUDA. It seems inefficient to have all
utilities out getting separate opinions on the same issue.
Coe said Emerald will be conducting an Active shooter training drill for
staff next week.
A customer compliment was sent to Scott regarding several EPUD
employees. Both Boehringer and Gee were given positive remarks for their
work at the customer’s home. Members of a tree crew were also shown
accolade for their work. Keeping a utility tree program with in-house
crews helps better control the customer experience and helps when there
are outages.
Coe noted the new Board meeting schedule on the 3rd Tuesday of the
month with two additional work sessions added in the spring and summer
and others may be added if necessary.

Advanced Analytics
Roadman recently attended APPA’s Public Power Forward Summit in Nashville
where he gave a presentation on the data analytics project he and staff have been
working on in recent years. The conference was heavily attended by large utilities
all over the country, and the opening speaker was former U.S. Secretary of
Energy, Ernest Moniz. Roadman said he would be sharing the same information
he presented at the conference to the Board.
Roadman began his presentation of data analytics discussing a brief snapshot of
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EPUD’s history and the path taken to get to where the project is today.
Part of Emerald’s Strategic Plan from 2015 included the addition of technology
upgrades, thus beginning the 10 year investment plan to upgrade the utility’s
technology system, titled the Grid Management Initiative (GMI). After some of
the new technology systems were in play, the utility realized there was an
enormous amount of data available and needed to identify how to best use this
data to benefit customers. Energy efficiency investments was one area identified
by staff to take a closer look at.
During this time, The Energy Authority (TEA) was working on advanced
analytics in their strategic plan. They became Emerald’s partner in this project and
helped along the way with the data. The first step in the project was defining what
it would entail so there wouldn’t be a huge cost to customers.
Coe said Emerald’s approach to energy efficiency is to view it as a resource. One
of the biggest obstacles the utility is facing is peak demand; using energy
efficiency as a way to help reduce the peak is the lowest cost option to customers
and the utility.
Roadman said he appreciated the support of the Board with funding the energy
efficiency projects and allowing staff to continue their focus on these projects into
2020.
Long before the project started, technology was a big missing piece since the
utility didn’t have the technology needed to complete certain projects. This is
where GMI stepped in. With all the data that GMI would bring, staff contemplated
how to take the raw data and connect it to real world results; or connect the data to
value.
Next, Roadman discussed the data analytics value curve which showed the
analytics capabilities and the progression of what could be done with all the data.
Staff wanted to take a proactive approach with this new data and not wait until all
the technology systems were installed before realizing value; they wanted to see
what results could be achieved early in the project.
Roadman said there are many off the shelf options to purchase within the software
market that would help decipher data analytics, but many aren’t customizable or
would require a certain level of expertise to use them. Staff wanted an easier entry
point that would allow them to have the flexibility to solve actual problems.
Instead of purchasing a product, staff looked at a service; this is where TEA
stepped in. They had developed a business model but didn’t have a plan yet. Staff
worked with them for about a year on the plan and agreed to be an early adopter in
2017. Hesitant to put rate payer money towards this project, a DEED grant funded
the project with $50,000 in the early stages. Coe noted Roadman was not on the
DEED Board when they gave Emerald the grant, they thought the project would
be a good fit for them. The pilot project timeline was scheduled for July 2018 –
October 2019, with a final report submitted to DEED in the next few months.
With a partner and funding lined up, staff discussed potential project ideas. Some
of these included transformer load management, fraud and tampering detection,
and malfunctioning meter identification.
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The team eventually landed on targeted energy efficiency and custom retail rate
designs for the focus of this project; Emerald’s significant load growth and tiered
rates played a factor in choosing these topics to focus on. Dealing with the peak
demand issue and energy efficiency would be the focus and the other options
could be addressed at a later time.
Staff narrowed down a list of questions they wanted to be able to answer from the
project. These included being able to identify customers with the highest potential
for energy efficiency savings, verifying if a customer performed an energy
efficiency measure, the ability to quantify the actual savings resulting from the
measure, and if the peak demand could be reduced by designing an optimized
time of use rate structure.
The first question regarding identifying high potential customers came about
because the traditional approach to energy efficiency, which is covering all
customers with program offerings and offering the same incentives to everyone
regardless of savings potential, is inefficient and costly. Staff wanted to determine
the customers who would have the most benefit; offer them target communication,
personalize the follow up and customize incentives. TEA created an initial list of
500 accounts that were outliers (or high users). They grouped these homes into 8
different characteristics and figured out which customers were using more than
comparable homes. The targeted marketing campaign isolated these customers
with very direct mailers sent out during Q4 2019 with response rates currently
being tracked.
Next, Roadman shared some of the early case studies from these responses.
Brandon Gee in Energy Services went to do an energy audit on an 1800 square
foot outlier home. During the audit, he identified detached ductwork in the crawl
space; making it over 90 degrees in the space. The customer was elderly and in
poor health so they had no way of knowing what was going on below their home.
As a utility, without the analytics there would be no way of knowing or helping
this customer until this project.
Another example showed a 2500 square foot home, with a koi pond running three
pumps nonstop. They also had their thermostat set to 75 degrees and windows
open. Staff worked with the customer to reduce the pump operation in their pond
and provided some education on behavioral changes, saving them $100+ per
month.
The second initiative staff wanted clarity around with analytics was the ability to
verify that customers actually completed energy efficiency projects. The current
method had staff accepting on good faith that the projects were completed, or they
would drive out to the customer’s house to perform an inspection. It would be
ideal to have the ability to detect whether or not a project had been completed
using AMI data. The results of this are still coming in and although it’s early,
several findings have been identified on heat pump installations. Some customers
actually have shown an increase in usage after the heat pump is installed. When
Boehringer and Gee called the customers to ask about this, most said they
previously burned wood and are now using their electric heat more. The
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customers have always been appreciative that staff followed up with them
afterwards.
Using this AMI data can also help identify EV charging if a customer has a level
two charger at their home. Roadman said being able to know where EV’s are
located would be very beneficial to the utility.
Roadman continued with addressing the third question staff wanted identified in
the project, involving the ability to quantify energy efficiency savings.
Measurement and verification of savings is often inaccurate, so having a way to
quantify the actual savings occurring for specific programs is important. The
analytics focused on heat pump water heaters and TEA looked at Emerald’s
current program. They concluded the savings were very close to the deemed
amounts BPA assumes. Now there is a much richer data set to be able to have
intelligent conversations with BPA when in the past the information wasn’t
available.
The final question regarding the establishment of the time of use rate design has
been achieved by leveraging the data. The rate schedule was developed through
this data and can have an impact on peak demand shape, revenue collection, and
customer bills.
Roadman concluded the presentation saying data quality is an ongoing challenge
and the more continued historical data the utility gets, the better the analysis.
There is still less than two years of AMI data so it limits the scope of different
studies. Coe said Emerald wanted to be the first to work with TEA and hopes to
be able to define what their service looks like, which benefits the utility long term.
Lane Council of
Government and
OPUDA
Representatives

