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I. Introduction 
 

On July 8, 2022, the Commission issued a notice that established Public Conference 57 
(PC57) and gave interested parties the opportunity to comment on the topic of modernizing the 
Commission’s staffing and resources.  The issues outlined in the notice include: 

 
1. A recommendation on the appropriate staffing and resources required 
for the Commission to meet its current statutory charges; 
2. A recommendation on additional information services or technology that 
could enable the Commission to more easily meet its current statutory charges; 
3. The willingness of stakeholders to ensure adequate funding for 
Commission staff and resources; 
4. How a Commission enhanced with additional staff and resources could 
lead to better public policy outcomes; 
5. How the Commission could more effectively fund, attract, and retain staff 
and resources; and 
6. Other staffing and resource issues the Commission should consider as 
part of any workforce enhancement effort. 

 
On September 15, 2022, the Commission issued a notice establishing work group 

meetings to discuss the topics outlined in the initial notice and the comments filed by parties to 
develop a report for the Commission’s consideration.  This report addresses the issues raised by 
the Commission and by parties in their comments, and makes recommendations based on the 
discussion of the PC57 Work Group.   

 
In summary, the PC57 Work Group makes the following recommendations for the 

Commission’s consideration. 
1. Pursue the recommendations on appropriate staffing and resources made by 

OPC and Staff. 
a. Update job descriptions to match the new skills needed at the 

Commission. 
b. Work with the state through its personnel and procurement policies to 

address staffing and resource needs. 
c. Pursue a minimum of 13 additional positions and the conversion of six 

contractual positions to four full time positions. 
2. Pursue the recommendations on additional resources and technology made by 

Staff. 
a. Continue to support internal IT staff. 
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b. Expand technologies to include project management or workflow 
software. 

3. Pursue all means within its authority to ensure adequate funding for staff and 
resources.   

4. Pursue the recommendations made by Staff to fund, attract, and retain 
resources: 

a. Offer competitive salaries. 
b. Add positions to the Commission to spread out the workload among 

more staff. 
c. Review the existing hybrid work schedule to gain efficiencies and added 

flexibilities.  
d. Expand position classification ranks and structures for additional upward 

mobility internally. 
e. Work with DBM on state-sponsored incentives such as pension benefits, 

tuition reimbursement, student loan forgiveness/repayment, and 401(k) 
matching.  

f. Continue to expand education and certification program opportunities.  
g. Consider merit bonuses for staff. 

5. Pursue additional hiring and spending flexibility in addition to its independent 
salary setting authority. 

6. Request staff and resources in future legislation. 
7. Seek funding either to train existing Staff as facilitators (as part of a general 

increase in Staff resources), or for additional PINs (Position Identification 
Numbers) whose duties include serving specifically as trained work group 
facilitators.   

8. Eliminate reports outlined in Appendix A.   

II. Summary of Relevant State Policies and Laws 
 

Maryland is a leader in both climate and energy policy.  The state is one of nine that has 
statutory greenhouse gas (GHG) reduction policies, statutory GHG reporting requirements, and 
participates in a market-based GHG program.1  The Commission participates in or oversees 
implementation of many of the energy and climate policies enacted by the State as illustrated 
in the table below. 

                                                           
1 National Conference of State Legislatures, Greenhouse Gas Emissions Reduction Targets and Market-based 
Policies: https://www.ncsl.org/research/energy/greenhouse-gas-emissions-reduction-targets-and-market-based-
policies.aspx. 

https://www.ncsl.org/research/energy/greenhouse-gas-emissions-reduction-targets-and-market-based-policies.aspx
https://www.ncsl.org/research/energy/greenhouse-gas-emissions-reduction-targets-and-market-based-policies.aspx
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Table 1 Maryland Climate and Energy Policies 

 Year 
Enacted Summary Commission 

Docket /Report 
GHG Emissions 
Reduction Act 

2009, 
2016 

Established statewide GHG emissions 
goals and reporting requirements N/A 

Clean Energy Jobs Act 2019 
1. Increased the RPS 
2. Established new round of offshore 

wind procurement 
9666 

Consideration of 
Climate and Labor in 

Utility Regulation 
2021 

Required the Commission to consider the 
climate change effects and labor standards 
in the regulation of utilities in Maryland. 

N/A 

Climate Solutions Now 
Act 2022 

1. Established statewide net-zero GHG 
emissions goal 

2. Updated EmPOWER goals 
3. Established Electric School Bus Pilot 
4. Requires electrification study 

N/A 

Zero Emissions Electric 
Vehicle Infrastructure 

Council 

2011, 
2020 

Established to facilitate the integration of 
electric vehicles into the state N/A 

RGGI (Healthy Air Act) 2006 Required the Governor to include 
Maryland in RGGI N/A 

Net Metering 1997 Established Net Energy Metering policy Annual Report 
Community Solar Pilot 2015 Established Community Solar Pilot RM56 

RPS 2004 Established the Renewable Portfolio 
Standard Annual Report 

Offshore Wind 2013 Established first round of offshore wind 
procurement and funding mechanism 9431 

EmPOWER 2008, 
2017 

Established energy efficiency and demand 
response targets 

9648 
Annual Report 

Storage Pilot 2019 Established energy storage pilot 9619 

Customer Choice 1999 
Restructured utilities to no longer own 
generation and created customer choice 
for energy supply 

Numerous 

 

 In addition to the climate and energy policies listed above, the Commission regulates 
Maryland public service companies2, retail electricity and gas suppliers, and fees for pilotage 
services to vessels.  The Commission’s authority includes setting utility rates and supervision 
and regulation of certain activities.  Activities include but are not limited to (1) rate 
adjustments; (2) applications to exercise or abandon franchises; (3) applications to modify the 
type or scope of service; (4) approval of issuance of securities; (5) promulgation of new rules 
and regulations; (6) quality of utility and common carrier service; (7) Certificate of Public 
Convenience and Necessity (CPCN); (8) collection and maintenance of records and reports of 

