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January 12, 2015

Texas Public Utility Commission
William B. Travis Bldg.

1701 N. Congress Avenue

7" Floor

Austin, TX 78701

Dear Commissioner:

Please find attached four copies of the 2014 Annual Texas Workforce Diversity report, Project
30238 )and 30240 for Grande Communications Network, LLC.

Please contact me at (609) 681-2184 should you have any questions.

Sincerely,

Joseph Kahl
St. Director, Regulatory & External Affairs

Att.
Ml

c.c.  Governor’s Office
Lt. Governor’s Office
TX House of Representatives
Rep. Trey Martinez-Fischer — Mexican American Legislative Caucus
The Honorable Sylvester Turner — TX Legislative Black Caucus
The Honorable Carlos Uresti — TX Senate Hispanic Caucus

401 Carlson Circle » San Marcos, Texas 78666 e tel 512-878-4000 - fax 512-878-4010 «
www.mygrande.com
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WORKFORCE AND SUPPLIER DIVERSITY FORM
COMPANY INITIATIVES

(1)  Describe the specific initiatives, programs, and activities undertaken under the plan
during the preceding year: ‘

Grande utilizes many different recruiting sources including posting our openings on our company website,
which is available to all employees and external applicants, local newspapers, the Texas Workforce
Commission, minority associations, local colleges and universities, and other various online organizations
including; monster, indeed, Beyond.com, Linked In, Cable 360, telecom careers, and others that can be
accessible by the public at large. We also advertise our posting on our local broadcasting networks and
utilize programming channels that focus on a diverse viewership. We promote development within the
organization and have established progression plans available for certain career tracks that allow
employees to promote from within the organization. We also promote development through our
educational assistance program that provides financial assistance to those employees who are working on
a degree program through an accredited university or college. In addition, employees and their managers
participate in our Talent Management Program, which focuses on employee development and goal setting
to ensure expectations are clearly defined and goals for development are established.

New Hires of the company participate in an Everything Grande training course that focuses on the
employee experience, development, policies and procedures (including discrimination and harassment)
along with the Talent Management Program. Employee’s throughout the company travel to our San
Marcos headquarters for this training class. This reporting period we revamped our Leadership
Development training and conducted two new training classes for existing leaders. The focus of the
training included diversity and harassment training.

Grande’s mission includes serving our communities. We actively participate in our communities
including sponsorships and attendance at various non-profit and minority events. We have dedicated
community relations representatives that work with each of our local markets to ensure we are actively
supporting the communities in which we serve.
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WORKFORCE AND SUPPLIER DIVERSITY FORM
COMPANY INITIATIVES

2) Make an assessment of the success of each of the specific initiatives, programs, and
activities listed above:

Grande hired 188 new employees during the reporting year. Of these 188, over 44% were representing a
minority group. We increased our overall employee representation in two minority groups from the
previous years filing. This was accomplished through our continued focus on community outreach
initiatives and diversity in our areas of recruiting. Our recruiting team has worked with our local
universities and colleges to continue to build upon our relationship with them for hiring needs.
Universities in our service areas including Texas State University, University of Texas at Austin, Baylor
University, University of Incarnate Word, and more. These universities represent a diverse student
population.

Overall our headcount increased 4.3% from the prior year reporting period, as a result we increased our
overall employee representation in two minority categories including; a .11% increase in our Asian
population, and a .37% increase in our Two or More races population. Our recruiting and hiring
practices focus on giving equal opportunity to all individuals.

)

S

(3)  Describe the initiatives, programs, and activities the utility will pursue during the
next year to increase the diversity of its workforce and contracting opportunities for
small and historically underutilized businesses: !

