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Mitch Brown:
Good afternoon, everyone.  It’s just after 2:00 PM Eastern, and we’re going to go ahead and get started.  My name is Mitch Brown, and I work with ICF International, as the Department of Energy’s Technical Assistance Program Southeast’s regional coordinator, and I’ll be moderating this afternoon’s webcast on Internal Behavior Change Programs and Increasing Energy Efficiency.

I’ll be joined by my colleague, Jen Clymer, and a panel of presenters who will talk to us about how units of government can provide motivation as well as information to promote energy efficient behaviors across their operations.


Before we get started with the presentations, I’ll mention a couple of housekeeping items.  If you have any technical difficulties throughout this broadcast, feel free to type them into the question box using the go to meeting tab, and at the end we will also be taking questions, and you can type those in at any time during the webcast.  I will direct the questions to our presenters during the Q&A session, and we’ll hold those till the end I also want to remind everyone that this presentation and the Q&As will be posted on the DOE Solution Center site.  

So we have a great lineup of presenters for today’s topic, and before we get started, I just wanted to take a few moments to describe DOE’s Technical Assistance Program, TAP, and then we’ll introduce the agenda for today’s webcast.


So DOE TAP provides state, local and tribal officials with the tools and resources needed to implement successful and sustainable clean energy programs.  This effort is aimed at accelerating the implementation of Recovery Act projects and programs and improving their performance and building protracted clean energy capacity at the state, local and tribal level.

TAP offers a wide range of resources to serve the needs of state, local and tribal governments, and these include 101 Assistance, an extensive online resource library and the sharing of best practices and lessons learns through facilitated peer exchange.  

TAP offers a network of technical experts that can provide short-term, unbiased expertise in such areas as clean energy technologies, program design and implementation, performance contracting and financing.  In addition to providing one-on-one assistance, we are available to work with grantees at no cost to facilitate peer-to-peer matching, workshops, and trainings like these webcasts.

We also encourage you to utilize the TAP blog, which is a great platform that allows states, cities, counties and tribes to connect with experts and share best practices.  The blog is frequently updated and we encourage you to utilize the site to ask questions to our topical experts, share your success stories and interact with your peers.


Online resources can be accessed through the DOE Solution Center website, and requests for direct technical assistance can be submitted online via the Technical Assistance Center, or by calling the 1-877 number.  Once a request has been submitted, it will be evaluated to determine the level and type of assistance TAP will provide.

And as a reminder, please join us again, there are some upcoming TAP webcasts for the remainder of August and early September that are listed here, and the DOE Solution Center is constantly updated with additional webcasts and definitely look out for those on the Solution Center.


So for today, I will now introduce our panel of presenters for today’s webcast.  We’ll first hear from our TAP technical expert, Jen Clymer, who will discuss the opportunity of Behavior Change programs to help organizations achieve sustainable levels of energy consumption.  Then our three guest presenters will share their expertise and experience with behavior chance programs and discuss how people-oriented approaches can reveal new opportunities for energy efficiency while ensuring the persistence of savings from technology upgrades.  

So first we’ll hear from Amy Wolfe, who is with DOE’s Oak Ridge National Lab, and she will speak with us about how federal agencies are using behavior-based approaches to meet energy and GHG-related performance targets.  

Then we will hear from two local governments who are also EECBG grant recipients, Miami-Dade County, Florida, and City of Austin, Texas, who will talk about their energy behavior change initiatives and how they are training and gauging internal staff to manage energy use.


After the presentations we’ll spend the remaining time addressing your questions that come into the “go to meeting” webcast box, and we will address those questions to our presenters before wrapping up.  I will now turn it over to Jen Clymer for the first presentation.
Jen Clymer:
Thank you, Mitch.  Good morning or good afternoon everybody.  I just wanted to get us off on the right foot today, so that we’re all in the same mindset thinking about kind of the interplay between energy efficient technologies and behavior change.  So as this slide illustrates, high-tech does not always mean high performance.  The few data points you see here on your screen, some of them are a little bit dated, and they’re certainly counter-intuitive, but what they’re showing us is various energy use intensities for buildings that have been upgraded or not upgraded for different energy performance.  

So the first two bullets show buildings that have had some type of energy efficiency upgrades completed to them, and you’ll notice that they have the two highest energy use intensities, where higher actually means your building is less energy-efficient.  That would be a bad thing.  Whereas the bottom two bullets show that even by taking no action at all to improve its energy efficiency, or taking simple operational changes such as reducing the operating hours, you can sometimes see lower energy use intensities, meaning the building is performing more efficiently.

So that’s not to say that technology’s not a good thing or that it’s not a place for doing HVAC equipment upgrades, lighting change-outside, that type of thing.  There’s absolutely room for that and they’re an integral piece of any type of strategic energy management plan.  But what it is saying, the next slide please, is that energy-efficient technologies alone are not driving performance, that really there’s a role for people too.  

So there’s certainly a place for a lot of those energy savings to come from operations and maintenance practices, from building operators, whether that’s from appropriately setting and adjusting energy management systems to all on down to the everyday employee at all levels who can appropriately use perhaps if they have a computer power management program that sets their computers and monitors to go off within a certain time from activity, and not trying to override those settings, for example, or not bringing in your own space heaters or fans to try to override the building operating temperatures.

You certainly need both, and today we’re really going to talk about those behavioral techniques, people oriented techniques that are going to influence sustainable culture change to try overcome mindsets and organizational barriers that might be limiting energy efficient behaviors and practices.  Next slide.  

So again to kind of get us all in the right frame of mind and thinking about energy efficiency from a behavioral perspective, I wanted to share with you a few of the tenets of behavior change that I think are important.  Some that are backed up by social science, others simply based on experience.  And then as you’ll see in the next presentation, Amy’s going to share with you a few more kind of theories and tenets behind energy efficiency and behavior change.  But let me just get started with these few on the screen here.


The first one that comes to mind is that it’s really critical to encourage and model positive behavior and not spend too much time on reprimanding others for negative behavior or undesired behavior.  If individuals are reminded how frequently others are participating in some undesirable behavior, they may begin to view that behavior as legitimate simply because others are doing it, and this is the negative side of peer pressure, right?  But if individuals are reminded of some desired behavior that we want them to practice and how others like them or others who in some way influence them, whether it’s their peers or their bosses or some elected officials, how they’re practicing that desired behavior, well then peer pressure can have a positive influence.

And this, of course, kind of re-emphasizes the importance of leadership, again whether it’s an official leader or an unofficial leader, whether it’s a recognized influential peer, if they’re leading by example and demonstrating that desired behavior, chances are people are going to follow suit.

So what naturally explodes from that is this idea of evoking the Golden Rule.  This can also be thought of as the theory of reciprocity or taking advantage of kind of our social obligation or almost indebtedness that’s kind of captured through the old standby, “Do unto others as you would have them do unto you.”  Again, this is another motivation for that “lead by example” model in which you want to encourage the employees you work with and the community you serve to follow your lead.  

The next one – and I think this one is absolutely critical – you have to get down to the human-scale benefits of efficiency.  You can’t just promote conservation or efficiency as a means to an end.  No, because I said so, or the city manager said so, is not enough to motivate people to action.  Much to my dismay, claims of saving the planet don’t get us very far in changing behavior.  While environmental protection and reduced reliance on foreign fuels, for example, are very noble and in my opinion necessary goals, they can be a bit too distant and nebulous to influence daily behavior patterns.  