                                                           
2 Public service companies include electric, gas, combination electric and gas, water, water and sewage disposal, 
telecommunication, passenger motor vehicle carriers, railroad, taxicab, and other public service companies. 

https://mgaleg.maryland.gov/2009rs/chapters_noln/Ch_172_sb0278E.pdf
https://mgaleg.maryland.gov/2016RS/Chapters_noln/CH_11_sb0323t.pdf
https://mgaleg.maryland.gov/2019RS/Chapters_noln/CH_757_sb0516e.pdf
https://webpsc.psc.state.md.us/DMS/case/9666
https://mgaleg.maryland.gov/2021RS/Chapters_noln/CH_615_sb0083t.pdf
https://mgaleg.maryland.gov/2022RS/Chapters_noln/CH_38_sb0528e.pdf
https://mgaleg.maryland.gov/2011rs/chapters_noln/ch_400_sb0176e.pdf
https://mgaleg.maryland.gov/2020RS/Chapters_noln/CH_118_hb0232t.pdf
https://mgaleg.maryland.gov/2006rs/bills/sb/sb0154e.pdf
https://mgaleg.maryland.gov/1997rs/bills/hb/hb0869t.pdf
https://www.psc.state.md.us/wp-content/uploads/2022-Net-Metering-Report.pdf
https://mgaleg.maryland.gov/2015RS/Chapters_noln/CH_346_sb0398e.pdf
https://webpsc.psc.state.md.us/DMS/pc/RM56
https://mgaleg.maryland.gov/2004rs/bills_noln/sb/esb0869.pdf
https://www.psc.state.md.us/wp-content/uploads/CY20-RPS-Annual-Report_Final.pdf
https://webpsc.psc.state.md.us/DMS/case/9431
https://mgaleg.maryland.gov/2008rs/chapters_noln/ch_131_hb0374e.pdf
https://mgaleg.maryland.gov/2017RS/Chapters_noln/CH_14_sb0184t.pdf
https://webpsc.psc.state.md.us/DMS/case/9648
https://www.psc.state.md.us/wp-content/uploads/2022-EmPOWER-Maryland-Energy-Efficiency-Act-Standard-Report.pdf
https://mgaleg.maryland.gov/2019RS/Chapters_noln/CH_427_sb0573t.pdf
https://webpsc.psc.state.md.us/DMS/case/9619
https://mgaleg.maryland.gov/1999rs/bills_noln/sb/esb0300.pdf
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public service companies; (9) review of plans for service; (10) equipment inspections; (11) 
financial audits; (12) consumer complaint administration; (13) rulemakings; and (14) federal 
and State litigation. 

The Commission has established proceedings under its broad authorities to address some 
energy and climate policy priorities of the State.  Public Conference 44 (PC44) is the 
Commission’s grid modernization proceeding.  Established in 2017, PC44 has resulted in pilots 
for energy storage, electric vehicles, and rate design, along with rulemakings for retail supply 
and interconnection standards.  Most recently, the Commission began a review of distribution 
system planning and a unified benefit-cost analysis framework.  In addition to grid 
modernization, the Commission began a pilot on alternative rate plans for utility base rate 
recovery.  

III. Summary of Related National and State Initiatives 
 

Several public service commissions (PSCs)3 have initiated processes to increase staffing and 
modernize their operations.  Some of these processes were initiated by supporting legislation 
or executive orders, while other PSCs have initiated proceedings on their own.  Below are 
highlights from a few PSCs on their modernization efforts. 

a. Colorado Public Utilities Commission’s (PUC) Operational Modernization 
Plan4 

 In 2019, the Colorado legislature authorized the PUC to establish new positions to assist 
with the implementation of a variety of electricity policies.5  Included in the new staffing was 
the reopening of the PUC’s Research and Emerging Issues Unit.   

The PUC published its Operational Modernization Plan in September 2020 in response 
to the governor’s goal of 100 percent renewable energy resources by 2040.  Implementation of 
the plan began in June 2021 with a goal of completing the plan by June 2023.6  The PUC 
includes several initiatives in its plan to modernize its staff and operations and reports on the 
progress of completing each initiative on its website. 

                                                           
3 Public service commissions have different names across the country. This document will refer to all commissions 
as PSCs unless specifically named. 
4 https://puc.colorado.gov/puc-modernization-plan. 
5 CO PUC at 4. 
6 Id. at 2. 

https://webpsc.psc.state.md.us/DMS/pc/pc44
https://webpsc.psc.state.md.us/DMS/case/9619
https://webpsc.psc.state.md.us/DMS/case/9478
https://webpsc.psc.state.md.us/DMS/case/9665
https://webpsc.psc.state.md.us/DMS/case/9665
https://webpsc.psc.state.md.us/DMS/case/9674
https://webpsc.psc.state.md.us/DMS/case/9618
https://puc.colorado.gov/puc-modernization-plan
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b. Illinois Climate and Equitable Jobs Act7 
 In 2021, Illinois passed the Climate and Equitable Jobs Act.  Within the Climate and 
Equitable Jobs Act is the Energy Transition Act which is intended to increase opportunities 
related to clean energy within the state.  The Illinois Commerce Commission (ICC) implements 
new programs to advance the state towards 100 percent clean energy while increasing public 
participation and diversity in its proceedings and the industry.  The Act created two new 
divisions at the ICC, an Ethics and Accountability Division and a Division of Integrated 
Distribution Planning, with additional staff to fill the divisions.  Also included in the Act is an 
additional $10 million in annual funding for the ICC for implementation.  

