





SHARPSBURG WATER DISTRICT
PSC CASE NO. 2023-00125
SECOND REQUEST FOR INFORMATION RESPONSE
REQUEST NO. 1
COMMISSION STAFF’S REQUEST FOR INFORMATION DATED 12/13/2023

RESPONSIBLE PERSON: Gayle Haney
COMPANY': Sharpsburg Water District

REQUEST 1: Provide a copy of the minutes from the Sharpsburg Water District’s Board of
Commissioners’ meetings for the calendar year 2023.

RESPONSE 1: Sharpsburg Water District Board of Commissioner’s meeting minutes for 2023

calendar year attached.







































SHARPSBURG WATER DISTRICT
PSC CASE NO. 2023-00125
SECOND REQUEST FOR INFORMATION RESPONSE
REQUEST NO. 2
COMMISSION STAFF’S REQUEST FOR INFORMATION DATED 12/13/2023
RESPONSIBLE PERSON: Gayle Haney
COMPANY: Sharpsburg Water District
REQUEST 2:  Provide a copy of any packets or documentation that was prepared in advance of
the Sharpsburg District’s Board of Commissioners’ meeting for calendar years 2021, 2022, and
2023.

RESPONSE 2: Documents provided to Commissioners in advance of 2022 and 2023 meetings

attached. No meetings occurred in 2021 due to Covid.



















































































































































































































































































































































































































































SHARPSBURG WATER DISTRICT
PSC CASE NO. 2023-00125
SECOND REQUEST FOR INFORMATION RESPONSE
REQUEST NO. 3
COMMISSION STAFF’S REQUEST FOR INFORMATION DATED 12/13/2023
RESPONSIBLE PERSON: Gayle Haney
COMPANY: Sharpsburg Water District
REQUEST 3: Refer to Parties’ response to Commission Staff’s First Request for Information
(Staff’s First Request), Item 4. Provide a copy of any and all written policies and procedures
adopted and added to Sharpsburg District’s employee manual to prevent failures to follow
Commission Orders.
RESPONSE 3: The Commissioners stated in the meeting of June 14", 2023 that all future PSC
Orders will be provided to the Commissioners. Again in the meeting of September 13™, 2023 the
Commissioners voted to make it a policy that all PSC Orders be distributed to each board member.
See minutes provided in response to request number 1.
Attached is a copy of Sharpsburg Water Districts Personnel Policies and Procedures dated October
11", 2006. It is the only formal policy that Sharpsburg Water District has outside of the motions
passed by the Board of Commissioners. Page 8 of the Personnel Policies and Procedures sets forth
in general the responsibilities of the General Manager: “The District's Manager is the
Administrative Officer of the District With the exception of matters and appointments reserved to
the Board of Commissioners, the authority and responsibility for the conduct and administration
of the functions of the District is vested in the District's Manager.”
| as general manager will work on a more comprehensive Policy and Procedures to include job

descriptions of the General Manager and other District staff, to present to the Board of

Commissioners for approval.







































Employees are responsible for carrying out their job duties in conformance with all
District policies.

CONDITION OF EMPLOYMENT

Introductory Period

Introductory periods may be initial or promotional. The initial period is when an
employee is first appointed to a position with the District. A promotional period occurs
as a result of the appointment of a currently employed District employee to a position in a
higher grade/classification.

1.

Promotion

A person initially appointed to a regular position shall be on introductory
status for a period of three (3) months. During the initial period, an
employee may be dismissed at any time without right of appeal.

An employee who has previously served an initial introductory period, and
is promoted from within the District service to a new position, shall be on
promotional status for a period of six (6) months. An employee serving a
promotional introductory period may be reinstated to the position from
which he/she was promoted, or to a comparable position from which the
employee was promoted, without right of appeal.

The introductory period may be extended for a class of positions, for up to
ninety (90) days, if it is deemed that a longer peiod is needed to learn the
work and evaluate the effectiveness of the work performed.

Employees occupying regular positions may be promoted from one
position to another only if they possess the qualifications for the higher
position. The same procedures as those authorized for ascertaining
qualifications for initial appointment to a position shall be followed.

When a vacancy occurs in a position above the entrance level,
consideration shall be given to promotion of present employees.
Procedures for internal applications shall be governed consistent with the
requirements previously discussed in the “Application” and
“Announcement” sections of this document.

If the appointing authority deems it to be in the best interest of the District,
the position may be filled by the appointment of a person not currently in
the District’s employment.



4.

