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Background on Peninsula Clean Energy’s Diversity, 
Equity, Accessibility, and Inclusion (DEAI) Action Plan 
 

Peninsula Clean Energy is pleased to share this annual progress report on implementation of its 
DEAI Action Plan. The following background information was provided in the original DEAI Action 
Plan approved by the Peninsula Clean Energy Board of Directors in May 2023. 

The Peninsula Clean Energy (PCE) Strategic Plan 2020-2025 states an all-encompassing goal 
to “Ensure organizational excellence by adhering to sustainable business practices and fostering 
a workplace culture of innovation, diversity, transparency, and integrity.” This is reflected in PCE’s 
Inclusive and Sustainable Workforce Policy, originally adopted in December 2016, that further 
states “PCE recognizes that an inclusive and sustainable workforce helps PCE meets its core 
mission and goals more effectively, serve its customers in a more culturally sensitive manner, and 
reflect the businesses we partner with and the community we serve more comprehensively.” 
These actionable statements relate to embedding diversity, equity, accessibility, and inclusion 
(DEAI) within PCE’s organization.  

PCE’s ongoing journey to integrate these DEAI principles within its organization became more 
significant starting in 2020 when efforts were initiated by the Citizens Advisory Committee (CAC) 
in light of the community’s focus on anti-racism initiatives. CAC wanted to ensure that PCE 
embodies and commits to the principles of DEAI within their work and keep anti-racism at top of 
mind during decision making. PCE has since then accelerated efforts to improve and enhance 
DEAI initiatives within the organization and outwardly to the communities it serves.  

In May 2021, PCE released a Request for Proposal (RFP) seeking consultant assistance for 
Diversity, Equity, Accessibility, and Inclusion services. PCE selected GCAP Services, Inc. 
(GCAP), a certified Small Business (SB) and Disadvantaged Business Enterprise (DBE) firm, to 
provide expertise in developing a DEAI program with achievable goals and actions that PCE can 
implement and monitor over time. In close partnership with GCAP, PCE was able to complete the 
following DEAI-related activities in 2022:  

• Conduct a DEAI Organizational Needs Assessment. GCAP helped PCE to create and 
facilitate internal and external DEAI-focused surveys and interviews to garner an 
understanding of DEAI issues as presented by PCE staff, Board of Directors, CAC 
members, and key community stakeholders. These assessments helped to identify priority 
DEAI issues and recommendations that are included in this DEAI Action Plan.  

• Review of DEAI Legislation and Regulatory Requirements. PCE directed GCAP to 
provide a detailed analysis of relevant DEAI legislation and regulatory requirements, which 
includes Senate Bill 255 (Bradford-2019), General Order 156 of the California Public 
Utilities Commission (CPUC), and Proposition 209. GCAP identified best practices and 
recommendations to enhance and integrate DEAI into these requirements. GCAP also 
reviewed and provided recommended revisions to the Request for Offer (RFO), RFP, and 
Contract templates and the Supplier Diversity Questionnaire. 

https://www.peninsulacleanenergy.com/wp-content/uploads/2020/06/PCE-Strategic-Guide-Online-W.pdf
https://www.peninsulacleanenergy.com/wp-content/uploads/2021/12/PCE-Policy-10-Inclusive-and-Sustainable-Workforce.pdf
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• Create an Organizational DEAI Policy and Facilitate Stakeholder Workshops. With 
the CAC’s initial draft equity statement, GCAP was able to further develop the DEAI Policy 
to guide PCE’s work in the DEAI space. To ensure that the policy met the expectations of 
stakeholders, GCAP hosted three (3) workshops to collect feedback from PCE staff, the 
DEAI Subcommittee, and the CAC and community groups and has integrated feedback 
within the DEAI policy. The PCE DEAI Policy (Policy 22) is the overarching guide that 
drives this DEAI Action Plan.  

• Update Relevant Organizational Policies and Contracting Documents. GCAP was 
also contracted to complete a review and update of PCE’s organizational policies, which 
includes the Strategic Plan for 2020-2025, Employee Handbook, Policy 9: Ethical Vendor 
Standards, and Policy 10: Inclusive and Sustainable Workforce Policy. Additionally, GCAP 
provided an in-depth review of PCE’s contracting documents, which included the main 
contract template, Request for Proposals (RFP), and Request for Offers (RFO). GCAP 
included recommendations to align these existing policies and contracting documents with 
the new DEAI policy. 

• Develop a DEAI Action Plan. The culmination of all of these DEAI-related activities was 
the development of PCE’s DEAI Action Plan. GCAP worked with PCE to create this DEAI 
Action Plan that is achievable for the organization to implement and monitor and ensure 
DEAI initiatives are moving forward within the organization. The Peninsula Clean Energy 
Board of Directors approved the DEAI Action Plan in May 2023. 

• Action Plan Implementation. Staff is committed to implementing the DEAI Action Plan, 
and reporting to the Board of Directors and Community Advisory Committee on its 
progress.  

By focusing on and implementing these DEAI goals, PCE has made the ultimate commitment to 
advance and promote DEAI in the agency’s practices, programs, and policies within its workforce 
and the communities it serves. 
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Exhibit 1: PCE DEAI Area of Focus & DEAI Goal Description 

Area of Focus DEAI Goal Description 

Organizational Culture 
and DEAI Commitment 

 Advance and promote diversity, equity, accessibility, and 
inclusion within PCE’s workforce, business practices, 
policies, and programs. 

Human Resources, 
Staffing, and 
Recruitment 

 Create a workforce that is more representative and inclusive 
of people of all backgrounds; provide equitable access to 
employment opportunities for underrepresented and 
underserved members of the communities PCE serves. 

Training and 
Development 

 Require employees to complete DEAI related training and 
promote and encourage Board and Citizen Advisory 
Committee members to complete DEAI related training to 
increase awareness of DEAI within the organization. 

Energy Program 
Development and 
Implementation 

 Define energy equity and set goals and metrics for achieving 
it through our programs. Increase input and feedback from 
diverse communities, especially low-income and 
disadvantaged groups, to improve equity in program 
development and implementation.  

 Marketing and Account 
Services 

 Improve awareness, communication, and accessibility of 
PCE customer service, energy supply, and energy programs, 
especially among low-income and disadvantaged 
populations, and limited English proficiency groups. 

Vendor and Energy 
Supplier Diversity and 
Social Responsibility 

 Ensure that the vendors and suppliers that do business with 
PCE are environmentally conscious and have equitable 
business practices. Establish a level playing field by creating 
opportunities and eliminating barriers to equal participation 
for all vendors. 

 
  



 

6 
 

Commitment to DEAI 
 

The collaborative development of a DEAI policy with internal and external stakeholders 
demonstrates PCE’s commitment to diversity, equity, accessibility and inclusion. As part of the 
growing interest in environmental, social, and governance factors, DEAI has become a vital part 
of an organization’s performance. As a Community Choice Aggregation (CCA) program that 
provides clean energy services to its local communities, PCE has an obligation to ensure DEAI is 
made a priority during decision making. Per the DEAI Policy, PCE has pledged the following as 
their commitment to DEAI for the organization:  

Peninsula Clean Energy (PCE) has a vision of a sustainable world with 
clean energy for everyone. We recognize there are longstanding 
systemic barriers that impede the advancement of fair and inclusive 
policies and limit the full participation of historically underserved and 
disadvantaged communities. This includes our stakeholders that face the 
most adverse impacts from economic, health, and environmental 
burdens. PCE recognizes that we have an obligation to maximize our 
efforts to eliminate disparities and ensure that our programs, policies, 
and practices are inclusive and accessible for everyone in the geographic 
markets we serve.  