c. Michigan: MI Power Grid Initiative8 
 In 2019, the governor of Michigan established an initiative with the Michigan PSC to 
address the transition to distributed energy resources for customers.9  The MI Power Grid 
Initiative involves multiple stakeholder groups focused on issues related to customer 
engagement, integrating emerging technologies, rate design, data access, and grid investments. 

d. Oregon PUC’s Sustainability Plan10 
 In 2020, the governor of Oregon issued an executive order with directives for all state 
agencies and some specifically for the PUC to address climate change.11  The PUC responded by 
creating a sustainability plan with five corresponding action plans to address the issues outlined 
by the governor including utility planning, utility services and activities, transportation 
electrification, impacted communities, and wildfire prevention and mitigation.12 

IV. Commission Background 
The Commission was established in 1910 for the purpose of regulating public service 

companies.  The Commission receives no general funds, and with the exception of certain 
federal funds for pipeline safety work, is entirely special-funded.  The Commission operates and 
collects money for its own Public Utility Regulation Fund, through an assessment based on the 
gross operating revenues of the public service companies that it regulates.  The assessment is 
capped at 0.25 percent of annual public service company revenues; the cap was 0.17 percent 

                                                           
7 https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm. 
8 https://www.michigan.gov/mpsc/commission/workgroups/mi-power-
grid#:~:text=Launched%20in%20October%202019%2C%20MI,for%20Michigan%20residents%20and%20businesses 
9 Id. 
10 https://www.oregon.gov/puc/forms/Forms%20and%20Reports/PUC%20Sustainability%20Plan.pdf. 
11 OR PUC at 2. 
12 https://www.oregon.gov/puc/utilities/Documents/EO-20-04-WorkPlans-Final.pdf. 

https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm
https://www.michigan.gov/mpsc/commission/workgroups/mi-power-grid#:%7E:text=Launched%20in%20October%202019%2C%20MI,for%20Michigan%20residents%20and%20businesses
https://www.michigan.gov/mpsc/commission/workgroups/mi-power-grid#:%7E:text=Launched%20in%20October%202019%2C%20MI,for%20Michigan%20residents%20and%20businesses
https://www.oregon.gov/puc/forms/Forms%20and%20Reports/PUC%20Sustainability%20Plan.pdf
https://www.oregon.gov/puc/utilities/Documents/EO-20-04-WorkPlans-Final.pdf
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for decades until it was raised in 2020.13  The Commission’s assessment factor is approximately 
0.21 percent for fiscal 2023. 

As a quasi-judicial and quasi-legislative economic and energy regulator with environmental 
responsibilities, the Commission’s workload is highly technical and specialized, and the 
Commission spends the vast majority of its funds on human capital.  The Commission’s fiscal 
2023 allowance was $22.5 million—most of which (77 percent) supported personnel expenses 
for the agency’s 138 regular positions and 15 contractual full-time equivalents.   Outside of 
personnel spending, the largest single item in the fiscal 2023 allowance was for outside experts 
and consultants (9 percent).  This provides funding for consultants that assist the technical staff 
and/or commissioners in cases before the PSC or other regulatory bodies.  Spending in this area 
can vary widely from year to year, based on the types of cases that are before the Commission.  
The fiscal 2023 appropriation for consultants totals approximately $2.0 million, including funds 
from the Retail Choice Customer Education and Protection Fund, but expenses have ranged in 
previous years between $170,000 in fiscal 2019 to over $2 million in fiscal 2020. 

As a specialized quasi-judicial entity, the Commission employs several job classifications 
that are exclusive to the agency.  The Commission receives support from a professional 
technical staff who are required to provide expertise in all aspects of utility regulation, 
including: rate design, cost allocation, equity and debt finance, market design, renewable 
programs, safety and reliability, cost efficiency analysis, low-income program design, consumer 
protections, legal sufficiency, and enforcement.   These topics typically require multidisciplinary 
education and work experience.   The topics and type of analysis are constantly changing with 
rapidly evolving industry developments and new regulatory requirements driven by state and 
federal legislative changes. 

The Commission’s employees typically require utility operational experience and degrees in 
economics, engineering, finance, accounting, and physical sciences at both the undergraduate 
and advanced graduate levels.  In addition to subject matter expertise, these positions require 
proficiency in written analysis, verbal presentation, and working group facilitation.  Many of 
these employees provide written and oral testimony, under sworn oath and subject to cross-
examination, which not only imparts a recommended action but also critiques the positions 
taken by other parties employing highly experienced and frequently nationally recognized 
subject matter experts and consultants.  This type of expertise is highly specialized and is 
difficult at times to find in applicants to satisfy the Commission’s requirements, as certain skill 
sets are in high demand in the utility and consulting industries. 

                                                           
13 https://mgaleg.maryland.gov/2020RS/Chapters_noln/CH_55_sb0676t.pdf. 

https://mgaleg.maryland.gov/2020RS/Chapters_noln/CH_55_sb0676t.pdf
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After employees have achieved exposure to technical topics and gained regulatory 
experience, PSC employees are often recruited by utilities, consulting firms, the federal 
government, and other regulatory commissions. 

The Commission takes pride in its ability to attract and maintain well-qualified candidates as 
it attempts to secure the necessary personnel required to fulfill its statutory duties.  Depending 
on the specific vacancy, the Commission uses a variety of outreach resources in addition to the 
traditional state job posting available on the Commission’s and the Department of Budget and 
Management’s (DBM) websites.  The recruitment process requires careful review of the 
applicant’s writing and presentation skills, as well as excellent academic records and 
recommendations from references.  For these reasons, the recruitment process can sometimes 
be lengthy and may require several postings to acquire a suitable pool of applicants.  It is critical 
from the Commission’s perspective to obtain personnel with the necessary skills to provide 
Maryland ratepayers with the best service and protection they deserve. 