When a vacancy occurs, the names of all applicants who qualify for
promotion shall be transmitted to the appointing authority to be considered
for the position.

Resignations

1.

An employee wishing to resign should give the District’s Manager written
notice of resignation at least two (2) weeks prior to the effective date.
However, the District’s Manager may agree to a shorter notice in
consideration of extenuating circumstances. A resignation made without
the notice required by these rules my be regarded as cause for denying the
resigning employee future employment with the District.

An employee may be regarded as having automatically resigned a position
if found able to notify the District’s Manager of the reason for absence,
but failing to do so for three (3) consecutive working days.

An employee’s resignation and its attending reason(s), if noted, shall be
recorded in the employee’s personnel file.

Layoffs

1.

The District’s Manager, with Board approval, may layoff an employee or
employees after due consideration as a result of lack of work or funds.
The lack of work or funds may also cause the number of hours worked by
employees to be reduced.

The order of layoff shall be determined by the needs of the District, as
determined by the District’s Manager and Board of Commissioners.

Consideration may be given to the relative importance of each position,
seniority, qualifications, and merit of persons being considered for layoff,
as well as other appropriate criteria.

Temporary, seasonal, and employees on initial introductory periods shall
be laid off before regular employees who are performing the same job
duties.

Two (2) weeks before the effective date of the layoff of a regular, full-time
employee, the District’s Manager shall, in writing:

Notify the employee of the layoff;
Explain to the employee the reason(s) for the layof;
Certify whether the employee’s service has been satisfactory; and

A copy of the notice shall be retained in the employee’s personnel
file.

e o



6. An employee who has given satisfactory service and is laid off may be
eligible for re-employment and may be given preference in other positions
which require basically the same qualifications and involve basically the
same duties and responsibilities as the position from which the employee
has been laid off.

5 All benefits will cease during layoff.
8. Accrued vacation time may be paid up to the time of layoff.
5 Accrued sick leave will not be paid. Upon layoff accrued sick leave will

be credited to the employee and reinstated if and when the employee
returns to full-time work.

Reinstatement
I, The District’s Manager, with approval of the Board of Commissioners,
may re-employ any former employee:
a. Who has resigned from the District with a satisfactory work
record,
b. Who has been laid off due to a lock of work or funds,
e Who has been demoted or dismissed for a reason prohibited by
local, state, or federal laws, rules and/or regulations, or
d. Who fails during the introductory period to serve satisfactorily in a

position to which the employee has been promoted. The reinstated
employee shall receive at least the rate of pay which was received
at the time of promotion.

2. Reinstatement of an employee shall:
a. Restore to the employee that employee’s former position; or
b. Place the employee in a position of the same class or a class

comparable to that of the employee’s former position.

3, Nothing contained herein shall require the District to give priority to
former employees when seeking applicants for any position with the

District.

Outside Employment

District employees owe their primary work allegiance and energies to their job with the
District. Any outside employment which interferes with or creates a conflict of interest
with the employee’s District employment is prohibited.



Personal Conduct, Appearance, Dress Code

Images presented and statements made by all employees of the District can affect the
entire organization; there, employees are expected to be friendly, courteous, and
appropriately dressed when conducting District business or when representing the
District.

Political Activity

No employee, as a condition of employment or continued employment, shall be required
to contribute to or campaign for any candidate for political office.

No employee of the District shall engage in political activity during his/her assigned duty
hours.

Safety

Employee health and safety is a primary concern of the District. As a condition of
employment, employment, employees are required to comply with all safety procedures
that are established for the position held by the employee. In accordance with state law,
employees operating vehicles are required to wear seatbelts. Additionally, any employee
who becomes aware of any unsafe or hazardous condition shall report the situation to
their supervisor or the District’s Manager immediately.

All work related injuries must be reported to the employee’s immediate supervisor or the
District’s Manager as soon as possible after the injury occurs, but no later than the end of
the workday.

Failure to comply with established workplace safety rules, report workplace injuries, or
failure to report unsafe/hazardous conditions of which the employee is aware, may result
in personnel action, up to and including termination from employment.

Progressive Discipline

The policy of the District is to be patient, fair, and consistent in the administration of the
organization and its employees. When problems arise, emphasis is placed on
improvement and/or correction rather than punishment. However, willful, continued, or
inexcusable infractions of District employment rules must be dealt with firmly under a
uniform policy which applies to all employees.