So what you really need to do is to get to the heart of the question: what’s in it for me?  By listening to and observing what really matters and motivates your employees to take action.  So I wanted to just briefly share with you a couple of ways energy efficiency can be used to satisfy employees’ desires rather than make them feel like energy efficiency is taking something away from them.


So the first is around the idea of comfort, especially around temperature set points and building operating temperatures.  Energy efficiency can be a motivation to respond to those employees’ desire for more comfortable temperatures.  The industry standard is to try to set those temperatures at a temperature that will satisfy 80 percent of the building occupants.  I’m sure all of us know that that rarely happens in practice.  Many office workers are too cold in the summer or too warm in the winter.  They either end up layering year round or bringing in additional fans or space heaters to supplement the building temperature, which of course is going against any practical energy efficiency policy or energy management plan.  

So using energy efficiency as a motivator and a justification for adjusting thermostats to be warmer in the summer and cooler in the winter can show employees that you care and that you’re listening to their desires to be more comfortable and in a more pleasant environment, and it can also go a long way to year-round energy savings.

Then also on the cost saving side of things, typically the cost saving benefits from energy efficiency measures would accrue to either the affected department, or more likely to your local government’s general fund.  But it’s really important to look for those individual benefits and really highlight that to the employees.  Having these energy savings and these cost savings can lead to less strain on the budget overall, which perhaps might mean fewer furloughs or even that long-ago-forgotten pay increase, or perhaps as funding for some type of pet project.

Next is that you have to keep it simple.  Tell them what to do where they do it.  We are constantly bombarded with information and requests for our time.  So just get to the point.  Use point of use facts and tips, whether that’s reminding people to turn off computers and projectors and shut off the lights in meeting rooms, or in lobbies, asking people to use their food energy, i.e. calories, rather than building energy, i.e. kilowatt hours, by taking the stairs instead of the elevators, to really get them where they’re thinking about it and making that decision.

And the last two is to exploit our competitive nature and recognize and aware achievement.  We are competitive beings at our core, so why not take advantage of this with a little bit of friendly competition.  And I know that some of our speakers are going to talk about their examples and their experiences with that later on.  And of course we all want to feel special and acknowledged for our actions.  So providing recognition and reward in any form, it doesn’t have to be big or costly, but it should be frequent.  So it’s great to have annual award ceremonies to highlight major accomplishments, and that’s certainly a key piece of any recognition program.  But don’t forget about the little kudos along the way, the opportunities for people to share what they’re doing and their lessons learned and to get recognized for that.  Next slide please.

And then on this last slide I just wanted to share what are some of the more typical components of successful behavior change programs.  And the remaining speakers today are going to provide examples from their local governments, and in Amy’s case, the federal government, across these different areas.  Also at the end of today’s webcast we will be sending out the slides, and there’ll be kind of an appendix to those slides and have examples from different state and local governments across the country within each of these areas.  

So it kind of all gets down to, employees should be educated, they should be empowered, and they should be rewarded for their energy efficient practices.  And with that I’ll turn it back over to Mitch.

Mitch Brown:
Great, thanks Jen.  We’ll hear a lot more about those principles and tenets with our guest presenters, and I’ll quickly highlight a DOE TAP resource that’s in development before we move on to Amy’s presentation next.


So in addition to this webcast, I wanted to highlight a white paper that is currently in development by DOE TAP experts.  The title is “Developing a Municipal Energy Efficiency and Conservation Policy for Employees.”  And this resource will be available on the DOE Solution Center shortly, and is intended to assist communities that are interested in developing energy efficiency policy guidelines for their employees.

It provides sample language for ordinances, policy directives, and other engagement programs.  There will also be links to other behavior-based policies and resources from other state and local governments, and it will be available within the next month or so on the Solution Center.  So look out for that.  And as a reminder, these slides will be posted, and as Jen said, there will be an appendix at the end of this slide deck with other references and more examples of behavior change programs at the state and local government level.


As a follow up to this webcast, I’m also announcing that TAP will be forming two peer exchange groups that will meet next month via conference call to discuss policies and practices that encourage behavior change as a complimentary strategy to technology focused retrofit projects.  Really these calls will be split into two groups.  One will focus on the residential sector, so more community scale programs, and the other group will look at commercial and government sector behavior change programs.  

So the goal of this peer exchange initiative will be to share information and best practices among EECBG and SEP grant recipients, and the take-away will really be an enhanced awareness and knowledge of what others are doing to apply behavior-based approaches that enhance the long-term savings potential of retrofitted buildings.  So we’re really looking at a great opportunity here for participants to come away with a better understanding of how the actions that building occupants take can reinforce technology based energy efficiency strategies, and how technology conversely can work to optimize technology and other behavior based efforts.  So I encourage everyone to follow up on that.  

To sign up, here are some instructions.  We will be sending out a follow up email to all the participants in this webcast today, so you will be invited to participate with other EECBG and SEP grant recipients to share your experiences and experiences and learn from others.  So again, here’s how you’ll sign up to participate, and this information will also be transmitted as a follow up email.  I just wanted to make that announcement about the peer exchange group, and I look forward to learning more and engaging in the future, next month, when we have our calls.  Stay tuned for that, and now I will turn it over to our first guest presenter, Amy Wolfe with the Oak Ridge National Lab.  So Amy, I’m turning it over to you.

Amy Wolfe:
Thank you.  It’s a pleasure to be with you this afternoon, and what I want to do is to talk to you about work that I’m doing with a team of people across three national laboratories under the auspices of DOE’s Federal Energy Management Program or FEMP.  On the next slide you’ll see what I want to cover today, which is to talk to you a little bit about what this initiative is.  I want to tell you about the approach that we’re taking, which we call “Roles, Rules and Tools.”  As Jen indicated, we looked to the literature and came up with a variety of principles that can underlie strategies and their implementation for achieving change, and we want to translate those principles into action, we’ll talk about that, as well as trying to determine the value added of these interventions by way of benchmarking, metrics and evaluation.  So if you wouldn't mind going to the next slide, thank you.

As Jen said, one of the implicit drivers for our activity is that people matter, and that’s because a technology in and of itself cannot achieve energy savings.  It must be implemented by people.  It has to be maintained by people, and therefore people matter.  But at the same time, if you go to the next slide, there are a lot of myths about energy and people.


One is that information is something that everyone wants.  Not everyone does.  Another myth is that information, in and of itself, will effect change, will motivate people to change.  That does not happen in practice.  Another myth is that people have a pretty decent idea about where their energy is being used or even care about energy, and that’s not the case.  And oftentimes, energy savings, especially in the home environment, is equated to money savings, and that either energy or money savings, financial savings, are thought to be the motivation for behavior change, and that does not always prove to be the case.  If you’d go to the next slide, Mitch.


We take these implicit drivers, and what we’re trying to do is work from both of them, our team, to turn toward federal agencies across the board.  There’s an executive order called Federal Leadership in Environmental Energy and Economic Performance that was signed in 2009, that requires federal agencies to achieve sustainability goals, as established in that executive order.  And these executive orders are implemented by strategic sustainability performance plans, SSPPs, that each agency created as an implementation tool and updates on an annual basis.