The Board discussed the LCOG and OPUDA representatives for 2020. Chappel
said she will be the representative at LCOG meetings and Parker said he will be
the delegate for OPUDA. Parrish has conflicting appointments with OPUDA so
he isn’t always available. Kimball said he will attend OPUDA but didn’t want to
be the delegate.

Consent Agenda

Parker noted the Consent Agenda includes a renewal of an Action Item and
Resolution for the Acting General Manager Designation.

Motion

Director Parrish/Director Chappel motioned to approve the Consent Agenda.

Vote

Unanimously approved.
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Review of Motions

The motions made during the meeting were reviewed for accuracy.

Public Comment

None.

Suggested Items for
Future Meetings

None, other than those discussed during the meeting.

Upcoming
Meetings/Events

The list of upcoming meetings and events was reviewed with the Board.

Directors’ Concluding
Comments

Chappel said there is an upcoming wildfire training in Seattle in January she will
be attending and encouraged others to attend if they are able to. The APPA
Legislative Rally in Washington D.C. is also coming up in February; Chappel said
she will be attending to get an entirely different view from other utilities
throughout the country.
Parker asked for a headcount for the COU luncheon on January 9th. Coe said he
will be attending for staff. Parker also said in the January Board meeting, the
Board will elect new officers, so the Board should start thinking about that.