Until seven years ago, the Commission managed its own human resources functions—and 
exercised authority over its own HR employees—within the agency.  At that time, the 
Commission’s vacancies were around seven positions.  Additionally, employees and managers 
greatly appreciated this dedicated support, and an efficient timekeeping process.  On October 
14, 2015, however, its three dedicated, in-house employees were transferred to the 
Department of Budget and Management (DBM), and since that time, the Commission has 
received support from one principal HR contact within DBM’s Personnel Services Division in 
DBM’s Office of Personnel Services and Benefits.  Under this “shared services” model, the PSC’s 
sole principal contact—a position which has been filled by a variety of individuals over a short 
period of time—has typically also supported other agencies.  As a result, several employees 
within the Office of Executive Secretary have had to refocus large amounts of time on HR 
matters that were previously handled by in-house HR, and managers and employees have 
reported great frustration with receiving assistance from HR on matters ranging from time and 
benefits to hiring and retention.  Because the Commission has no authority over shared services 
at DBM, its ability to address these is sometimes impeded.  However, after extensive efforts 
and numerous meetings with various DBM and other executive branch officials to brainstorm 
ways to increase the speed and effectiveness of hiring at the Commission, DBM has become 
much more responsive to the Commission’s needs, and deserves credit for its efforts.  
Nevertheless, issues do remain—most significantly in the lack of having at least one principal 
HR person who is housed at the Commission—with full-time dedicated support to the agency 
itself.   

Another issue that the shared services HR model presents is the independence of the 
agency itself.  DBM exercises authority not only over the Commission’s budget—i.e., the 
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amount of PINS it receives to implement State laws—but also over the individuals it considers 
qualified for employment, and in certain cases, over the amounts it pays them.  DBM does not, 
however, have the technical or practical understanding needed to make decisions about who 
should be certified as qualified for many PSC positions.  At the same time, the State (through 
various agencies) actively litigates before the Commission and seeks to influence its decisions in 
work group and other settings.  Allowing another State agency to exercise significant authority 
over the hiring and funding abilities of the Commission limits aspects of the Commission’s 
functional independence.   

In the past few years, due to increases in its vacancy rates, increased scrutiny from the 
General Assembly and major new legislative mandates, the Commission has even further 
significantly increased its efforts to attract, recruit, and retain employees within the bounds of 
its existing hiring and salary setting authority.  These efforts have included more frequent 
oversight of the Commission’s outsourced HR support at DBM, more frequent oversight of 
internal HR processing efforts, and enhanced external engagement through hiring websites and 
job/career fairs.  The Commission has also sought to increase salaries where appropriate 
through increments and reclassifications.  As a result of the Commission’s proactive recruiting 
actions during the past few years, the Commission’s current vacancy rate is 9 percent, which, 
despite the acute hiring challenges faced by governmental entities after the onset of COVID-19, 
is an improvement from October 2021, when the vacancy rate was 11.6 percent. 

Through PC57 and other avenues, the Commission seeks all means possible to attract and 
retain talented staff, expand its staff, and ensure there are enough resources at the 
Commission to meet and exceed its statutory obligations. 

V. Summary of Issues 
 

The Commission received comments from The Potomac Edison Company (PE),14 Exelon 
Utilities,15,16 Washington Gas Light Company (WGL),17 the Joint Commenters,18,19 Office of 
People’s Counsel (OPC),20 Supplier Coalition,21,22 and Commission Technical Staff (Staff).23  The 
                                                           
14 Maillog No. 242142 (PE). 
15 Maillog No. 242164 (Exelon Utilities). 
16 The Exelon Utilities are Baltimore Gas and Electric Company, Potomac Electric Power Company, and Delmarva 
Power & Light Company. 
17 Maillog No. 242165 (WGL). 
18 Maillog No. 242166 (Joint Commenters). 
19 The Joint Commenters are the Maryland League of Conservation Voters, Maryland Legislative Coalition (“MLC”), 
Chesapeake Physicians for Social Responsibility, MLC Climate Justice Wind, Cedar Lane Environmental Justice 
Ministry, Elders Climate Action Maryland, and Sierra Club - Maryland Chapter. 
20 Maillog No. 242167 (OPC). 
21 Maillog No. 242168 (Supplier Coalition). 
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PC57 Work Group met twice to discuss the issues outlined by the Commission and raised by 
parties in their comments.  The subsections below summarize the points discussed by the work 
group and makes recommendations where consensus was reached.  Several ideas were 
discussed by the work group, but are not consensus recommendations at this time and could be 
further explored in the near future. 

a. Appropriate Staffing and Resources 
There was general agreement among the Work Group that appropriate staffing and 

resources at the Commission is imperative to carry out the agency’s mission, provide services to 
the public and regulated entities, and support State policies.  As noted by the Exelon Utilities 
and others, additional resources may need different skills than those historically found at the 
Commission, in addition to ongoing training.24   

Several parties made recommendations on how the Commission can enhance its 
staffing and resources.  OPC recommended that the Commission consider updating its job 
descriptions to match the expanded skills needed to meet its responsibilities and work with the 
State through its personnel and procurement policies to address its staffing and resource 
needs.25  Staff identified additional positions that would help fulfill the Commission’s 
responsibilities26 and ways to retain skilled employees in light of the competitive nature of the 
industry.27  In total, Staff recommends a minimum of 13 additional positions and the conversion 
of six contractual positions to four full-time.28 

Recommendation: The PC57 Work Group discussed and supported the recommendations made 
by OPC and Staff.  The Commission should work with the State on personnel and procurement 
processes to increase staffing and resources.  Additionally, the Commission should leverage its 
existing budget and authorities to expand its expertise and skillset through employee trainings 
and employee retention.   

