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Grand Coulee Power Office — Review of Staffing and Processes

Executive Summary

The Grand Coulee Power Office (GCPO), manager of the 6,809-MW Grand Coulee Dam and 428-MW
Hungry Horse Dam, authorized an independent, comprehensive study to assess the current staffing

levels, organizational structure, and business processes of the GCPO, and propose an optimized GCPO
organization, appropriately structured and staffed to meet long-term operations and maintenance
(O&M) and capital needs in an efficient manner.

The study commenced as the GCPO begins a transition from a primarily-O&M focus to a period of
significant capital improvements and upgrades. The GCPO is preparing for a major 10-year capital
improvement program. Concurrently, they seek to improve upon their preventive maintenance

approaches to better ensure the reliability of the existing and newly-constructed critical facilities,

recognizing that even without the addition of capital projects to the current workload, keeping up with
required routine O&M activities has proven increasingly challenging. Upon starting the study, the GCPO

identified the following trends in its routine performance:

Inconsistent compliance with Facilities Instructions, Standards, and Techniques (FIST)
requirements and best practices
Increasing ratio of corrective to preventive maintenance, beyond FIST guidelines
Known resource-driven bottlenecks in delivery of routine activities

Increasing routine workload due to newly-imposed requirements (e.g., NERC/WECC compliance)

Growing backlog of routine work (including craft work and engineering support)
Historical trend of under-running budgets due to staff limitations and vacancies

Independent of the ramp-up in capital work, these trends pose a risk to the GCPQO’s ability to meet its
mission for the U.S. Bureau of Reclamation (Reclamation) and its many diverse stakeholders. If left
unaddressed, the likelihood of future unit outages, lost generation, and decreased equipment

availability would increase year after year. The addition of a major capital improvement program only

adds stress to an already strained workforce. Therefore, the GCPO authorized MWH to conduct an

independent, third-party assessment of the organization’s staffing, structure, processes, and supporting

systems. The study was divided into three phases, as summarized in Figure ES - 1.

Task 1

Assessment of Current
Organization

Task 2

Staffing Analysis under Current
Organization

Task 3

Analysis of Optimized
Organization

Review the current GCPO
organization and business
processes

Understand current and future
workload

Collect quantitative data to
support future-task analysis
Identify preliminary
hypothesized recommendations
for future-task verification

e Analyze quantitative data from

Task 1

e Recommend staffing to meet

current and future workload
under current organization and
processes

e Analyze risks of no action,

baseline risks

e Analyze residual risk profile if

only adjusting staffing levels

Facilitate management-level
discussions with peer projects
to benchmark organization,
performance, and practices
Analyze quantitative data from
Task 1

Recommend optimized
organization (structure, staffing,
processes)

Analyze residual risk profile

6 months

3 months

3 months
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Over the course of the year-long study, MWH employed a variety of qualitative and quantitative
approaches to develop, analyze, and support its recommendations. Qualitative methods included
workshops and interviews with various cross-sections of GCPO staff, survey distribution and analysis,
benchmarking comparisons to peer organizations’ best practices, and in-depth reviews of various GCPO
and Reclamation documents, manuals, and guidelines. Quantitative analyses utilized historical time-
keeping data, historical and projected work order performance information, capital and routine
workload projections, historical head counts, employee retention/attrition data, and employee
age/tenure information. Collectively, these methods provide for thorough, data-based
recommendations aimed at preparing the GCPO for near-term and long-term success.

In Task 1, the qualitative analysis identified nearly 80 findings specific to the various GCPO functional
groups, as well as some findings that apply across the entire organization. For each of these findings,
the study provides a corresponding recommendation that collectively help to transform the GCPO into
an enhanced organization better prepared for the future. Complete descriptions of these findings and
recommendations are included in the report; Table ES - 1 presents a summary of the enterprise-wide
findings and recommendations.

Key Findings and Challenges Recommendations

1. Large backlog of work 1. Quantify the work, estimate the effort, and increase
staff accordingly

2. Lack of organizational alignment 2. Establish organizational priorities and implement
revised organizational structure

3. Challenges in attracting and retaining staff 3. Adjust the hiring strategies

4. Insufficient organizational-level planning 4. Establish centralized planning group

5. Limited ownership of projects from start to finish 5. Establish Project Delivery organization integrated

with Engineering with defined governance, life
cycle, roles and responsibilities, and standard
practices

6. Inconsistent and insufficient use of CARMA 6. Leverage full capabilities of CARMA system for all
work, all functional groups

7. Limited transition planning and knowledge transfer | 7. Develop a knowledge strategy and information
capture approach

8. Ineffective and uncoordinated training 8. Improve training program under a centralized
Training Officer
9. Insufficient or ineffective coordination with 9. Set expectations, track performance, and
external partners implement a document management system

Table ES - 1 - Summary of Enterprise-wide Findings and Recommendations

In Task 2, the quantitative analysis determined the staffing levels required to meet current and future
workload, assuming no changes to current organization structure or processes —how many employees
are required if the only change the GCPO makes is to increase its staff levels? As shown in Figure ES - 2,
total authorized positions as of July 2011 were 411, excluding the 55 Personnel Security employees (this
functional group of the GCPO was excluded from the scope of the staffing study). Considering vacancies
and part-time employment, the GCPO actually only employed 355 full-time equivalents (FTEs) in 2011.
Quantitative analysis performed in Task 2, based on workload projections, historical trends, and
consideration of best practices currently not being performed, resulted in the staffing levels shown in
Figure ES - 2 for future years 2013 and beyond. As shown in the figure, these data-supported
projections indicate a peak need of 546 FTEs, again excluding the Personnel Security group. Adding
these 55 Personnel Security employees to the projected peak need of 546 FTEs shown in Figure ES - 2
results in a total projected staffing requirement for the GCPO of 601 employees, assuming no changes to
current organization structure or processes.
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Figure ES - 2 - Projection of FTEs Required by Year under Current Organization, GCPO

In Task 3, the recommendations developed in Task 1 were integrated with the outcomes of the
guantitative analyses performed in Task 2 to develop the envisioned optimized GCPO organization.
Recommendations from Task 1 were finalized, considering additional lessons gathered over the course
of the study and benchmarking conversations conducted with peer organizations. A revised
organization structure was developed for the optimized organization, aimed at addressing key findings
across the organization (e.g., need for enterprise-wide planning, improved training, and more structured
project management). Staffing levels were developed for each functional group within this
recommended organization structure based on synthesis of Task 1 qualitative analyses and Task 2
quantitative results. This organization structure, depicted in Figure ES - 3, totals 609 positions (including
the 55 Personnel Security employees), a 31% increase over July 2011 authorized positions.
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Thus, the staffing study arrived at two possible staffing scenarios to address the challenges facing the
GCPO today. The first, developed during Task 2 of the study, suggests simply increasing staffing to 601
positions, an increase of 135 positions over the 466 positions authorized as of July 2011, inclusive of
Personnel Security employees. The second, developed during Task 3 of the study, suggests
implementing an optimized organization, adjusting organization structure, processes, and supporting
systems in addition to increasing staffing levels to 609 positions. While these two scenarios arrived at
nearly identical total staffing levels, one provides a greater benefit to the GCPO in terms of risk
reduction and preparing for long-term success.

Figure ES - 4 summarizes the risk analysis performed in parallel to the staffing analyses of Tasks 2 and 3.
First, in Task 2, a risk assessment was conducted for the current organization — the “no-action” or
“baseline” case — to establish a basis of comparison for staffing recommendations developed as part of
this study. Second, a risk assessment, relative to the baseline case, was performed assuming GCPO only
increases staffing (to 601 total positions) as determined by the Task 2 analysis. It was determined that
simply adding staff reduces some risks, but likely not enough to justify the investment in a larger labor
force. Third, a final risk assessment, again relative to the baseline case, was performed assuming GCPO
implemented the optimized organization as determined by the Task 3 analysis. As shown in Figure ES -
4, the optimized organization substantially reduces the risk profile of the GCPO, indicating the benefit
gained by the GCPO, Reclamation, and its stakeholders from a larger, more efficient, and properly
structured workforce.

Risk Analysis Summary

Baseline Risk Assessment (466 authorized positions, July 2011)

Risk Area Risk Score
Planned Outage Extensions
Equipment Reliability
Safety
Environmental

Institutional Knowledge Loss

|

Increased Staffing Risk Assessment (601 positions)
Risk Score

Risk Area
Planned Outage Extensions
Equipment Reliability

—
—

Safety —
—
—

Environmental
Institutional Knowledge Loss

Optimized Organization Risk Assessment (609 positions)

Risk Area Risk Score
Planned Outage Extensions
Equipment Reliability

Safety —
Environmental —
—

Institutional Knowledge Loss

Horizontal bars represent relative risk versus baseline for each scenario, and considers risk, cause, impact, and probability for each risk
area. See report Sections 3.3, 4.2, & 6.2 for complete details.

|

Figure ES - 4 - Risk Analysis Summary

These analyses should be used by decision makers to consider the pros and cons of increased staffing
and organizational changes, armed with a clearer understanding of the risks associated with maintaining
the status quo.
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Introduction

Background

The Grand Coulee Power Office (GCPO) manages the 6,809-MW Grand Coulee Dam in central
Washington and the 428-MW Hungry Horse Dam in northwestern Montana. Both facilities are
owned and operated by the U.S. Bureau of Reclamation (Reclamation), and were originally
constructed to support Reclamation’s mission to irrigate and reclaim land to promote the
economic development of the western United States.

Grand Coulee and Hungry Horse are within Reclamation’s Pacific Northwest Region (PNR),
headquartered in Boise, Idaho. The PNR centralizes and supports many administrative
operations common across the 54 reservoirs and associated facilities within its domain,
including contracting, procurement, budget and finance, human resources, and construction
management. The PNR is one of five regions that are part of Reclamation’s Operations Division.
Reclamation is the largest wholesale water supplier and the second largest producer of
hydroelectric power in the United States, with operations and facilities in the 17 Western States.
Its facilities also provide substantial flood control, recreation, and fish and wildlife benefits.
Overall, Reclamation’s mission is to assist in meeting the increasing water demands of the West
while protecting the environment and the public's investment in these structures.

As part of the Federal Columbia River Power System (FCRPS), the power generated from Grand
Coulee and Hungry Horse is marketed and distributed by the Bonneville Power Association
(BPA). Using revenues collected through power rates, BPA provides funding to the FCRPS plants
to offset the costs allocated to the power generating portion of the hydro projects. This funding
is divided into operations and maintenance (O&M) and capital. O&M costs are ongoing costs to
the hydro project for routine operations and maintenance; capital costs are costs associated
with initial construction and any new major rehabilitations or upgrades to the hydro project.
BPA funds Grand Coulee for 92.1% of its O&M costs and 79.7% of its capital costs, and funds
Hungry Horse for 70.0% of its O&M costs and 70.0% of its capital costs. The remainder of the
O&M and capital costs for Grand Coulee and Hungry Horse are covered by Federal funding and
other entities, such as associated irrigation districts.

The GCPO is responsible for all aspects of the facilities including power generation, flood
control, irrigation, recreation, and public outreach.

Purpose of Study

As is common across most hydro facilities, projects oscillate over their life span between an
O&M focus and a capital improvement focus. Clearly, original construction is a capital-intensive
endeavor at the front-end of the project life cycle. Once complete, the project enters an
extended period of O&M to realize the benefit of the facility and maintain it for future decades.
With time, however, major improvements or upgrades are required, swinging the pendulum
back toward a capital mindset. And yet again, once such modifications are complete, the
project transitions back to an O&M mode. And so on.

With each of these swings of the pendulum comes a corresponding change in the managing
organization and supporting staff. This can be a gradual, implicit change in culture or an explicit
ramp-up/staff-down with a corresponding revision to the organizational chart. In either case,
there is a need to find the balance between continuing with routine O&M activities and
supporting non-routine capital projects.