This excerpt from the DEAI policy communicates PCE’s values, philosophy, and culture 
surrounding the significance of upholding diversity, equity, accessibility, and inclusion. PCE must 
continue to communicate the importance of DEAI to team members and other stakeholders to 
support cultivating a culture of organizational excellence.    

It is important to note that the PCE DEAI Policy establishes what the organization will do regarding 
enhancing DEAI initiatives and the DEAI Action Plan is how the agency will carry out those 
initiatives.  

  



 

7 
 

A Foundation for Strategic Goals 
 

Diversity, equity, accessibility, and inclusion (DEAI) are foundational principles that must be 
interwoven into the fabric of PCE’s organizational culture. These key principles should permeate 
through each of the organization’s goals as developed in the Strategic Plan 2020-2025. Exhibit 2 
below illustrates a “house chart” to show that the foundation of the PCE’s strategic goals is DEAI, 
which ultimately drives its mission to reduce greenhouse gas emissions by expanding access to 
sustainable and affordable energy solutions.  
 

Exhibit 2: DEAI Foundation to PCE’s Strategic Plan & Mission Statement 

 
 

  

https://www.peninsulacleanenergy.com/wp-content/uploads/2020/06/PCE-Strategic-Guide-Online-W.pdf
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Purpose of the DEAI Action Plan  
 

The main purpose of the PCE DEAI Action Plan is to guide the agency with achievable goals and 
specific actions that are necessary to accomplish the vision of a more diverse, equitable, 
accessible, and inclusive organizational culture. The DEAI Action Plan will be reviewed annually 
to evaluate PCE’s progress in the DEAI space. The plan will be updated by the designated DEAI 
lead in partnership and consultation with the DEAI Council, and PCE leadership. By monitoring 
and tracking DEAI-focused activities, PCE will be better positioned to carry out its mission of 
providing sustainable and clean energy services and programs while serving and supporting 
internal and external stakeholders.  

Elements of the DEAI Action Plan 
 

The PCE DEAI Action Plan centers around the six (6) aforementioned areas of focus that provide 
the framework for achieving and sustaining a more diverse, equitable, accessible, and inclusive 
organization. Under each area of focus, the following elements are included:  

• Goal: A future state of being resulting from a change at the organization, department, or 
program level.  

• Action: Specific activities the organization will do to achieve the outcomes that support 
the identified goal. 

• Steps: Tasks to complete the specific actions.  

• Timeline: The month, quarter, and/or year an action will be accomplished. 

• Lead: The individual or group that is responsible for an action or is accountable for its 
completion. 

• Metrics: A quantifiable and qualitative measure of how well an action is working. Different 
types of measures include:  

1. Quantity – How much was done?  
2. Quality – How well was it done?  
3. Impact – Is the group better off? 

• Recommendations: A suggestion or proposal as to the best course of action that PCE 
can utilize at their discretion. 

These elements provide PCE with the details to achieve their DEAI goals. It is a forward-looking 
plan that reflects the evolution of DEAI strategy, goals, and priorities along with specific actions 
that will support them. PCE understands and acknowledges that DEAI efforts are ongoing, and 
priorities may be adjusted to fit the needs of the organization.  
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Gap Analysis 
 

To ensure that key aspects of PCE’s internal and external DEAI initiatives were considered for 
the Action Plan, a detailed gap analysis was conducted to review all ideas and assess the 
feasibility for the agency. A gap analysis is an assessment method that helps measure the 
performance of an organization in a specific area to determine whether objectives are being met, 
and if not, what steps should be taken to meet them. In the context of DEAI, the gap analysis was 
customized to PCE’s commitment to achieve and enhance DEAI initiatives within the organization.  
The gap analysis consists of the following: information and data collected from the surveys, 
interviews, policy updates, organizational document reviews, and workshops to help identify areas 
for improvement as well as the finding/gap, recommendations, and final goal derived from the 
analysis. The PCE DEAI Action Plan identifies six (6) major areas of focus which is depicted in 
Exhibit 3: PCE’s DEAI Areas of Focus.  
Each of these areas are accompanied by a main goal that is outlined with the plan’s elements—
goal, actions, steps, timeline, lead, metrics, and recommendations—which will help achieve these 
objectives. The areas of improvement are reflected from the key observations of the DEAI 
organizational assessment that consists of the surveys, interviews, and all related DEAI activities.   
The DEAI Action Plan is a road map for PCE to fulfill its commitment to advancing and promoting 
diversity, equity, accessibility, and inclusion. The DEAI Action Plan will be considered a living 
document with continuous improvement and will be updated as the agency’s priorities shift.  

 

Exhibit 3: PCE’s DEAI Areas of Focus 

 
 

Organizational 
Culture and DEAI 

Commitment

Human Resources, 
Staffing, and 
Recruitment

Training and 
Development

Energy Program 
Development & 
Implementation

Marketing and 
Account Services

Vendor and Energy 
Supplier Diversity 

and Social 
Responsibility
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Area of Focus 
Organizational Culture and DEAI Commitment 
Goal:  Advance and promote diversity, equity, accessibility, and inclusion within PCE’s workforce, business practices, policies, and 

programs. 
 
Background: 
Through the gap analysis, “Organizational Culture and DEAI Commitment” has been identified as an area of focus to be addressed in the DEAI Action 
Plan. The goal is stated as the following “Advance and promote diversity, equity, accessibility, and inclusion within PCE’s workforce, business 
practices, policies, and programs.” By focusing on this goal, PCE will be able to ensure its company culture is interwoven with its commitment to DEAI. 
PCE is working towards an organizational culture that ensures all employees feel empowered to bring their authentic selves and new ideas and 
perspectives to the table. Also, PCE strives to be a steward for its community members by providing sustainable, clean energy through accessible 
and equitable programs and services. An organizational culture is very important to an organization’s overall excellence. It defines how the 
organization does business and how it is perceived by all internal and external stakeholders. This includes communicating to external stakeholders 
Peninsula Clean Energy’s commitment to advocate for regional and state policies supporting environmental and energy justice. By integrating a 
commitment to DEAI within the organization’s culture, PCE has created a foundation of principles to cultivate a successful culture that will have a 
lasting, positive impact on its workforce and communities it serves.  
 

Actions Steps Status Lead Metrics Recommendations 

Adopt DEAI Policy 

 Finalize and approve 
Peninsula Clean Energy DEAI 
Policy 

 Notify relevant stakeholders of 
the new DEAI Policy 

Complete DEAI Project 
Team 

 Board of Directors 
approved the Policy on 
10/27/22 

 Policy has been 
distributed and 
communicated to 
relevant stakeholders 

 Post DEAI Policy to public 
website and share with CBO 
partners. 