Adjournment

President Parker adjourned the Board meeting at 6:25 pm.
Minutes prepared by Wendi McKay, Executive Assistant.

ACTION ITEM 20-01
To:
From:
Date:
Re:

Board of Directors
Scott Coe, General Manager
January 21, 2020
Personnel Policy

Discussion
Recent legislative changes require the district to update its personnel policy in order to meet
compliance requirements. The list of protected classes for equal employment opportunity and
disability accommodations has expanded, workplace harassment has been revised to have a broader
definition, and rest break requirements for nursing mothers has been updated to provide more
flexibility for the covered employee. Staff worked with the district’s employment attorney to
incorporate the legislative changes into the personnel policy and keep the district in compliance.
The revised personnel policy also includes a change to short-term disability. The district used to
provide in-house short-term disability coverage, but recently switched to an insurance provider. The
policy has been updated to reflect this change.
The personnel policy is scheduled for a comprehensive review and update in late 2020. Staff will add
time to a future Board agenda to conduct a thorough review of the policy and engage with the Board
on potential personnel policy changes. At that time a personnel policy will be published and shared
with the Board and staff.
Action Request
Requesting Board approval of the attached Personnel Policy updates as presented on January 21.

PERSONNEL POLICY CHANGES
Emerald People’s Utility District (EPUD) takes its Equal Employment Opportunity Policies
seriously. These policies and expectations apply to all employees, volunteers, interns and public
officials for EPUD in accordance with applicable law.
A.

NON-DISCRIMINATION POLICY

EPUD fully complies with federal and state laws. It is EPUD’s policy to provide equal employment
opportunities to all qualified persons without regard to race, color, religion, sex, pregnancy, sexual
orientation, gender identity, national origin, age, mental or physical disability, uniformed/military
service or veteran’s status, use of the worker’s compensation system, expunged juvenile records,
or any other protected status or activity in accordance with applicable law. It is also EPUD’s policy
to make employment decisions based on its evaluation of an individual’s qualifications, ability and
contribution to the success of the District. It is the responsibility of all employees, supervisors and
managers to understand and comply with our policy.
B.

SEXUAL & OTHER UNLAWFUL HARASSMENT

It is also EPUD’s policy that employees should work in an environment where individual dignity is
respected. For that reason, we expect all employees and others covered by this policy to
accomplish their work in a business-like manner with concern for their coworkers and others they
come into contact with through their jobs. Any conduct that could reasonably be viewed as
harassment of employees, citizens/customers, vendors, etc. by employees and others covered
by this policy is not permitted, regardless of working relationship or supervisory status. Likewise,
EPUD does not permit others on our worksites to engage in any conduct that could reasonably
be viewed as harassment of our employees, volunteers, interns and Public Officials.
Specifically forbidden is conduct related to an individual’s race, color, national origin, ancestry or
ethnic background, religion, sex, sexual orientation, gender identity, mental or physical disability,
age, veteran status, marital status, or other legally protected status or activity.
Prohibited conduct of a sexual and gender-based nature includes conduct such as:
• Unwelcome sexual advances; innuendoes; requests for dates
• Unwelcome touching
• Unwelcome visual conduct, such as leering or making sexual gestures
• Telling dirty jokes
• Making offensive or derogatory comments about a person’s gender
• Making derogatory remarks about alternative lifestyles, including comments about
individuals who are gay, lesbian, or transgender
• Talking about your sex life or asking about other people’s sex lives
• Spreading rumors or telling stories about other people’s (such as a coworker’s) sex life
• Displaying sexually suggestive objects, pictures, cartoons or posters
• Use of EPUD computers or other communication systems to access, send, receive or
store material of a sexual/gender, etc. based nature
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•

Any other verbal, graphic, electronic or physical conduct of a sexual or gender-based
nature, which has the purpose or the effect of creating a hostile or offensive work
environment or otherwise unreasonably interfering with another employee’s work.