@ mwH
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Today, the GCPO finds itself on the cusp of a major swing of the pendulum, from a primarily-
O&M mindset to a period of capital improvements and upgrades. The GCPO is preparing to
embark on a major 10-year capital improvement program. Concurrently, they are seeking to
improve upon their preventive maintenance patterns to better ensure the longevity of the
existing and newly constructed critical facilities, recognizing that even without the addition of
capital projects to the current workload, keeping up with required routine O&M activities has
proven increasingly challenging. Additionally, new tasks, such as compliance with North
American Electric Reliability Corporation/Western Electricity Coordinating Council (NERC/WECC)
regulations, have been stacked upon the same staff in recent years, further expanding their
already large workload and stretching the existing staff.

Figure 1 below conceptually depicts the ramp-up in capital work and the impact this will have on
existing staff. For the past 14 years, the combined capital and O&M budget to be managed has
been equivalent to approximately $270,000 per employee. However, going forward (assuming

2.3

existing staffing levels), that figure more than doubles to greater than $550,000 per employee.

$300,000,000
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£250,000,000

& Projected

_$550,208

N\ _

$200,000,000
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—

$150,000,000
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Figure 1 - Budget per Employee, Historical and Projected

To address this situation, the GCPO authorized this study to assess the current staffing levels,
organizational structure, and business processes of the GCPO, and propose an optimized
organization, structured and staffed appropriately for the long-term to meet O&M and capital

needs of the plants within its control in an efficient manner.

Study Methodology

The GCPO selected MWH to conduct this study because of the firm’s knowledge and
understanding of the hydropower business. The MWH team that conducted this study included

@ mwH
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a unique blend of hydropower experts and seasoned business consultants with experience in
developing, designing, building, owning, operating and maintaining hydropower facilities around
the world, along with business process, organizational, and staffing expertise.

The methodology employed incorporated substantial interface with a large cross section of the
GCPO staff and combined qualitative assessments with in-depth quantitative analysis. The year-
long study was comprised of three major components, or tasks, as shown in Figure 2.

Task 3
Analysis of Optimized

Task 2

Staffing Analysis under Current

Task 1

Assessment of Current

Organization

Organization

Organization

Review the current GCPO
organization and business
processes

Understand current and
future workload

Collect quantitative data to
support future-task analysis

Analyze quantitative data
from Task 1

Recommend staffing to meet
current and future workload
under current organization
and processes

Analyze risks of no action,

Facilitate management-level
discussions with peer
projects to benchmark
organization, performance,
and practices

Analyze quantitative data
from Task 1

Recommend optimized
organization (structure,
staffing, processes)
Analyze residual risk profile

baseline risks .
Analyze residual risk profile
if only adjusting staffing

levels .

e |dentify preliminary
hypothesized .
recommendations for
future-task verification

6 months 3 months 3 months

Figure 2 - Study Methodology

Task 1 was essentially an assessment of the current GCPO organization. Through a series of
more than 30 workshops with various cross sections of the GCPO organization, MWH gathered
qualitative information about how the GCPO organization functions today. Workshops were
organized around similar processes that occur within a single GCPO functional group or span
multiple groups. Regardless of the focus area, the intent of each workshop was to understand
which tasks are performed by whom, the activities new to the GCPO within the past 3-5 years,
and the tasks currently not being performed satisfactorily due to limited time or resources.
Follow-up discussions were performed as needed for additional information and clarity, and a
survey was provided to plant employees to gather feedback from a larger percentage of the
organization. This collection of qualitative information (workshops, interviews, surveys, etc.)
was used to develop a set of hypothesized, preliminary recommendations to be verified in
subsequent tasks.

Under Task 1, MWH also performed a thorough review of GCPO documentation and data. Also
gathered for analysis in later tasks was quantitative data from systems such as the Capital Asset
and Resource Management Application (CARMA, a Maximo-based maintenance management
system) and the Electronic Time and Attendance System (E-TAS).

The purpose of Task 2 was to recommend staffing levels assuming no changes in organization
structure or business processes — to address the question, “How many employees are required if
the only change the GCPO makes is to increase its staff levels?”. To do so, MWH evaluated
guantitative data collected in Task 1 to estimate the volume of work associated with overtime,
new tasks added in the past 3-5 years, incomplete best practices, work order backlog, and
capital support. The identified volume of incremental work was then translated into staffing
adjustments to the status quo and assigned accordingly across the various GCPO functional
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groups to arrive at recommended staffing levels per group under current conditions. Workload
projections, including capital and routine work, were also gathered and analyzed to forecast
staffing needs per year for a 20-year horizon. These efforts are discussed in more detail in
Chapter 0.

Finally, Task 3 integrated the recommendations developed in Task 1 with the data-driven
staffing levels resulting from the Task 2 analysis, considering the benefits and efficiencies gained
in process and supporting systems improvements. This resulted in the desired staffing
recommendations within what is referred to herein as the “optimized organization” — aligned
staffing, organization structure, and business processes.

In addition to the analyses described above, the study also included first-hand research into
approaches taken by similar hydropower organizations to address challenges faced by the
GCPO. This research consisted of six face-to-face meetings with management representatives of
near-peer organizations across North America. Details of interviewed organizations and insights
garnered from these conversations are documented in Chapter 0 and were used to inform the
organizational, process, and staffing recommendations outlined in Chapter 6.0.

2.4 Report Approach and Format
This report is structured to document the entire staffing study in one complete document.
Included are:

e An assessment of the current organization (Task 1; primarily Chapter 0);

e Staffing recommendations under current operations (Task 2; primarily Chapter 0); and

e Staffing and process recommendations for an optimized organization (Task 3; primarily
Chapter 6.0).

For each of these staffing approaches or scenarios, a corresponding assessment of risk is also
included to reflect the cost vs. benefit characteristic of each option.

Findings and recommendations are presented at the organization level as well as specific to
each functional group. For each finding, there is a corresponding recommendation. They are
numbered for clarity and reference throughout the report in accordance with the format
presented in Table 1.

Numbering Format: AAA - ## - X

AAA #it X

GCP = GCPO (organization-wide)
ADM = Administration

BUD = Budget

CRA = Cultural Resources (Archaeology)

ENG = Engineering Finding or recommendation

FPS = Fire & Physical Security number within that F = Finding
HHD = Hungry Horse Dam functional group R = Recommendation
MNT = Maintenance

OPS = Operations 01, 02,03, and so on

PDL = Project Delivery

PAF = Public Affairs

SAF = Safety

SYS = General Systems and Tools

Table 1 - Numbering Format for Findings and Recommendations
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A rating system has also been applied to the findings and recommendations to provide a relative
categorization based on magnitude of finding, impact of recommendation, and effort to
implement recommendation. This rating system is shown in Table 2.

Relative Rating System

Relative Magnitude of Finding Impact of Recommendation Effort to Implement Recommendation
. High , High ? High
O High-Medium Q High-Medium ? High-Medium
O Medium (I. Medium (E’ Medium
a Medium-Low ID Medium-Low ‘ ED Medium-Low
Low J Low / = ) Low

Table 2 - Relative Rating System for Findings and Recommendations
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3.0 Current Organization

3.1 Overview
As of July 17, 2011, the GCPO organization consisted of 466 positions (34 of which were vacant)
organized into various functional groups, as shown in Exhibit 1. Excluding Personnel Security
staff from this study (as requested by GCPO), this staffing level drops to 411 positions. As shown
in Figure 3, this staffing level has increased slightly over recent years.
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Figure 3 - Historical GCPO Staffing Levels
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Figure 4 shows the same historical staffing levels, sub-divided among General Services (GS),
Craft Supervisors (XE), and Crafts (BB). Note that the majority of the recent increases in staffing

have been in the Crafts personnel.
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Figure 4 - Historical GCPO Staffing Levels by Designation
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Note that for fiscal year 2011 (FY2011), GCPO experienced a 13.6% vacancy rate; therefore,
despite having 411 positions available, the current staff equates to only 355 full-time
equivalents (FTEs). This current staff accomplished a defined amount of work in FY2011 totaling
over 620,000 labor hours (excluding overtime). These actuals are broken out in Figure 5,
distributing the workload for the current staff across CARMA work order types or designations:

ADMIN — Administrative

CM — Corrective Maintenance

ENG — Engineering

MOD — Modification

OP — Operations (formerly Trouble Reports)
PDM - Predictive Maintenance

PM — Preventive Maintenance

This volume of work performed in FY2011 by the existing staff establishes the baseline for
further analysis in this study and recommended staffing modifications to meet the needs of
future years.

Figure 5 - FY2011 Actuals by Work Order Type, All GCPO

As shown in Exhibit 1, the GCPO is organized into various functional groups. Detailed findings
specific to each group can be found in Section 3.4. In addition to the findings specific to each

functional group, the collective organization was found to face a number of challenges. These
are presented below; recommendations to address these findings are integrated into Chapter

6.0.

GCP-01-F: Large backlog of work. In almost every corner of the organization, there exists a

substantial amount of routine and non-routine work piling up due to resource constraints and
process limitations. The increasing amount of capital work on the horizon will exacerbate this
issue and affect every functional group within the organization.

@ mwH
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GCP-02-F: Lack of organization alignment. In many regards, the GCPO functions as a
conglomeration of silos or “fiefdoms” with competing objectives rather than a singular
organization aligned toward common goals and priorities. Decisions are often driven by
individual needs and made without an awareness of broader facility impacts. This single-minded
focus hampers the success of the facility by not leveraging opportunities for coordination and
prioritization of needs, and can be a hindrance to efficient, collaborative work.

GCP-03-F: Challenges in attracting and retaining staff. Limited by location, Federally-mandated
compensation structures, and perceived obstacles in the hiring process, the GCPO is challenged
to attract and retain staff. Many employees use a position at GCPO as a “foot in the door” to
other Federal government positions. Also, project staff appear to be unfamiliar with some of
the special recruiting capabilities that Reclamation can invoke for targeted advertising of
positions. Appendix 1, which summarizes the outcomes of the Hiring Strategies and Onboarding
Review sub-component of this study, presents further details on the challenges in recruiting
staff.

Additionally, the use of term employees versus permanent hires limits the incentive for the term
employee to stay with GCPO thereby increasing turnover. Oftentimes a newcomer to the GCPO,
the term employee is naturally forced to look for his/her next job outside of the GCPO, knowing
that there is an end date to his/her term of employment.

GCP-04-F: Insufficient organizational-level planning. Considering the breadth of routine and
non-routine work on the GCPO docket, and the scale of the facilities under its control, well-
coordinated, organizational-level planning is essential to achieve maximum output from the
resources available, including work planning and coordination and long-term asset planning.
However, the GCPO appears to be missing an enterprise-wide work and outage planning and
asset management function. Existing schedules do not account for contingencies. And there is
limited coordination between plant and construction activities. The master schedule for the
year is only accurate for the first month as there is no contingency for unforeseen problems;
thus, planning to meet water and power commitments is very difficult, as is justifying long-term
capital asset investments.

GCP-05-F: Limited ownership of projects from start to finish. Projects of all sizes and varieties
generally lack a single leader to shepherd projects through the entire process, from
identification and initiation through design and implementation. This includes routine O&M
work as well as major capital work, although there is a shift to a standardized project
management approach for major non-routine work. Without such ownership, there is a lack of
accountability, an increased potential for rework, schedule delays, budget overruns, and quality
issues.

GCP-06-F: Inconsistent and insufficient use of CARMA. The GCPQO’s computerized maintenance
management system, known as CARMA, is a powerful tool for planning, tracking, decision
making, and documenting work to be performed and/or completed, as well as asset/equipment
needs for work and warehousing. However, the GCPO uses the system to varying degrees of
work order granularity across functional groups; for example, maintenance has a specific work
order for every task performed while many administrative tasks fall into a large, non-specific
“administration” work order. The system includes incomplete definition of work orders and job
plans. Also, completed work orders are not adequately updated based on actual labor
expended, which would better inform future work planning. This under-utilization of the system
contributes to redundancies, errors, and potential for an increased workload.
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. GCP-07-F: Limited transition planning and knowledge transfer. The GCPO experiences significant
turnover in staff and is in the midst or on the verge of a major wave of retirements. Figure 6
depicts the age profile of the existing GCPO staff. This data indicates that the average age of the

staff is over 47 years old.