And so what we are trying to do as a team is to help agencies achieve significant and permanent changes in their energy use and environmental impact, and we’re trying to do so in a way that draws from social science literature, from the evidence.  What we’re trying to do is point to strategic changes within an organization so that there are points of leverage.  This is the distinction between what I’m talking about and what I understand Jen to have talked about, where she was talking about, let’s say, all employees in an organization.  We are actually not necessarily talking about all employees within an organization, but rather which employees or which roles within an organization are key to effecting large changes in energy use and greenhouse gas emissions.


We’re goal-oriented.  We really strong link the approaches that we suggest to desired end goals.  And as a way of knowing whether you’re achieving those goals and making adjustments along the way, we’re very keen on measurement and evaluation.


We are evidence-based.  We take a systems orientation and we’re analytical.  I want to underscore that what we’re looking at is interactions among technologies and policies and behavior, because just as technology of itself is unable to achieve energy savings unless it’s implemented, used and maintained by people, likewise policies in and of themselves do not necessarily lead to the desired changes.  And what we’re trying to do is reduce the gap between designed and achieved saving.

And we’re also sensitive to the fact that there’s a lot of diversity out there in terms of across federal agencies and within federal agencies.  So we are attuned to the ideas that do or do not work in different kinds of settings, and in that sense, what we’re trying to do is provide something that is sort of general but also tailored in terms of the roles, rules and tools approach.  Next slide please.


So I want to underscore again that we’re not really talking about business-as-usual with a sustainability gloss.  We’re really talking about fundamental change within organizations.  You hear phrases like, “We want to change the DNA of the organization,” and that is partly what we are trying to do.  And one way of translating that and imbedding it in the DNA of the organization is to say that we want to help an agency to operate automatically in such a way that it is more sustainable and more energy efficient.


However, we recognize that organizational and institutional change occurs at multiple levels.  Organizations are complex by definition.  And that there are many, many processes that are involved at each level within an organization.  And even though our focus is on strategic points of leverage within an organization and on organizational and institutional change, there is an interplay between the organization and the individuals in that organization.  So while our emphasis is on organizational change, we don’t totally avoid thinking about the individuals who constitute that organization.

On the next slide you’ll see a schematic representation of what we mean by our roles, rules and tools approach.  If you look on the left-hand side, current conditions, and then on the right-hand side, desired outcome, really we’re talking about getting from here – those current conditions, whatever they may be – to there, where the desired outcome in this case is achieving energy or sustainability goals.  And as a mechanism, a way of structuring advice and recommendations that we are charged with coming up with, we are trying to organize the process of getting from here to there by way of roles, rules and tools.  

So these categories of roles, rules and tools are not mutually exclusive in that a rule about how different roles within an organization operate can become a tool for effecting change.  These are not mutually exclusive.  And in terms of tools, we mean tools in two different ways.  There are tools for effecting behavior change, and Jen started to speak to those, and others in this presentation today will, but we’re also talking about standard business tools, standard operating procedures, job descriptions, contracting rules, things like that.  Those also are tools to use in effecting change.

And on the next slide you’ll see that we want to emphasize that we’re talking about behavior and institutional changes, and looking at behavior as key to reducing this gap between designed and achieved savings, or designed and achieved technology or policy goals.  And we are as a team challenged by translating the evidence and experience that exists into effective practice.  And on the next slide you’ll see a little bit more about what I mean there.  

What we did is looking at the social science literature dealing with organizational behavioral change in the energy-related arena.  And we came up with eight principles that are based on this literature.  And these principles are stated in somewhat different ways from what Jen did, but I think they are compatible with what she was talking about.  And what I will do in the next several slides is actually read to you what these are and talk to you about how these principles can be translated into some action.  

Though, for example, in the next slide you’ll see that the first principle is the social networking communications principle.  And what that says is that institution and people change because they see or hear of others behaving differently, so they want to behave differently as well.  This is something that Jen referred to.  And if you want to translate this principle into a practice, then you could say that you want to make sure that the staff in an organization see or hear about others who have changed so that they too may be more willing to change.

The multiple motivations principle says that institutions and people almost always change their ways of doing things for more than one reason.  And Jen was talking about that, that people are not necessarily motivated only by energy, or only by conservation, or only by money savings or many things that can affect why people behave the way they do.  So in the sense of a directed program the ____ would be to make different and combined appeals.

The leadership principle is another one that Jen spoke to, which says that institutions and people change because the workplace rules change and visible leadership communicates management commitment.  So you want the leaders of the organization to be visibly demonstrating their commitment to change.


The fourth principle on the next page is the commitment principle.  It’s related but it’s not necessarily talking only about the leadership of the organization.  It says that people and institutions change when they’ve made definite commitments to change, and especially when the commitments refer to future conditions.  And so as Jen suggested also, one piece of advice coming from this principle would be to ask for specific commitments.

The next principle is the information and feedback principle, which says that institutions and people change because they receive actionable information and feedback.  So one piece of advice coming from that principle would be, be sure to provide tools and resources tailored to specific workplace situations.

The next principle on the next slide is the infrastructure principle, which says that institutions and people change because a changed infrastructure makes new behaviors easy or desirable.  So in this sense we’re talking about changing the default settings for the temperature control, making sure that printers are set to print duplex instead of single-sided.  Changing the infrastructure of the organization such that it’s easy for people to make the changes.  And also to provide motivations and incentives to use the infrastructure differently, and Jen was talking about that in terms of taking the stairs instead of an elevator.

The social empowerment principle is that institutions and people who feel they can reach desirable social goals often do so.  And the contrast to that is, if you think it’s impossible to achieve those goals, you may not.  And so the one idea coming from this principle is to involve people in program design and processes.


And the last of the eight principles is continue with change.  And really what that says is that cultural change takes time.  If you’re trying to change the DNA of an organization, well, that’s a bad image in terms of culture change because it’s hard to change DNA, but in terms of culture change, it takes awhile.  And so plan for a multi-year process.

On the next slide I’m going to talk about translating these principles into action by way of saying what these principles are meant to do and what they’re not meant to do.  So the principles are meant to be a foundation for strategy to meet particular goals.  But they are not strategies in and of themselves, and neither are they guaranteed to achieve those end goals.  So it’s really important to align the strategy views with the goals an organization sets.  

So in this sense, goals can be very different from one another.  There can be goals to instigate change, and those goals are quite different from sustaining change.  There can be goals to have broadcast change within an organization -- all employees, for example, versus strategic or targeted change within an organization.  Again the kinds of strategies you would use to achieve those goals would change.  Also there can be different kinds of goals in terms of are the goals stated in terms of energy or greenhouse gas reduction, or are they stated in terms of engagement and reaching out to X number of people or X percentage of the employees.

On the next slide you’ll see that the principles also are meant to be suited for particular goals but not necessarily suited for all goals.  And I want to underscore that these eight principles that we’ve identified from the literature, they are not a menu of options that are substitutable one for another.  So in other words, if you as a behavior change program designer wanted to select which principles or strategies to use, choosing one versus another should be made in terms of what the main goals you want to achieve are, and not thought of as, well, I can do multiple motivations because it’s easy for me, or I can do a competition because it’s easy for me, without thinking about what the end goals are intended to achieve.