 Make DEAI Policy available 
in other languages such as 
Spanish and Chinese 

 Make DEAI Policy accessible 
in large print format 
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Actions Steps Status Lead Metrics Recommendations 

Adopt DEAI Action Plan 

 Finalize and approve 
Peninsula Clean Energy DEAI 
Action Plan 

 Notify relevant stakeholders 
on the new DEAI Action Plan 

Complete Q2 2023 DEAI Project 
Team 

 Board of Directors has 
approved and adopted 
the Action Plan 

 Action Plan has been 
distributed and 
communicated to 
relevant stakeholders 

 Report at least annually 
on progress of 
implementation of the 
Action Plan to the Board 
of Directors and Citizens 
Advisory Committee 

 Post DEAI Action Plan to 
public website 

 Make DEAI Action Plan 
available in other languages 
such as Spanish and Chinese 

 Make DEAI Action Plan 
accessible in large print 
format 

Form DEAI Council 

 Create Council guidelines that 
include the following 
information: membership and 
terms, roles and 
responsibilities, and 
expectations 

Complete Q1 2023 DEAI Project 
Team 

 The Council is a 
composition of diverse 
members from different 
ethnicities, gender, 
generation, department, 
and other dimensions of 
diversity 

 Utilize DEAI Action Plan as 
first endeavor 

  Allocate proper funding in 
the annual budget to support 
Council initiatives 

 Involve members of the 
Council in discussions and 
decision-making affecting 
policy, process, systems, and 
resources to ensure a 
diversity of perspectives are 
heard 

Appoint a DEAI Lead 

 Develop the role and 
responsibilities of the DEAI 
Lead, including estimated time 
commitment (FTE) 

 Appoint DEAI Lead and 
ensure individual understands 
role and responsibilities  

 Empower the DEAI lead to 
advance DEAI measures in 
the Action Plan and to support 
the DEAI policy across the 
organization 

Complete Q4 2022 
COO and 

DEAI Project 
Team 

 DEAI Lead is appointed 
and has started DEAI 
initiatives and policies 

 Assign responsibilities to a 
staff member (preferably not 
Human Resources 
personnel) to lead DEAI 
initiatives and policies 
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Actions Steps Status Lead Metrics Recommendations 

Establish a DEAI Action 
Plan Dashboard within 
the Strategic Plan, and 

incorporate into the 
annual staff 

performance review 
process 

 Deploy a visual, user-friendly 
dashboard to track DEAI 
Action Plan initiatives and 
include information on the 
following: alignment to 
Strategic Plan and DEAI 
Policy, lead department/staff, 
progress status, next steps, 
recommendations to improve, 
etc. 

 Integrate accountability for 
implementing actions outlined 
in the DEAI Acton Plan into 
staff annual performance 
review process 

 

DEAI Action Plan to be 
incorporated into new 

strategic plan 
dashboard. 

DEAI Lead 
and Council 

 Strategic Plan 
Dashboard has been 
deployed and is tracked 
on an on-going basis 

 All DEAI Action Plan 
initiatives have been 
assigned to a lead 
department/staff to follow 
through 

 Staff annual review 
process has been 
updated to include a 
requirement for specific 
reporting on each DEAI 
action assigned to 
specific staff 

 Deploy a dashboard that is 
easily manageable by the 
agency (see Appendix C for 
an example) 

 Consider incorporating into 
existing Strategic Plan 
Dashboard  

 Dashboard should be 
reviewed regularly with 
executive leadership team for 
awareness, feedback. 

Create a DEAI Glossary   Create a glossary to define 
DEAI terms  

Complete 

 
DEAI Project 

Team 

 Glossary updated and 
new terms added 

 Update on new DEAI 
webpage 

 Post glossary on the website 

 See Appendix B for current 
DEAI definitions that are 
taken from the DEAI Policy 

 Additional definitions may 
include, but are not limited to 
the following terms:  

o Equity vs. Equality 

o Anti-Racism 

o Power Dynamics 

o Energy Equity 

o Implicit Bias 



 

14 
 

Actions Steps Status Lead Metrics Recommendations 

Annually review and 
ensure that Peninsula 

Clean Energy’s 
Legislative and 

Regulatory Policy 
Platform section on 

environmental justice 
and affordability is 

meaningfully 
implemented 

 Proactively engage with 
environmental justice 
organizations to understand 
common ground and 
determine legislative and 
regulatory mutual benefit 

 Review legislative and 
regulatory policy platforms of 
other CCAs  

 Review clean energy 
legislation as directed by 
Peninsula Clean Energy’s 
Legislative and Regulatory 
Policy Platform section on 
environmental justice and 
affordability.   

 Annually update Peninsula 
Clean Energy’s Legislative 
and Regulatory policy 
platform  

Initial meeting with 
CEJA on legislative 
priorities in 2023 

Reviewed other CCAs 
platforms, and PCE 
platform updated in Q4 
2023 

Ongoing into the future 

Government 
Affairs, 

Regulatory 
Team 

 Legislative and 
regulatory policy platform 
with energy and 
environmental justice 
items approved 

 Legislative priorities of 
environmental and 
energy justice advocates 
have been identified and 
Peninsula Clean Energy 
has actively determined 
our level of support for 
them 

 Participate in CalCCA 
Legislative Committee 

Participate in or monitor 
CPUC, CARB, and CEC 
proceedings regarding 
energy affordability and 
environmental justice, in 
dialog with 
environmental justice 
networks  

 

 Consult with environmental 
justice networks on their 
energy regulatory priorities to 
the extent practicable 

 Advocate for Peninsula Clean 
Energy positions that support 
these priorities and also align 
with other Peninsula Clean 
Energy’s other regulatory 
policy priorities.  

 

PCE hosts monthly 
regulatory calls with EJ 
and environmental 
partners 

Regulatory 
Policy 

 Create and update list of 
regulatory policy priorities 
identified by 
environmental justice 
networks annually 
 

 Identify how Peninsula 
Clean Energy regulatory 
policy may promote 
these priorities, where 
aligned with Peninsula 
Clean Energy other 
policy priorities  
 

 Work with relevant CalCCA 
working groups 

 Develop direct relationships 
with environmental justice 
networks 
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Actions Steps Status Lead Metrics Recommendations 

Establish DEAI 
Framework for Goal 
Setting and Decision 

Making 

 Develop a list of DEAI 
questions to consider and ask 
before producing 
organizational goals, policies, 
programs, practices, and 
decisions 

Complete Q2 2024, 
currently in legal 

review 
DEAI Council 

 All employees are aware 
of these DEAI questions 
and have implemented 
into daily practices 

 Consider including the 
following questions:  

o Who is this work positively 
or negatively impacting?  

o Have you considered 
gender, race, religion, 
physical ability, location, 
socioeconomics, etc.?  

o Who could be excluded by 
this work?  

o Does this work impact 
groups differently?  

o What does the data say?  

o Has this work been 
communicated 
transparently?  

o Could this work hinder 
feeling of belonging, 
especially in 
underrepresented groups?  

o How will you ensure criteria 
is fair and transparent? 
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Area of Focus 

Human Resources, Staffing, and Recruitment 
Goal:  Create a workforce that is more representative and inclusive of people of all backgrounds; provide equitable access to employment 

opportunities for underrepresented and underserved members of the communities PCE serves. 
Background: 
The gap analysis identified “Human Resources, Staffing, and Recruitment” as a DEAI area of focus with a sizeable number of external and internal 
stakeholders believing that PCE staff does not fully reflect the diversity of the communities it serves. The goal for this area is to “Create a workforce 
that is more representative and inclusive to people of all backgrounds; provide more equitable access to employment opportunities for 
underrepresented and underserved members of the communities PCE serves.” By striving to achieve this goal, PCE will achieve greater workforce 
diversity to better represent customers and allow the organization to better understand and serve their needs. A diverse workforce will allow PCE to 
understand various markets and reach customers they otherwise may not have. Additionally, a diverse and inclusive environment tends to bring 
employees a sense of belonging, improves employee morale, and overall helps with retention. 
 