80

70

60

u
=}

Number of Employees
=
S

w
=]

0

- | | !
I | | Institutional knowledge at risk over next 10 years

Over 65

Under 20 20-25 25-30 30-35 35-40 40-45 45-30 50-55 55-60 60-65
Employee Age

Figure 6 - Age Profile of Existing GCPO Staff

Age alone is not an indicator of pending challenges, as experienced employees provide the
institutional and industry expertise required to support facilities such as Grand Coulee and
Hungry Horse. However, age is a contributing factor to retirement eligibility. Departing staff,
particularly those that have been with the organization for a significant period of time, possess
valuable institutional knowledge that should be captured and transferred to remaining staff.
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Figure 7 - Retirement Eligibility

Figure 7 depicts the retirement risk facing the GCPO today. The average number of employees
newly eligible for retirement each year, over the span of 2012 to 2026, is greater than 13
employees per year. And the year-by-year figure increases by one employee every two years.
This represents a significant and increasing retirement risk compared to previous years,
concurrent with a ramp-up in workload for the entire GCPO staff. Current practice rarely allows
for sufficient overlap between departing and arriving employees, and there is limited effort to
date to capture plant-specific knowledge from the soon-to-be-retiring employees.

GCP-08-F: Ineffective and uncoordinated training. Coordinated, efficient, and targeted training
is a key to supporting staff development, improving staff retention, and elevating the
performance of the organization. However, in general terms, much of the current training
provided to GCPO employees follows a “one size fits all, check-the-box” approach and is not
always aligned with organizational priorities and individual professional development. This
contributes to valuable time being spent on redundant training, while necessary and targeted
training is not sufficiently executed. Tracking of training per employee is inconsistent and there
is limited coordination across the enterprise. Despite a proven and well executed on-boarding
process for human resources related matters, physical on-boarding of staff (e.g., plant
orientation and tour) is limited and inconsistent.

GCP-09-F: Insufficient or ineffective coordination with external partners. External partners that
support GCPO include the Regional Office and the Technical Services Center (TSC). A perceived
shortfall in performance (schedule delays, received product not aligned with original intent, etc.)
of these partners has led to unfavorable views of the partners and the services they provide to
the GCPO. The reverse is also true with external partners often viewing the GCPO as a
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3.2

demanding, unorganized or unreasonable “client.” Very often an issue is idled due to
misunderstanding of the next required action and the current responsible party. This can result
in significant delays and negative impacts to the projects being built as well as current
operations. Yet much of the issue may not be poor performance, but rather unclear definition
of expectations between and among the parties, or resource constraints. Limited performance
tracking capabilities makes it difficult to quantifiably and definitively assess performance.

Risks of No Action

As part of this study, MWH has investigated the risks of no action; i.e., the risks of not increasing
staffing or improving processes to address the backlog of routine work and rise in scheduled
non-routine work in the coming years. These risks were evaluated using two approaches. The
first uses an Asset Investment Planning Tool (AIP Tool), originally created for both Reclamation
and the United States Army Corps of Engineers (USACE) as part of the Hydropower
Modernization Initiative, to give a quantitative value of the risk of no action. The second
establishes a subjective risk baseline across five major areas of risk that can be used to
comparatively evaluate the changes in the GCPO risk profile based on various staffing,
organization, and process changes.

3.2.1 Asset Investment Planning Tool

The AIP Tool was used to examine the impact of work delays at Grand Coulee. The
results are shown as changes in the risk profile over the planning horizon of 2012
through 2031. The risk profile is based on the schedule of work, projected condition,
and age of the main power train assets, as well as the importance of each power train
asset in terms of incremental generation that would be lost in the event of an
unplanned outage.

The AIP Tool is designed to look at a portfolio of hydropower assets (at the lowest level,
the main power train equipment), and prioritize asset replacements based on a
guantitative risk approach. This approach uses the simple concept that risk equals the
likelihood of an event multiplied by the consequence of the event; in this case, the
event is a major failure requiring replacement or major refurbishment of the asset. The
likelihood of failure is a function of the asset age and condition. The consequence of
failure is a function of the outage duration of an unplanned and planned outage, as well
as the generation associated with each “logical” unit (logical units refer to the final unit,
second to last unit, etc., as opposed to specific physical units).

The risk profile for any grouping of assets is determined by summing the risk exposure
of the individual assets that make up the group and comparing them to investment
schedules. The risk profiles show cumulative risk; i.e., risk rises due to inherent
uncertainty in future condition as it moves away from the known conditions from the
hydroAMP input. Generally, if an asset or set of assets has an acceptable level of risk in
the start year, it is acceptable for risk to rise over the 20-year timeframe. However,
when assets are in need of refurbishment or replacement or require an increased level
of service at present, sufficient funding should produce a bell-shaped curve where, at
some point, funding overcomes the rise in risk and, furthermore, reduces risk to an
acceptable level.

In addition to a risk cost, the AIP Tool calculates economic indicators, including the Net
Present Value (NPV) and Benefit Cost Ratio (BCR) for replacing each asset. Together, the
monetary risk value, NPV, and BCR are weighted to yield asset priority.
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The AIP Tool calculations are done at the power train asset level, and results can be
aggregated up to view results for a unit, plant, and/or region. Power train assets in the
AIP Tool include:

3.2.2

Turbines

Governors

Generators

Exciters

Main unit transformers
Main unit circuit breakers

AIP Tool Inputs

Figure 8, below, shows the data parameters incorporated in the AIP Tool. Each oval on
the left side of the diagram represents an input to the model.

Standard Projects and Cost Equations

hvdl‘OAMP Asset Attributes, Equipment Escalation Rates
System Ratings, and Condition Discount Rate
FundingSources and Scenario Limits
Plant Logical Unit
PLEESM Energy Production, > AIP Tool
Excel Qutage Months and
Capacity Opportunities
A
EVI Forecast Energy Value _ Asset Investment
Excel and CO,e Displacement Planning Scenarios
LoF Forecast LoF % per Year for each Asset
Excel Starting Age + Condition

Figure 8 - Overview of AIP Tool Planning Process and Inputs

These inputs are described below:

Page 18

hydroAMP — The hydroAMP system is used by the USACE, Reclamation, Hydro-
Québec, and BPA to support the process and data for asset condition
assessment. HydroAMP provides the asset data including the condition
assessment data, asset age and upgrade dates, plus some key asset attributes.
This input is provided for each power train component.

PLEESM — PLEESM is a Microsoft Excel-based model used to provide estimated
on-peak and off-peak energy production by logical units at each plant, as well as
the potential additional energy production from hydraulic capacity increases, if
available. The PLEESM model also identifies the month to begin a scheduled
outage to minimize replacement energy cost. This input is provided on a plant
level.

EVI — The EVI provides short-term, long-term, on-peak and off-peak energy
values in dollars per megawatt hour ($/MWh) for the AIP Tool. These are
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monthly values for the 20-year planning horizon for each electricity market
region.

LoF — The Likelihood of Failure (LoF) forecasting curves were developed by the
USACE and are based on a large historic failure and replacement data set for
turbines, generators, and transformers. The curves define the probability of an
asset failing in a given year of the planning horizon, dependent on the asset’s
age, type, and condition at the start of the planning horizon. To supplement the
data provided by Reclamation and USACE, estimations were used to develop
similar curves for circuit breakers. The LoF data is mapped to each asset.

Other inputs include: cost parameters (including planning-level cost estimates
for standard projects), sources of funding, and investment funding scenarios.
Planning-level cost estimates were developed for each project, and are inclusive
of costs from planning through construction of an asset replacement or
refurbishment project. Standard project costs are developed for each asset
type. Investment funding scenarios define the boundaries for the 20-year
investment plans, amount of investment dollars available each year, and source
of funding. The input criteria determine the scheduling methodology for
individual project planning.

The following inputs were used in each scenario created for the risk analysis associated
with this GCPO staffing study:

Start year: 2012

Years in the planning horizon: 20

Number of years in the cash flow assessments: 50
Inflation: 1.8%

Cost escalation: 0.5%

Discount rate: 4.375%

These values are the same that were used for federal hydropower projects during the
HMI scenario creation, and were agreed upon by the USACE and Reclamation.
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3.2.3 Scenarios for Grand Coulee Risk Analysis

The current rehabilitation and replacement schedule for Grand Coulee was used to
create the baseline risk profile for the period 2012 through 2031. Based on this
schedule, there is a wave of planned work, peaking in year 2017. The number of
components scheduled for repair or refurbishment per year is summarized in Table 3,
below.

Components Scheduled per Year - Baseline

Year | Total | Turbine | Generator | Governor | Exciter | Transformer | Breaker
2012 13 0 0 4 4 5 0
2013 8 1 1 1 5 0
2014 1 0 0 2 5 0
2015 11 1 1 0 2 4 3
2016 17 2 4 4 6 1 0
2017 20 1 4 6 6 0 3
2018 15 0 3 6 6 0 0
2019 15 1 4 5 5 0 0
2020 11 1 3 3 3 1 0
2021 2 0 2 0 0 0 0
2022 2 0 2 0 0 0 0
2023 0 0 0 0 0 0 0
2024 0 0 0 0 0 0 0
2025 0 0 0 0 0 0 0
2026 0 0 0 0 0 0 0
2027 0 0 0 0 0 0 0
2028 2 1 1 0 0 0 0
2029 0 0 0 0 0 0 0
2030 0 0 0 0 0 0 0
2031 0 0 0 0 0 0 0

Table 3 - Components Scheduled per Year, Baseline
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The scheduled work in the planning horizon is very aggressive in early years, considering
the current staffing level. A limit was placed on the number of components that could
be replaced per year to create a schedule that reflects no increases in staffing; it was
assumed that existing staff can accommodate 12 equipment replacement projects. This
is considered an optimistic assumption. Preference was given to keep turbines and
generators in the years in which they were scheduled in the baseline. This scenario is
shown in Table 4.

Components Scheduled per Year — Max 12 Per Year

Year | Total | Turbine | Generator | Governor | Exciter | Transformer | Breaker
2012 12 0 0 3 4 5 0
2013 1 2 1 5 0
2014 1 0 0 2 5 0
2015 11 1 1 0 2 4 3
2016 12 2 4 0 5 1 0
2017 12 1 4 4 3 0 0
2018 12 0 0 6 4 0 2
2019 12 0 3 2 6 0 1
2020 12 1 4 4 3 0 0
2021 12 1 3 5 2 1 0
2022 10 0 4 3 3 0 0
2023 0 0 0 0 0 0 0
2024 0 0 0 0 0 0 0
2025 0 0 0 0 0 0 0
2026 0 0 0 0 0 0 0
2027 0 0 0 0 0 0 0
2028 0 0 0 0 0 0 0
2029 0 0 0 0 0 0 0
2030 0 0 0 0 0 0 0
2031 2 1 1 0 0 0 0

Table 4 - Schedule with Maximum of 12 Components per Year
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3.2.4 Results
As shown in Figure 9, this increases the risk of failure by a maximum of approximately
$100 million (in year 2021).
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Figure 9 - Annual Risk Profile

As a sensitivity case, the maximum number of components to be replaced per year was
changed to 8. As shown in Figure 10, this nearly doubled the annual risk with the highest
risk seen in year 2023.
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Figure 10 - Annual Risk profile for Base Scenario, Max 8 Scenario, and Max 12 Scenario
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Without changes to staffing levels, corrective maintenance needs will increase, and unit
outages will be extended or delayed. If planned work is delayed, Grand Coulee will have
an increased risk of unscheduled outages and generation loss. At present, the risk for
year 2021 grows by approximately $100 million if the staff is not able to maintain the
planned schedule, and cannot complete more than 12 planned projects per year.
Although increasing staff or streamlining processes has a cost, one of the benefits is
reduced risk, which results in greater reliability for the plant and system.