So, for example, a competition would be a terrific method for achieving short-term change and for instigating change.  It may not be the best method to choose if you want to have sustained change in an organization.  So you need to distinguish kinds of strategies that are most suitable for the end goals.  Next, please.


Having talked about some of these caveats, we also think that some of these principles are readily used and add value now, and these examples are the multiple motivations principle and the continuous change principle.  If you understand that people are motivated by multiple motivations, then it makes sense to make appeals that refer to energy and environment and comfort and other things that are important to people in the organization.  And the same thing with continuous change, think about things taking a long time.  Don’t expect all the change to happen at once.

And the principles are not robust and well tested in all contexts.  We are using what evidence there is, but the evidence isn’t always terrific.  The literature generally does not talk about organizational change, nor does it generally refer to persistent change.  Next, please.


So to wrap up this talk what I want to do is to fly through some concepts about benchmarking, measurement and evaluation, because it’s important to gauge the impacts of the intervention through a behavior change program.  But also to note that benchmarking, measurement and evaluation themselves constitute behavior change tools.

So benchmarking, in brief, provides a reference point to a starting condition, and you want to get some sense of what that is so you know what changes accrue from whatever the intervention is.  So the benchmarking encompasses energy consumption and organizational practice.  Next, please.


There also has to be some kind of measurement.  One way of measuring is through metering, and that information can be fed back to either all employees or the relevant employees, remember that information feedback principle through dashboards, energy management systems as two examples.  The measurement and the conveyance of what that measurement is can be done with varying levels of precision.  It depends on what goals you’re trying to achieve.  In that sense, the data should be gathered and provided in ways that meet varying audiences’ needs.  

Evaluation can be done on an interim level, meaning as you’re initiating a program and implementing it to do evaluation along the way to refine what you’re doing to achieve better outcomes.  And also at the end, to do an outcome evaluation, but of course at that point you need end use data.


And on the last slide what I’d like to do is just fly through a few suggestions for how you might apply these concepts in different organizational settings.  One is to look at what information and resources you have in terms of data and people, so as to identify what are the critical end goals, and goal establishment is absolutely essential.  

Then it may be wise to identify low or no-cost behavioral interventions that will align with those end uses.  But at the same time, you have to start to understand what the barriers may be to implementation, and those are specific to your organization or setting.  

Then it makes sense to select interventions that have a high likelihood of adoption and payoff based on the initial work you did in terms of surveying – I don’t mean a formal surveying – but the initial site surveying, benchmarking types of situations.  And implement, measure and modify as required, and then expand to more challenging end uses.  

And so with that I’d like to wrap up, and on the last slide I give you our team’s contact information, and we’re happy to answer any of your questions and also to invite your feedback and input.  Thank you very much.

Mitch Brown:
Great.  Thank you so much, Amy, that was very interesting.  It’s a really good segue into our next presentations as it lays the groundwork for a lot of the theoretical and kind of principles that you really need to underscore to really set up these kind of behavior change programs.  So I appreciate that.  And again, for all those interested, please follow up with some of the contacts on this page, and these slides will be posted as well.  

So now I’ll turn it over to Miami-Dade County.  We’re going to hear from Maggie Fernandez and Patricia Gomez with the Office of Sustainability at Miami-Dade County.  So I will turn it over to you, Maggie.
Maggie Fernandez:
Thank you, Mitch.  Next slide, please.  

Great!  Thanks, Mitch, again.  Hi, everyone, my name is Maggie Fernandez.  I’m the Miami-Dade County’s EECBG program administrator, and also the sustainability program manager for outreach, and it’s really great to be able to share with all of you today some of Miami-Dade County’s employee behavior change toward energy efficiency success stories.  Including g-Net, which serves as a green resource for all county employees, including our Green Peer Group, which in turn help us implement programs such as Power IT Down and our Integrated Dashboard at two pilot facilities which we’ll talk about a little bit later.  Next slide.

So Miami-Dade County’s Office of Sustainability was created in 2007.  We’re a small policy office whose mission is to transform Miami-Dade County organization into a sustainable one, changing the culture, changing the way we operate, and also in the way that we provide services.  In addition to that, our office is working with our partners to ensure the sustainability of our community for many years to come.  

So our major programs include the implementation of the Sustainable Buildings Program, which requires all new construction and major renovations to be minimum ___ over.  Also, a major program includes implementation of our EECBG program, which is 12 projects across state/county departments.  And also the implementation of our community’s first ever sustainability plan, which is GreenPrint.  Next slide.

Now we’re very proud of having developed GreenPrint.  I might add that it was created all in-house with existing county resources, and it’s not just another plan that’s going to sit on a shelf collecting dust.  It’s a five-year county and community action plan.  Meaning that the responsibility for leading and partnering on the important initiatives of GreenPrint is shared by local and regional governments, by business leaders, by community groups, by academia.


There are 137 different initiatives included in GreenPrint – initiatives.  For example, the water and energy efficiency goal area of the plan include initiative 15, which is EECBG implementation, which encourages behavior changes through an energy efficiency campaign, and also initiative 23, which requires us to develop programs and incentives for county employees to save energy.  Next slide.

So in 2010 we launched a comprehensive community-wide energy education program that is supposed to engage residents and employees to gain support for energy efficiency and conservation, renewable energy, recycling, waste reduction, and more importantly, to serve as a catalyst for long-term behavior changes that will result in reduced energy use.

We have a two-prong approach.  We have an external outreach campaign to the community, and you’ll see some of the programs we have on the slide, and then we have an internal outreach to the county workforce.  We have 27,000 employees, so that’s a good amount of people.  

Some of our internal programs include Employee Green Pledge, which I’m proud to say as of August 2011 we’ve had nearly 21,000 employees complete the pledge and make over 250,000 pledges related to conserving energy and water, reducing waste, and getting involved in the county’s green efforts.


We also have Power IT Down initiative, which my colleague Patricia will discuss a little bit later in the PowerPoint.  And we have G-Net.  Next slide.


What we did is in April we launched G-Net, which is a one-stop green online site for all Miami-Dade County employees on our internal employee internet site.  So in order to implement large-scale behavior changes across an organization as large as ours, we really needed to create one place for employees to go to to learn about anything, or to find out any information related to our green effort, and we needed to make it easy.

So G-Net serves as a one-stop green resource for county employees and provides them tools.  So, for example, an architect designing a county facility, he or she can go to G-Net and download information on our sustainable buildings program.  A record clerk can find information on carpooling or purchasing recycled paper.  A bus operator can go to G-Net and find out about the hybrid bus that they’re driving.  Or a facility manager who needs to read and learn about a newly mandated energy reduction program at county facilities can go to G-Net and get that information.  Next slide.


And this is where G-Net really takes it up a notch.  It also serves as a one-stop resource for our Green Peer Group, such as our Sustainable Building Committee and energy management liaisons.  We really believe in Miami-Dade County that success in transforming the culture of our organization really depends highly on our talents and employees, so we really need to invest in training them.  

So on G-Net what we do is we provide information on all different types of training opportunities available to our Green Peer Group on sustainability or on built environment.  Examples of such programs or trainings are, we have a sustainable buildings lunch series, and we also have construction management, lead professional and certified energy manager trainings for our county employees.  

Now, once we train them, this really enables them to become our change agents in the departments and the facilities.  So really after we got them hooked and they’ve bought into our agenda, G-Net then allows them the ability, these peer groups, to have in one place, information that they need to help us implement these organization-wide behavior change programs like Power IT Down, which my colleague Patricia will now talk about.  Next slide.