Prohibited conduct of a racial, ethnic, religious, age or disability, etc. based nature includes
conduct such as the following:
• Making racial slurs or offensive ethnic comments
• Telling racial or ethnic jokes
• Displaying cartoons, printed material or other objects which are racially or ethnically
offensive
• Displaying racist symbols
• Making derogatory comments or jokes about, or mimicking a person’s physical or mental
limitations
• Unwelcome pushing of your religious beliefs on others
• Criticizing or making fun of another person’s religious beliefs
• Making derogatory age-based comments or jokes
• Using EPUD computers or communications systems to access, send, receive or store
racially, ethnically, age-related, disability related or religiously, etc. offensive material; and
• Other verbal, graphic, electronic, physical or other conduct of a racial, religious, ethnic,
age or disability related nature, which creates a hostile or offensive work environment or
unreasonably interferes with another employee’s work.
These are just examples of conduct that is prohibited by this policy. Employees and other
covered individuals are expected to exercise common sense and refrain from other similar
kinds of conduct. Also, conduct of this nature is prohibited even if it occurs off-duty, if it creates
an offensive work environment or unreasonably interferes with another employee’s or covered
individual’s work. You should assume that conduct of this nature is unwelcome and will
offend others. Therefore, you are expected to refrain from engaging in such conduct, regardless
of the circumstances. It is not an acceptable excuse that others participated in the conduct or did
not appear to be offended. In addition, no one should suggest or threaten that an individual’s
cooperation with or tolerance of conduct of this nature will have any effect on that person’s
employment or status as a volunteer, intern or Public Official. EPUD does not make decisions on
that basis.
C.

ANTI-RETALIATION

EPUD respects the rights of its employees and others in our workplace to raise harassment and
discrimination concerns and expects individuals in our workplace to participate in investigations.
EPUD does not permit employees or others to retaliate against individual(s) who report
harassment or discrimination, cooperate with investigations, testify in harassment proceedings or
assist in enforcement of our policies against discrimination and harassment.
"Retaliation" is broadly construed and may include on-duty or off-duty conduct, whether related
to employment or not, that could discourage an employee or other covered individual from making
a complaint of discrimination, harassment or retaliation, or from testifying, assisting or
participating in an investigation, proceeding or hearing. Retaliation includes treating another
employee or covered individual differently because they or someone close to them reported
harassment, complained about discrimination or engaged in any of these types of activities.
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It also includes giving an employee or covered individual “the cold shoulder” or treating an
employee or covered individual rudely because they or someone close to them reported
harassment, withholding information or cooperation necessary for them to do their job, changing
work assignments or hours, because of their complaint or participation in enforcement of this
policy etc. are examples of retaliation. Retaliation also includes discouraging an employee or
other covered individual from reporting harassment or criticizing an employee or other covered
individual who reports harassment or cooperates in an investigation. Examples of this kind of
retaliation include telling someone not to “rat” on another employee or covered individual who is
committing harassment.
D.

COMPLAINT PROCEDURES

Employees who believe they have been subjected to conduct in violation of these policies,
including:
•
•

•

Discrimination in violation of this Policy or equal employment opportunity laws;
Any type of harassment or conduct prohibited by the Policy Against Harassment, whether by
an employee, volunteer, intern, Public Official or by anyone else you come into contact with
through your job (vendors, citizens/customers, or other business visitors, etc.);Retaliation for
reporting discrimination or harassment; opposing discrimination or harassment or
cooperating with investigations; or
If the employee has observed behavior or overheard comments that raise concerns
regarding compliance with EPUD’s Non-Discrimination Policy, Anti-Harassment Policy, or
Policy Against Retaliation toward others

