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Palo Verde...
By the Numbers

Net Generation

* Largest power
generator in the
U.S.

- Total output 4,030

net megawatts

— Meets the electrical :
needs of 2013 World Ranking

Million Megawatt-Hours
N N N N N N N

approximately 4 Unit 2 Ranked 2"
million peOple Unit 1 Ranked 7t (outage)
around the clock Unit 3 Ranked 28t (outage)
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License Renewal




OUR PATH TO EXCELLENCE

Our Our

Aspirations Strategic
. . Plans

Areas for industry leadership:

e SAFETY

e Knowledge & Training
e Employee Engagement

—

CE—

©ALO VERDE

Our
Business Plan

Our
Strategic Framework

safety

~ Top Quartile OSHA Recordable Rate
= No ROP Issues:
* No greater than GREEN findings
* No substantive cross-cutting issues.
- Top Quartile Site INPO Performance
Indicator Index

Employees

OUR VISION

= Maintain Operating Cost (with
or to

Creating a sustainable 3 WRF) less than or equal

‘energy future for Arizona, -

— Greater than or equal to SNASWM
OUR MISSION 93% Capacity Factor
'“: w',,m'"“h"“m TARGET: Top Quartile by

We sa!ely and efficiently
e e
2016 (excluding WRF)

pccountabiljpy,

Isnyy ¥ KyuBowt

Our
Standards

Hiring and Development Model...
Hiring for OUR Future

What do you want the organization o look ke in 5 years, 10 years, 15 years?
Planning for

OUR future

includes:

Worktorce Planming




The Palo Verde
Leadership Model

We SAFELY and efficiently
generate electricity
for the long term
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Leadership Model Philosophies

Every employee is a leader, regardless of
title or position

- Results count

» Values-driven organization

-+ Attitude is important

- Continuous learning organization

- Communicate, Communicate,
Communicate

- History + New + Change = Palo Verde
Way




Leadership Model Philosophies

Knowledge is fundamental — share it
We are in the refueling outage business

Cost effective does not necessarily mean
cheap

Working efficiently and event free
Make conscious, informed decisions
Excellence in Operational Focus
Operations Leads the Station

End of Licenses and Beyond 60

Our Leadership Model - Our future
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We and efficiently
electricity

SAFETY

¥
Operational -
Focus

for the

Generation
(long term)

(effectiveness)

PEOPLE

Leadership Development Operational Risk Awareness Outage/Work Management

Regulatory/Industry Cost Effectiveness/Bus. Acumen m Predictive Trending/Analysis

DEPARTMENT PLANS
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Our Challenge - Aging Workforce
Impact on Knowledge Workers

Palo Verde

456

Ind

Palo Verde Workforce Profile aligns
with the Industry Workforce Profile

Employees

10%

5%

0%

Palo Verde needed to focus on

workforce challenges to meet future
business needs

ustry Profile

Nuclear Industry Employment
Distribution by Age

Total Employment:
2013 - 62,170 :gg:
| ]
2011- 59,700 s
2009 - 67,200 = 2009
2007 - 55,900

] = 2011
2005 - 57,900 =2013
2003 - 68,400 l
' P
a -

1822 2327 2832 3337 3842 4347 4852 5357 5862 6367
Asge Ranite
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Hiring and Development Model...
Hiring for OUR Future

What do you want the organization to look ke Q & years, 10 years, 13 years?

Planning for
OUR future

includes:

Workforce Planning

Initial and Targeted Hires
Performance Management
Training and Development

Total Rewards

Metrics / Key Performance Indicatorg




Knowledge Management with WFP

(0 Link Workforce Needs to Corporate
Business Strategies

* New Skill Requirements
® Productivity Requirements
® Future & Current Critical Skills/lobs
® Employee Redeployment
® Demand Analysis

L

y

e Performance Mgmt

® Actual vs Forecast Hiring (Entry,
level & experienced)

® Quality of Hire

® Actual vs Forecast Attrition

® #Students enrolled and
completing training program

® %passing each stage of process

® Reward and retain processes

-

Business
Unit
Planning

Workforce
Analytics

Workforce
Develop-
ment

Execution
& Metrics

s Attrition and Skill Losses (short- P
term and long-term forecast)

* Knowledge Risk Assessment
® Hiring Lead Times

® |ob Feeder Analysis

5 Year Hiring Plan

® Recruitment Strategy ey
® Supply Analysis
® Balance Supply and Demand
® Pipeline Programs

e 2& 4YearColleges

* Technical Institutions

e  SecondarySchoals

*  QutReach Programs
® Succession Planning

® Leader & Employee Development

* Knowledge Capture/Retention

Business Imperatives & Growth Implications & Technology Improvements /A Business Down-Turns & Financial Requirements

Corporate Business Strategies

Knowledge
Management
links to
Workforce
Development
and the
competencies
needed for the
future