Generally, the District believes in the application of progressive discipline. However, the
District reserves the right to skip any step or requirement in the disciplinary action
sequence outline below depending on the severity of the misconduct or when the facts or
circumstances otherwise warrant. Further, it is also noted that in establishing the
following disciplinary procedures it is specifically not the District’s intention to create
any employment situation that compromises its at-will employment status.

An employee or employees may be disciplined for, but not limited to , the following
when substantiated with bona fide proof:

1.
2
3

o

10.
11.
12.
13.
14,

15.
16.
17.
18.
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Incompetency,
Inefficiency,
Dishonesty;
Deliberately making or using falsified records, materials,
requisitions, etc.
Lying
Unauthorized use of District property, vehicles, etc.
Theft of property,
Deliberate waste, neglect or abuse of District property,
Supplying false information on an Employment Application Form,

Improper Conduct
Neglect of duty:
Repeated failure to be at workstation at starting time,
Leaving assigned work area without permission,
Failure to attend scheduled meeting,
Refusal to accept work assignment,
Stopping work before specified time,
Deliberate interruption of work,
Loitering, loafing or sleeping on job; and/or
Unsatisfactory work and/or attitude,
Failure to keep time records accurately or completing another
employee’s time record,
Fighting or horseplay on the District’s premises at any time,
Attempting bodily injury to another person,
Failure to observe safety rules,
Abusive or obscene language,
Discourtesy to the public or fellow employee,
Conviction of a felony,
Untidy attire, and other failures to maintain a clean, neat appearance,
Off-duty activities that discredit the individual or organization and cause
inefficiency in performing assigned duties,
Reporting to work under the influence of intoxicants or illegal drugs,
Use of any intoxicants or illegal drugs while on duty,
Gambling while on duty,
Improperly discussing or disclosing confidential information,



19. An accumulation of minor infractions,

20.  Failure to follow any other rule, regulation, operating procedure or job
requirement not specifically mentioned above,

21. Absenteeism, tardiness, extended meal times,

22.  Failure to provide notice to the District’s Manager or District office by
10:00 a.m. of absence due to sickness,

23.  Refusal to report to work when called, unless a bona fide emergency
exists in immediate family,

24, Insubordination.

When an employee fails to perform his/her job, follow established rule(s), regulation(s),
operating procedure(s), job requirement(s), or when an employee performs actions which
reflect discredit upon the organization, one of the following measures shall apply:

1. Verbal Warning
a. Inthe event of a minor infraction, the supervisor and/or District’s
Manager shall administer the warning, without rancor, as soon as
possible after the infraction.

b. A record of the date of the warning, a description of the occurrence
which resulted in the warning and any comments the employee may
have made, shall be maintained by the District’s Manager. However,
no written documentation shall be placed in the employee’s personnel
file.

i Written Reprimand

a. Inthe event of either a second minor infraction or a more serious
first infraction, the District’s Manager shall give the employee a
written reprimand, specifying the reason(s) for such reprimand and
noting any previous verbal and/or written warnings or reprimands.

b. Written reprimands shall state that the employee’s performance will
now be reviewed on a daily basis for improvement and explain the
consequences of continued infractions.

c. The employee shall sign the written reprimand or a witness shall sign
the reprimand; the original copy of the written reprimand shall be
forwarded to the District’s Manager to be placed in the employee’s
personnel file.

3. Suspension

a. After either a serious infraction or repeated minor infraction, the
District’s Manager, with the Board of Commissioners approval, may



suspend any employee, with or without pay, for the following
reasons:

(1) Disciplinary reasons
(i)  In anticipation of the results of investigation of charges
against the employee

The suspended employee shall be notified of the suspension, in
writing, within 72 hours of the decision to suspend. The written
notice shall identify the reason(s) for the suspension, and the
duration of the suspension.

4, Suspension with Pay

In situations where the District has become aware of alleged misconduct by an
employee which, if true, could result in disciplinary action, the appointing
authority may suspend the employee with pay if it is determined, the action is
necessary to assure public confidence in governmental oversight of its employees,
or to assure the integrity of the inquiry into the allegations.

In the event it is necessary to suspend an employee with pay, the following
procedures shall be observed:

d.

The District shall immediately provide written notification to the
employee informing him/her of the suspension and the nature of
the allegations being investigated. In the event it is deemed
necessary to suspend the employee immediately upon learning of a
particular situation, the employee shall be provided written
verification of the suspension within 24 hours.