b. Additional Information Services or Technologies 
Staff made several recommendations related to information services, technologies, and 

internal Commission procedures that should either be continued or expanded.  First, Staff 
                                                                                                                                                                                           
22 The Supplier Coalition is NRG Energy, Inc.; Interstate Gas Supply, Inc. d/b/a IGS Energy; Constellation 
NewEnergy, Inc.; and Constellation NewEnergy—Gas Division, LLC; WGL Energy Services, Inc.; Vistra Corp; and 
ENGIE Resources, Inc. 
23 Maillog No. 242169 (Staff) 
24 Exelon Utilities at 2. 
25 OPC at 4. 
26 Staff at 14-15. 
27 Id. at 13. 
28 Id. at 16. 
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discussed the benefits of having dedicated information technology (IT) personnel at the 
Commission and demonstrated why the Commission needs its own agency IT staff.29  Second, 
Staff detailed many of the technologies implemented to adapt to COVID-19 and continued as 
employees returned to the office.  Staff found these technologies to be beneficial and 
recommends further expansion of technological resources, such as project management or 
workflow software to further enhance Staff’s ability to respond to and manage workload.30   

Recommendation: The PC57 Work Group generally supported the recommendations made by 
Staff.  The Commission should continue to have dedicated IT personnel and explore additional 
technologies that would benefit its employees.   

c. Ensuring Adequate Funding for Commission Staff and Resources 
The PC57 Work Group discussed funding for staffing and resources at its meetings.  All 

parties agree that the Commission should be adequately funded and that funding should be 
increased if needed.  As noted by WGL and the Joint Commenters, adequate funding is 
important to ensure that the Commission can perform the tasks outlined in statute and in 
response to the needs of ratepayers and public service companies.31,32  Staff noted that the 
Commission assessment does not appear to generate opposition from regulated entities, with 
the value of a well-staffed Commission understood by stakeholders.33  

Recommendation: The PC57 Work Group recommends that the Commission pursue all means 
within its authority to ensure adequate funding for staff and resources.   

d. Additional Staff and Resources and the Impacts on Public Policy 
Related to the discussion of appropriate staffing and resources and their funding are the 

benefits to the State, ratepayers, and public service companies of additional staff and 
resources.  Staff and the Exelon Utilities discussed the critical role of the Commission in 
implementing state energy policies and regulation.34,35  Expanding Staff to include more 
expertise and personnel to process the work could allow for an even deeper record on which 
the Commission can base its policy decisions.   

The Joint Commenters outlined the additional environmental, health, and labor issues 
tasked to the Commission by the legislature and how the Commission needs additional 
                                                           
29 Staff at 16. 
30 Id. at 17. 
31 WGL at 1. 
32 Joint Commenters at 7. 
33 Staff at 17-18. 
34 Id. at 18. 
35 Exelon Utilities at 1. 
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expertise to meet its responsibilities.36  The State’s policy initiatives can only benefit from an 
adequate Commission staff to support its mission.  As noted by Staff, the Commission can 
expand its market oversight and prudency reviews with additional resources.37  Additionally, 
the Commission can dedicate more resources to state and national outreach and education 
initiatives, while it supports the legislature as a technical expert.38 

Finally, as noted by PE, the increased breadth of Commission proceedings and related 
stakeholder activities requires more effort from not only internal Commission resources but 
external stakeholder and industry resources as well.39  Increased Commission staffing and 
resources may be able to reduce the pressures both internally and externally with more 
coverage of the wide range of activities at the Commission.   

While there are no specific recommendations associated with this issue, it is important 
to note that the list of benefits here is not exhaustive.  The Commission serves the ratepayers 
of Maryland, utility stakeholders, and implements the needs of the state.  The benefits 
associated with the recommendations in this report will directly and indirectly go to the people 
served and regulated by the agency. 

e. Effective Funding to Attract and Retain Staff and Resources 
State employment positions offer many benefits including the ability to serve the public.  

However, state salaries can struggle to compete against those of federal agencies and private 
companies for similar positions and personnel.  This issue is particularly important to the 
Commission, as it requires a high level of technical and skilled workers to execute its mission.40  
Ensuring competitive and fair compensation for Commission employees is the primary way to 
attract new talent and retain existing employees.  Enabling the Commission to access its full 
budget for employee compensation and potentially enhancing that funding could increase 
opportunities for the Commission to compete with its federal and industry equivalents. 

In addition to competitive salaries, Staff provided further recommendations to retain 
personnel.  Those recommendations include (1) adding positions to the Commission to spread 
out the workload among more staff, (2) reviewing the existing hybrid work schedule to gain 
efficiencies and added flexibilities, (3) expanding position classification ranks and structures for 
additional upward mobility internally, (4) working with DBM on state-sponsored incentives like 
pension benefits, tuition reimbursement, student loan forgiveness/repayment, and 401(k) 

                                                           
36 Joint Commenters at 3. 
37 Staff at 18-19. 
38 Id. at 19. 
39 PE at 1. 
40 Staff at 11-12. 
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matching, (5) continuing to expand education and certification program opportunities, and (6) 
considering merit bonuses for staff.41 

Recommendation: The PC57 Work Group generally supported the recommendations made by 
Staff and recommends the Commission pursue them as feasible within its authority and in 
conjunction with the State. 

f. Other Staffing and Resource Issues the Commission Should Consider 
In addition to the issues outlined by the Commission in its July 8, 2022 notice, the PC57 

Work Group discussed several ideas worth Commission consideration.  Those issues include 
additional hiring and spending flexibility, work group facilitation, internal efficiencies, and the 
creation of new divisions at the Commission. 