Actions Steps  Status Lead Metrics Recommendations 

Finalize and Adopt 
DEAI Revisions to the 

Strategic Plan, 
Employee Handbook, 
Policy 9, and Policy 10 

 Peninsula Clean Energy 
reviews and revises GCAP’s 
suggested edits  

 Obtain Board of Directors 
approval 

 Inform Peninsula Clean Energy 
staff, especially hiring 
managers, on the changes 

 Complete DEAI Council  

 Board approval obtained 
 Revised documents 

published and available 
to Peninsula Clean 
Energy employees and 
external stakeholders 

 When creating, 
updating, revising 
policies and 
procedures, ensure 
they are in alignment 
with the DEAI Policy 
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Actions Steps  Status Lead Metrics Recommendations 

 

Increase the diversity of 
our staff team 

 Research and diversify places 
we advertise our job 
opportunities  

 Analyze workforce needs, 
qualifications and work with 
hiring managers to determine 
bona-fide qualifications   

 Gather current data to 
understand the ethnic, gender, 
disability, veteran composition 
of our communities so that 
Peninsula Clean Energy can 
strive to be reflective within its 
workforce 

 Identify and remove artificial 
barriers to entry 

 Collaborate with leadership to 
find better ways to increase 
diversity 

Ongoing.  

As of Q2 2024, 26% of new 
hires since July 2023 have 
identified as women of 
color (4 out of 15) 

 

 

Leadership 
and Human 
Resources 

 Number of open and 
filled positions with 
diverse employees 

 Outreach to diverse 
communities during 
recruitment 

 Monitor changes in 
diversity of the candidate 
pool throughout the 
interview and hiring 
process 

 Leadership, especially 
hiring managers, 
increased diversity in the 
workforce 

 Prioritize open 
management positions, 
especially senior 
manager roles 

 Use S.M.A.R.T. 
(specific, measurable, 
attainable, relevant, and 
time-bound) goals to 
establish your strategic 
diversity goals 

Actively Outreach to a 
Diversity of 

Communities/Groups in 
Recruitment Process 

 Review current outreach 
process and identify gaps 

 Add non-traditional outreach 
sources (e.g., websites 
supporting professional and 
technical groups) focused on 
underrepresented and 
historically marginalized people 

 Develop a plan for recruitment 
engagement that focuses on 
building trusted, long-term 
relationships with under-served 
and historically marginalized 
people 
Collaborate with relevant 
groups to enhance diversity of 
applicants 

Ongoing.  

Posted summer internship 
opportunities to 4 
Hispanic Serving 
Institutions.  Added 
question to our application 
process to capture 
candidate source “how did 
you hear about us?” 

 

Human 
Resources 

 Measure current level of 
effort and results for 
diversity recruiting 

 Compare level of effort 
after collaborating 
through additional 
avenues 

 Number of partnerships 
with various 
organizations that 
support 
underrepresented groups 

 Reach out to 
professional networks, 
online and social media, 
diversity websites, job 
boards to expand 
outbound reach 

 Support professional 
and technical groups 
focused on diverse 
persons, people with 
disabilities, Veterans, 
and the LGBTQAI+ 
community 
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Actions Steps  Status Lead Metrics Recommendations 

Ensure Salary 
Transparency 

 Post salary ranges on all job 
announcements and 
advertisements 

 Consider a salary 
administration policy 

 Communicate salary 
administration policy  

Complete 

HR conducted a market 
salary survey, created a 
compensation philosophy, 
rolled out salary 
guidelines to all 
employees, and posted 
salary ranges on all job 
descriptions. 

Human 
Resources 

 Conduct a market salary 
survey and identify salary 
ranges for different job 
and department 
classifications 

 Salary administration 
guidelines developed 

 Be transparent with 
staff by communicating 
salary changes and 
how they can achieve 
the next level in their 
position 

Enhance DEAI in the 
Application and 

Interview Process 

 Train hiring managers on how 
to mitigate bias during the 
hiring/promotions processes, 
and how to best utilize DEAI 
human resource tools and 
methods 

 Track diversity metrics for 
recruiting, hiring, promotion, 
and internal transfers 

 Add preference for candidates 
who are fluent in Peninsula 
Clean Energy priority 
languages to job 
announcements in customer-
facing teams 

Not complete Human 
Resources 

 Track job candidate 
pools by demographic 
categories including age, 
gender, race, disability, 
veteran status, and job 
level 

 Percentage and number 
of managers and 
interviewers who have 
completed training on 
how to mitigate bias 
during the hiring process 

 Review all job postings 
for gender neutral 
language and other 
DEAI considerations to 
attract diverse 
candidates 

 Consider redacting 
name/identifying 
information from 
resumes during 
screening process 

 Use the training plan to 
guide Peninsula Clean 
Energy in developing 
training course in house 
or using an outside 
trainer; See Appendix D 
for proposed Training 
Plan 
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Actions Steps  Status Lead Metrics Recommendations 

Integrate DEAI Metrics 
in Employee 

Performance Reviews 

 Review current performance 
review process for employees 
and require reporting on each 
specific DEAI action assigned 
to each staff member 

A DEAI question was 
incorporated into annual 
staff performance reviews 
in Q2 2024 

 

Human 
Resources 

 Revised employee 
performance review form  

 Clear integration of DEAI 
Action Plan task 
assignments with annual 
performance review 

 Add a question to the 
employee annual 
review form asking the 
employee to report on 
the status of 
implementation of DEAI 
Action Plan items 
assigned to their team, 
and how the employees 
has utilized the DEAI 
Decision Guidelines in 
their work  NOTE: make 
a broader question 

 Leverage employee 
performance reviews to 
ask what they believe 
could be improved upon 
or what is working well 
in regard to DEAI 
initiatives 

Launch a Self-ID 
Campaign 

 Develop a voluntary 
demographics data survey 

 Ask current employees to 
complete the voluntary survey 

 Utilize survey as a tool on 
employment applications 

Launched via Bamboo to 
existing staff in 2023.  
New hires prompted to 
self-id as part of 
onboarding program as of 
Q4 2023. 

 

 

Human 
Resources 

 Optional Self-ID survey 
tool developed 

 Optional Self-ID survey 
completed by existing 
Peninsula Clean Energy 
employees 

 Optional Self-ID added to 
employment application 

 Make the survey 
optional and voluntary, 
however, ensure to 
encourage participation, 
sharing specific benefits 
to employees to Self-ID 

 Go beyond regular 
demographics data and 
include Disability, 
Veteran, language 
ability and LGBTQAI+ 
statuses 

 Communicate clearly to 
all staff who will have 
access to the 
information collected in 
the self-ID campaign 
and how it will be used 
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Area of Focus 

Training and Development 
 Goal:   Require employees to complete DEAI related training and promote and encourage Board and Citizen Advisory Committee members 

to complete DEAI related training to increase awareness of DEAI within the organization. 
 
Background: 
While PCE staff and management are supportive of DEAI, the gap analysis identified the need for “Training and Development” to strengthen DEAI 
understanding for all staff. As well, PCE executives and managers need to consistently model inclusive leadership skills.  Formalizing DEAI training 
will establish deeper awareness and help transform mindsets to create an inclusive culture where all employees are welcomed and encouraged to 
thrive, ultimately benefitting customers and business results for PCE.  
 