Consistent with existing personnel procedures, the District shall
immediately begin an investigation into the allegations against the
employee. This investigation shall be carried out expeditiously,
and in no instances shall it be delayed beyond what is considered
reasonable and necessary to conduct a complete investigation.
Upon reaching a determination as to the culpability of the
employee, the appointing authority shall take action, as follows:

@) In the event the allegations against the employee are
valid, the appointing authority shall invoke disciplinary
action as deemed appropriate. These actions shall not
include payment of wages in the event the suspension is
extended beyond the investigative period; or

(i)  Inthe event the allegations against the employee are
proven to be false, the employee shall immediately be
reinstated to his/her position.



d. During the time an employee is on suspension with pay, he/she is
considered to be performing services for the District. Therefore,
the employee must remain available to return to work within 24
hours of receiving written or verbal confirmation of his/her
reinstatement from the District’s Manager. In the event the
employee is notified of the reinstatement verbally, the District shall
provide written verification within one (1) working day.

e. Nothing in this policy or procedure should be construed as limiting
the authority of the employer to suspend an employee without pay
in those instances where such action is deemed appropriate.

Dismissal

a. When an infraction is continually repeated, or when misconduct is
serious enough for discharge on the first infraction, the District
Manager, with approval of the Board of Commissioners, may
dismiss an employee.

b. The employee shall be notified of his/her dismissal in writing. The
notification of dismissal shall include the reason(s) for dismissal,
details of previous disciplinary actions taken against the employee,
and the effective date and time of the dismissal.

Right to Respond

Although the District has chosen to include an appeals process in its
personnel policies relating to employee termination, it is specifically not
the District’s intention to create any property right or employment
situation that compromises its at-will employment status. As expressly
stated in these policies’ Statement of Purpose, nothing in these policies
is intended to create a contract of employment.

L An employee who has been notified of an intent to dismiss him/her
has the right to appear personally, or with counsel, before the
District’s Manager to respond to the letter of notice of intent to
dismiss.

2 The request to respond must be made, in writing to the District’s
Manager within five (5) working days of the employees’ receipt of
the letter of intent to dismiss, excluding the day it was received. If
the employee does not submit a request for such a hearing within
this period, it will be deemed the employee has waived his/her
right to respond.

3. The employee’s meeting with the District’s Manager shall be held
within five (5) working days after receipt of the employee’s
request, excluding the day it was received.



4. The meeting is informal. It gives the employee the opportunity to
respond to charges contained in the litter of notice of intent to
dismiss.

5 Within (5) working days, excluding the day of the meeting, the
Board of Commissioners shall uphold, alter, modify, or rescind the
intended dismissal. The employee will be notified in writing of the
Board’s decision and the reasons for it, which shall reflect the final
action of the District.

6. Such action shall be recorded in the employee’s personnel file.

Holidays

1. The following days are declared paid holidays at the regular straight —
time rate of compensation:

a. New Year’s Eve (1/2 day)
b. New Year’s Day
G Martin Luther King, Jr. Day
d. President’s Day
e. Memorial Day
f July 4™
g Labor Day
h. Veteran’s Day
i. Thanksgiving Eve (1/2 day)
1. Thanksgiving Day
k. Columbus Day
L Christmas Eve
m. Christmas Day
Vacation Leave
L All full-time employees we be entitled to vacation time as follows:
After completion of one year 1 week
After completion of ten years 2 weeks
After completion of 15 years 3 weeks
After completion of 20 years 4 weeks
20 + years 4 weeks
2. Part-time employees do not qualify for vacation leave.
3 Each employee must utilize five (5) days of his or her vacation leave

during the course of one week each year.



Sick Leave

1.

All requests for vacation leave will be submitted to the District’s Manager
for approval at least three (3) days in advance. This requirement may be
waived by the District’s Manager, depending upon the situation. In
scheduling vacation leave for District employees, due consideration will
be given to the needs of the District, and the seniority and wishes of
employees.

Payment of earned vacation days upon termination of employment will
made to the employee.

All full time employees shall be entitled to sick leave with pay at a rate of
twelve (12) days per year.

Sick leave days may be accumulated to a maximum of (60) working days.
Upon termination of employment, no portion of accrued sick leave is
payable.

Sick leave days may be utilized by employees when they are unable to
perform their duties due to the following reasons:

a. Personal illness or injury;

b. Medical/dental/optical treatment or care for employee or the
employee’s immediate family; or

c: Pregnancy and/or confinement so long as leave is limited to six
weeks and is taken before or after delivery or in combination;

d. Attendance of funerals of relatives not allowable under funeral

leave policy

All foreseeable sick leave shall require specific prior approval by the
District’s Manager. If sick leave is taken by an employee for three or
more consecutive days, the District’s Manager my require a written
certificate/statement from a medical doctor giving information as to the
circumstances involved, and the anticipated duration of leave that will be
required.