1. Pursuit of Additional Hiring and Spending Flexibility in Addition to the 
Commission’s Independent Salary Setting Authority 

History of Independent Salary Setting Authority 
Until establishment of the independent salary authority granted to the Commission, all 

Commission personnel were subject to the grade and salary structure established for all other 
State employees.  Prior to the enactment of House Bill 887 of 2000, the Commission faced 
similar difficulties attracting and retaining employees with unique, specialized skills and/or 
knowledge of utility regulation.  As a result of a salary survey conducted by the Commission in 
1999, the Commission recognized that its salary scale for senior employees with the required 
skills or experience was less than every State and federal agency in the region that employed 
persons with comparable skills.  In addition, prior to enactment of the independent salary-
setting authority, the Commission lost a number of its experienced senior employees. 

Further, before it was granted independent salary-setting authority, the Commission 
annually experienced 13 to 18 vacancies.  Because the Commission is such a small agency, this 
vacancy rate—an average of 10 percent of the aggregate employee total—resulted in the work 
of the Commission not being accomplished on a timely basis and a backlog of non-priority 
matters. 

Effective July 1, 2000, House Bill 887 gave independent salary-setting authority to the 
Commission for certain positions in the agency.  The law remains in effect to date. 

Specifically, the Commission was granted authority to determine, in accordance with the 
State pay plan, if possible, the compensation of the following Commission personnel: 
                                                           
41 Staff at 20-22. 
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1) The Executive Director; 
2) The General Counsel; 
3) The special appointment attorneys in the office of General Counsel; 
4) The Executive Secretary; 
5) The Chief Public Utility Law Judge; 
6) Each Public Utility Law Judge; and 
7) All Commission personnel in positions in: 

(i) The management service; and 
(ii) Professional and technical classifications unique to the Commission. 

Under House Bill 887, the Commission is required to submit to the Secretary of Budget 
and Management each change to the salary plan that involves increases or decreases in salary 
ranges other than routine reclassifications42 and promotions or general salary increases 
approved by the General Assembly.  Once such changes are submitted, the Secretary is 
required to review the proposed changes, and, at least 15 days before the effective date of the 

                                                           
42 The term “routine reclassification” is not defined in the statue or in the Commission’s Plan.  The term 
“reclassification,” however, is defined in COMAR 17.04.02.09 (Standard Salary Pay Plan Actions), which was 
incorporated into the Commission’s Plan. 

‘Reclassification’ means the change of a position from one classification to another 
classification and may be to a classification with a higher salary, lower salary, or the 
same salary. 

The term “routine” is defined as “a set of customary and often mechanically performed procedures or activities.”  
The Commission considers a reclassification to be “routine” when the position advances within a class series from 
a lower to a higher level, similar to the exercise of the delegated authority granted to the Commission by the 
Secretary as outlined above.  Examples of routine reclassifications that the Commission may make under its 
independent salary-setting authority without approval or review of the Secretary are: (1) Public Service Engineer I 
to a Public Service Engineer II; and (2) Staff Attorney I to Staff Attorney II. 

 Examples of the types of salary adjustments that can be made without prior approval and/or review by 
the Secretary under the Commission’s independent salary-setting authority are: 

1) Step increases within a grade may be given to employees in classifications that are 
unique to the Commission, when necessary for retention of employees in these 
unique classifications (“routine promotions”); 

2) Routine classifications (as defined above); 
3) Intra-agency recruitment or inter-State agency recruitment, including a step 

adjustment from a lower-held grade to the new grade; 
4) Promotions from one grade to another; and, 
5) For recruitment of new employees to state employment, offering salaries at the 

higher step increments within grade (rather than at the mid-point step or below). 
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proposed changes, advise the Commission whether the changes would have an adverse effect 
on comparable State jobs.   

The Commission submits for the Secretary’s review only those changes in salary plans 
that include increases or decreases other than those “associated with routine classifications 
and promotions or general salary increases approved by the General Assembly.”  In those cases 
of general salary increases or general classifications/promotions of positions associated with 
the Commission’s independent salary-setting authority, the Commission approves the salary 
increase, reclassification, or promotion and completes a form for the Secretary’s records to 
allow the appropriate changes to be made in the personnel system.   

When the changes in the salary plans include increases or decreases for reclassifications 
or for promotions not considered “routine” and general salary increases that were not 
approved by the General Assembly, the Commission submits a request to the Secretary 
detailing the need to implement the change to the salary plans for positions subject to the 
Commission’s independent salary-setting authority.  The Secretary reviews the request and 
confirms that the change will not have an adverse impact on comparable State jobs.  Recent 
examples of when the Commission has made such requests include general raises for the 
Commission’s engineers and regulatory economists. 

All positions not subject to independent salary-setting authority are subject to the 
provisions of the State Personnel and Pensions Article (“SPP Article”) governing promotions, 
reclassifications, and step increases for all State employees.  Under the SPP Article, the 
Secretary delegated to the Commission the authority to reclassify personnel in a number of 
positions without the approval of the Secretary.  The Commission’s exercise of this authority is 
no different than the exercise of such authority by any other head of a State agency.  Non-
delegated reclassifications requests are submitted to the Secretary for final approval.  

Staff Wage Research and Survey Results 

 As part of its comments, Staff included an analysis on the compensation and benefits 
offered by the Commission compared to other employers in the same labor market.43  Staff 
compared the salaries of economists, attorneys, and accountants to those at the Federal Energy 
Regulatory Commission (FERC), utilities, other state commissions, and private organizations.  
Generally, the Commission is competitive with salaries across entry level positions and is less 
competitive for mid-level and above positions.  The charts below highlight some of the results 
of Staff’s analysis.   