3.3 Baseline Risk Assessment
This risk assessment establishes a subjective risk baseline across five major areas of risk that can
be used to comparatively evaluate the changes in the GCPO risk profile based on various
staffing, organization, and process changes. This baseline risk assessment is used in Chapter 0 to
evaluate the effects of staffing changes alone on the baseline risks. In Chapter 6.0, the effects of
staffing, organizational, and process changes — the “optimized organization” — are compared
against this baseline risk to assess the value provided by those changes.
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Baseline Risk Assessment

training or planning

s | £ 8| 3
8 | B e | ¢
Risk Areas Risks Causes o © v m S
E | 8| 3 e a
£ | & | <
Lost ggneratlon and Insufficient resources and
capacity from extended . 3 4 12
. planning
Planned maintenance outages
Outage Lost generation and - . 14
. . Insufficient project
Extensions capacity from extended .
. e management, planning, and 4 4 16
project rehabilitation
support resources
outages
Lost generation and Deteriorating condition of
capacity from forced equipment and inadequate 3 4 12
Equipment outages maintenance 12
Reliability . . Inadequate
Major equipment damage . .
. maintenance/aging 4 3 12
due to failure .
equipment
USBR personnel injury,
| f
accident, disability, or nad(_equ_ate safety - 4 3 12
. monitoring and training
fatality
Safety — 14
Contractor personnel injury, Inadequate construction
accident, disability, or 9 4 4 16
. management
fatality
. - Inadequate maintenance
Environmental incident - on . .
. oversight or construction 3 2 6
project
management
. E 1 t .
Environmental Water control incident q.mpmen . 5 2 10 33
Failure/operational error
. N 0 tional
Bi-op violation pera. lona . 4 3 12
error/inadequate planning
Institutional Operations error Im;.)roper operational 4 3 12
actions
Knowledge Inadequate maintenance 12
Loss Maintenance re-work N 3 4 12

Table 5 - Baseline Risk Assessment

Table 5 lists the five major areas of risk assessed with sub-areas of risk and their associated root
causes. The impacts were subjectively evaluated on a scale from one to five, and are held

constant in similar comparative risk assessments presented in Chapters 0 and 6.0. The

probability was subjectively evaluated and will be adjusted based on risk mitigation for each
sub-area of risk for the changes proposed in Chapters 0 and 6.0.

3.4 Functional Group Assessments
As shown in Exhibit 1, the GCPO is organized into various functional groups responsible for a
specific set of tasks in support of the overall organization. This section summarizes the tasks
performed at the time of the assessment by each of these functional groups and provides a
summary of the key findings, both staffing- and process-related, unearthed through this study

pertinent to each group. Tasks for each group are meant to be representative of major

activities, not all-inclusive of every activity performed within that functional group. Findings are
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in addition to the GCPO-wide challenges defined above in Section 3.1; recommendations to
address these findings are integrated into Chapters 0 and 6.0.

@ mwH

3.4.1 Administration

Table 6 through Table 11 collectively present a summary of the major tasks performed
by the Administration Office, a qualitative assessment of the group’s ability to “keep up”
with each task, and a high-level assessment of the current staffing levels for the group.

The Administration Office has subgroups within it that address major business activities
of Information Technology (IT) support, Contracts, Supply Management, Personnel
Management, Staff Training, and General Administration Support. For clarity, these
major business areas are discussed separately in the assessment of the current
organization; however, recommendations in subsequent sections of the report are
provided for the Administration Office as a whole.
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Task Status & Summary Staffing Assessment — Administration, IT

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
Provide general IT support and -
help desi activities PP IT Specialist X
Acquire PCs and associated Supv IT X
equipment Specialist
Develop and implement IT Al X
support for NERC CIP
Perform systems accreditation IT Specialist X
Facilitate VPN access IT Specialist X
Support video conferencing use All X
Support SharePoint use All X
Help GCPO identify commercial IT
solutions as opposed to creating All X
solutions
Monltor copiers, printers, and IT Specialist X
vides conference room contracts
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 6 - Task Status & Summary Staffing Assessment, Administration, IT

Task Status & Summary Staffing Assessment — Administration, Contracts

- Primary Status
(II:;CS indicate new tasks within last 3-5 years) Responsib"ity Keeping Up Borderline NOtDiiti:lng
Review specifications to ensure Al X
conformance to regulations
Control the purchasing process All X
Expedite delivery All X
Review invoices All X
Review P-card purchases All X
Filing and records retention All X
Warranty and repair process Al X
support
Ratification of discrepancies Cont.ra.ct X

Specialist
Support to Hungry Horse Contract X
purchasing Specialist
Respond to Region reporting Contract X
requests Specialist
Process 4,000+ obligations All X

Adequate
Current staffing levels appear: Borderline

X Insufficient

Table 7 - Task Status & Summary Staffing Assessment, Administration, Contracts
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Task Status & Summary Staffing Assessment — Administration, Supply Mgmt.

— Primary Status
(I:ﬂfcs indicate new tasks within last 3-5 years) Responsibility Keeping Up | Borderline NOth:‘t‘:mg
Receive material Warehouse llI X
Provide warehouse function Warehouse lll X
Perform fleet management Supply Tech X
Develop greenhouse gas Supv Supply
emissions data per federal Mgmt X
directive Specialist
Perform property disposal Supply Tech X
Perform building inspections Supply Tech X
X Adequate
Current staffing levels appear: Borderline
Insufficient

Table 8 - Task Status & Summary Staffing Assessment, Administration, Supply Mgmt.

Task Status & Summary Staffing Assessment — Administration, Personnel Mgmt.

Task Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up | Borderline NOtDGettmg
one
Administrati
Union coordination m|n|.s rative X
Officer
Support
Staff on-boarding/exit Services X
Supervisor
L S t
Support staff inquiries for uppor
. Services X
benefits, etc. .
Supervisor
Admini -
Address conduct and dm.lnlstrajuve
. Officer (with
performance issues, oversee . X
awards and incentives others outside
Admin. Office)
Administer, track and report All X
staffing status
Support managers and
supervisors to effectively manage All X
staff performance
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 9 - Task Status & Summary Staffing Assessment, Administration, Personnel Mgmt.
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Task Status & Summary Staffing Assessment — Administration, Training

X Insufficient

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC('i;t:Ing
Administrative
. . Officer,
Deliver mandatory training Support X
(Safety, HR) Services
Supervisor

Coordinate development training Admlnl.stratlve X

Officer

Administrative

Update and improve curriculum Officer,
for training program Support X

Services

Supervisor

Analyze training needs Admlnlrc,tratlve X

Officer
Coordinate training across Administrative X
organization Officer
Assess effectiveness of training Administrative X
Program Officer

Adequate
Current staffing levels appear: Borderline

Table 10 - Task Status & Summary Staffing Assessment, Administration, Training

@ mwH




Review of Staffing and Processes

Grand Coulee Power Office

Task Status & Summary Staffing Assessment — Administration, General Support

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
Support
Provide clerical support Servufes X
Supervisor,
Office Aide
Administrative
Officer,
Oversight and management of Support X
timekeeping system Services
Supervisor,
Office Aide
Manage document management Mail and File
materials/systems, Clerk, X
project/photographic archives, Photographic
etc. Technician
Serve as point-of-contact for Administrative X
Emergency Action Plan Officer
Facility
Administer reimbursement and Services
expense programs (bankcards, Specialist, X
relocation, vouchers, travel) Administrative
Officer
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 11 - Task Status & Summary Staffing Assessment, Administration, General Support

The Administration Office is led by an Administrative Officer who oversees each of the
major business areas, and also performs a number of administrative functions. There
are a number of areas where bottlenecks are apparent that indicate while some areas of
the Administration Office are appropriately staffed or at least making due, other areas
are significantly underperforming due to lack of resources. One essential issue is that
this group is the key to recruiting and hiring. Shortfalls in staff availability in the hiring
process aggravate the staffing shortages throughout the plants. Addressing the staffing
needs specifically related to recruiting and training would have a positive trickle-down
effect on the entire organization.
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The current Administration staff accomplished a defined amount of work in FY2011.
This is represented in Figure 11, distributing the workload for the current staff across
CARMA work order types or designations. This volume of work performed in FY2011 by
the existing Administration staff establishes the baseline for further analysis in this study
and recommended staffing modifications to meet the needs of the future years.

ENG, _MOD

CM___ g\~ ng OP
0% 0%

Figure 11 - FY2011 Actuals by Work Order Type, Administration
Information Technology

The Information Technology (IT) group provides outstanding support to the GCPO.
Approximately 50% of this department’s time is spent performing help desk type
activities; the group is providing very good support with no complaints heard. However,
the group is stretched very thin and barely keeps up with normal IT demand. The NERC-
related Critical Infrastructure Protection (CIP) requirements have placed additional
burden on the IT group and will continue to do so into the foreseeable future. In
addition, new and changing purchasing requirements have added complexity to
acquiring new equipment. The purchasing requirements are coming from outside the
GCPO and are in a state of flux, adding additional workload steps for the IT department.
These steps are not overbearing but are more than what previously had to be done.

The following are the key findings for the IT department:

ADM-01-F: Limited capability to keep up with IT demand. As use of technology
increases at the GCPO, so does the complexity of the technologies involved. This
involves everything from researching new technology to managing contracts for copiers
and printers. In addition, with the U.S. Government allowing more remote work, the IT
department must maintain vigilance on allowing and controlling virtual private network
(VPN) access. Due to the nature of its work, the GCPO does not lend itself to much
remote work; however, the IT group will be responsible for maintaining the VPN and
access to it.
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ADM-02-F: Increasing workload on IT due to NERC CIP. NERC CIP requirements have
placed additional workload burden on the IT Department. Presently the IT Department
is developing and implementing CIP mitigation plans and strategies for the GCPO. The
peak additional work load which caused much overtime in FY2011 seems to have
subsided, but there will be continuous CIP maintenance required. The maintenance will
include updating CIP documentation, modifying as needed, and responding to any CIP
changes.

Contracts

The Contracts group is doing an excellent job supporting the GCPO contracting needs.
They have a very difficult task as not everyone needing their support understands the
Federal contracting guidelines under which the GCPO operates. The group is
understaffed and continues to lose personnel while trying very hard to maintain the
same level and quality of service they have provided over the years.

Process maps depicting the GCPO purchase requisition process and the contracting
processes performed by the Regional Office Contracting group are presented in Exhibit
3.

The following are the key findings for the Contracts department:

ADM-03-F: Limited understanding of specification requirements by non-Contracts staff.
Many GCPO personnel are providing the specifications required to contract for and
purchase items and services. When material, parts, or equipment is needed there is no
standard way for plant personnel to specify their needs in a format that meets the
procurement requirements. Therefore, these employees do not always provide proper
specifications from a contracting standpoint. For example, the specification may call out
a specific manufacturer and part number when the type of procurement requires that
the called out part or an equivalent is allowable. Contracts personnel often send back
improper specifications to the originator for correction. This lends itself to a cycle of
reviewing, sending back, and reviewing again. This places additional workload on the
Contracts staff as well as on the GCPO staff writing the specifications.

ADM-04-F: Limited awareness of product lead times among plant personnel. Each item
ordered has a lead time associated with it. This may be a small lead time of a day or so
for shipping a common product that is on a shelf to weeks or months if something has
to be fabricated. Plant personnel should attempt to research and document lead time
while preparing requisitions, and plan accordingly.

ADM-05-F: Insufficient Contracts involvement early in the acquisition process. Early
Contracts involvement can help smooth the entire contracting process for projects,
especially the larger, more capital-intensive projects. Contracts personnel can be aware
of what will be needed and an approximate timing, and will be able to provide better
up-front project support to reduce the amount of improper specifications and make
sure items are purchased and delivered when needed, taking into account the
appropriate lead times. This will help keep projects on schedule and will reduce the
need to expedite purchases, saving the GCPO money not only in purchasing, but in
returning equipment to operational status in a more timely fashion.