An employee using sick leave for unforeseeable circumstances shall notify
the District’s Manager of the fact and reason as soon as possible. Failure
to notify the District’s Manager or his/her designee, during the first hour
of the work shift on the first day if illness may be cause for denial of sick
leave with pay for the period of absence.

Sick leave is not computed for overtime purposes. Sick days are paid in
terms of straight pay.



7. Abuse of sick leave by an employee may be cause for disciplinary action.

Retirement

The District has no retirement.

Family And Medical Leave Act of 1993

The Family and Medical Leave Act of 1993 requires “covered” employers with at least
50 employees to provide “eligible” employees with up to 12 workweeks of unpaid, job-
protected leave in a 12 month period for specified family and medical reasons. In
assessing the applicability and implications of this legislation on public agencies it is
important to examine the provisions of the law relating to employer coverage, employee
eligibility, and leave entitlement.

Employer Coverage

The FMLA applies to all public agencies, including state, local, and federal employers.
Employee Eligibility

To be eligible for FLMA benefits, an employee must:

work for a covered employer;

have worked for the employer for a total of 12 months;

have worked at least 1,250 hours over the previous 12 months; and

work at a location in the United States or in any tetritory or possession of

the United States where at least 50 employees are employed by the
employer within 75 miles.

e 3 1

Confusion has arisen regarding the requirements of FMLA due to a caveat in the
legislation that requires employers to post notice to employees informing them of
FMLA’s provisions regardless of whether the employer has any “eligible” employees.
This situation can cause employees to be misled regarding the applicability of the law to
their particular employment situation. In fact, because the District has less than 50
employees, the employees are not eligible to receive the benefits provided in the
legislation even though the employer is considered “covered” by the law.

Leave Entitlement

A covered employer must grant an eligible employee up to a total of 12 workweeks of
unpaid leave during any 12 month period for one or more of the following reasons:



—

For the birth and care of the newborn child of the employee;
2. For placement with the employee of a son or daughter for adoption or
foster care;

3. To care for an immediate family member (spouse, child, or parent) with a
serious health condition; or

4. To take medical leave when the employee is unable to work because of a
serious health condition.

The aforementioned information regarding the Family and Medical Leave Act is intended
to provide only limited insight into the requirements of the legislation. Comprehensive
information and technical interpretations regarding all aspects of the Act can be obtained
from the U.S. Department of Labor’s Employment Standards Administration, Wage and
Hour Division, which is responsible for administration and enforcement of the law.

Special Leave

1 In addition to authorize leaves, the District’s Manager may authorize an
employee to be absent without pay for personal reasons for a period not to
exceed ten working days in any calendar year.

2. The District’s Manager, with Board of Commissioners approval, may
authorize special leaves of absence with or without pay for full-time
employees for any periods for any purposes that are deemed to be beneficial

to the District.
Military Leave
1. All employees of the District who are members of the National Guard or

any reserve componet of the Armed Forces of the United States, or of the
United States Public Health Service, shall be entitled to a leave of absence
for a period not exceeding fifteen (15) calendar or ten (10) working days
in any one calendar year for the purpose of attending annual mandatory
training (KRS 61.396). If additional time is needed, the employee may
use vacation leave.

2. Pursuant to KRS 61.373, any employee who leaves the service of the
District, voluntarily or involuntarily, in order to perform military duty, and
who is relieved or discharged from such duty under conditions other than
dishonorable, and who has not been absent from public employment due
to military duty in time of war or national or state emergency for a period
of time longer than the duration of the war or national or state of
emergency plus six (6) months or in time of peace for a period of time not
longer than six (6) years, and makes application for re-employment within
ninety (90) days after he/she is relieved from military duty or from












SHARPSBURG WATER DISTRICT
PSC CASE NO. 2023-00125
FIRST REQUEST FOR INFORMATION RESPONSE
REQUEST NO. 4

COMMISSION STAFF’S REQUEST FOR INFORMATION DATED 12/13/2023
RESPONSIBLE PERSON: Gayle Haney

COMPANY: Sharpsburg Water District

REQUEST 4:  Provide a copy of all correspondence with Kentucky Rural Water Association

regarding assistance with the rate case that was ordered in Case No. 2022-00069.