Knowledge Management Continuum

KT&R Leadership Practices

i Human Resource’s Role ‘ I ‘ Training’s Role ] ’ ‘ Manager’s Role ‘ ’
,/—.\

* Completed

Internships
Accredited

¢ Orientation eSystem Experts
New to e Craft Independent Traml,ng Expert eGo-to Person
Apprenticeship Competent * Maintenance k «Most Skilled
Industry & Engineering Worker « RP/Chem Worker St:fi Me'r:ber
Training * Ops
Program e Engineering

Knowledge Transfer

| 1 to 4 Years 4 to 10 Years
| A | w




Future Talent Needs - 2014 to 2019

Type of Positions

» Maintenance, Craft and

. . Engineering
Technicians: All other Prof, Admin, Positions
Evaluators, and -
’ App.r?x 211 Leadership Positions i
positions 31%

. . Maintenance, Craft
> Engineers: and Tech Postions
* Approx 155 O 23%

positions Positions

11%
» Operators:

* Approx 100
positions

Chem Positions Jf Security Positions

> RP & Chemistry:
* Approx 67 positions

Approx 1,110 hires from 2007 to 2013
Approx 905 hires in the next 5 years
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Attrition by Job Groups

Engineer and Eng Leaders (all levels) 19 9 20 9 20 9 15 9 14 9 13 9 101 54 155 375 27% 14% 41%
Eng Designers 2 0 1 0 0 0 1 0 0 0 2 0 6 0 6 11 55% 0% 55%
Engineer Tech (all levels) 2 0 2 0 0 0 3 0 0 0 0 0 7 0 7 16 44% 0% 44%
All le’,nt'gmnee

Valve Tech/Valve Test Tech 2 1 0 1 0 1 2 1 0 1 0 1 4 6 10 23 17% 26% 43%
Mechanic (all groups) 6 1 3 p 3 1 5 1 1 3 2 1 20 6 26 95 21% 6% 27%
Electrician (all groups) Includes PR&C 4 1 2 1 5 1 3 1 0 1 2 1 16 6 22 77 21% 8% 29%
1&C Tech (all groups - Metrology) 2 1 3 1 6 1 2 1 2 1 3 1 18 6 24 82 22% 7% 29%
Carpenters 1 0 1 4] 0 0 2 0 0 0 c o < 0 4 9 4% 0% 44%
HVAC Tech 0 0 1 0 0 0 0 0 0 0 0 0 1 0 1 17 6% 0% 6%
Mobile Crane Opr 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 4 0% 0% 0%
Machinist 2 0 1 0 0 0 1 0 0 0 0 0 4 0 4 8 50% 0% 50%
Planner-Advisors (all groups) 5 1 5 1 3 1 7 1 4 1 2 1 26 6 32 77 34% 8% 42%
Schedulers 2 0 5 0 2 0 0 0 5 0 2 0 16 0 16 33 48% 0% 48%
Maint Tech - Painters - Fac Team - Ins/Sheetmetal 3 1 7 1 4 1 2 3 3 1 2 1 21 6 27 62 34% 10% 44%
Maint Leadership (Team, Section, and Department - all groups 4 2 3 2 9 2 6 2 2 2 9 2 33 12 45 119 28% 10% 38%
All Operations

Rad Prot Tech/Advisors/RMS and Leaders 9 2 5 2 3 2 7 2 3 2 4 2 31 12 43 114 27% 11% 38%
Chem Tech/Process/Advisor and Leaders (all groups) : 1 4 1 4 1 2 3 3 i 4 1 18 6 24 53 34% 11% 45%
Reactor Operater and Control Room Supervisors 2 1 3 1 1 1 0 1 2 bt 4 1 12 6 18 114 11% 5% 16%
Aux Operators (all groups including WRF) 7 4 5 4 7 4 7 4 9 4 5 4 40 24 64 196 20% 12% 33%
Ops Standards Advisors 0 0 1 0 1 0 0 0 0 0 1 0 3 0 3 6 50% 0% 50%
Shift Manager - Ops Dept Leader 3 0 1 0 4 0 4 0 1 0 2 0 15 0 15 35 43% 0% 43%
AIIS!IM port Orga nizatons

Storekeeper, Warehouse, OC, Material (all levels) 4 0 0 0 1 0 1 0 0 0 1 0 7 0 7 18 39% 0% 39%
Commodity Lead & Buyers 2 0 1 0 1 0 2 0 ) 0 0 0 Fs 0 22 32% 0% 32%
NAD Evaluator and Auditors (all levels including Leaders) 4 1 1 i | 1 1 4 1 6 i 2 1 18 6 24 32 56% 19% 75%
Program & Technical Advisors (all groups) 2 0 4 0 1 0 2 0 2 0 0 0 11 0 11 30 37% 0% 37%
Instructors, including Ldrs (all groups) 3 2 1 2 2 2 3 2 3 2 6 2 18 12 30 73 25% 16% 41%
Security Officer and Leaders 3 11 0 11 5 11 6 11 3 11 3 11 20 66 86 260 8% 25% 33%
Fire Prot Tech/Leader 1 0 0 0 0 0 0 0 2 ) 0 0 0 0 2 26 8% 0% 8%
Safety Consultant/Leader 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0% 0% 0%
Env Consultants/Scientist (including leaders) 2 0 1 0 0 0 0 0 0 0 0 0 0 3 9 33% 0% 33%
Admin Tech/Coord 8 3 3 3 6 3 5 3 5 3 2 3 29 18 47 74 39% 24% 64%
Records Tech / Publication and Leaders 1 p | 2 b | 5 1 2 1 0 1 2 1 12 6 18 30 40% 20% 60%
Other Professionals and Support 12 8 2 8 5 8 6 8 5 8 7 8 37 48 85 145 26% 33% 59%
Sr Leadership 0 2 0 2 1 2 3 2 2 2 2 2 8 12 20 29 28% 41% 69%
Total Projected Attriton 118 53 88 53 100 53 103 53 77 53 82 53 568 318 i 886 2277 25% 14% 39%