should promptly report their concerns to whomever of the following people that they feel
most comfortable reporting to: their manager or supervisor, Human Resources Coordinator,
or the General Manager.
Do not report your concern only to the person who you believe has (or is accused of having) violated
this policy. If your concern involves one of the people listed above, you are expected to report the
concern to a different person on this list. Any supervisor or manager who receives information about
conduct that may violate these policies is required to immediately notify the Human Resources
Coordinator and to provide the employee with a copy of this policy. When the Human Resources
Coordinator receives a report of alleged discrimination, harassment or retaliation, he/she must
document what is reported and provide the employee with a copy of this policy. All employees and
covered individuals who believe that they have been subject to or witnessed conduct in violation of
EPUD’s Equal Employment Opportunity Policies are also advised to document those incidents.
We encourage employees to report complaints and work with us to voluntarily disclose and report
information regarding incidents of workplace harassment and informally resolve problems involving
violations of our Equal Employment Opportunity policies. We do not place any time limits on the
ability to report violations through EPUD’s internal complaint procedures. Our ability to resolve these
kinds of problems is dependent on your cooperation in reporting incidents that create an offensive or
hostile work environment for you. We believe that all of our employees, volunteers, interns and public
officials have an affirmative obligation to promptly report violations of our policy and cooperate with
investigations.
All employees and other individuals covered by these policies should also be aware that they have
the right make complaints to and seek remedies through the Oregon Bureau of Labor and Industries’
complaint resolution process or by filing claims in court as well as to pursue their rights under other
available laws, whether civil or criminal. EPUD does not provide any employee or other covered
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individual with legal advice. However, all employees and covered individuals should be aware that
time limits apply to the ability to pursue civil and criminal complaints. For example, claims made with
the Oregon Bureau of Labor and Industries for alleging discrimination or harassment under Oregon
law [based on race, color, religion, disability, uniformed/military service, sex, sexual orientation,
national origin, marital status or age (18 or older), (or because of this status of anyone the employee
associates with), or because of an individual’s expunged juvenile record], must generally be filed
within 5 years from the date of the alleged unlawful practice. This same statute of limitations applies
to such claims filed in court when no Bureau of Labor and Industries claim has been filed. However,
conduct that occurred prior to October 2019 is subject to a shorter (1 year) statute of limitations and
different statutes of limitations apply under federal law (generally claims must be filed within 180 days
with the federal EEOC or within 300 days if state or local law prohibits the same conduct and a state
or local agency enforces a law that prohibits employment discrimination on the same basis). The
statute of limitations for criminal complaints vary based on the nature and degree of the conduct.
Please also be aware that Oregon law requires that individuals bringing claims against a public
officer, employee or agent of a public body or a public body (e.g. EPUD) must first provide a notice
of claims (often referred to as a Tort Claims Notice). Except as otherwise provided by ORS 30.275
(such as for minority, incompetency or other incapacity), the Tort Claims Notice must generally be
provided within 180 days of the alleged loss or injury.
Covered individuals who want more information may contact the Oregon Bureau of Labor and
Industries (https://www.oregon.gov/boli), local law enforcement, or contact an attorney of their
choosing. The Oregon State Bar provides a referral service through which employees may be
connected with attorneys. Information regarding this service can be found at:
https://www.osbar.org/public/ris/. Employees and covered individuals who believe they need
counseling or other support services are encouraged to use EPUD’s Employee Assistance Program
(EAP). Additional information on the EAP can be found in the Employee Benefit Program section of
this Handbook. The Oregon Health Authority or the Oregon Board of Licensed Professional
Counselors and Therapists may also have additional information to help connect you with counseling
and other support services. More information can be found on the websites for these agencies at:
https://www.oregon.gov/oha/pages/index.aspx
And https://www.oregon.gov/oblpct/Pages/Websites.aspx.
E.