Patricia Gomez:
Thank you, Maggie.  Good afternoon, everyone, my name is Patricia Gomez.  I am a County Sustainability Program manager for energy infrastructure and policy.  I would like to share with you two specific behavioral change initiatives.  The first one is the Power IT Down initiative, that started in October 2009.  Our Enterprise Technology Services Department, our IT department, developed a schedule and procedure to allow users to shut down their computers most of the week, with the exception of Thursday.  ETSD also developed a dashboard on G-Net, which is our internal website for county employees, to track results by department.  I have that information here in the PowerPoint presentation.

Even though the application was available to all county employees, participation was not as we expected.  So on December 2010, the Office of Sustainability successfully engaged our energy liaison to increase participation in the program.  This was the first goal for them to achieve, to get participation from their own department.  In addition, we provide them a little give-away, the Fuzzball, the little green guy that is in the PowerPoint slide right now.  So any person that participated and committed to participate in the Power IT Down will receive one that will serve as a token of appreciation, but also as a reminder that they are participating, and maybe others can ask all about Power IT Down, so they can start that information sharing.

Since 2010 the organization has saved nearly $250,000 by employees simply powering down their monitors and PC units at the end of the day.  That’s a daily average of $654.00.  So this is a very, very interesting program.  People are really happy to participate, and it’s all automated.  You only need to do one checklist that says, “Yes, I’m willing to participate,” and then you select the time of the day that you want your computer to be powered down.  So it’s pretty simple, and people love the little green guys, the fuzz balls, they were very, very motivated to receive them.  Next slide please?

So the second initiative that I will share with you is the Integrated Dashboards for two pilot buildings.  We all know that 40 percent of the energy that comes straight from the utility is used by buildings.  So Miami-Dade County, with the help of EECGB money created an Enterprise Energy Management Project.  This will help us better manage and reduce countywide energy consumption.  We will use accounting and energy management software and equipment, like meters and sub-meters, to have real-time building dashboard interfaces.  And will help us also analyze our energy consumption across electric accounts and within specific facilities at the asset level.  Next slide please.

So what we’re going to do is we’re going to change all the way we manage utility bills.  So right now we are receiving paper bills and we are going to be changing that.  Our utility provider, Florida Power and Light, have agreed to provide electronic data that is going to be captured in our utility management software, which is going to be an enterprise solution.  

And from that, next slide please, we will feed it into our EAM ASE software.  This pilot project has the goals of minimum five percent reduction in energy consumption, and it’s going to have different phases.  The first phase, like the presenters were saying at the beginning, is going to be developing the baseline.  So the University of Miami is conducting an assessment in two ___ facilities to provide us with the baseline.  Then we are going to use the enterprise as a management software from import to the tracking, and we hope to be able to integrate with Energy Star to help us to benchmark it.

At the same time we’re going to metering at the utility entry point for these two buildings, and we are going to be sub-metering at the floor level to have completion between floors.  In addition we are going to grade all this with the building management system, the EMS.  Next slide, please.


So this is the schematic of the enterprise-wide facility based energy management systems upgrade and coordination.  I know it’s a little bit hard to read but I want to make sure that you guys can see the overall picture of the project.  I have highlighted where we are going to have the dashboards.  We are going to have a Citizen Dashboard, and also we are going to have dashboards for Facility Managers.  So we will have the same data for different personnel from within the organization and outside the organization.  So Facility Managers can use these dashboards to help implement maintenance, to react to problems, and also to track how well they are doing their job.


On the other side, the persons that are working in these facilities can see really on a per building and a per floor level how is their behavior affecting the energy consumption of the facility.  And also, citizens that come to these buildings can see how the county is doing, how are we managing our energy consumption and what are the things that we are using to reduce this consumption.  In addition, we will also add tips for people to look at the dashboards and get ideas on how to contribute.  Next slide please.


So parallel to this initiative we are also trying to find out a way to do more of this in other facilities.  Miami-Dade County has more than a thousand facilities, and with the pilot project we are only covering two facilities.  So the idea was to try to work with an energy performance contract to replicate this into other facilities.  At this time we are negotiating with Johnson Controls for five facilities to do more or less the same thing that I have talked about before but with their own perspective.  

It is anticipated that direct savings from defined systems are positive improvements and in direct savings from the behavioral change enabled by the enhanced ability and distribution of information, will produce a minimum of five to ten percent reduction in the electrical consumption.  And as many of you know, an enterprise or an energy performance contract has to pay with the savings.  This solution will be composed of both the application of technology to provide an identified energy savings, and provide the services to make adjustments to realize those savings.

As we were listening before, the process begins with the data collection of building automation data, interval data and monthly utility spend data, and then they will run the analytics and identify the energy savings initiative.  Then they will make the appropriate changes in order to realize these savings, and the solutions include technology to both identify current savings opportunities, as well as continuously monitor the system to validate optimal ___ization once improvements are made.  So as you can see, this is a cycle of action that never ends.  You always have to be doing the cycle to really optimize your process.  Next slide, please.  

So this is the dashboard that they are proposing to use, and this is the dashboard that Johnson Controls used for this facilities.  On this dashboard a facility manager can see a group of facilities, or it can also check the performance of a specific facility.  All the employees will have access to these dashboards, and they will have all different accesses but they all can use this resource.  Next slide, please.


So what they are proposing is to have this dashboard different places in the organization.  They also propose to have wall-mounted projectors in the buildings, but also can be used in mobile dashboards like your iPhone or your iPad, and also at the computer level.  So executives can also check what is the energy consumption of the facility.


We hope to be able to complete this project within the next 12 months, and we are very excited about all these things that are doing.  Next slide, please.


So this is our contact information.  Please feel free to ask questions or send suggestions and we appreciate having the opportunity to share with you our initiative.  Thank you.

Mitch Brown:
Thank you so much, Patricia and Maggie, that was a great presentation, and you guys are doing some really interesting work, and I look forward to learning more as your projects get underway.  Again, as an opportunity for peer exchange, everyone can feel free to engage with Miami-Dade to learn a little bit more about their program if you’re interested.  

We ill now turn it over to Marry Priddy with the City of Austin, and she will suggest some of their initiatives down in Texas.  Thanks, Mary.

Mary Priddy:
My pleasure, thank you very much, Mitch, and good afternoon to everybody.  I am Marry Priddy, the program coordinator for the Austin Climate Protection Program, and today I’m going to speak primarily to our municipal operation, as the city has pledged that our municipal operations will be carbon-neutral by 2020.  But I will provide some information on some of the programs that relate to the community at large.  

The first up on the agenda, I’m going to discuss education, both our internal education, which all of our employees are required to attend, and some external education that we provide to the community.  And in order to achieve such an aggressive goal as carbon neutrality, we’re going to need all the departments’ support, so I’ll be discussing our citywide Climate Action Team, or CAT, as we animal lovers like to call it.  

Then I’ll touch on our executive team, because we wouldn't be able to make any of the large measurable progress that we need to without the upper management support such as providing the necessary resources such as manpower or financial needs.  

From there I’m going to move into discussing some of our successful city programs.  And finally it seems that whenever you start discussing reduction goals, whether it be weight loss, or exercise programs or anything, friendly wagers seem to make their way into the discussion.  So I’m going to share a few of those with you today.  Next slide, please.