ADM-06-F: Inefficient use of plant personnel time with respect to specification
development. Many of the plant personnel such as the supervisors, planners, and
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schedulers are spending a very high percentage of their time developing contract
specifications. Contract specialists are not experts on plant operations and cannot be
expected to write all the specifications. However, for every minute of plant personnel
time being spent to create specifications, other critical plant work is not being
accomplished.

ADM-07-F: Reclamation-driven transition toward performance based acquisition.
Performance based acquisition (PBA) is a technique for structuring all aspects of an
acquisition around the purpose and outcome desired as opposed to the process by
which the work is to be performed. The stated PBA goal is 50-55% of all contracts (see
www.gsa.gov/pbsc). The GCPO may benefit from using more PBA contracting vehicles.
By allowing the contractors flexibility to accomplish the goals of the projects, the GCPO
may be able to obtain better pricing while accomplishing the desired end result.
However, to make PBA effective, GCPO personnel involved in the contracting process
must understand PBAs, how to create specifications for this type of contract, and how
to monitor these contract types.

ADM-08-F: Increasing workload for Contracts. In FY 2009, 2,107 contracts were
awarded totaling $6.4 million. In FY 2010, 2,862 contracts were awarded totaling $11.7
million (although these figures are skewed due to one-time expenditures on Generic
Data Acquisition and Control System (GDACS) and American Recover and Reinvestment
Act (ARRA) requisitions). Through the first six month of FY 2011, Contracts processed
over 1,300 requisitions and awarded $7.5 million in contracts. This places the Contracts
department on a path to have a larger increase in contract awards, based on dollars,
than last year, continuing the increasing path of awards. It is estimated that in 2012 and
beyond, there will be approximately 2,800 requisitions totaling around $8.5 million. This
represents an approximate 33% increase in the number of requisitions above 2009 for
the same number of contracting personnel.

ADM-09-F: Limited purchasing authority. GCPO Contracts personnel have purchasing
authority capped at $25,000. Anything above this amount must be signed by the
Regional Office. Adding the additional steps of sending contracts to the Regional Office
for signature often slows down the speed of getting contracts awarded. The amount of
time delay by sending contracts to the Regional Office varies based upon the Region’s
workload. Once with the Regional Office, the process is generally out of GCPO control.
If someone at GCPO was to obtain contracting authority for more than $25,000,
Reclamation policies indicate they would then report to the Regional Office. Therefore,
even if the employee were located at GCPO, they may not be able to devote 100% of
their time to GCPO contracting needs. As a result, a GCPO employee obtaining
additional contracting authority may result in a net decrease of personnel, the opposite
of intended. It is not anticipated that the time savings would counteract this decrease in
availability.

Supply Management

The Supply Management group operates the main warehouse and performs all
warehousing functions that include receiving material, kitting material for work orders,
and warehousing material for future requirements. In addition, they perform fleet
management, handle property disposal, perform building inspections, and a new
function of monitoring the greenhouse gas emissions for each GCPO building. The
supply management function is doing an excellent job receiving materials, distributing
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material, kitting materials for work orders, indentifying items no longer needed and
surplusing the items, and keeping the warehouse well-maintained. This vital behind-
the-scenes function is typically taken for granted until something needed is not
available.

The following are the key findings for the Supply Management department:

ADM-10-F: Increased workload due to greenhouse gas emission monitoring
requirements. This group is responsible for determining the amount of greenhouse
gases each GCPO building creates. The difficulty of this task is that there is a single
meter into each GCPO site/facility as opposed to each building being monitored.

Personnel Management

The Administration Office leads a variety of personnel related activities including hiring,
union coordination, disciplinary actions, and personnel management activities such as
annual performance reviews and career planning activities. Due to the nature of these
activities, the implementation is typically plant-wide and requires active involvement by
managers, supervisors, and employees. The evaluation in this section reflects the work
by the Administration Office as well as issues identified with how personnel
management is implemented throughout the organization.

This group serves as the main interface with the Regional Office Human Resources. This
interface is primarily handled by the Administrative Officer and the Support Services
Supervisor, though both have a number of other responsibilities as well. Note thata
recruiting/hiring process is presented with Exhibit 3.

Findings and challenges specific to Personnel Management are presented here:

ADM-11-F: Limited capability to effectively manage staff performance. Managers and
supervisors are not skilled in having performance conversations with their staff, and the
tools and processes in place are not perceived as supporting performance management.
With the heavy workloads and large staff/supervisor ratios, it is easy to put off the
things that are “hard to do.” To avoid conflict, many managers score all employees the
same regardless of performance. As a result of same ratings, constructive feedback is
not provided. Managers are making due by addressing conduct issues in lieu of
performance. The lack of management of performance, and recognition of excellence,
impacts morale and results in a complacent “why try harder” mentality.

ADM-12-F: Perception that pay is not competitive. Many statements were made that
the pay ranges for all staff at GCPO are not competitive with the market and this has
had negative impact on recruiting and staff retention. Other Federal agencies as well as
private industry appear to target GCPO as prime recruiting ground for their
organizations. In addition, “poaching” happens within GCPO due to the discrepancies
between General Services (GS) and Union pay scales. Data was not available to support
or refute the competitiveness of pay at GCPO or of the other variables that make up
total employee compensation. Evaluating regional salary data would be beneficial to
determine if pay and compensation is in fact an issue.

Training

The Administration Office leads the management and implementation of the training
program for all of GCPO. The Administration Office is responsible for assessing training
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needs, approving training requests, arranging courses, tracking employee training, and
evaluating the effectiveness of the training. The training program is delivered to all staff
at GCPO based on their role and responsibilities. Training is conducted by a variety of
internal, partner and external resources depending on the type of training required. For
example, mandatory safety training is conducted by an in-house Safety and
Occupational Health Specialist; supervisor training is provided by Reclamation in a one-
time 40-hour course for new managers; equipment training is provided by the
manufacturer.

There are a number of shortfalls with the current training program. Mandatory training
is delivered, however the program is not considered effective in delivering the learning
objectives. Employee development and training needs are not clearly identified and
managed. Therefore, specific skill shortfalls are not addressed and this negatively
impacts other parts of the operations. There is also a lack of coordination between
groups delivering training resulting in unnecessary repetition of courses.

Overall, there are limited resources to assess, coordinate, update, and deliver the
training program and curriculum. Current training staff indicated that the program can
be significantly modified for better use of people’s time and improved
learning/retention of knowledge.

Due to the GCPO-wide nature of the training issues, findings and recommendations
pertaining to training are presented in Section 3.1.

General Administrative Support

In addition to the functions described in each section above, the Administration Office
also provides the clerical, administrative, and management support to perform the
business functions of the Power Manager and the GCPO. The responsibilities of this
small team are diverse. Each member of this team performs a unique function with
little overlap. Most of the staff on this team has not had the time to document the
procedures for their roles and tasks, or time to train others to provide backup thereby
creating single points of failure.

The members of this team provide clerical and receptionist support, ensure compliance
with Reclamation guidelines for all correspondence, serve as the primary point-of-
contact with the PNR in regards to administration and personnel issues, administer
reimbursement and expense programs, and oversee the timekeeping system including
providing initial review of every timesheet.

They are also responsible for current and historical documents of the GCPO. This
includes mail, filing, photography, document management and management of the
Technical Data Center. Keeping up with day-to-day demand is borderline, but archiving
and management of the Technical Data Center fall into the routine tasks that are not
getting done. The Technical Data Center in the Grand Coulee office building needs
significant effort to assess, digitize, and organize the documents.

Accomplishing all of these functions stretches the staff beyond a standard workload,
and is aggravated by turnover. For example, the Office Aide position has been a
stepping stone to advancement to other positions in the GCPO, and therefore
experiences significant turnover. This turnover combined with the aging workforce
issues all of GCPO is experiencing aggravates an already resource constrained function.
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3.4.2 Budget

Table 12 presents a summary of the major tasks performed by the Budget Office, a
qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

‘ Task Status & Summary Staffing Assessment — Budget

- Primary Status
(I:ﬂs;cs indicate new tasks within last 3-5 years) Responsibility Keeping Up Borderline NOtDiit(:ilng
Monthly funds status reports Officer, X
Analyst

Regional Office requests All X

. Officer,
Budget development & updating Analyst X
Day-to-day activities (such as All
voucher reviews, diversion rates, X
etc.)
Accruals/obligations review & All X
reporting
Benchmarking activities Analyst X
CARMA cleanup/tracking/analysis All X
Link budgets to work plans to All
show funding needs for staffing, X
prioritization, etc.
Communicate budget (by Officer
business line) to each manager to X
track and control
Track, report status, and adjust All
accordingly for two previous X
items
Program analysis Analyst, Tech X

Adequate
Current staffing levels appear: Borderline
X Insufficient

Table 12 - Task Status & Summary Staffing Assessment, Budget

This functional group is one of the smallest at GCPO and is focused on the day-to-day
requirements of complying with three different major budgeting cycles: BPA for power
activities, the local irrigation district for North Dam activities, and the Federal budget
process for appropriated activities. As a result, this group struggles with developing
standardized processes for bottom-up budget development, proactive analysis of future
needs, and communication of the importance of developing realistic budgets for future
years.
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The current Budget staff accomplished a defined amount of work in FY2011. This is
represented in Figure 12, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Budget staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

Figure 12 - FY2011 Actuals by Work Order Type, Budget

Unanticipated benefits of discussions during the initial workshops conducted under Task
1 include a greater visibility and enhanced understanding of the budgeting process
among other GCPO functional groups. The budget processes outlined in those
discussions are included as part of Exhibit 3.

Findings and challenges specific to the Budget Office are presented here:

BUD-01-F: Insufficient analysis, validation, and verification of budget performance.
While the Budget Office manages to keep in compliance with the various budgeting
cycles and deadlines, they have minimal time available to conduct meaningful data
analysis, validation, and verification of the performance, trends, or variations. Deeper
and more detailed analysis may provide useful information to the Budget Office, as well
as other managers within GCPO, such as trends in budgeting and spending, project
successes and risks, and funding surpluses and shortfalls.

BUD-02-F: Reactive approach in budgeting versus proactive. The budgeting information
currently provided by superintendents is generally reactive, or “top-down,” considering
prior-year funding levels and with an applied escalation factor based on estimated
needs. Ideally, budget development would be risk-based, proactive, and “bottom-up,”
and would utilize a more thorough analysis of CARMA backlog trends, capital project
activity levels, and life-cycle cost analysis for each major asset type.

BUD-03-F: Unrealistic budget status tracking for longer-term projects. Due to the large
volume of modification and capital work in progress, it is difficult to obtain accurate
estimates at completion (EACs) of work outstanding. As a result, the Budget Office
generally reports status of these projects as simply Budget — Spent = Forecast rather
than a more accurate bottom-up forecast based on actual work remaining. This is
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especially an issue for longer-term, large work orders and capital projects, and does not
facilitate proactive budget management.

. BUD-04-F: Inconsistent processes for developing budgets. Currently, various supervisors
provide information in different formats, with varying degrees of detail. This creates
difficulty in analyzing true needs consistently across the GCPO. Further adding to the
difficulty, misunderstandings exist about the specific definition of power- versus joint-
funded projects.

Q BUD-05-F: Labor money is left over at end of the year. While not specifically a Budget
Office issue, this raises concerns related to justifying additional positions in future years.
Further analysis of the root cause of this (unfilled vacancies, overtime caps, etc.) is
warranted. This finding is likely due in part to the large number of current vacancies.

3.4.3 Cultural Resources (Archaeologist)

Table 13 presents a summary of the major tasks performed by Cultural Resources, a
qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

Task Status & Summary Staffing Assessment — Cultural Resources (Archaeologist)

Status

Task Primary

(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up | Borderline Not Getting

Done

Support of 0&M and capital

. Archaeologist X
projects
Trackl.ng and malntélnlng Archaeologist X
historical preservation
FCRP ltural program
,C > cultural progra Archarologist X
involvement
Tribal entity coordination

y Archaeologist X

(coordinated with Public Affairs)
Reporting and plan updates

including Historic Properties Archaeologist X
Management Plan

Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 13 - Task Status & Summary Staffing Assessment, Cultural Resources (Archaeologist)
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Currently, this functional group consists of one individual, the Archaeologist. The
distribution of FY2011 hours for this individual, across work order types, is shown in
Figure 13. This volume of work performed in FY2011 establishes the baseline for further
analysis in this study and recommended staffing modifications to meet the needs of the
future years.