                                                           
43 Appendix of Staff Comments. 
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Figure 1 FERC vs. PSC - Analyst/Regulatory Economist (Nominal Salary)44 

 

Figure 2 FERC vs. PSC - Attorney (Nominal Salary)45 

 

 

                                                           
44 Staff at 30. 
45 Id. at 32. 
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Figure 3 PSC vs. Other PSCs - Regulatory Economist/Accountant (Purchase Power)46 

 

Figure 4 Utility vs. PSC - Analyst/Regulatory Economist (Nominal Salary)47 

 

                                                           
46 Id. at 34. 
47 Id. at 36. 
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Figure 5 Utility vs. PSC - Attorney (Nominal Salary)48 

 

Staff’s research supports the Work Group’s recommendation on hiring and spending 
flexibility discussed further below.  Even when compared with neighboring state PSCs, the 
Commission tends to fall at or below average for salaries among mid and expert level positions.   

Work Group Findings 
The PC57 Work Group discussed the Commission’s independent salary-setting authority 

and determined that the Commission should pursue expansion of that authority while also 
using its existing authority to its fullest potential.  Expansion authorities should include hiring 
and spending flexibilities to fully complement the Commission’s status as an independent 
agency. 

Recommendation: The Commission should pursue additional hiring and spending flexibility in 
addition to its independent salary setting authority. 

2. Independent Consultants and Other State Agencies 
Recognizing the Commission’s need for additional expertise to address a variety of 

environmental, health, labor, and other mandates, the Joint Environmental Commenters 
encouraged the Commission to contract with independent consultants and rely on the 
expertise available from other State agencies.49  Although the work group recognizes that other 
agencies may also be constrained in their ability to assist the Commission with its workload, the 
                                                           
48 Id. at 37. 
49 Joint Commenters at 4. 
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work group does recommend that the Commission continue to look for opportunities to receive 
assistance from other State, federal and local agencies.  Additionally, although there are 
inherent downsides in the efficiency of the State procurement process, the work group agrees 
that the Commission should more aggressively seek funding for consultants and other staff 
when the General Assembly assigns it additional work that is beyond the scope of its year-to-
year consultant budget.  As noted by OPC, outside consultants can aid the Commission in the 
interim with expertise while the Commission explores more permanent, long-term solutions.50 
In the Offshore Wind Energy Act of 2013 (HB 226/Chapter 3 of 2013), the Commission received 
specific, uncodified authority for the transfer of up to $3 million to contract the services of 
independent consultants and experts to carry out the legislation, as well as authority to 
implement a special assessment using the process authorized under § 2–110 of the Public 
Utilities Article in order to employ staff and recover administrative costs necessary to carry out 
the legislation.   

Recommendation:  The Commission should request similar provisions in future legislation, as 
needed and cite the general support of this work group. 

3. Work Group Facilitation 
Both the Office of People’s Counsel and the Joint Environmental Commenters noted the 

need for additional Staff resources dedicated to work groups.  The Joint Environmental 
Commenters emphasized the usefulness of having neutral, trained facilitators, and OPC noted 
that increasing work group demands may drain Staff resources for other important initiatives.  

Recommendation: The Commission should seek funding to either train existing Staff as 
facilitators (as part of a general increase in Staff resources), or for additional PINs whose duties 
include serving specifically as trained work group facilitators.   

4. Internal Efficiencies 
 PE and the Exelon Utilities discussed the benefits of identifying and implementing 
administrative efficiencies at the Commission.  The Exelon Utilities noted initiatives the 
Commission has already undertaken, such as paperless filing, and went on to discuss the 
additional value to stakeholders in light of the growing number of proceedings at the 
Commission.51  PE suggested the Commission review the number and pacing of work groups at 
the Commission, eliminate unnecessary reports, streamline requirements, and update COMAR 
respectively.52 The PC57 Work Group compiled a list of potential reports for elimination as 

                                                           
50 OPC at 4. 
51 Exelon Utilities at 2. 
52 PE at 2. 
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Appendix A for the Commission’s consideration.  Some reports may require rulemakings to 
update COMAR.  Not every report on the list has full consensus for elimination; however, 
parties are open to discuss the non-consensus reports further with Commission direction.  

Recommendation: The Commission should eliminate the consensus reports and direct the work 
group to further discuss the non-consensus reports as outlined in Appendix A.   

5. Advocacy Division 
 The Joint Commenters recommended the creation of a new division in Staff for 
advocacy that would provide education, advice, and other technical support in Commission 
proceedings.53  The remaining Staff would continue to participate in Commission proceedings 
as the party that creates a balanced record.  There were some concerns raised during work 
group discussions on potentially creating conflicts for Staff or placing a strain on Staff without 
additional resources being allocated.  Staff is a statutory party and additional statutory 
language may be needed to enact such a change.  As noted in the RMI report, not all PSCs have 
advocacy staff and for some of those that do, advocacy staff is in a separate agency outside the 
PSC.54  While this idea is not a consensus recommendation at this time, it can be explored 
further with Commission direction. 

 In a similar vein, OPC recommended that the Commission deploy staff to adequately 
address emerging issues and noted the initiatives undertaken by the Oregon and Colorado 
PUCs.55  Oregon’s technical staff fills two roles at the Oregon PUC: independent advocates in 
cases and advisors to the Commissioners.  Ex parte rules apply to individual staff members as 
project managers, depending on the projects they are working on.56  Colorado’s PUC restarted 
its Research and Emerging Issues Unit as part of its 2020 PUC Modernization Plan to ensure that 
current and emerging issues are discussed in PUC proceedings.57  The Commission can explore 
best practices from other states to ensure it is best serving the needs of the state and those it 
serves.   