Actions Steps Status Lead Metrics Recommendations 

Finalize and Approve 
DEAI Training Plan 
(See Appendix D) 

 Review, revise, and finalize the 
Peninsula Clean Energy DEAI 
Training Plan 

Complete Leadership and 
Human Resources 

 Training Plan is 
finalized and 
implementation has 
been started 

 Use surveys to track 
feedback from each 
training class topic and 
leverage the data and 
information to improve 
future trainings and 
facilitation methods 

Select Training Method 
& Develop Training 

Courses 

 Review and evaluate best 
training methods  

 Determine budget and required 
resources 

 Develop curriculum for training 

2022 basic staff DEAI 
training complete in Q4 (4 
hrs)  

2023 basic staff DEAI 
training partially complete 
in Q4 (2 hours) 

2024 staff training date 
TBD 

Overall training plan 
implementation, including 
advanced trainings for 
managers, is not yet 
complete 

Human Resources 

 Training budget and 
materials have been 
developed 

 First round of 
classes conducted 
within 12 months 

 Number of 
attendees by class 

 Prioritize roll-out of 
training courses for 
highest value and 
broadest impact to 
Peninsula Clean 
Energy 

 Offer training to Board 
of Directors and 
Citizens Advisory 
Committee members 
as well as staff 
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Actions Steps Status Lead Metrics Recommendations 

Provide Training on 
How to Respond to an 

Accommodations 
Request 

 Develop practices and guidelines 
to respond to external and 
internal accommodation 
requests such as telephone calls 
in different languages, 
reasonable accommodations for 
public meetings, etc. 

Not complete Human Resources 

 All managers have 
completed the 
training 

 All managers 
understand how to 
respond to 
accommodation 
requests 
appropriately and 
promptly 

 Number of 
accommodation 
requests received 
from employees and 
the public 

 Ask leaders for input 
on what requests they 
have received in the 
past and include those 
areas to address 

Provide Training on 
Community 

Engagement for 
Program Planning 

 Develop practices and guidelines 
to help staff engage community 
leaders and organizations by: 

o Identifying and researching 
the target audience 

o Researching local 
community leaders or 
organizations that serve the 
audience 

o Including local community 
leaders in program design 

 Formalizing community 
partnerships in program 
implementation 

Planned for Q3 2024 Community 
Relations  

 All Programs and 
Marketing Teams 
have completed the 
training 

 All Programs and 
Marketing Team 
Leads understand 
how to engage 
community leaders 
and organizations in 
program design and 
implementation 

 Utilize the Community 
Engagement for 
Program Development 
Worksheet Template in 
the training (See 
Program Development 
and Implementation 
section) 
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Actions Steps Status Lead Metrics Recommendations 

Ensure Professional 
Development 

Opportunities are 
Available and 

Accessible 

 Survey staff to understand what 
types of professional 
development they are interested 
in and what barriers, if any, deter 
them from participating in 
professional development 
opportunities 

 Gain leadership buy-in to 
integrate new professional 
development opportunities 

 Establish or update the 
Professional Development 
Program and share with 
employees 

Staff survey complete. 
Implementation is ongoing.  

Human Resources 

 Percentage of staff 
who pursue 
professional 
development 
opportunities by 
demographically 
tracked data 

 Professional 
development 
included in annual 
employee 
performance 
reviews 

 Create a resource 
page about 
professional 
development 
opportunities to share 
with staff 

 Implement a “Diversity 
Dialogue” series with 
outside speakers 
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Area of Focus 

Energy Program Development and Implementation 
Goal:   Define energy equity and set goals and metrics for achieving it through our programs. Increase input and feedback from diverse communities, 

especially low-income and disadvantaged groups, to improve equity in program development and implementation. 
 
Background:  
Energy programs are a priority area for the agency and every effort will be made to address diversity, equity, accessibility, and inclusion for program 
development and implementation. The gap analysis identified a need to increase input and feedback from diverse communities throughout program 
design and delivery to improve equity overall. By conducting meaningful public participation throughout the program development phases, 
stakeholders are given the opportunity to influence decisions that affect their daily lives and PCE will make better and more easily implementable 
decisions that reflect public interests and values and are better understood by the public. Note that reducing greenhouse gas emissions in the most 
effective ways possible can also be considered important for equity as vulnerable communities are most impacted by climate change.  
 

Actions Steps  Status Lead Metrics Recommendations 

Create Organizational 
Definition of and Goals 
for Energy Equity and 

Incorporate into 
Programs 

• Research energy equity 
frameworks and definitions 

• Create energy equity 
definition, goals, and 
metrics for Peninsula 
Clean Energy 

• Solicit input from 
community stakeholders, 
CAC, and Board and 
finalize based on feedback 

• Implement, including 
evaluating current and 
future programs for how 
well they meet these goals 
and what changes need to 
be made  

Planned for Q3 2024 

DEAI 
Council, 

Director of 
Programs, 
Programs 

Team, 
Director of 
Account 
Services 

 Energy equity definition, 
goals, and metrics 
drafted 

 Community input 
incorporated from 
partners, CAC, and 
Board 

 Definition, goals, and 
metrics finalized 

 Changes made to 
programs and budgets 
as needed to meet 
goals 

 Engage all members 
of the Programs Team 
in this effort 

 Include Account 
Services to evaluate 
the role of rate 
structures as well 
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Actions Steps  Status Lead Metrics Recommendations 

Develop and Finalize a 
Worksheet Template for 

“Community 
Engagement in Program 

Development”  

 Leverage the DEAI Lens to 
help develop the worksheet 
template to: 

o Identify and research 
target audience(s) 

o Research local 
community leaders or 
organizations that serve 
diverse communities 

o Include local community 
leaders in program design 

o Formalize community 
partnerships in program 
implementation as 
needed 

Complete Q2 2024  Community 
Relations 

 Worksheet template is 
completed and 
approved by the 
appropriate staff 

 Refer to Appendix G: 
“Implementing Equity” 

 Make worksheet 
template a required 
element for all internal 
business plans for 
Peninsula Clean Energy 
Energy Programs  

Engage with Community 
Leaders and 

Community Based 
Organizations in the 

Early Stages of Public 
Facing Program 

Development 

 Utilize the Community 
Engagement Worksheet when 
engaging with community 
leaders and organizations 

 Integrate community feedback 
into regular program 
development process  

Ongoing as new programs as 
developed 

Programs 
and 

Community 
Relations 

 Completed Community 
Engagement 
Worksheet prior to 
program development 
and implementation 

 Community feedback is 
incorporated into 
program design, as 
appropriate 

 Include section on 
community feedback 
and how it was 
incorporated into 
program design when 
bringing programs to 
leadership and the 
Board for approval as 
appropriate 

 Outreach to diverse 
community groups and 
leaders 

 Include as a required 
action during program 
development 

 Train program 
managers to understand 
and complete each step 
in the process in a 
meaningful way (See 
Training and 
Development section) 



 

25 
 

Actions Steps  Status Lead Metrics Recommendations 

Review Current 
Programs for Gaps & 

Inequities and 
Continuously Refine 
Programs to Better 
Align with Customer 

Needs 

 Re-examine the following 
program elements: 

o Target audience (conduct 
additional research if 
needed) 

o Program qualifications 
and eligibility 
requirements 

o Community outreach 
partners (leaders and 
organizations) and 
methods 

o Effort required to 
participate in programs 
(e.g. time burden) 

 Identify gaps and inequities in 
current programs 

 Evaluate community feedback 
opportunities throughout 
program lifecycle and 
opportunities to integrate 
feedback 

 Evaluate distribution of benefits 
from each program 

 Develop plan to address gaps 
and inequities 

Planned for Q3 2024 
Programs 
and DEAI 
Council 

 All current Peninsula 
Clean Energy programs 
have been reviewed for 
proper community 
engagement 