INVESTIGATIONS AND VIOLATIONS

All complaints of violations of EPUD’s Equal Employment Opportunity policies are promptly
investigated. If EPUD finds that an employee has violated its policy, appropriate disciplinary action
up to and including immediate discharge is taken. Action will also be taken to address violations
made by volunteers, interns, public officials and others who violate our policies, which may include
discharge from the volunteer or intern position. In addition, other corrective action, such as
individualized training and other steps may be taken as EPUD determines appropriate. For
employees and others whose legal rights are determined to have been violated, additional
remedies, such as back pay, counseling or medical costs; attorney fees, pain and suffering, and
punitive damages may be available.
Notices of leave pending investigation, notice of interviews, due process notices and disciplinary
notices are generally maintained in personnel files. Other documents related to complaints and
investigations are maintained in confidential files for a minimum period of the 5-year statute of
limitations or the minimum retention period required under Oregon law, whichever is longer. Such
records are generally released only as EPUD determines appropriate to defend against legal
claims, establish consistency and lack of discrimination, to establish that an employee or covered
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individual received notice of standards of conduct required under this policy, and when otherwise
required by applicable law.
EPUD prides itself on its commitment to equal employment opportunities and restricts the types
of behavior outlined in its policies, above, regardless of whether that conduct constitutes a legal
violation. It is our policy to follow up with the victim of alleged harassment at least once every
three months for the calendar year following the date on which we received the report to ensure
that any harassment or other policy violations have stopped and that the victim is not subject to
retaliation. These follow-up contacts will occur unless the victim objects in writing to this practice.
EPUD may, in its discretion, also follow up with witnesses and others who cooperated in an
investigation, including employees and other covered individuals who reported conduct that was
not determined to be a violation of this policy, for the purpose of enforcing anti-retaliation
prohibitions. Employees who have questions or concerns about our Equal Employment
Opportunity Policies are encouraged to contact the Human Resources Coordinator or follow the
Complaint Procedures outlined in those policies.
F.

PREGNANCY AND DISABILITY ACCOMMODATION

EPUD is also committed to complying fully with state and federal pregnancy and disability
accommodation laws. If you require workplace modifications or other assistance to accommodate
your pregnancy (including but not limited to pregnancy, childbirth or a related medical condition,
such as lactation) or disability, it is your responsibility to contact the Human Resources
Coordinator to make sure we are aware of not only your pregnancy or disability, but also your
need for accommodation.
Reasonable accommodations may include acquisition or modification of equipment or devices,
schedule modifications, and other job modifications that are intended to enable a pregnant or
disabled employee to perform his/her essential job duties. When you advise us of a condition that
you believe requires accommodation, we work with you to analyze your medical condition, job
limitations, etc., and discuss the matter with you to determine what, if any, reasonable
accommodations can be made to enable you to perform your job duties in a safe and satisfactory
manner. All employees are expected to cooperate with this process, including our requests for
medical confirmation of their condition and the nature and extent of any limitations on their ability
to perform their job duties. EPUD does not create positions that do not exist to accommodate
employees. However, if, even after any required reasonable accommodation, an employee is
unable to perform their essential job duties, we then explore opportunities to place disabled
employees in other existing and available positions that are, with or without reasonable
accommodation, suited to their skills and limitations.
If you have been provided an accommodation that you feel is not effective for any reason, you
should promptly notify the Human Resources Coordinator.
G.

NURSING MOTHER BREAKS

Employees who have given birth and are breastfeeding a child aged eighteen (18) months or
younger should also be aware that EPUD provides such employees with reasonable rest breaks
as needed to express breast milk in accordance with Oregon law. Generally, employees who
need to express breast milk are expected to do so during their regularly scheduled meal and rest
breaks, if feasible. EPUD also makes an effort to provide employees with a private location (other
than a public restroom or toilet stall) to express milk whenever possible. If you need nursing
mother breaks or locations, please contact your supervisor or Human Resources.
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H.

SHORT-TERM DISABILITY

EPUD offers a short-term disability plan through an insurance provider for off-the-job illnesses or
injuries. Short-term disability payments will be made for qualifying illnesses or injuries once the
required benefit-waiting period has been met. Please contact Human Resources to receive
current benefit information and application instructions.
If there is a determination your disability falls under Worker’s Compensation law, EPUD follows
the Worker’s Compensation rules.
If you are on short-term disability and are an eligible employee under the family leave rules, you
will also automatically be placed on Family and Medical Leave (FMLA and OFLA), and the leaves
will run concurrently. During short-term disability leave, EPUD will require you to provide
verification from your physician, or a physician of EPUD’s choosing that you are unable to fulfill
your work duties.
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ACTION ITEM 20-02
To:
From:
Date:
Re:

Board of Directors
Scott Coe, General Manager
January 21, 2020
Time of Use Rate Schedule (Feasibility Study)