It just seems logical that the first step changing behaviors is to start with education.  So we’ve developed a course that we’ve entitled Cause, Commitment and Conservation.  The Cause piece speaks to the science of climate change, the Commitment piece speaks to the City of Austin’s commitment to our sustainability goals, and then the Conservation piece speaks to actions that employees can take both in the workplace and in the home as well.  To date, over 40 percent of our employees have completed the training, and we have provided some follow up to those departments that have completed the training as well.  

Annually we provide and compute an annual carbon footprint to each department, and through that, that’s how we develop the training information around their trends.  So for instance, if we notice that their energy use is increasing, we can look at why and help them develop solutions of how they reverse that trend.  

And we’ve also found and initiated a Train the Trainer program, because a lot of offices seem to be more effective if they’re taught by someone that they know, that’s a peer or someone, as opposed to environmentalists such as myself coming in and talking.  So our Train the Trainer program as been very, very successful.  

And many of our departments have extensive continuing education requirements.  So to make it easier, we’ve also developed an online version of our training program.  So with the employees that have the scheduling challenges, such as our public safety employees or our emergency energy line workers, that training is there for them to take when it’s most convenient for them.


Looking at just some of the simpler things that we’re doing as far as education and training is concerned, the City of Austin has a very, very strict no-idling policy for all of our fleet vehicles.  So we’ve simply affixed a non-idling sticker to all city vehicles, which lets citizens know that this vehicle should not be idling, and even provides a telephone number for citizens to call and report if there are any violations.  This accountability has really accounted for a decrease in idling with our city vehicles.  

We’ve started posting signs in all of our buildings reminding employees that we do recycle in all city buildings, and we compost in many of our facilities as well.  These signs will show what to recycle, where you can recycle it, how to compost.  We have bins for composting, recycling and materials that go to the landfill.  So it’s all clearly marked, and that’s shown a big increase in our materials that have been diverted from our area landfills.  

All of our city computers have signage reminding employees to turn off their monitors when they leave for any extended period of time.  And in addition to installing motion sensors in all of our meeting rooms, we’ve put up very simple signs that say, “Last one out, turn off the lights.”  We’ve shared these with the local area schools, and it’s a big hit with the kids I’m finding.

It’s really tough when you’re a new employee coming into a situation to know what you can do, what you can’t do, what’s required.  So we’ve started counseling all new employees at their new employee orientation that the city provides, just to explain just how dedicated the city is to our conversation measures.  And again, we give them suggestions of the changes they can make at home as well and also in the workplace.

And we’re not trying to keep this just contained solely to our municipal operations.  So far this year we’ve presented to over 5300 students and citizens at over 90 locations, primarily schools and large businesses, of actions and recycling measures and reduction measures they can take.  And one program that we’re really proud of is that we’ve provided kilowatt meters to public schools and to the public libraries so people will be able to check those out and use them as a resource tool to find out how much energy they are using at home and in their classrooms.  Next slide, please.

As I said, in order to achieve some of these lofty goals that the city has set, we’re obviously going to need some help from all of our departments.  So we recruited teams from each of our departments to help establish both short and long term target reduction goals in the areas of energy, water, waste, transportation, purchasing and education.  And we asked them to take a look at these areas because obviously they’re going to be able to tell us where they can make the most significant reductions.  They’re certainly going to have a better understanding of their operations than we in the climate protection would.


This is a very grassroots type effort, very frontline.  Each one of the members are very passionate about reduction here at the city operations as well as the community as a whole.  In order to make it easier, we’ve created a shared website where each month the departments go in and enter their energy, water, and fuel usage so that we can take a look at those every quarter and notice any trends, and hopefully identify any barriers that they may have, and offer solutions to any negative trends.  So hopefully we can reverse those so that they’re able to meet their annual goals.

The group meets every month, and each month we ask one of the departments to share some of their success stories, and this sort of feeds into the competition piece in that invariably when someone stands up and is telling all the wonderful things they do, it just motivates the other departments to want to step up their efforts as well.  Next slide, please.
Mitch Brown:
Looks like the connection may have gotten disrupted, so I apologize for that.  
Mary Priddy:
It’s a lonely, lonely feeling, Mitch.

Mitch Brown:
Why don’t we continue on and keep discussing this slide.  It looks like it may be coming back.  It’s been re-established.  You can go ahead with the Executive Commitment.

Mary Priddy: 
Technical difficulties, gotta love’m.  Sorry about that, everyone.  As I said, in speaking about our Climate Action Team, that is more grassroots, that’s the administrative staff.  That’s the employees that do the day-to-day work.  But they can only do so much, and that’s why we as the City of Austin feel that we’re very fortunate to have the buy-in from our executive team.  Some of the measures that we’re trying are that all of our upper management staff, they have greenhouse gas reduction measures in their performance reviews.  So if they’re not meeting their targets it can certainly have an impact on their annual performance review.

Secondly, all of our conservation plans do require some for of an executive sponsor.  For example, I’m in the process of putting together a training for the line workers at Austin Energy to make sure that that training is completed by the end of February, 2012.  One of the Vice Presidents at Austin Energy signed off on that.  So if that training isn’t complete, again, there’s some sense of accountability, that we aren’t just making plans and hoping that they’re followed through on.  

We receive email reminders from our city manager on a regular basis on energy conservation measures that employees can take.  And one huge commitment to carbon neutrality is obviously going to be where our energy comes from.  And currently 17 of the City of Austin’s departments, our general fund accounts, are on what we call GreenChoice, that is a renewable energy source.  So that all the power that powers those buildings comes from primarily wind.  And pending budget approval, which will be October 1st of 2011, we should be bringing the remaining six departments, which are enterprise departments, on to GreenChoice as well.  So we will have all of our cities’ facilities powered by renewable energy hopefully by the end of October this year.

And what this executive approach tends to do is it sort of completes that top to bottom approach.  We’ve got the people from the bottom pushing up towards the top, and at the top pushing down and giving us the resources and the support that we desperately need.  So we should be able to achieve some of these lofty goals that the City of Austin has set.  Next slide, please.

I’m going to talk about some of the city programs.  I know several of the speakers have touched on recognition.  We all come to work for a paycheck, I understand that, but sometimes a pat on the back, especially when you’re sort of going above and beyond what is required of you, that’s nice.  

The two that we’ve established are Environmental Awareness Award.  Seven separate categories.  The City of Austin has its own separate category.  The other categories include government agencies, that allows state workers, federal workers to nominate themselves as well.  We have a category for large businesses, which is 100 employees or over.  Small business, obviously 99 employees and under.  We’ve got a non-profit category, an education category, and also just an individual achievement award.  

Just to toot our own horn, our solid waste services department won the City of Austin category this year for their Zero Waste Festival initiative, and our EMS was actually honored in the government category for their solar-powered ambulances.  So kudos to some of my colleagues.  Next slide please.  I’m sorry, can we go back to the last slide? I apologize.

In addition to the Environmental Awareness Award, some of the programs that we’re also offering are the City Cycle program.  What this is is we provide bicycles and scooters to our employees for shorter commutes, as opposed to taking a car to a meeting, you can take a bike or take a scooter.  If you are going to have a larger commute, we do have Smart Cars available for our employees to use.  