RESPONSE 4: Emails from Gayle Haney, Manager to KRWA staff attached.



From: Gayle Haney <gayleh12@windstream.net>
Sent: Friday, April 8, 2022 2:54 PM

To: 'Bobbie Shanahan' <b.shanahan@krwa.org>
Subject: RE: General rate adjustment

We had a PWA from Bath Co. that was just approved and a PWA from the City of Carlisle that should be
approved by the end of this month.

From: Bobbie Shanahan <b.shanahan@krwa.org>
Sent: Friday, April 8, 2022 2:52 PM

To: Gayle Haney <gayleh12@windstream.net>
Subject: RE: General rate adjustment

When was the last time Sharpsburg had a rate adjustment?

Bobble Shanahan
Kewtu.cl@g rRural water Assoclation

From: Gayle Haney <gayleh12@windstream.net>
Sent: Friday, April 08,2022 1:42 PM

To: 'Bobbie Shanahan' <b.shanahan@krwa.org>
Subject: General rate adjustment

Bobbie, | have to file for a general rate adjustment or alternative rate adjustment by May 27, 2022. |
have no idea how to do this! Will Jason be able to help????

Thanks,
Gayle
Sharpsburg Water District


mailto:b.shanahan@krwa.org
mailto:gayleh12@windstream.net
mailto:gayleh12@windstream.net
mailto:b.shanahan@krwa.org

From: Gayle Haney <gayleh12@windstream.net>
Sent: Monday, April 11, 2022 1:46 PM

To: 'Bobbie Shanahan' <b.shanahan@krwa.org>
Subject: rate increase

Bobbie,
Haven’t heard anything back from you. Will someone be able to assist in doing the general rate
adjustment?

Thanks,
Gayle
Sharpsburg Water District



From: Gayle Haney <gayleh12@windstream.net>
Sent: Tuesday, April 12,2022 11:17 AM

To: 'Bobbie Shanahan' <b.shanahan@krwa.org>
Subject: Alternative rate filing

Bobbie, Apparently the last PWA | filed in 2021; | had a year to file this . | simply forgot about it. My
deadline is May 27, 2022. When | talked to Jason he said it usually takes about 6 months to do this! Will
PSC give me an extension?

Thanks,
Gayle
Sharpsburg Water District



From: Gayle Haney <gayleh12@windstream.net>
Sent: Tuesday, May 10, 2022 10:03 AM

To: 'Jason Pennell' <j.pennell@krwa.org>
Subject: RE: PSC Rate Case

| agree with the proposal.

Gayle

From: Jason Pennell <j.pennell@krwa.org>

Sent: Tuesday, May 10, 2022 9:41 AM

To: gayleh12@windstream.net

Cc: Alan Vilines <avilines@gmail.com>; Joe Burns <j.burns@krwa.org>
Subject: PSC Rate Case

Gaye,

| have adjusted the retail water rates. Attached is KRWA's proposal for the rate case. If you are in
agreement send me back an email agreeing to the proposal. If you have any questions let me know 606
369 8760.

Jason Pennell

Kentucky Rural Water Association
1151 Old Porter Pike

Bowling Green, KY, 42104
Phone: (270) 843-2291

Cell: (606) 369-8760

Fax: (270) 796-8623

"Helping Water and Wastewater Utilities Help Themselves"
Upcoming Events:

Operator Expo

May 25-26, 2022

Hardin County Fairgrounds
Glendale, Kentucky

43 Annual Conference and Exhibition
August 29 — 31, 2022

Hyatt Regency Hotel & Central Bank Center
Lexington, Kentucky

This electronic mail transmission is intended solely for the named individual or entity to which it is
addressed and may contain information that is confidential, proprietary and/or legally privileged. If you
are not the intended recepient, do not read, copy, retain, forward or otherwise disseminate this
message or any attachment. If you have received this transmission in error, please notify the Kentucky
Rural Water Association via e-mail and delete all copies of the message and any attachment from your
system
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SHARPSBURG WATER DISTRICT
PSC CASE NO. 2023-00125
FIRST REQUEST FOR INFORMATION RESPONSE
REQUEST NO. 5

COMMISSION STAFF’S REQUEST FOR INFORMATION DATED 12/13/2023
RESPONSIBLE PERSON: Gayle Haney

COMPANY: Sharpsburg Water District

REQUEST 5:  Provide all written policies and procedures that outline job duties, responsibilities,

and expectations of Sharpsburg District’s General Manager.

RESPONSE 5:  See response to Request No. 4 above.
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