6. Competitive Markets Division 
 The Supplier Coalition recommended that the Commission create a new Competitive 
Markets Division whose purpose would be to advance retail energy markets and expand 
competition in Maryland.58  The primary function of the CMD would be to provide subject 

                                                           
53 Joint Commenters at 5. 
54 RMI at 17. 
55 OPC at 4. 
56 RMI at 21. 
57 Id. 
58 Supplier Coalition at 2. 
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matter expertise to highlight the impact on shopping customers and competitive market design 
in Commission proceedings and work groups. Competitive markets under the CMD’s umbrella 
would include retail supply, EVs, community solar, EmPOWER programs, distribution planning, 
and others.  The goal would be to voice competitive solutions alongside routine utility 
proposals.  At the same time, the CMD would provide retail energy suppliers with a resource 
and venue to examine best practices for marketing, sales, and compliance, and potentially 
assist in streamlining enforcement proceedings on the back end.  

The CMD would require at least one full-time employee initially, and one designee from 
other Commission divisions could be established, similar to how Pennsylvania and Illinois have 
established their respective divisions. The Supplier Coalition and certain stakeholders agreed 
that a new CMD as envisioned would enable the Commission to: (1) operate more efficiently in 
terms of staffing; and (2) more effectively assess and employ competitive solutions with respect 
to addressing current issues.  The Supplier Coalition supported an assessment on licensed 
members of the supplier market in order to fund the division. 

Several parties in the work group expressed some support for the idea while others had 
concerns.  Those concerns included whether the CMD would strain Staff’s resources and how to 
properly scope the new division’s mission to benefit all parties before the Commission.  It was 
also discussed that statutory language enabling the creation of this division may be helpful in 
getting resources to staff it.  While this idea is not a consensus recommendation at this time, 
the work group agrees that it can be explored further with Commission direction. 

7. On-site HR and Ongoing Consultants 
Staff made two recommendations for Commission consideration: (1) add on-site HR 

personnel to assist the agency and (2) keep a consultant on retainer for special projects.59  
While both of these issues involve working with the State and its policies, the Commission could 
consider these recommendations in addition to the others recommended by the work group. 

VI. Conclusion 
 

The Commission is experiencing expanded responsibilities and workload.  This is the time to 
explore potential changes to help the Commission continue to meet its mission and grow into 
the future.  The PC57 Work Group supports the Commission’s efforts to modernize its 
operations and the consensus recommendations made in this report.  
 

                                                           
59 Staff at 23. 
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Appendix A: List of Reports for Elimination 
Consensus Reports for Elimination 

1. Loan/Guaranty Report (COMAR 20.40.02.06.E) 

a. This report is redundant with the information filed in the May 15 ring-

fencing report each year. 

2. Annual Weather Station Designation Report (COMAR 20.31.03.05) 

a. These designations tend not to change from year to year and could be 

replaced with a requirement to make a filing when (and only when) there 

has been a change. 

3. Underground Electric Distribution Systems Report (COMAR 20.85.03.09) 

4. Case No. 9418 (quarterly vegetation management report) 

Reports for Future Discussion of Potential Modifications 

1. Quarterly Smart Grid Metrics Report (Case Nos. 9207 and 9208) 

2. Annual Capital Expenditures Report (COMAR 20.50.03.04H) 

3. Case No. 9074 (monthly report on utilities’ terminations, reconnections, arrearages) 
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Appendix B: Samples of Legislative Language for Enhanced PSC Staffing 
and Resources 

Colorado Senate Bill 19-236 (2019) page 6260 

SECTION 29. Appropriation. (1) For the 2019-20 state fiscal year, $907,566 is appropriated to 
the department of regulatory agencies. This appropriation is from the public utilities 
commission fixed utility fund created in section 40-2-114 (1)(b)(II), C.R.S. To implement this act, 
the department may use this appropriation as follows: (a) $675,343 for use by the public 
utilities commission for personal services, which amount is based on an assumption that the 
commission will require an additional 7.5 FTE; (b) $45,689 for use by the public utilities 
commission for operating expenses; and (c) $186,534 for the purchase of legal services.  

 

Illinois Climate and Equitable Jobs Act page 57061 

(c) Public Utility Ethics and Compliance Monitor. To ensure that public utilities meet the highest 
level of ethical standards, including, but not limited to, those standards established in this 
Section, the Commission shall, within 60 days after the effective date of this amendatory Act of 
the 102nd General Assembly, establish an Ethics and Accountability Division at the Commission 
and shall create a new position of Public Utility Ethics and Compliance Monitor who reports to 
the Executive Director of the Commission. The role of the Public Utility Ethics and Compliance 
Monitor shall be to oversee electric and gas public utilities' compliance with the standards 
established in this Section, the Illinois Administrative Code, and any other regulatory or 
statutory obligation regarding standards of ethical conduct. The responsibilities of the Public 
Utility Ethics and Compliance Monitor shall include: 

 (1) Hiring additional staff for the Ethics and Accountability Division, as deemed necessary to 
fulfill the duties imposed under this Section. 

 

 

 

 

 

                                                           
60 https://leg.colorado.gov/sites/default/files/2019a_236_signed.pdf. 
61 https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm. 

https://leg.colorado.gov/sites/default/files/2019a_236_signed.pdf
https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm
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Illinois Climate and Equitable Jobs Act page 85462 

Sec. 16-108.19. Division of Integrated Distribution Planning. 

 (a) The Commission shall establish the Division of Integrated Distribution Planning within the 
Bureau of Public Utilities. The Division shall be staffed by no less than 13 professionals, 
including engineers, rate analysts, accountants, policy analysts, utility research and analysis 
analysts, cybersecurity analysts, informational technology specialists, and lawyers to review and 
evaluate Integrated Grid Plans, updates to Integrated Grid Plans, audits, and other duties as 
assigned by the Chief of the Public Utilities Bureau.

                                                           
62 https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm. 

https://www.ilga.gov/legislation/102/SB/10200SB2408lv.htm
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