Discussion
With Advanced Metering Infrastructure now installed for nearly all of our Residential customers, Staff
has begun to plan for potential new rate schedule options. One of the most promising is Time of Use
rates, which incentivizes customers to use less during times of peak demand. In order to explore the
potential of Time of Use, we’re planning to first undertake a feasibility study with a small number
(less than 20) of customer accounts. The goal is to identify potential billing and other system issues
that might arise when implementing this time of rate schedule. A decision about moving forward on a
pilot project for customers will follow the feasibility study, which is expected to last 4-6 months.
To enable the feasibility study, Staff has created the attached rate schedule after analyzing several
different options. This particular scenario, if implemented more broadly, would be expected to be
revenue neutral while also providing a significant incentive to customers to move usage from peak to
off-peak. Staff would hope to incorporate feedback from the feasibility study to adjust the rate
schedule as needed in a future pilot project.
Action Request
Staff requests that the Board approve Resolution 2020-01, adopting the new rate schedule 04TOU, a
Time of Use rate schedule for Residential customers.

SCHEDULE 04TOU - RESIDENTIAL SERVICE

AVAILABLE:
In all territory served by Emerald PUD.
APPLICABLE:
Single-family residential customers who meet the requirements for standard residential service
(Schedule 4) and have elected to participate in Emerald PUD’s Time of Use feasibility study.
MONTHLY BILLING:
The monthly billing shall be the sum of the following charges:
Electric System Charge: ................................................................ $31.00 per month
Winter (October – April):
Category
Off Peak

Time Period
12:00 AM – 6:00 AM
11:00 AM – 5:00 PM
8:00 PM – 12:00 AM

Usage Rate
$0.0600 per kWh

Peak

6:00 AM – 11:00 AM
5:00 PM – 8:00 PM

$0.1500 per kWh

Time Period
12:00 AM – 5:00 PM
8:00 PM – 12:00 AM

Usage Rate
$0.0600 per kWh

5:00 PM – 8:00 PM

$0.0873 per kWh

Summer (May – September):
Category
Off Peak

Peak

MINIMUM CHARGE:
The minimum monthly charge shall be $31.00 unless a higher minimum may be required under
contract to cover special conditions.
CONTINUING SERVICE:
This schedule is based on continuing service at each service location. Disconnect and reconnect
transactions shall not operate to relieve a customer from minimum monthly charges.
RULES AND REGULATIONS:
Service under this schedule is also subject to all rules and regulations contained in Emerald
People’s Utility District’s policies and procedures.

Preliminary Time of Use Rates
Summer (May – September)

Off Peak
$0.0600 per kWh
Off Peak
$0.0600 per kWh

Peak
$0.0873 per kWh
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Preliminary Time of Use Rates
Winter (October – April)

Off Peak
$0.0600 per kWh

Peak
$0.1500 per kWh
Off Peak
$0.0600 per kWh
Off Peak
$0.0600 per kWh

Peak
$0.1500 per kWh

Off Peak
$0.0600 per kWh

2

Emerald People’s Utility District
Resolution 2020-01
A Resolution Adopting Price Changes to be Effective February 1, 2020
WHEREAS, Emerald People’s Utility District (Emerald PUD) is required to
adopt price schedules for billing purposes; and
WHEREAS, ORS 261.465 vests in the Board of Directors the right and duty
to fix and adjust prices; and
WHEREAS, Emerald PUD wishes to research Time of Use rates as a means
of reducing peak demand and lowering future costs; and
WHEREAS, Emerald PUD’s staff has proposed a feasibility study to better
understand the billing system and customer service impacts of Time of Use rates;
and
WHEREAS, the Emerald PUD Board of Directors wishes to support this
feasibility study to enable a future Time of Use rate pilot program; and
WHEREAS, Emerald PUD staff has developed a Time of Use rate schedule to
facilitate the feasibility study;
NOW, THERFORE, BE IT RESOLVED that the Emerald People’s Utility District
adopts the Time of Use rate schedule 04TOU, as detailed in the attached
proposal. The rate schedule is effective February 1, 2020.
ADOPTED by the Board of Directors of Emerald People’s Utility District at its
meeting on January 21, 2020.
By:

Board President

ATTEST:
Wendi McKay
Secretary of the Board
Vote of the Directors:
Chappel
Davis
Kimball
Parker
Parrish

Yes

No

Abstain