 All program inequities 
are identified and have 
a plan to be addressed 
or a clear justification 
for why it is not being 
addressed 

 Review of each 
program at least once 
per year for ways to 
improve equitable 
access and alignment 
with customer needs 

 Utilize Community 
Engagement Worksheet 
to re-examine current 
programs 

 Ask for customer 
feedback on existing 
programs and customer 
journey 

 Learn from and share 
best practices on equity 
in programs with other 
CCAs 
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Actions Steps  Status Lead Metrics Recommendations 

Implement Peninsula 
Clean Energy language 
and technology access 
guidelines for entire 
customer journey for 
Peninsula Clean Energy 
programs 

 Map customer journey for all 
programs 

 Identify language and 
technology isolation in target 
audiences for all Peninsula 
Clean Energy programs 

 Implement language and 
technology access policy for 
enrollment forms, confirmation 
emails, customer support, 
terms and conditions and other 
forms of communication 

 Establish alternative methods 
for interacting with Peninsula 
Clean Energy other than online 

Planned for Q3 2024 
Programs 

and 
Community 
Relations 

 Documents that have 
been tagged for 
translation are available 
in target languages 

 Customer support 
available in 
recommended 
languages according to 
language access policy 
for programs according 
to target audience 

 Consider dedicating 
staff time to provide 
program customer 
service in target 
languages 

 Recruit contractors with 
language fluencies 
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Area of Focus 

Marketing and Account Services 
Goal:  Improve awareness, communication, and accessibility of PCE customer service, energy supply, and energy programs, especially 

among low-income and disadvantaged populations, and limited English proficiency groups. 
 
Background: 
The gap analysis identified a need to enhance DEAI within PCE’s “Marketing and Account Services” area. PCE should work on developing and 
implementing targeted communication efforts that are meaningful to the diverse communities it serves in order to improve awareness of PCE’s 
customer service, energy supply and energy programs, especially with low income and limited English proficiency groups.  PCE should identify and 
utilize appropriate means of communication and provide materials in different languages to reach its diverse customer base. In soliciting community 
input, PCE must be open to feedback and constructive criticism. PCE’s outreach and communication strategy should aim to be dynamic, adjusting 
with changes in the target audience and the needs and interests of the communities served by PCE. 
 

Actions Steps  Status Lead Metrics Recommendations 

Ensure that customer 
awareness surveys 

include and are 
reflective of Peninsula 
Clean Energy’s diverse 

customer base 

 Ensure market survey vendors 
are making appropriate efforts 
to reach survey respondents 
who fully reflect the economic 
and ethnic diversity of our 
customer base 

 Conduct focus groups in 
Peninsula Clean Energy priority 
languages with target 
audiences to understand what 
areas Peninsula Clean Energy 
should focus on and prioritize 
to best understand the needs 
and issues target audiences 
are facing 

2023 customer survey 
improved participation rates 
of Latino and Spanish-
speaking respondents, 
which had been 
undercounted in previous 
surveys. 

No customer survey 
conducted in 2024. 

In 2023, multilingual 
customer focus groups 
were conducted in East 
Palo Alto (Spanish), 
Redwood City (Mandarin), 
San Mateo (English), Daly 
City (English/Tagalog), and 
Half Moon Bay (English). 
Focus groups were 
organized with local CBOs.  

Marketing and 
Community 
Relations 

 Peninsula Clean Energy 
market survey participants 
fully reflect the economic 
and ethnic diversity of our 
customer base for the target 
audience being surveyed 

 Peninsula Clean Energy 
focus groups are held in 
Peninsula Clean Energy 
priority languages in diverse 
geographies of our service 
area 

 Offer survey in 
different languages 

 Survey is 
accessible and 
available in multiple 
formats (online 
form, paper/pencil, 
verbal, etc.) 
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Actions Steps  Status Lead Metrics Recommendations 

Ensure Peninsula Clean 
Energy Public Website 

is Accessible 

 Review the Web Content 
Accessibility Guidelines 
(WCAG) and audit Peninsula 
Clean Energy’s current website 
for compliance with standards 
(Q1 2023) 

 Identify areas of non-
compliance of the current 
website, set priorities, and 
develop a timetable and plan to 
remedy (Q2 2023) 

 Ensure that  customer-facing 
applications and forms are 
available per Peninsula Clean 
Energy’s language and 
technology access policy (Q4 
2023) 

 Review and update Peninsula 
Clean Energy brand guidelines 
for accessibility (Q2 2023) 

PCE website met WCAG AA 
level requirements in 2023. 

Added Tagalog to Spanish 
and Chinese web auto-
translate options in Q2 
2024. 

Other language options to 
be added by Q3 2024. 

Actively reducing of PDFs 
online to increase 
accessibility of auto-
translate function. 

Incorporating new 
technology with built-in 
autotranslate function for 
customer-facing forms 
planned for Q3 2024. 

 

Marketing and 
Community 
Relations 

 Peninsula Clean Energy’s 
public website, including 
attachments, meets the 
WCAG requirements  

 Ensure Peninsula Clean 
Energy website is available 
in Peninsula Clean Energy 
priority languages 

 Include proper alt 
text for images 

 Ensure links have 
unique and 
descriptive names 

 Design forms with 
accessibility in 
mind  

 Investigate adding 
auto translate for 
pdfs on website 

Develop a DEAI 
Webpage 

 Create a webpage dedicated to 
DEAI information. Include DEAI 
Policy, DEAI Action Plan, DEAI 
activities, etc. 

Planned for Q2 2024 
Marketing and 

Community 
Relations 

 Webpage is developed and 
available to the public 

 Post DEAI 
statement on 
Peninsula Clean 
Energy home page 
as well as next to 
Peninsula Clean 
Energy mission, 
vision, values 
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Actions Steps  Status Lead Metrics Recommendations 

Increase Accessibility in 
Public Meetings 

 Develop a “Meeting 
Accessibility” statement 

 Include the statement in the 
agenda template for Board of 
Directors, committee meetings, 
and all other public meetings 

 Utilize accessibility methods for 
different types of meetings 
(virtual, in-person, etc.) 

 Ensure access for physically 
disabled members of the public 
in accordance with ADA 
requirements 

Board meetings are held in 
an ADA-compliant facility. 

Other actions are in 
progress. 

Board Clerk, 
Marketing and 

Community 
Relations 

 Number of 
recommendations and steps 
implemented  

 Number of accommodations 
request received and 
responded to. 

Meet with accessibility 
community groups to 
explore accessibility in 
these areas: 

 Venue (such as 
facilities, 
telephone, virtual 
meeting software, 
etc.) 

 Technology (such 
as captioning, ASL 
interpreting, braille, 
large print, etc.) 

 Materials (such as 
meeting links, 
captioning links, 
graphics, etc.) 

 Presentations 
(such as 
documents, 
audio/visual media, 
no flashing, high 
contrast, font size, 
etc.) 

 Other (such as 
screen sharing, 
polls/surveys, etc.) 
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Actions Steps  Status Lead Metrics Recommendations 

Increase Accessibility 
and Diversity in 

Outreach Materials and 
Customer Notifications 

 Ensure documents are 
accessible (simple to 
understand, adheres to 
language and technology 
access policy, large print, using 
terminology that is gender 
neutral and respectful, etc.) 

 Utilize imagery that mirrors the 
diversity of the communities we 
serve 

In progress.  