Figure 13 - FY2011 Actuals by Work Order Type, Cultural Resources
Particular findings specific to Cultural Resources include:

q ) CRA-01-F: Inconsistent involvement of Cultural Resources in project planning and
delivery. Prior to the Archaeologist being on staff, planning, design, and construction
projects moved forward with little to no recognition for the archaeological and historical
impacts of the work. With the Archaeologist on board, attempts were made to increase
awareness of and integrate the mitigation of historical preservation matters in project
delivery. However, the Archeologist is typically brought in as a reactive measure or is
notified late in the project. Neglecting to involve Cultural Resources early in the
engineering process creates potential for delays, especially when a historical
feature/artifact is uncovered. With the increase in capital projects, the necessary
review within the project life cycle is taking up more of the Archaeologist’s time.

‘ CRA-02-F: Increase in requirements, reporting and plan updates. Along with the
increase of O&M and capital work comes an increase in documentation, audits, and
annual reporting. Additionally, it is noted that a number of required plans have either
not been created or are outdated. In particular, a Historical Properties Management
Plan needs to be developed and maintained as well as a Museum Property Management
Plan. Additionally, increase funding to the FCRPS cultural program has increased the
workload for this functional group.
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3.4.4 Engineering

Table 14 presents a summary of the major tasks performed by Engineering, a qualitative
assessment of the group’s ability to “keep up” with each task, and a high-level
assessment of the current staffing levels for the group.

Task Status & Summary Staffing Assessment — Engineering

- Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up Borderline NOtDile::mg
Prov-lde engineering design Engineer X
services to support O&M needs
Provide engl_neerln_g services to Engineer X
support capital projects
Provide drafting services Drafter X
Provide input into procurement
specifications (market research, Engineer X
spec drafting, review)
Provide construction-phase .

. . Engineer X
technical reviews
Provide environmental support Env. Spec. X
Manage hazardous waste Env. Spec. X
program
Monitor downstream slope Hydrologic X
stability Tech.
Review SOP updates Engineer X
Prepare/update HydroAmp
condition assessment data for Engineer X
BPA and TSC
Provide testing and
commissioning engineering Engineer X
services

Adequate
Current staffing levels appear: Borderline
X Insufficient

Table 14 - Task Status & Summary Staffing Assessment, Engineering
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The current Engineering staff accomplished a defined amount of work in FY2011. This is
represented in Figure 14, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Engineering staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

Figure 14 - FY2011 Actuals by Work Order Type, Engineering
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This functional group is currently in a transitional phase experiencing a change in
leadership. They are also potentially one of the most understaffed groups in the GCPO,
as exhibited by the substantial number of work orders pending engineering support.
Figure 15 depicts the build-up and resulting backlog of ENG work orders currently in the
CARMA system. Note that this does not include the pending wave of engineering
support likely required to keep the 10-year capital plan on target. The group is
predominately focused on supporting capital work, leaving little engineering support for
O&M efforts.
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Figure 15 - Engineering Backlog, ENG Work Orders
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Also, there is a backlog of non-ENG work orders with a status of Waiting for Engineering
(WENG), as shown in Figure 16, some of which have been in the WENG status for well
over two years.

30 250

g

o
wn

Total OpenWork Ordersin 200

WENG Status

o
=1

WENG perMaonth

-
n
|

[
=1
|

Total Open WEN G Work Orders

. WENG PER
MOMTH

Number of Work Orders Changed to WENG Status per Month
n

w—TOTAL OPEN
WORK ORDERS
IN WENG
STATUS

=)
=

Aug-09
Sep-09
Oct-09
Mow-09
Dec-09
Jan-10
Fab-10
Rar-10
Apr-10
Wlay-10
Jun-10
Jul-10
Aug-10
Sep-10
Oct-10
Mov-10
Dec-10
Jan-11
Feb-11
Mar-11
Apr-11
Mlay-11
Jun-11
Jul-11
Aug-11
Sep-11

Month

Figure 16 - Engineering Backlog, WENG Work Order Status

In addition to this large backlog of work, Engineering is also a prime example of some of
the other GCPO-wide challenges identified in Section 3.1. In particular, this group lost a
few key resources to retirement in recent years and with their departure, lost a
substantial foundation of plant-specific knowledge. Organizational-level work planning,
efficient use of the CARMA system, project ownership, and coordination issues with
non-GCPO partners (i.e., the TSC) are additional examples of GCPO-wide challenges in
place within this functional group.

Beyond these challenges pervasive to the broader GCPO are a set of findings specific to
Engineering:

. ENG-01-F: Unable to keep up with as-builts. Project drawings require updates to reflect
major modifications or capital works and minor, routine alterations to plant physical
characteristics. In the case of the former, best practice dictates updating project
drawings with as-built data (typically initiated by the contractor and Construction Office)
prior to closing out the modification or capital project. In the case of the latter, hand
mark-ups are typically tracked in a structured fashion on “sticks” within the plant, then
incorporated into official electronic drawings on a predefined, routine basis. Currently,
neither of these processes is keeping up with the workload. Hard copy mark-ups and
outdated electronic versions of drawings exist on central drawing repositories and
individual workstations. This negatively impacts the ability of the entire plant, future
engineering, and non-GCPO Reclamation entities to support the plant O&M and capital
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efforts, and represents a potentially major quality issue that can and has resulted in
substantial rework.

. ENG-02-F: Inefficiencies in initiating, prioritizing, assigning, and tracking work. Related
to one of the organization-wide findings described in Section 3.1 (ref. GCP-04-F),
Engineering does not have a structured manner for internally assigning and tracking
work. As work arrives into Engineering, timesheet spreadsheets (staff availability) and
skill sets are qualitatively assessed to determine who receives the new work.
Organizational-level priorities are not considered (other than priority functions
embedded in the CARMA work order). Work orders, often originated by plant staff,
appear in CARMA as “waiting for engineering” (WENG), yet no automated notice (e.g.,
CARMA workflow functionality) is provided to Engineering that the work order is
pending their action, and embedded scopes are basic and non-specific.

. ENG-03-F: Limited understanding of plant specifics. Variations exist across the GCPO
power plants and equipment. Therefore, engineering solutions in support of both O&M
and capital efforts requires some degree of plant-specific knowledge. However, a large
percentage of the existing GCPO engineering staff lacks deep institutional plant-specific
knowledge. This can result in rework and quality issues as well as inefficiencies in
design.

‘ ENG-04-F: Inefficiencies in providing purchasing support. Successful procurement relies
on sufficient definition of requirements. This applies to procurement of parts and
equipment as well as services, both within and external to GCPO. Increased investment
upfront in developing and defining specifications and requirements has proven to result
in exponential savings downstream in project delivery. Under its current structure,
Engineering is understaffed to provide the necessary support to the procurement
process in specification writing and review and bid evaluation (where appropriate).

D ENG-05-F: Inconsistent consideration of environmental factors in design. Environmental
considerations are often passed over in the early stages of design. In some cases,
engineering does not take environmental considerations into account. In other cases,
environmental solutions are implemented without fully taking into account engineering
considerations. Either can result in project delays or rework later in the design or
construction phases.

. ENG-06-F: Protection engineering not located at Grand Coulee makes coordination
difficult with PSCCs. The PSCC’s work is not being fully supported by the TSC engineers
due their remote location and use of drawings that may not be accurate. Familiarity
with the plant would improve the design process and end product. Design engineers’
participation in testing would also be beneficial. However, it is difficult to get TSC
engineers to Grand Coulee.
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3.4.5 Fire & Physical Security

Table 15 presents a summary of the major tasks performed by Fire & Physical Security, a
qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

‘ Task Status & Summary Staffing Assessment — Fire & Physical Security

- Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up Borderline NOtDGettmg
one
FIRE
Eme.rgency response (fire, Firefighters X
medical, hazmat, rope rescue)
System inspections, testing, and Fire Protection X
maintenance, incl. CO2 systems Inspectors
S t regional Recl ti
up'/?o.r reglona 'e clama ./on Firefighters X

facilities with studies, services
Hot work permits All X
Emergency training and exercises All X
Support planning activities and All X
contract preparation
PHYSICAL SECURITY
POV card activation Sec.urlty X

Assistant
Order all HECP locks Sec.urlty X

Assistant
Order all door locks, keys, etc. Sec.urlty X

Assistant

Security
M key- X

anage key-card access systems Assistant
Support NERC reporting with Security X
respect to security systems Assistant
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 15 - Task Status & Summary Staffing Assessment, Fire & Physical Security

Despite the independent tasks of Fire and Physical Security, this functional group is
considered singular as both Fire and Physical Security report to the same manager.
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The current Fire & Physical Security staff accomplished a defined amount of work in
FY2011. This is represented in Figure 17, distributing the workload for the current staff
across CARMA work order types or designations. This volume of work performed in
FY2011 by the existing Fire & Physical Security staff establishes the baseline for further
analysis in this study and recommended staffing modifications to meet the needs of the
future years.

Figure 17 - FY2011 Actuals by Work Order Type, Fire & Physical Security

The Fire Department provides 24-hour service to the Grand Coulee facility. They are
responsible for providing initial emergency response to all fires, including wildfires, and
medical emergencies at the Grand Coulee power plants, switchyards, offices,
warehouses, and associated facilities. Additionally, the Fire Department responds to
similar emergencies occurring in the various surrounding towns and counties. Through
a set of service contracts, the neighboring towns provide similar volunteer support in
return to the Grand Coulee facility, although their priority lies with their local
community’s needs over those of the GCPO.

A study of the Fire Department was performed in January 2007 by Fire Risk
Management, Inc. to assess the staffing levels and requirements to provide adequate
fire protection throughout the facility. The report concluded that “the need to maintain
a full-time presence of firefighters does not appear to be warranted,” and that existing
staffing was adequate (8-9 employees). However, the report only considered fire
response capabilities, not medical, hazmat, or rope rescue. GCPO management elected
to maintain the Fire Department at a 24-hour level. The analysis performed within this
study assumes the continuation of a 24-hour fire department as a boundary condition.

The Physical Security Office manages the issuance of all identification and access cards.
The Grand Coulee office is the only POV card activation office within a 150-mile radius.
The Physical Security Office also manages all access card systems, locks, and keys, and
has a considerable burden associated with NERC CIP reporting.
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Worth noting is the disproportionate amount of overtime logged by this functional
group versus all others, as shown in Figure 18. This is primarily due to the 24-on/24-off
work schedule of the Fire Department, but is also a key indicator of the staffing needs of
this particular functional group.
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Figure 18 - Overtime Percentage by Functional Group (FY2011)
Key findings and challenges associated with this group are:

’ FPS-01-F: Concerns that Fire Department is not meeting NFPA requirements of four
firefighters per truck, 24/7. Currently, the Fire Department provides two firefighters 24
hours per day. According to Clause 5.2.3.1.1 of NFPA 1710, “Standard for the
Organization and Deployment of Fire Suppression Operations, Emergency Medial
Operations, and Special Operations to the Public by Career Fire Departments,” a
minimum of five firefighters are required per Engine Company (Grand Coulee has one
fire truck) to respond to public emergencies in geographically restricted and/or high
hazard areas. Therefore, the Fire Department cannot respond to off-project
emergencies during periods outside the normal weekday working hours. Internally,
during these periods outside of normal weekday working hours when the Fire
Department cannot provide four firefighters under current staffing, the office has been
directed to function as a “Fire Brigade 1,” meaning that fire suppression activities will be
limited to those that can be accomplished safely and reasonably (ref. letter from D.
Murillo to D. Carriere, 24-May-2006, included as Appendix 2). While in all other
instances, Grand Coulee abides by NFPA requirements, there appears to be an
inconsistency in application with respect to 24/7 staffing of the Fire Department.
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FPS-02-F: Current Fire Chief also serves as head of Physical Security. Considering the
workload associated with running the Fire Department and the workload associated
with managing the Physical Security requirements for the massive Grand Coulee facility,
one employee cannot reasonably provide the required level of service to both
leadership positions.