Grande continues to focus on diverse recruiting initiatives and periodically reviews our sourcing
options to ensure our open positions are posted on various recrurung sources to ensure we are
reaching a diverse population of candidates in our recruiting 1mt1at1ves Our community
relations initiatives will continue in our local markets, focusmg on working with non-profit and
other outreach organizations. In addition, we will continue our emphasis on employee
development and working with our employees to promote from within and provide additional
learning and training opportunities for their growth and development.
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WORKFORCE AND SUPPLIER DIVERSITY FORM
COMPANY INITIATIVES

i
(4)  State the specific progress made under the plan filed by the utility:

1. Maintain a commitment to employ a diverse Workforce with emphasis placed on
recruii:aent.
Grande re-evaluated our television advertisement this year for posting of our open
positions and ran general recruiting spots to utilize various progiams that include diverse
populations to promote our openings. This year we continued to meet with our local
universities to focus on building our relationships for recruitment sourcing. These
universities have a diversified student enrollment and \{vﬂl continue to be a source that
we focus on building. We post majority of our external hiring positions within local
newspaper publications that have a wide outreach to our local labor market. We have
utilized minority focused community events to refer to Grande employment
opportunities by promoting our career page on our website. We participated in local job
fairs in our markets that advertise through diverse recruiting sites including local
chambers, newspapers, radio, internet, and professional/trade associations.

2. Encourage management to focus on employee retention.
Grande works hard to improve employee engagement within the organization to create
an environment where employee’s are actively engaged in their workplace. In addition
to our existing programs for growth and development, we conduct an annual € employee
engagement survey every year were employees provide feedback to the organization on
the work environment we are creating. This survey is followed up with focus group
meetings with employees to gather additional feedback that can be used for leadership
and company goals. The management team established action items around focusing on
these initiatives and overall improvement in employee engagement was established as a
target goal on the leadership bonus program. In addition, in areas were we saw an
increase in employee turnover, we implemented goals and targets in improving voluntary
attrition for the management team that is reflected in their bonus and performance
reviews.

3. Develop Internal Candidates for Promotion. |
Grande’s continues to focus on developing employees to provider for career progression
and recruiting from within the organization. The progression plans also allow an
opportunity for the leadership team to work with employees on exactly what they need to
work on to move to the next level. This allows for cledr expectations and helps support
an overall environment of growth and development. In addition, employee’s are
encouraged to apply for promotional opportunities across departments within the

-
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WORKFORCE AND SUPPLIER DIVERSITY FORM
COMPANY INITIATIVES

|
organization. Open positions are posted on Grande’s career page, which is accessible by
all employees as well as external applicants. ;

i

4. Workforce Training Opportunities

Grande provides several avenues for employees to rece:iVe training. We delivered over
7,400 hours of field and technical training in 2014. In addition we have dedicated
training professionals in our customer service departments. Departments have an
external training budget that can be used for continuing education, progression training
requirements, and other external training opportunities for employees. In addition, the
company provides financial assistance for employees obtaining a degree through an
accredited university via its educational assistance program.

As part of our annual performance review program employee’s are encouraged to work
with their management team on establishing goals in different objectives within the
organization. One objective is for People development. Employees and leadership are
encouraged to identify goals that can be completed to develop their skill sets. Some
examples of past goals have included employees participating in special projects outside
their direct position responsibilities, managers improving their leadership skills,
employee’s doing side by sides with other positions in the company they are interested
in, etc. Additionally, Grande provides on the job training for skill level advancement
once an employee has been accepted into a new position.

A new training delivery program was implemented this year that allows us to deliver
training initiatives to our workforce. This new program is a quicker and more
convenient way to deliver some training and allows us to track viewership, quiz
employees for understanding, and creates a more robust online training delivery. We
continue to conduct face to face training, however this new program has helped us
expand our training offerings. We also revamped our Leadership Fundamentals training
and conducted two new training courses that included twenty two leaders within the
organization.

5. Build a reputation for being diversity friendly.
Grande’s marketing collateral focuses on representing the same diversity that can be
found in our markets. We also employ a Value Systerh that the company culture is built
around. The Value System calls for all individuals to act with integrity and respect and
to promote personal growth and development. We actively participate in community
events within the communities we serve including diverse organizations.

6. Evaluate the diversity plan annually.
We assess our diversity plan on an annual basis. We e%nalysis our data including
sourcing statistics, employee churn, and diversity initigtives, among others. We are
continually assessing our community outreach, recruiting, marketing and employee
initiatives as they relate to diversity as well as our business needs. ‘
t
|
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