Required customer mailings 
are translated into Spanish 
and Chinese as feasible. 
PCE has advocated to the 
CPUC, CEC, and PG&E for 
more translated and 
accessible formats of 
regulated mailers such as 
the Power Content Label 
and the Joint Rate Mailer.  

Full implementation of this 
action is also dependent on 
approval of the PCE 
Language and Technology 
Access Guidelines (below). 

 

Marketing and 
Community 
Relations, 
Account 
Services 

 Implementation of steps and 
recommendations 

 Outreach materials and 
customer notifications are 
available in languages 
required by Peninsula Clean 
Energy language and 
technology access policy 

 Identify priority 
documents to be 
translated first; 
what documents 
are the most 
requested?  

 Identify PDFs on 
website that can be 
posted directly on 
webpage in html 
that auto translates 
into various 
languages 

 Outreach to 
regulatory bodies 
to consider making 
PCL/JRM 
templates in other 
languages 

Develop Peninsula 
Clean Energy Language 
and Technology Access 

Guidelines 

 Survey other agencies’ 
language and technology 
access policies for best 
practices 

 Identify metrics used to quantify 
language and technology 
isolation across our service 
territory, if available 

 Draft/amend guidelines that 
incorporates best practices and 
addresses language and 
technology access needs of our 
customers 

Guidelines are being 
finalized, will be complete in 

Q2 2024. 

Marketing and 
Community 
Relations 

 Language and Technology 
access guidelines are 
finalized, implementation 
started 

 Circulate language 
and technology 
access policy to 
appropriate CBO 
partners/stakehold
ers to gather 
feedback prior to 
finalization 
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Actions Steps  Status Lead Metrics Recommendations 

Ensure CSRs provide 
quality customer service 

in all Peninsula Clean 
Energy priority 

languages 

 Review Calpine contract to see 
what is included for translation 
vs. Bilingual CSR coverage 

 Strengthen contract 
requirements when possible for 
bilingual CSRs in priority 
Peninsula Clean Energy 
languages (2025) 

As part of the effort to bring 
PCE’s call center function 
in-house, PCE is committed 
to hiring bilingual CSRs 
offering service in at least 
English and Spanish, as 
well as an interpretation 
service for other languages. 
Scheduled for 2025. 

Meanwhile our CalPine call 
center is offering some 
English/Spanish bilingual 
CSRs and an interpretation 
service to answer questions 
about customer bills. 

Account 
Services 

 Request data from call 
center vendor on how many 
callers requested service in 
a different language and 
whether they were served 
by a bilingual CSR in that 
language vs translator 

 Customer experience and 
feedback  

 Consider internal 
bilingual CSR to 
handle escalated 
calls and program 
support 

 Consider asking 
call center vendor 
for post-call 
optional customer 
satisfaction survey 

Ensure customer email 
inquiries in Peninsula 
Clean Energy priority 

languages receive 
accurate responses in 
same time frame as 
inquiries in English 

 Develop a procedure for 
handling written inquiries in 
languages other than English 

 When developing the 
procedure, determine whether 
to utilize Peninsula Clean 
Energy staff who have fluency 
in languages other than English 
when crafting responses 

 Make an internal document for 
frequently asked billing 
questions, translated into 
Peninsula Clean Energy priority 
languages 

Customer inquiries sent to 
the info@ and programs@ 
emails in Spanish receive 
responses in Spanish the 
same time frame as English 
inquiries. 

Other languages have not 
yet been addresses. 

Account 
Services 

 Time frame for non-English 
responses compared to 
English responses 

 Survey other CCAs 
through CalCCA 
working groups to 
determine best 
practices for 
responding to 
customer inquiries 
in languages other 
than English 

 Brief staff and their 
supervisors with 
fluency in other 
languages on 
process/turnaround 
time expectations 
to answer customer 
inquiries 
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Area of Focus 

Vendor and Energy Supplier Diversity and Social Responsibility 
 Goal:   Ensure that the vendors and suppliers that do business with PCE are environmentally conscious and have equitable business 

practices. Establish a level playing field by creating opportunities and eliminating barriers to equal participation for all vendors. 
 
 
Background: 
The need for greater supplier diversity was identified in the gap analysis. To accomplish this, PCE must promote diversity and the involvement of 
women- and minority-owned, and other diverse businesses in its supply chain.  In addition to helping small, minority-, and women-owned companies 
participate in PCE’s procurement process, a diverse supply chain benefits PCE by providing multiple sources from which to buy goods & services, 
which promotes healthy competition between PCE’s existing and potential diverse vendors by improving pricing and service levels. 
During the development of the PCE DEAI Policy, it was suggested in many of the workshops that the vendors and suppliers that do business with 
PCE should also have similar values in DEAI for their companies. The goal that was developed is to “Ensure that vendors and suppliers that do 
business with PCE are environmental conscious and have equitable business practices.” Assessing suppliers and vendors on DEAI principles 
demonstrates that PCE takes these topics seriously and strengthens the commitment to DEAI. When vetting the commitment level of suppliers and 
vendors, business decision-makers at PCE should focus on what kind of diversity, equity, and inclusion reports and sustainability reports a firm has, 
which is typically available on their websites. This extra step in ensuring a supplier or vendor is ethical and committed to DEAI will lead into more 
creative, innovative, and effective solutions and products, which is something important to PCE’s mission of providing clean energy at lower rates to 
residents of the communities it serves.   
 

Actions Steps Status Lead Metrics Recommendations 

Finalize and Adopt the 
Recommendations in 

the Legislation & 
Regulatory Analysis 

Report 

(See Appendix E) 

 Review GCAP 
recommendations in the 
Legislation & Regulatory 
Analysis Report 

Complete Power 
Resources 

 Approved 
recommendations 
completed 

 Review and monitor 
legislative and regulatory 
requirements on an 
ongoing basis 
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Actions Steps Status Lead Metrics Recommendations 

Finalize and Adopt 
Recommended 

Revisions of Peninsula 
Clean Energy’s 

Contracting Documents 
and Templates 

 Review contracting documents 
and templates (Contracting 
Template, RFO, RFP, and 
Supplier Diversity 
Questionnaire) to identify 
potential bias and inequities in 
the language 

 Review and finalize GCAP 
suggested edits and updates to 
the contracting documents and 
templates 

 Integrate DEAI principles and 
commitment into documents 
and templates 

 Complete Power 
Resources 

 Revised documents 
published and available to 
Peninsula Clean Energy 
employees engaged in 
procurement activities  

 All contracting documents 
and templates have DEAI 
commitment 

 Review and update 
these documents on a 
regular basis to keep 
current with legislative 
and regulatory 
requirements  

 Notify Primes of 
commitment to DEAI 

Add Qualitative 
Questions to RFO 
Template for Utility 

Scale Procurements 
Regarding 

Environmental 
Stewardship, 

Disadvantaged 
Community Outreach, 

Workforce 
Development, 
Responsible 

Procurement, and 
Supplier Diversity 

 Conduct research on best 
practices w/r/t qualitative 
questions to ask during 
procurement process 

 Seek input from Community 
Relations and Supplier 
Diversity Lead on questions to 
add to RFO template 

 Survey relevant Peninsula 
Clean Energy policies (Policy 
#9, #10, DEAI Policy) to 
brainstorm questions to add to 
template 

 Integrate questions into 
Qualitative Assessment tab of 
RFO template 

Complete 
Power 

Resources, 
Community 
Relations 

 Questions integrated into 
Qualitative Assessment 
tab of RFO Template for 
renewable energy 

 Survey other CCAs and 
industry organizations 
for common questions 
asked during 
procurement processes 
to add to qualitative 
review 