FPS-03-F: Current processes do not engage a medically-trained dispatch officer. Under
existing procedures, an emergency call from a Grand Coulee employee to the
emergency number is answered by a Personnel Security representative, not a medically-
trained dispatcher that can immediately dispatch the appropriate emergency
responders and maintain contact with the caller until such responders arrive. As it
currently stands, in the case of a medical or fire emergency, the Personnel Security
representative that receives the call gathers the minimum pertinent information,
terminates the call, then calls the Fire Department to relay the information. This
introduces time and the potential for errors into the process.

FPS-04-F: Overloaded Physical Security staff. In the Physical Security Office, one staff
member manages the majority of all access card issuances and POV card activations.
Considering the turnover rates at the GCPO and the growing number of contractors on
site, this is a very time consuming job. In addition, maintaining the access card readers
around site is a critical component of site security, adding to the workload. Currently,
one employee, technically a PSCC within Operations, is stretched to keep up with the
maintenance requirements for such physical security equipment/software.

3.4.6 Hungry Horse

Table 16 presents a summary of the major tasks performed at Hungry Horse, a
gualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.
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‘ Task Status & Summary Staffing Assessment — Hungry Horse

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
ADMINISTRATION, IT
Provide genel"a.l !T support and Admin X
help desk activities
Acqyire PCs and associated Admin X
equipment
Monltor copiers, printers, and Purchasing X
vides conference room contracts
ADMINISTRATION, CONTRACTS
Review specifications to ensure .

. Purchasing X
conformance to regulations
Control the purchasing process Purchasing X
Expedite delivery Purchasing X
Review invoices Purchasing X
Review P-card purchases Purchasing X
Process 400+ obligations Purchasing X
ADMINISTRATION, SUPPLY
MGMT.
Receive material Purchasing X
Provide warehouse function Purchasing X
Perform fleet management Purchasing X
Develop greenhouse gas Purchasing
emissions data per federal X
directive
Perform property disposal Purchasing X
Perform building inspections Purchasing X
ADMINISTRATION, PERSONNEL
MGMT.
Union coordination Facility Mgr X
Staff on-boarding/exit Admin X
Suppqrt staff inquiries for Admin X
benefits, etc.
Address conduct and
performance issues, oversee Facility Mgr X
awards and incentives
Suppor.t managers ar.md Facility Mar/
supervisors to effectively manage X

Foreman Il
staff performance
ADMINISTRATION, TRAINING
Deliver mandatory training Facility Mgr/ X
(Safety, HR) Foreman lll
Track development training Admin X
Update and improve curriculum Admin/ X
for training program Facility Mgr
Analyze training needs Facility Mer/ X
Foreman Ill
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‘ Task Status & Summary Staffing Assessment — Hungry Horse

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
Coordinate training across Facility Mgr/ X
organization Foreman Ill
Assess effectiveness of training Facility Mgr/ X
Program Foreman Il
ADMINISTRATION, GENERAL
SUPPORT
Provide clerical support Admin X
Management of timekeeping Admin X
system
Manage document management
materials/systems, .
project/photographic archives, Admin X
etc.
Serve as point-of-contact for -
Emergen[zy Action Plan Facility Mer X
Administer reimbursement and
expense programs (bankcards, Admin X
relocation, vouchers, travel)
BUDGET
Monthly funds status reports Facility Mgr X
Regional Office requests Facility Mgr X
Budget development & updating Facility Mgr X
. . Maintenance

CARMA cleanup/tracking/analysis Specialist X
CULTURAL RESOURCES
Tribal entity coordination Facility Mgr/ X
(coordinated with Public Affairs) GCPO
Reporting and plan updates
including Historic Properties Facility Mgr X
Management Plan
ENGINEERING
Provide engineering design .
services togsupporth&Mgneeds Engineer X
Provide eng!neerlng services to Engineer X
support capital projects
Provide drafting services Engineer Tech. X
Provide input into procurement
specifications (market research, Engineer X
spec drafting, review)
Provide construction-phase .

. . Engineer X
technical reviews
Provide environmental support Foreman Il X
Manage hazardous waste Foreman lll X
Review SOP updates Engineer X
Prepare/update HydroAmp
condition assessment data for Engineer X
BPA and TSC
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‘ Task Status & Summary Staffing Assessment — Hungry Horse

— Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up Borderline NOtDGettmg
one
Provide testing and
commissioning engineering Engineer X
services
FIRE & PHYSICAL SECURITY
Coordinate emergency response
(fire, medical, hazmat, rope Facility Mgr X
rescue)
SysFem |nspecF|ons, testing, and Eoreman IlI X
maintenance, incl. CO2 systems
Hot work permits Foreman Il X
Emergency training and exercises Facility Mgr X
Order all HECP locks Oo&M X
MAINTENANCE
Preventive maintenance — high Facility Mgr/ X
priority including NERC/WECC/CIP | Foreman Il
Prgvc?ntlve maintenance — low 0&M X
priority
Corrective maintenance O&M X
Modification work orders O&M X
Operations work orders — trouble N/A
reports
Major CM — FWG overhauls Facility Mgr X
Major Mod - GDACS Elect., PSCC X
PFR/CFR recommendation work 0&M X
orders
Predictive maintenance O&M X
Miscellaneous standing work 0&M X
orders
Facility M
Specifications for procurement acility Mgr/ X
Foreman Il
. Facility Mgr/
Work planning Foreman Il X
Work scheduling Facility Mer/ X
Foreman Ill
Apprenticeship training N/A
Specialized and orientation Facility Mgr/ X
training Foreman Ill
Job hazard analysis o&M X
Dam infrastructure maintenance O&M X
Capital projects support O&M X
. . . O&M/Elect/
Job closeout including as-builts PSCC X
PO&M annual, CFR, and PFR All Staff X
reviews
Condition assessments Facility Mgr X
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— Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDGettmg
one
Review of design criteria and
M X
submittals for capital projects &
HECP/SWP clearance holder for Foreman | X
contractors
Testing and commissioning Engineer X
P. I ili
SCC ops vulnerability N/A
assessments
Data gathering for designers Engineer Tech X
C ti di ti
rane operations and inspections 0&M X
for contractors
NERC/WECC COMPLIANCE
Collect and process required Engineer X
NERC/WECC compliance data g
Coordinate externally on Engineer X
NERC/WECC matters &
OPERATIONS
— th I
Coord.matlon with externa Facility Mgr/
agencies to meet flow, level, X
. . Ops
BiOp, and power constraints
Routine operations to meet load, Operator X
voltage, and flow demands P
0 -
( perat(?r rounds and routine Operator X
inspections
Scheduling of generation,
pumping, transmission and Facility Mgr X
distribution outages
HECP i itchi
CP preparation, swntF ing and Operator X
placement and JHA review
(0] tional | heck-sheet
perational logs, c eck-sheets, Operator X
and document maintenance
WECC—requ./red testing, training, Facility Mgr X
and reporting
R to al d i
esponse to alarms and preparing Operator X
trouble reports
SOP preparation ar.1d rewgw, Operator X
nameplates, and directories
Internal communications and shift
Operator X
turnover
Testi f al I
esting of alarms, gates, valves, Operator X
and lockout relays
PO&M monthly, annual, and .
incident reporting and review Facility Mgr X
Operator training, certification, Facility Mgr/ X
reading assignments, and reviews Foreman Il
Test!ng of n'ew or returning-to- Operator X
service equipment
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‘ Task Status & Summary Staffing Assessment — Hungry Horse

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
Review of design criteria and
submittals for capital projects Operator X
PROJECT MANAGEMENT
Coordinate project activities Facility X
Manager
Develop project plan Facility X
Manager
Lead communication/ Facility X
coordination with stakeholders Manager
Develop service agreements with Facility X
Regional Office and TSC Manager
Oversight/management of project Facility X
delivery Manager
PUBLIC AFFAIRS
(resburces, exis publc tours, | Fociy Vet X
’ ! ’ GCPO PAO
etc.)
Special tours, information
requests (FOIA and non-FOIA), Facility Mgr X
etc.
Public relations and community
outreach including special events Facility Mgr/ X
permits, media relations, public GCPO PAO
meetings, etc.
Management/coordination of Facility Mgr/
plans (e.g., museum property .
mgmt., stakeholder involvement, Admln./ X
. . Purchasing
Visitors Center succession)
SAFETY
Health and Safety Programs and Facility Mgr/ X
Policies Foreman ll|
Equmgnt rep!acemen'F . Foreman ll| X
(assessing, testing/monitoring)
Safety training (new employee Facility Mgr/ X
training, block training) Foreman lll
Incident reporting Facility Mgr/ X
Operations
Rewevys/mspectlons (O&M safety Eoreman Ill X
committee)
MSDS tracking Foreman lll X
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Task Status & Summary Staffing Assessment — Hungry Horse

o Primary Status :
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtD(iit:mg
CONSTRUCTION

Facility Mgr/
Submittal response (drawings, Engineer/ X
RFls, procedures, etc.) Foreman Il
Contractor orientation (security, -
safety, material handling) ' Facility Mer X
Contractor safety monitoring Foreman Ill X
Special work permits Operations X
Coordination with project N/A
managers
Pre-bid conferences and tours Facility Mer/ X

Foreman Il

Facility Mgr/
Specification review Foreman Ill/ X

Engineer

Facility Mgr/

Value engineering studies Foreman Ill/ X
Engineer
OTHER
Janitorial All X
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 16 - Task Status & Summary Staffing Assessment, Hungry Horse

The current Hungry Horse staff accomplished a defined amount of work in FY2011. This
is represented in Figure 19, distributing the workload for the current staff across CARMA
work order types or designations.

4%

Figure 19 - FY2011 Actuals by Work Order Type, Hungry Horse
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This functional group has the overall responsibility for many of the individual functional
groups studied at Grand Coulee. Due to the support provided by Grand Coulee and the
smaller relative size of the Hungry Horse facility, staff at Hungry Horse are often
required to “wear multiple hats” related to the facility’s operation and maintenance.
One example is the requirement for all staff to provide janitorial service in their
individual work areas since the elimination of a part-time janitor position. Due to a
wage board labor contract (versus a bargaining board contract at Grand Coulee), there
are additional opportunities to cross-train staff at Hungry Horse, which contributes to
increased flexibility in work assignments.

Figure 20 shows the distribution of the Hungry Horse O&M workload across CARMA
work order types or designations. Figure 21 details the breakdown of workload for all
Hungry Horse work orders not included in O&M.

As shown in Figure 20, 27% of Hungry Horse O&M work hours are for administrative
work order types and 18% are for corrective maintenance work order types. The
breakdown of administrative hours is shown in Figure 22 while the breakdown of
corrective maintenance hours is depicted in Figure 23.

ENG
1%

Figure 20 - FY2011 Actuals by Work Order Type, Hungry Horse O&M
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Figure 21 - FY2011 Actuals by Work Order Type, Hungry Horse Non-O&M

TRAINING
FEANNERINT (INC. SAFETY)
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ACCOUNT
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Figure 22 — Breakdown of FY2011 ADMIN Work Orders, Hungry Horse O&M
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TROUBLESHOOT
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OTHER
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15%
4%
JANITOR AND
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24%

Figure 23 — Breakdown of FY2011 CM Work Orders, Hungry Horse O&M

An analysis of Hungry Horse 2010 CARMA and ETAS data determined that the actual
time spent on PM work is 52% of the labor estimate stated in the work order. This could
be due to insufficient resources expended to perform the work to the intended level of
effort, and/or inflated or inaccurate estimated hours in the CARMA work orders. The
use of skipped PM status is encouraged at Hungry Horse as a local business practice, and
there are 71 skipped PM work orders in the past two years. This also is an indication
that the workforce is not adequately staffed to conduct preventive maintenance as
planned.

