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PacifiCorp Project PEER ‒ Community Benefits Plan 

1. INTRODUCTION 

Project PEER establishes a profound collaborative engagement system between the local 
electrical utility, PacifiCorp, and several local stakeholders to create a positive community impact 
and leverage the strength of the utility industry to support energy equity and local resilience 
measures. To honor GRIP’s social intent, PacifiCorp will make investments that match its 
ambition, measure its performance, and maintain accountability both internally and externally.  
Developing Project PEER has led PacifiCorp to consider the adoption of an independent, data-
driven approach to measure impacts on communities. This approach will guide — in conjunction 
with active collaboration — appropriate program modifications. To meet this objective, 
PacifiCorp will establish a Regional Coordination Unit (RCU). Led by Rural Development Initiatives 
(RDI), the RCU will leverage subject matter experts — including community representatives — to 
gain insights into the needs of communities under PEER’s umbrella of programs, ensure 
transparency, and provide a robust feedback loop to optimize investments (see Figure 1). Rural 
Development Initiatives (RDI) is a 501(c)(3) nonprofit. It is in the forefront of rural leadership 
development and has helped create and implement locally driven strategies in hundreds of rural 
communities in the Pacific Northwest region. The RCU will include members of academia, 
community-based organizations (CBO) including non-profits, and key communities and tribes. 
Building from existing community engagement1 at PacifiCorp, the RCU will ensure customer and 
community voices are heard throughout the development, implementation, and evaluation of 
Project PEER.  

Figure 1—PacifiCorp’s Community Benefits Structure and Regional Coordination Unit (RCU) 
 

 
1 Oregon Community Benefits and Impacts Advisory Group (pacificorp.com) and Washington Equity Advisory 
Group and https://www.pacificorp.com/energy/washington-clean-energy-transformation-act-equity.html  
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meetings ensure company management and union leadership address key priorities for local 
unions and PacifiCorp together, which encourages alignment on future roadmap. 
PacifiCorp Employee Engagement Team (PEET): PEET, created in 2015, engages management 
and labor employees in conversation on training programs, field manuals, and other materials to 
ensure employees have what they need to work well and safely. PEET feedback, solicited through 
surveys and discussions, is one of the many ways we strengthen our labor relationships, and 
minimize labor-related risks in implementation of projects such as PEER. 
All field crew labor used for Project PEER implementation — internal PacifiCorp employees, as 
well as contract employees — will be represented by unions. We are committed to enhancing 
our strong union relationships through continued dialogue, engagement, and discussions. This 
commitment is demonstrated by the letter signed by IBEW local union 659 (see 
PacifiCorp_Partner.pdf).  

2.2. Local Governments and State Agencies 
PacifiCorp works extensively with local governments and state government agencies to enhance 
our understanding of local needs. For example, PacifiCorp annually updates wildfire mitigation 
plans for approval by state regulators in California and Oregon. For these updates, PacifiCorp 
hosts working sessions, town halls, webinars, and other forums to facilitate dialogue, identify, 
and address challenges associated with wildfire prevention and response. Feedback from local 
first responders, county governments, and state regulators has provided PacifiCorp with critical 
insight into prioritization of PEER’s circuits and impact areas (spread across Siskiyou, Del Norte, 
and Shasta counties in California, and Josephine and Douglas counties in Oregon).  
As our service areas have faced increasing wildfire risks, PacifiCorp has increased our internal 
emergency response and coordination. PacifiCorp has established working relationships with 
state firefighting agencies including CAL FIRE, Oregon Department of Forestry (ODF), and other 
public safety partners. Through close coordination with CAL FIRE, ODF and other agencies, 
PacifiCorp expects to enhance efficacy of the wildfire mitigation efforts.  

2.3. Tribal Entities 
PacifiCorp continues efforts to seek to understand the needs of Tribal Nations in our service 
regions and to prioritize their safety and reliability. As an example, the PEER scope evolved to 
address the needs of the Yurok Tribe. PEER was initially intended primarily as a wildfire risk 
reduction project. While engaging with Yurok tribal community in PacifiCorp’s northern California 
service territory, it was clear they faced significant reliability issues due to the system’s location 
in a very challenging, remote terrain. During past engagements, the tribe highlighted the severe 
impact of outages primarily caused by periodic flooding of the Yurok distribution substation and 
tree or lightning related outages on the 69-kilovolt transmission line. PEER includes rebuilding 
the substation to ensure future flooding does not impact it. Additionally, an advanced 
transmission recloser will be installed on the 69-kilovolt line serving the substation; this is 
expected to mitigate a significant number of outages caused by temporary faults such as lightning 
or tree contacts, thus providing a more comprehensive solution. PacifiCorp proposes to continue 
a robust engagement strategy to explain the project, offer regular updates on its progress and 
respond to concerns from the community. In addition, Crater Lake Electrical Joint Apprenticeship 
Training Center (CLEJATC), a PEER sub-recipient, will coordinate with PacifiCorp and the Yurok 
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Workforce education and training: PacifiCorp supports workforce training efforts to develop 
employees’ skills and create additional career opportunities. Reskilling current employees 
enables PacifiCorp to meet needed skills and retain its existing workforce. In addition, it creates 
opportunities for employees to learn new skills, increase their wages, and grow their careers. For 
example, PacifiCorp has a dedicated Technical Training Division that trains workers to integrate 
new technologies into their work. This team identifies new skills, develops employee capabilities, 
and matches trained employees to new opportunities. 
PacifiCorp also provides structured on-the-job training to trainees and apprentices, in 
coordination with our labor partners. These pathways defined by our CBAs, provide opportunities 
for employees to demonstrate their proficiency in topics, tasks, and roles.  
Worker safety: PacifiCorp has long-standing and robust safety programs and policies designed to 
protect and support all workers. Our policies drive consistent safe work practices and provide 
guidance on safe work processes. These programs and policies include daily, companywide safety 
updates, our Accident Prevention Manual (APM), and our job-specific safety programs (e.g., 
confined space entry, energy isolation), jointly developed with our labor partners to address 
overarching workplace risks and more acute job-specific safety issues. 
In addition to long-term programs and policies, PacifiCorp develops annual safety improvement 
plans to address emerging hazards or safety developments. These safety improvement plans are 
built collaboratively through input from safety committees and union leaders. For example, our 
current safety improvement plan includes added training for at-risk workers, equipment 
upgrades, and audit processes. 
In addition to staff safety, PacifiCorp prioritizes the safety of contractors. Using requirements in 
contractual terms and conditions, we ensure all contractors meet applicable Occupational Safety 
and Health Administration standards and requirements. We also use a third-party vetting system 
that requires contractors to submit safety program details, injury records, and insurance 
coverage. This vetting system measures performance to make informed contracting decisions. 

