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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 posts position openings on its website, which is available to all employees and external applicants. In
addition, we post positions with the local newspapers and utilize the TX Workforce Commission offices and online
system for posting. We focus on employee development to promote internal promotions within the organization.
Our Talent Management Program allows employees to receive coaching, development, and goal setting with their
management team. This program focuses on development and performance feedback including 360 feedback and
review. We provide a link to our career website on our internal web page accessible by all employees.

Grande conducts a Leadership Fundamentals training course for new supervisors in order to help them understand
the philosophy and culture of the company including our diversity initiatives. A section of the course focuses on
recruiting and retaining employees and understanding diversity amongst existing employees and candidates for
employment.

We participate in various community events throughout our local service markets and provide information regarding
our career page at those events. We utilize online providers (yahoo hot jobs, monster, indeed, Linked In, etc..) that
can be accessible by the public at large. In addition, several of our facilities utilize a job openings banner posted
outside their facilities that refers to the Grande career page on our external website for job availability.
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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 has been very successful with its community outreach initiatives and has been recognized by many of the
minority organizations and community groups for doing so. This year we have increased our focus on reaching out
to diverse areas of recruitment including working closely with the universities in our service areas. Grande has also
had great success in obtaining minority support of our services through our diversity friendly marketing and
advertising initiatives. Asa percentage of total headcount, our minority population continues to grow, with an
increase of 2.6% in our female population, a 4.9% increase in our African American population, and a 7.8%
increase in Hispanic population, and a 16.7% increase in our Asian population. As a result our female and minority
population has grown year over year with a 4.9% increase. Our recruiting and hiring practices are not specific to
gender or race, and give equal opportunity to all individuals, whether currently employed or external applicants.

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 will continue our community outreach initiatives. In addition, we are identifying new recruiting
alternatives to ensure that we are reaching a diverse population of candidates in our recruiting efforts.  We have
increased our participation in community job fairs in our markets. In addition we continue to emphasis our hiring
practices which are not specific to gender or race, and give equal opportunity to all individuals, whether currently
employed or external applicants.
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WORKFORCE AND SUPPLIER DIVERSITY F ORM
COMPANY INITIATIVES

State the specific progress made under the plan filed by the utility:

Maintain a commitment to employ a diverse workforce with emphasis placed on recruitment.
Grande posts open positions on the career section on Grande’s website which is equally accessible by
internal as well as external applicants. We also post positions with local colleges and universities that
maintain a diversified student enrollment. Additionally, we run ads in local newspaper publications that
refer to our website for submitting applications or resumes. We have utilized minority focused community
events to refer to Grande employment opportunities by promoting our career page on our website.

Encourage management to focus on employee retention.

Grande is working hard to create an environment of accountability where employees know that their
successes are celebrated and their challenges are identified. Grande has a Talent Management Program
which provides ongoing feedback to employees regarding their performance in addition to allowing
employees the opportunity to set personal goals to improve opportunities for growth and development. In
addition, we conduct an annual employee engagement survey that provides employees with an opportunity
to give feedback to the company at large regarding its communication, management quality, and overal
culture. We utilize this feedback to improve practices and policies.

Develop Internal Candidates for Promotion.

Grande’s continues to focus on career progression and recruiting from within. We maintain progression
plans within certain job categories that allow employees the opportunity to promote within their
department. This year we revamped our Call Center progression and are utilizing targets and coaching to
work with employee’s on their progression. In addition, we are currently in the process of revamping our
technician progression plan. Employee’s are encouraged to apply for promotional opportunities across
departments within the organization. Open positions are posted on Grande’s career page, which is
accessible by all employees as well as external applicants.

Workforce Training Opportunities

The Company has an educational assistance program that reimburses employees for tuition towards a
degree program. In addition, the company provides training, both internal and external for employee
development including pay increases for completed courses through Jones/NCTI for our field technicians.
As part of our Talent Management Program we have 4 areas for goal development. One area 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.. In addition, external training
and internal face to face training is provided to support employee continuing education needs.
Additionally, Grande provides OJT training for skill level advancement once an employee has been
accepted into a new position.

Build a reputation for being diversity friendly.
Grande marketing collateral focuses on representing the same diversity that can be found in our markets.
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WORKFORCE AND SUPPLIER DIVERSITY F ORM
COMPANY INITIATIVES

We also employ a Value System 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.

6. Evaluate the diversity plan annually,
We are continually assessing our community outreach, recruiting, marketing and employee initiatives as
they relate to diversity as well as our business needs.

Contracting

1 Through ogr active and diverse community outreach programs we are frequently able to make contacts
with HUB’s and small businesses who can supply goods and services fo Grande,

2. Grande is actively involved in all the various Chamber of Commerce organizations in each market.

3. Grande actively encourages employees to become involved in community otreach opportunities as well
as organizations such as the chamber of commerce. Amnouncements are continually sent to all employees
for participation in community sctivities and organizations,

4. Grande's community relations department is very active in supporting and sponsoring many activities in

Page 6 of 6

the communities in which we serve throughout the year. Through our active community involvement we
are presented with many opportunities to contact HUBs and smatl businesses who can provide services and
goods to Grande.
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COMMUNICATIONS®

December 21, 2012

Filing Clerk

Public Utility Commission of Texas

1701 N. Congress Ave.

Austin, TX 78711

Re:  Project No. 30240 — Workforce Diversity Report 2012

Dear File Clerk:

Enclosed please find an original and four (4) copies of the above referenced report.

Copies of the report are also being sent to the Governor, Lt. Governor, Speaker of the House and
the respective Chairmen of the Senate Hispanic Caucus, House Mexican-American Legislative
Caucus, and the House Legislative Black Caucus.

Please do not hesitate to contact me with any questions (512) 878-5474 or (617) 786-8800.

Sincerely,

RS%%“W‘{T g&&l@m@_

Regulatory Affairs Manager

Encl.

401 Carlson Circle » San Marcos, Texas 78666 s tel S512-878-4000 » fax 512-878-4010
401 CARLSON CIRCLE | SAN MARCOS, TX 78666XWW.Qrandecom.com
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