We’re piloting the Nightwatchman Software, which allows all the computers to be turned off, but does give IT the leeway to turn back on to make any patches or upgrades that are necessary.


And a program that we recently launched is called the One Green Step.  I think sometimes people are hesitant to get involved or try to make some changes.  It just sounds so daunting.  They’re like, “What can I do? What little contribution can I make?” That’s sort of what the One Green Step feeds into.  It inspires people commit to just one little personal green step that they can make to make Austin a little cleaner and greener.


For instance, in my case, I pledged to dry my laundry outside.  It’s been 108 degrees here lately, so I was able to dry eight loads of laundry in 5 minutes last week, so that worked out well!  The idea being that once you adopt this One Green Step and make it part of your daily life as a changed habit, then make another pledge.  And soon these one little steps turn into some very big steps for us collectively as a city.  Next slide, and I promise I’ll keep it on this slide.


Something that we’re piloting at two of our buildings, our Town Lake Center, which is the facility you see on the screen, and also our City Hall, is the smart building.  And what this does is it provides real time monitoring of energy usage.  The purpose behind it is to sort of test and validate the effectiveness – it’s sort of a social networking approach to energy management.  You’re able to monitor energy use on each floor, and also each circuit.  So at peak demand hours you can see where you’re using a lot of energy and try to curtail that.  Cost wasn’t that high, about 10 cents per square foot is what we were charged, and our IT department was able to install the software, so that also kept the cost down to a minimum.  Next slide, please.

And finally, as I said, everybody, or most people, seem to love a good competition, and some of the city’s reduction efforts have led to that.  First step, two of our council members, Councilmember Spelman and Councilmember Riley, challenged one another to reduce their office’s overall carbon footprint.  And this was a cumulative total.  Each office had four employees.  So using a carbon calculator in February of 2010, they established a baseline, and using the One Green Step program that I mentioned, and just some of the other programs that the city offers, they kept track of their reductions.  

And the big announcement came in December of 2010 when Councilmember Spelman’s office showed a 32 percent reduction in their carbon footprint.  They went from 39 metric tons annually to approximately 26 metric tons of CO2, and Councilman Riley showed a 22 percent reduction from 38 to 29 metric tons.  So as a result of, I won’t say losing, I’ll just say not winning, the Councilmember Riley will now work with a low income group to provide weatherizing for low income families.  So it’s sort of a win-win for everybody.  

Our Watershed Protection department came up with a competition just to reduce the miles per gallon of their fleet vehicles.  Again, they established a baseline over a three quarter period and just put signs in the car reminding the drivers to perhaps use more efficient route planning measures to no idling, not have such a heavy foot on the gas pedal.  And the winning group was able to reduce their fuel consumption in one quarter by ten percent.  And for their efforts they were rewarded with two hours each of additional vacation time.  As I said, everyone loves the pat on the back.

Another successful program that we launched at the city is our Walk, Bike and Roll program.  What this is, is it’s an alternative commute program that rewards employees for avoiding trips.  So myself, I live outside of Austin, so I drive in, but I made a pledge not to use my car while I’m here.  So I’ll either take a scooter, take one of the bikes, take the bus, take the hush puppies on my feet.  We’ve promoted this throughout the city, and last year it resulted in over 25,000 avoided single occupancy vehicle trips.  Every Friday we have a drawing for movie tickets or just something simple.  As Jennifer touched on, annual awards are great, but a little pat on the back along the way is nice, and this serves that role.  And at the end, the grand prize winner was awarded with an electric scooter.  So that’s a fairly nice prize.  

What we’re trying to do now is, we’re currently trying to develop the guidelines for interdepartmental challenges.  As I said, we compute the carbon footprints for all of our departments; we’re just trying to find a way to make it fair.  If we have 12,000 total employees, we have 1200 at our Austin Energy Facility, we have 4 in our ethics office.  So we need to find a way to level that playing field so that we can foster some healthy competition between the departments.  Next slide, please.  

And that concludes my presentation.  I hope that this information has been helpful.  My contact information is listed should you need to contact me, and thank you very much, I appreciate it.

Mitch Brown:
Thanks, Mary, very much as well.  And just a quick thank you to Jen, Amy, Maggie and Tricia as well for sharing those great presentations and giving us their overviews.  

In the interest of time, we’ve got about 15 minutes remaining, and we’ll go through some questions and answers.  So I’ve been gathering quite a few questions from the audience here, so I’ll go ahead and feed those out.  

First, actually, we’ll start with you, Mary, since you were the last up, and there was one question that came in asking the City of Austin, how were goals and programs for behavior change established? Was this through the City Council or through the City Manager? I guess kind of elaborate on maybe who was involved in setting up some of these goals and initiatives.
Mary Priddy:
It was actually our City Council.  My department, the Austin Climate Protection Program, was born out of the Austin Climate Protection Plan, which was passed in 2007 unanimously by our City Council.  It was really the legacy project of our previous mayor, Will Wynn, this is something that he’s very, very passionate about.  

And what the plan specifically addresses, it’s a five-point plan, the first part is the municipal plan, and I touched on some of those points today.  The second part is the utility plan where we’re in a unique position in Austin in that we own our own utility company.  So we’re able to work with the utility to effect measures to cap emissions and work towards more sustainable energy production.  The third part of the plan is homes and buildings, working with local builders to come up with more sustainable commercial and residential buildings, so establishing benchmarks and guidelines there.  

The fourth part of the plan is the community plan.  If Austin as a community is to achieve carbon neutrality, the municipal operations can be as lean and green as we want to be, but if we don’t get the community buy-in, then our efforts aren’t going to go anywhere.  So the community piece speaks to bringing the community in and getting their input.  And then finally the last part of the plan is something called Go Neutral, and that breaks it down and gives tips and assistance to the individual citizens that want to reduce their impact.  
Mitch Brown:
Okay, great, thanks for that.  And actually I’ll go ahead and field one more question to Amy, and this one is asking for a list, if there is a list, and maybe provide some examples of behavioral interventions, including low and no-cost interventions, and is there any data out there on the cost benefit of these interventions or the energy benefits?  If local governments are going to make a short list, is there any good field-tested information out there?
Amy Wolfe:
That’s a great question, and honestly I’d have to look into what some examples would be, I don’t have a ready list that I’m going to say here.  But actually some of the information programs and outreach programs that the other speakers have addressed, some aspects of them are relatively no-cost, low-cost types of efforts.  There are low-cost, no-cost kinds of interventions if you’re talking about changing the wording of an operating procedure, for example, or the rules for how one would effect contracts, say, and procurements so as to make them green.  Once they’re done, they’re done.  Or guidance for how to incorporate if your municipality or whatever is going to build a new building, what design criteria ought to be included in all contracts.  So a once and done kind of intervention.  I don’t know if that’s what the questioner was going for, but those are examples of interventions.  But again, I just want to reiterate that you want to link those interventions with the end goal.  So it’s not necessarily the case that any one of those interventions would meet all goals.  
Mitch Brown:
Okay, great.  Any other presenters have any input on that?  Okay, well, I will direct the next question, kind of looking again at some of the costs and some of the impacts of these measures we discussed today, to Miami-Dade County.  Can you elaborate a little more on the cost, or maybe just the level of effort involved in setting up the benchmarking tool, and kind of talk about what it’s going to take to move from the pilot to building and kind of scaling up to, you mentioned, over a thousand facilities.  So maybe just discuss a little bit about that proposition and if there’s any cost benefit going into that.  
Patricia Gomez:
Well, I think, to answer that question, that’s why we are trying to use performance contracts, because that will be a no-cost solution to Miami-Dade County.  Because as you know, performance contracts are based on the savings that you achieve.  So this is a new concept.  We had an RSP open to our ____ vendors, and I have to say that we didn't receive as many responses as we were hoping to, but we received two responses that were very competitive.  So because there is a cost associated with trying to meter and trying to purchase software and all those things, we understand that we need to find another finance mechanism, and we hope that the performance contract works, and we can use that finance mechanism.