3.2. Worker Rights 
PacifiCorp is proud of its long history of working collaboratively with the IBEW and the UWUA. 
Over the past two years, PacifiCorp has not been found in violation of the National Labor 
Relations Act, Fair Labor Standards Act, Occupational Safety and Health Act, Service Contract Act, 
Davis-Bacon Act or Title VII of the Civil Rights Act. Instead, PacifiCorp has continued to develop 
its long-standing relationships with both represented and non-represented employees. 

3.3. Project-Related Workforce Development 
As noted in Section 2, PacifiCorp is working with a diverse group of partners to expand workforce 
development initiatives in PEER implementation areas.  
These partnerships are also designed to provide communities with in-demand skills that may 
benefit community resilience (e.g., firefighters, electricians, forestry experts). These planned 
investments in workforce training will provide additional benefits to the communities that 
truly need support. 
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PacifiCorp values diversity, equity, inclusion, and accessibility (DEIA) in the context of our 
organization, suppliers, communities and external partners. PacifiCorp sees bringing the MEU 
hands-on educational experience for pre-apprentice program, discussed in Section 2.4, to tribal 
communities as an opportunity to attract a more diverse workforce into the field. The company 
understands that diverse voices make for better decision-making at all levels of the organization 
— and in building partnerships with suppliers. PacifiCorp will continue to dedicate time, 
resources, and effort to enhancing our DEIA efforts both within the scope of Project PEER and in 
our broader business context.  

4.1. Employee DEIA 
PacifiCorp is dedicated to building and retaining a diverse workforce and is making significant 
progress to that end. This active, multi-faceted commitment includes developing an inclusive 
culture to attract a diverse workforce where all employees are respected and empowered, 
creating strategic partnerships that promote community investment to foster DEIA, and 
rewarding corporate responsibility and leadership accountability for achieving objectives. 
Employee recruitment: Our efforts to build recruiting pipelines with historically marginalized 
communities, creating a more inclusive recruiting process, and reducing candidate selection bias 
have all contributed to significant upticks in hiring diversity, despite macroeconomic conditions 
and a shortage of skilled workers in our service areas. As a subsidiary of Berkshire Hathaway 
Energy (BHE), PacifiCorp is directly involved in the BHE-IBEW Stronger Together partnership. This 
partnership is dedicated to creating a more diverse energy workforce by educating traditionally 
marginalized communities about energy careers. Through the Center for Energy Workforce 
Development (CEWD), PacifiCorp has already launched initiatives in Salt Lake City, Utah, and 
Portland, Oregon. Project PEER will enhance and accelerate these efforts. Letters from CEWD and 
IBEW, included in community partnership documentation, (in the PacifiCorp_Partner.pdf) 
demonstrate this commitment. 
Employee retention: Despite these recruitment successes, our ability to retain diverse employees 
represents a significant challenge for PacifiCorp; currently, diverse employees have turnover 
rates much higher than dominant groups. As such, PacifiCorp has set a SMART milestone to 
reduce diverse employee turnover rates (across race/ethnicity and gender/gender identity) to at 
or below current representation levels by 2027. To accomplish this, PacifiCorp has identified 
several initiatives and sub-tasks to establish the more inclusive culture: 

• Inclusion surveys: To identify issues facing our employees and areas where PacifiCorp can
improve our inclusiveness, PacifiCorp will administer biannual surveys to our employees. This
will include focus groups, and online surveys. The feedback established by this effort will be
tracked and used in resource development and future trainings.

• Leadership-focused DEIA trainings: To address the unique challenges faced by decision-
makers, PacifiCorp will develop a new DEIA training program for senior leaders. Using
feedback from employees through the listening sessions described below and organizational
performance, this leadership training will address the most prominent concerns and pressing
issues.

4. DIVERSITY, EQUITY, INCLUSION AND ACCESSIBILITY





DE-FOA-0002740 PacifiCorp Project PEER PacifiCorp, PI: Rohit Nair 
Community Benefits Plan – Topic Area 1  

Concept Paper Identification Code: TA1-120-E Page 10 

PacifiCorp anticipates 100% of Project PEER benefits will flow to Justice40 communities or DACs 
in the project’s implementation area in southern Oregon and northern California, in addition to 
Eastern Utah (see Figure 2). 

Figure 2 – Disadvantaged Communities Benefitted by Project PEER 
(*complete list of objectives available at the end of the document) 

A description of PEER’s benefits, along with details of our partners and metrics proposed for 
tracking the project impact, are detailed in Table 2 below.  

5. JUSTICE40 INITIATIVE