 Conduct review of 
template  
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Actions Steps Status Lead Metrics Recommendations 

Adopt Supply Chain 
Code of Conduct 

 Conduct research human rights 
and industry organizations best 
practices for ethical supply 
chain principles 

 Draft Supply Chain Code as an 
attachment to Policy #10: 
Inclusive and Sustainable 
Workforce 

 Integrate Supply Chain Code 
into Power Purchase 
Agreements (PPA) 

Complete Power 
Resources 

 Supply Chain Code 
adopted by Board 

 Supply Chain Code 
integrated into PPA 

 Conduct periodic review 
to update Supply Chain 
Code to remain current 
with industry best 
practices 

Develop and Implement 
Diverse Subcontractor 

Reporting 

 Develop a small, local, and 
diverse supplier form for 
proposers/bidders to 
completewhen submitting 
proposers/bids or as part of the 
contract award process (see 
monthly paid subcontractor 
report template) 

• Develop annual data request 
for subcontractor spending to 
send to all primary vendors 

• Develop a reporting 
mechanism to monitor 
commitments and payments to 
subcontractors certified by the 
CPUC Supplier Clearinghouse 
and other diverse businesses 

Data request for 
subcontractor spending 
sent to all primary vendors 
in Q1 2024 

 

Power 
Resources 

 Number and percentage 
of diverse vendors and 
their subcontractors that 
were awarded work with 
Peninsula Clean Energy 

 Establish a diverse 
supplier subcontractor 
report for Peninsula 
Clean Energy contracts 
(See Appendix F)  

 Peninsula Clean Energy 
can consider annual 
reporting requirements 
in its solicitations and 
resulting contracts 

 Peninsula Clean Energy 
can request all first-level 
subcontractors be listed 
on a form for all 
proposal/bids 

 Peninsula Clean Energy 
can require that diverse 
contractor/subcontractor 
data be provided 

  
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Actions Steps Status Lead Metrics Recommendations 

Develop Outreach 
Materials on how to do 

Business with Peninsula 
Clean Energy and a GO 

156 FAQ document 

 Create separate Supplier 
Diversity page on website 

 Develop website content with 
information on how to do 
business with Peninsula Clean 
Energy; Include step-by-step 
information on how a 
vendor/supplier (especially 
diverse suppliers) are able to 
work with Peninsula Clean 
Energy 

 Develop collateral for a GO 156 
FAQ 

Scheduled for Q3 2024 

Power 
Resources, 
Marketing 

and 
Community 
Relations 

 Supplier Diversity 
webpage created with 
relevant resources 

 How to do Business 
content is posted on the 
website 

 Increase of small, 
women-owned, minority-
owned businesses 
interested in doing 
business with Peninsula 
Clean Energy 

 

Increase Visibility of 
Solicitations Webpage 

 Move the “Solicitations” 
webpage link to a more visible 
area of the Peninsula Clean 
Energy website 

Scheduled for Q3 2024 
Marketing 

and 
Community 
Relations 

 Number of clicks to 
solicitation page currently 
and after placing in a 
more featured area 

 Create a link, such as 
“Business Opportunities” 
that is accessible on the 
main menu 



 

36 
 

Actions Steps Status Lead Metrics Recommendations 

Conduct Supplier 
Diversity Training for All 

Staff 

 Identify best practices to 
improve supplier 
diversity/outreach to diverse 
suppliers during RFP/RFO 
process, including pulling 
vendor lists from the CPUC’s 
Supplier Clearinghouse and 
posting solicitations to the 
Supplier Clearinghouse bid 
board 

 Create training content based 
off best practices 

 Include in training how best to 
utilize edited contracts and 
solicitation documents 

 Include in training content how 
to conduct outreach to 
“qualified but not yet certified” 
suppliers to encourage them to 
go through certification process 

 Conduct training at a lunch and 
learn 

Initial short training 
completed Q4 2023 

Training to be repeated on 
an ongoing basis 

Power 
Resources 

 Staff training completed 

 Tactics to increase 
supplier diversity utilized 
whenever there is a 
procurement 

 $ and % of diverse spend 
tracked in annual supplier 
diversity reports 

 Collaborate and seek 
input from staff 
regarding how to 
incorporate diverse 
supplier outreach into 
their specific solicitation 
processes 

 Survey other CCAs for 
training material used for 
similar trainings 

Encourage 
Vendors/Suppliers to 

Practice Equity 

 Add required question 
regarding DEAI and supplier 
diversity practices to RFP/RFO 
template 

Not complete Power 
Resources 

 RFO and RFP templates 
updated 

 Share Policy 9: Ethical 
Procurement Conduct 
and DEAI Policy with 
vendors and suppliers 

 Measure customer 
satisfaction with 
customer service 

provided by vendors 

 Include questions about 
customer service offered by 
vendors in any relevant 
customer facing surveys 

Complete 

Programs teams sends 
surveys to all residential 
program participants about 
satisfaction with customer 
service and program 
results. 

Programs, 
Account 
Services, 
Marketing 

 Identify and address any 
customer service issues 
with vendors 

 Hold vendors 
accountable via the 
contracting process for 
how they treat public 
members utilizing 
Peninsula Clean Energy 
programs and services 
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Monitoring and Evaluation 
 

As part of the DEAI Action Plan implementation, PCE will monitor and evaluate progress on its 
DEAI goals and actions on an ongoing basis. See Exhibit 4 below for details on the four (4) phases 
to support monitoring and evaluating the DEAI Action Plan. The DEAI Council will lead the 
collaborative evaluation process by meeting with relevant departments on a regular basis to track 
their progress and evaluate any successes or challenges.  
 
Additionally, PCE will report the progress of the DEAI Action Plan on an annual basis. The 
information will be shared with all stakeholders to ensure everyone is informed of the 
implementation progress. It is important to be transparent about PCE’s goals and the progress of 
the DEAI Action Plan. To promote transparency, the DEAI Action Plan is posted on PCE’s public 
website at peninsulacleanenergy.com under the About tab.  
 
The DEAI Council will be responsible for updating the Action Plan to keep it relevant to the 
organization’s activities in a matter that is consistent with the DEAI policy. Staff will report on 
major updates on the Action Plan to the Board as required by the DEAI policy.  
 
 

 
Exhibit 4: Four (4) Phased Approach for Monitoring and Evaluation 

 
 

 

Action Plan Execution
• Execute and initiate the activities within the DEAI Action Plan and monitor 

progress.

Team Collaboration
• Collaborate between teams for input and feedback on specific tasks. 

Adjust the Work
• If gaps in the monitoring and evaluation process are identified, make 

adjustments and improvements as necessary.

Annual Review
• Conduct annual reviews to revisit and identify PCE priorities.

https://www.peninsulacleanenergy.com/

	Background on Peninsula Clean Energy’s Diversity, Equity, Accessibility, and Inclusion (DEAI) Action Plan
	Exhibit 1: PCE DEAI Area of Focus & DEAI Goal Description

	Commitment to DEAI
	A Foundation for Strategic Goals
	Exhibit 2: DEAI Foundation to PCE’s Strategic Plan & Mission Statement

	Purpose of the DEAI Action Plan
	Elements of the DEAI Action Plan
	Gap Analysis
	Exhibit 3: PCE’s DEAI Areas of Focus

	DEAI Action Plan Implementation Update May 2024
	Monitoring and Evaluation
	Exhibit 4: Four (4) Phased Approach for Monitoring and Evaluation