For the two pilot projects we are using EECBG money, and of course we are acquiring the software that is going to work for every other facility, not only for these two pilot projects.  The utility management software is also acquired, so there is a lot of things that we are doing now that won’t be a recurring cost to the other facilities.  We are acquiring all the solutions for an enterprise wide use, so any other facility will be easier to implement.

In the other area for new facilities, we are incorporating some of this technology.  We have probably around 30 projects that are being built right now, like a children’s courthouse and other facilities, and what we are proposing to them is that as you build the facility, incorporate these things.  So try to incorporate the median at least at the facility level, at the house level, and maybe some on the important equipment.  Try to use building automation systems to track the other things, so that we can leverage all this and maybe do an easier implementation.  

So that’s what we have so far.  Through the pilot project we will be able to really, really determine what is the exact cost.  The pilot project for the two buildings is approximately over a million dollars, so it’s a little expensive, but like I said before, we are purchasing things that are going to be used for the rest of the facilities at no extra cost.  That’s it.  
Mitch Brown:
Okay, thanks, Patricia, that does answer that, great.  The next question is a little more general.  We have: “While tapping into the competitive side of human nature, I found that exploiting our collaborative nature is just as expected and just as effective.  Have you seen this phenomenon as well, and maybe some examples?”  So I can open this up to any of the presenters.  Jen, maybe you could talk to this as to the success of collaboration as well as competition.  I know we talked a lot about competition in some of the examples, but if you could maybe mention and example or an opportunity here.
Jen Clymer:
Sure, one thing that comes to mind, and full disclosure, I used to work for the City of Austin’s Climate Protection with Mary Priddy as well, so I’ll draw on my memory bank on something I recall from Austin Climate Action Team.  Two of the largest departments in the City of Austin are Austin Energy, the electric utility, and Austin Water, the water and wastewater utility.  They have historically had somewhat of a little bit of a rivalry between the two, but through the Climate Action Team they kind of came together to work together effectively, because they found that through the city’s greenhouse gas emissions inventory they were finding that roughly half of the city’s electricity use was going to treat and pump water – half.  So they found that there were opportunities for the two departments to collaborate together not only to conserve energy, but to conserve water as well.  So that’s one thing that comes to mind.

It certainly helps the “we’re all in this together” mentality, that we all have our own piece to share, and I think that’s kind of the motivation between the One Green Step program that Mary mentioned as well, is that our individual actions really add up to this larger collective impact.  So certainly I think there’s room for that in addition to the competition.
Mary Priddy:
And to add to that, this is Mary, in speaking to our water utility and Austin Energy, as I said, we every month have the departments come in and mention their success stories.  When Austin Water was presenting, and they’ve just got some wonderful, wonderful programs that they’re working on, it was actually Austin Energy that turned to me and said, “We have to catch them, they’re kicking our butts.”  So the collaborative spirit is there, but the competition doesn’t ever seem to be too far under the surface.  
Amy Wolfe:
This is Amy, I would add another element to that – and first I think that what the questioner was referring to was embodied in the principle that we call social networking and communications principle.  And in our work, what we would be trying to go toward – and I do not have a specific example – is a pattern of behavior that simply is more sustainable within an organization, given that for many people and many organizations what they’re being asked to do to achieve greater energy savings or greenhouse gas reduction is over and above and separate from their day-to-day obligations and responsibilities.  And so if it becomes a matter of course, that of course you turn out your lights, of course you do these different kinds of behaviors, that is a more collaborative and commonplace cultural environment, but I don’t have a specific example of something that has been done in the settings that I’m aware of.

Mitch Brown:
Okay, great, thanks for that input.  I think we’ll have one more question before we wrap up.  This one could be directed more at the local governments, I’m going to call Austin and Miami-Dade, what have your cities or counties done to ensure that these initiatives span different administrations or different leaders, and maybe as a kind of compliment to that, span across departments, so really touching both temporally and kind of horizontally across your local governments.  So we can start with Miami-Dade.
Maggie Fernandez:
Hi, this is Maggie from Miami-Dade, and we’re experiencing this just now.  We began our sustainability initiative and our energy conservation and efficiency initiative under a previous administration, and about two months ago a new mayor was elected to Miami-Dade County, so we’re continuing our ongoing initiative.  And what we’re doing is we’re approaching sustainability and energy efficiency in a way where we’re looking at what the current mayor’s vision is, and then integrating sustainability into that.  Instead of forcing it upon the new administration, we’re continuing our ongoing program and then adapting our program to the new administration.  

But the good thing is there’s so much value to what we’re doing that it’s really difficult to say that we’re going to stop doing that, because there’s value.  Energy savings are proven.  Money savings is proven.  So it’s a lot of education and a lot of communication, but we’re effectively shifting gears from one administration to another.  
Mitch Brown:
Great to hear, Maggie, thanks for that.  And Mary, do you have any comments on that?

Maggie Fernandez:
We’re going through something similar.  Our department was formed in 2007 under a mayor who this was his baby, this was his legacy project, this was his passion.  And when he left office, our current mayor was actually on staff.  He certainly was on board with the Climate Protection Plan, and it just seems to have grown since then.  A year ago almost to the day we hired a sustainability officer, Lucia Athens, and there’s sort of this groundswell in Austin, and as Miami-Dade County mentioned, we’re able now to show memorable quantifiable results, not only in reduction but in dollar savings.  With the economic hardship that cities and municipalities are experiencing, that’s such a big plus.  

It just seems that we’re sort of riding a really good snowball effect here in Austin.  The City Council and the City Manager are certainly onboard, and that was brought home by the inclusion of our new Sustainability Officer.  She came from Seattle and she’s bringing a lot of the practices and ideas from Seattle here, and sort of the sky’s the limit here.  
Mitch Brown:
Great.  That’s a good point to end on.  I think the sky’s a limit on a lot of this type of work with behavior change and integrating this type of thinking into strategic energy management.  So with that, I think we will wrap it up.  And I want to remind everyone that the slides and the transcript from this webcast will be posted and uploaded to the DOE Solution Center website.  So all this will be available and we will also have a Q&A document, so we’ll follow up on questions that were not answered verbally during the webcast, and we’ll have that document available as well on the Solution Center.

So once again, I want to thank all the presenters, and I want to remind everyone again that there will be a Behavior Change peer exchange conference call next month scheduled for the 20th and 21st of September, so we look forward to kind of building on this conversation.  And of course there are going to be new webcasts added to the Solution Center all the time.  So please check them out and thanks again to everyone for your efforts presenting today, and have a great rest of your Thursday.

[End of Audio]
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