Palo Verde Projected Retirements by Department
2014 to 2031
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Pipeline Programs

Summer College Reactor Operator Legacy Engineering
Internship Training Program Program
Program

, [ 4 ' A
PALO VERDE TALENT PIPELINE PROGRAMS

Auxiliary Operator Maintenance Radiation

Development Internship & Protection

Program Apprentice Technology
Program Program




We and efficiently
electricity

SAFETY

for the
Y,
Operational -
Focus
Generation Cost
(long term) (effectiveness)

EMPLOYEE ENGAGEMENT

KNOWLEDGE & TRAINING

Leadership Development Operational Risk Awareness Outage/Work Management

Regulatory/Industry Cost Effectiveness/Bus. Acumen m Predictive Trending/Analysis

DEPARTMENT PLANS

19 | R
PALD VERDE




Objective 1
Training for Performance Improvement

“Training is used as ooI to

provide highly skilled and knowledgeable

personnel for SAFE, reliable operations and

to support performance improvement.”




Employee Engagement Includes
Knowledge and Training

“"We all want
thinking, engaged
employees... but if
our people don’t
understand how their
plant operates, what
are they engaged in
and thinking about?”

Bob Bement

Senior Vice President
Site Operations




What is the Purpose of
the People Health Committee

Monitor People

High Level Review
Programs

of Key People KPI’s

NUCLI
Title:  Peopls Haalth Committee. GENERATING
STATION

People Health Committee

POLICY GUIDE No. 0330-01 PALOVERDE | e o | |

Program Key Performance Indicators - February 2013

Heler, David %3
N(Z45181)

Marco, Ton

Alignment Around
People Initiatives

Assessment of
Organizational Impact
on People




People Health Committee

Program Key Performance Indicators— December 2013

Add Rate — Pipeline Hires

Percent of new hires of all
hires for pipeline & intern
programs (annualized based on
monthly hires)

New-Hire Attrition Rate

Voluntary attrition for
employees less than 2 year of

service
Source: Corporate Leadership Council

Add Rate — Female &

Diversity Hires

Percent of female and
diversity hires to total hires
(annualized based on monthly
hires)

KT&R Assessments and
Action Plans Completed

Number of KT&R assessments
and action plans completed in
establish time frame

Source: HR Tier Metrics

Source: Corp Leadership Council and Saratoga Institute Source: Human Capital Mgmt ) : -
Ref: Policy Guide 0307-01 Ref: Policy Guide 0307-01 Ref: Policy Guide 0307-01 Ref: Policy Guide 0302-01
Green =>50% Green =<3% Green =>20% Green =>90%

White = 40%to 50%
Yellow =35% to 40%
Red =<35%

White = 5%to3%
Yellow =8%to 6%
Red =>9%

White = 15%to 20%
Yellow = 10%to 15%

Red =<10%

White = 80% to90%
Yellow = 70% to 80%

Red =<70%




Organizational Design
Assessment Model

Organizational Assessment Elements

Knowledge
gmt (KT&R)
| Results

Staffing
Resources

Span of
Control

Layers of |
Mgmt

Workforce
Planning

People Health Committee \

Budget/ Business Unique

2013 _
Gaps to Baseline
Bench- O&M- Plan Plant
marking Excellence A4 Impact v Capital SIBP Aspects Contractor

Reg

Evaluation Criteria




Results of Org Assessments

Summary of Key Actions/ Initiatives
Cm;::ﬁon
nte d Proposed Timeline to Implement I s
i i n rese — 2amn
Each organizatio . P Workforce Planning & kTR Impacts 1
the results of their
assessments to the People

12/2013

Unique Plant Aspects Impact 1“
Health Committee ! _ :

1202014
Benchmarking Results
Proposed Organizational Resylts -
Engineerlng Projects - Future State 2015
Engineering Projects - Eurrent Stat 2011
Organizationa) Design Assessment | = . ical
Engineering?rojeq; v ﬁ The PVPHC prOVI-dEd ve r:'for
Erecutve Bring = and horizontal alignmen
e | ¢ the organization




Employee Development Philosophy

“Succession Planning begins at
the time of hire.....what will the
organization look like in 5, 10
and 15 years from now”

%0€ - %0l




Questions & Answer Session