CARMA data was also analyzed to look at the work order backlog. There are 102
Modification (MOD) and Engineering (ENG) work orders in the system that have not
been closed. There are 19 Corrective Maintenance (CM) work orders that are in Waiting
for Engineering (WENG) status. This backlog is an indication that the engineering
resources are not adequate to keep up with the work orders.

Other key findings specific to Hungry Horse include:

HHD-01-F: Growing backlog of preventive maintenance (PM) work orders. As the
CARMA system is more fully implemented at Hungry Horse, there is an obvious growth
in PM backlog. In addition, there are indications that trouble reports are increasing at
the same time. If PM backlog continues to increase, there is an increased likelihood of
unscheduled downtime, directly affecting the power revenue generated by the Hungry
Horse facility.

HHD-02-F: Insufficient flexibility between electrician/mechanics and operators.
Although some cross training is allowed under the current wage board contract, there
are still significant limits on the scope and degree, preventing further cross training.
Cross training would be especially useful between the maintenance staff (electricians
and mechanics) and operators.
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HHD-03-F: Incomplete CARMA implementation. This finding is related to GCP-06-F.
Although the Facility Maintenance Specialist has allowed Hungry Horse to make
progress in CARMA implementation, there are a number of areas where that
implementation remains incomplete, including:

e Fire system, FIST, etc., not yet input into CARMA

Work order generation/closeout process still includes multiple manual steps
Work orders not updated based on actual labor estimates

e Not getting to proactive safety inspections and monitoring

e Basic job plans included, but not updated

HHD-04-F: Standard operating procedures (SOPs) need review and further development.
Due to staffing limitations, the SOPs currently in place at Hungry Horse are not
necessarily current, and lack many of the details needed for a new operator to utilize
them effectively. This has not been an issue to date, due to the relatively low staff
turnover at the facility, but does present a concern if there is any significant change in
staff.

HHD-05-F: Unable to keep up with as-builts. This finding is similar to first finding for the
GCPO Engineering functional group (ref. ENG-01-F). The situation at Hungry Horse is
exacerbated by vacancies in the local engineering staff. The majority of as-builts still
need to be updated and field verified, which creates problems when performing non-
routine/contracted work. Further complications are due to the fact that GCPO uses a
different system (Meridian) than the TSC (REDS).

HHD-06-F: Security after hours is minimal/non-existent outside of GCPO remote
monitoring. In order to achieve operational efficiencies, Hungry Horse is monitored
remotely by GCPO security via sensors and closed-circuit television (CCTV). However,
due to the remote location of the facility, combined with a current lack of
communication and mutual aid methods, the lack of on-site security poses a concern for
both the facility and staff performing operations checks during unstaffed periods. For
instance, if a staff member performing a weekend maintenance check were to fall
outside of an area monitored by CCTV, there would be limited opportunities to call for
help. During workshop discussions performed as part of this study, staff repeatedly
mentioned that they feel “unsafe” in such instances. It was also noted that Hungry
Horse staff must contact two individuals at Grand Coulee to report incidents.

HHD-07-F: Limited input into design documents and contract requirements. Due to the
quick turnaround required during design reviews and contract finalization, the staff at
Hungry Horse has limited opportunities to thoroughly review design documents. In
addition, Hungry Horse staff are often not even provided with a full copy of contract
documents. This creates many issues during capital work (e.g., schedule delays, end
product not meeting original intent), as well as quality issues during commissioning and
operation.

3.4.7 Maintenance

Table 17 presents a summary of the major tasks performed by Maintenance, a
gualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group. In Appendix 3 the
maintenance tasks are listed with the requirement reference from the Reclamation
standards (FIST, FAC, etc.).
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‘ Task Status & Summary Staffing Assessment — Maintenance

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC::‘t:Ing
Preventive maintenance — high All X
priority including NERC/WECC/CIP
Pr_evc_entlve maintenance — low All X
priority
Corrective maintenance All X
Modification work orders All X
Operations work orders — trouble All X
reports
Major CM — ring seal gates Mechanics X
Major Mod - GDACS Elect., PSCC X
PFR/CFR recommendation work
All X
orders
Predictive maintenance All / ENG X
Miscellaneous standing work All X
orders
Specifications for procurement Planners X
Work planning Planners X
Work scheduling Supv Il X
Apprenticeship training Supv ”. Mechanics PSCC Electricians
Mechanics

Spe.:c!allzed and orientation Al X
training
Job hazard analysis All X
Dam infrastructure maintenance Mechanics X
Capital projects support All X
Job closeout including as-builts Elect., PSCC X
PQ&M annual, CFR, and PFR All X
reviews
Condition assessments All X
Plant review of design criteria and

. . . Supv I X
submittals for capital projects
HECP/SWP clearance holder for Foreman X
contractors
Testing and commissioning All X
PSCC ops vulnerability PSCC Ops X
assessments
Data gathering for designers All X
Crane operations and inspections Mechanics X
for contractors

Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 17 - Task Status & Summary Staffing Assessment, Maintenance
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The current Maintenance staff accomplished a defined amount of work in FY2011. This
is represented in Figure 24, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Maintenance staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

MOD 23%

—_ENG
1%

Figure 24 - FY2011 Actuals by Work Order Type, Maintenance Overall

A summary of the work orders completed in the past year by type and the major work
orders for each craft across all three areas is shown in the following figures.

5% MOD
38%

Figure 25 - FY2011 Actuals by Work Order Type, Maintenance Electricians
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Figure 26 - FY2011 Actuals by Work Order Type, Maintenance Mechanics
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Figure 27 - FY2011 Actuals by Work Order Type, Maintenance PSCCs

The Maintenance group is divided in the three separate areas: Left Powerhouse / Pump
Generating Plant (LPH/PGP), Right Powerhouse / Third Powerplant (RPH/TPP), and the
Industrial Area (lA).

The LPH/PGP and the RPH/TPP are essentially structured the same, each with a
Superintendent over the Mechanics, Electricians, PSCCs, and the Planners. Supervisor
IIs are over the Mechanics, Electricians, and PSCCs at each plant. In addition to the
routine maintenance staff, there are crews dedicated to capital projects; in the LPH/PGP
there is the GDACS crew and in the RPH/TPP there is the Third Powerhouse Overhaul
crew, each with its own Supervisor Il. These capital project crew positions are not
permanent positions but are working under a fixed term assignment (term employee).

@ mwH



Review of Staffing and Processes

Grand Coulee Power Office

The Industrial Area has a Superintendent over three groups: General Maintenance,
Switchyard, and Machine Shop, each with a Supervisor Il. In addition there is a planning

group.

PDM _
1% op

3%

21%

MOD
25%

ENG
1%

Figure 28 - FY2011 Actuals by Work Order Type, Maintenance, LPH/PGP Area

ENG
2%

Figure 29 - FY2011 Actuals by Work Order Type, Maintenance, RPH/TPP Area
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Figure 30 - FY2011 Actuals by Work Order Type, Maintenance, IA Area

As shown in Figure 28 through Figure 30, a large percentage of time for each
Maintenance area is charged to the work types of ADMIN and CM. In the Maintenance
areas, these work types are used for a variety of work, so they were further broken
down in Figure 31 and Figure 32 provide some definition of the activities performed
within each Maintenance area under the work order types of ADMIN and CM.

30.0%

25.0% 31%

B.6%

20.0% +

W Other
5.8% 0.7% W Warehouse
Planner MMT
150% —m— — 1 —
M Apprentice
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mshop Account
10.4%

Percent of All Hoursfor Area

Training (Incl. safety)
10.0%

4 8%

0.0% -

W safety

T
LPH/PGP APH/TRP 14
Maintenance Area

Figure 31 - Breakdown of FY2011 ADMIN Work Orders by Maintenance Area
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snow rermoval classified as CM

W RSG classified as CM

20.0%

W GATES classified as CM
DRAINS classified a5 CM

m Infrastructure classified as CW
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W ADMIN classified as CM
MOD classified as CW

10.0% + ETrue Ci
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Figure 32 - Breakdown of FY2011 CM Work Orders by Maintenance Area

Maintenance is attempting to keep up with the increasing workload but the increasing
number of CM and MOD work orders is making the core function of preventive
maintenance increasingly difficult to complete. Additionally, Maintenance is supporting
the capital projects and rehabilitation and extraordinary maintenance (RAX)
modification work. Finally, the number of CM work orders is growing as a result of the
aging equipment. The combination of these factors implies that the existing staffing
approach, intended to cover the PM work, is no longer adequate.

A process map depicting the maintenance work planning process is included with Exhibit
3.

In addition to the organization-wide findings listed in Section 3.1, the following are
findings specific to the Maintenance group:

MNT-01-F: “Fiefdoms” exist within crews. Finding GCP-02-F described the “fiefdoms”
that exist at the macro level across the GCPO. However, the Maintenance group
exhibits similar behavior at the micro level, within crews. Crews are assigned to one
area and are entrenched with the same employees. This gives limited interaction for
knowledge transfer between crews and across areas. Each of the plant areas are
managed independently as if separate organizations, with inconsistent priorities and
procedures between the areas. And within those areas, friction or complacency has
been reported between coworkers and/or their supervisors.

MNT-02-F: Insufficient job closeout documentation (limited time, resources). \Work
orders are closed without the drawings and SOPs being marked up and processed for
revisions. Some of the work order notes are minimal and items noted do not always get
incorporated into the work plan. If these items are not revised in the work plan, they
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must be readdressed when the work order comes due again. The work notes are one of
the prime methods for knowledge transfer and to improve the work plans.

MNT-03-F: Incomplete performance on PM work orders. Some PMs are not getting
completed before coming due again; rather, they are being skipped. Additionally,
higher priority PMs are being signed off as completed, but due to time constraints,
portions of the work may not have been accomplished as thoroughly as intended in the
job plan. As shown in Figure 33, based on FY2011 actuals, none of the Maintenance
areas is investing PM effort consistent with the estimated hours in the CARMA system
for PM work orders. This could be due to insufficient resources expended to perform
the work to the intended level of effort, and/or inflated or inaccurate estimated hours in
the CARMA work orders.

100%
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60%

50%
M Electricians

Mechanics

40%

Ratio of Actual to Estimated PM hours

30%

20% +

10%

0% T
LPH/PGP RPH/TPP )

Maintenance Area

Figure 33 - Actual vs. Estimated PM Hours by Maintenance Area

MNT-04-F: Procurement is currently consuming a large portion of planner’s time.
Planners within the Maintenance group are investing large amounts of time supporting
procurement efforts, from requisition supporting materials (research, specifications,
etc.), to requisitions themselves, on through to reviewing bids. This takes away from
the actual job planning and results in job plans that are less detailed than needed,
adding to increased crew time needed to do the work. This finding is also referred to in
ADM-06-F from the contracting perspective.

MNT-05-F: Unit outages run longer than scheduled due to lack of resources. Some unit
outages run longer than scheduled due to unforeseen problems and lack of additional
resources to confront the additional workload.

MNT-06-F: Ring seal and drum gate maintenance should be separated from plant
maintenance. The ring seal gate is an extended maintenance project that will continue
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for years as there are 40 outlet tubes with two gates each. The ring seal gate work is
conducted with hydromechanics from the LHP/PGP work force. Annual drum gate
maintenance takes two months and uses hydromechanics from LPH/PGP and IA. Due to
resources being used for gate maintenance, the ability to complete the required plant
maintenance is limited.

3.4.8 NERC/WECC Compliance

Table 18 presents a summary of the major tasks performed by NERC/WECC Compliance,
a qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.
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‘ Task Status & Summary Staffing Assessment — NERC/WECC Compliance

— Primary Status
as -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDGettmg
one
. . Electrical
Validate accuracy of technical Engineer. EE X
data provided for 693 standards g !
Tech
. . Electrical
Validate accuracy of technical Engineer. T X
data provided for 706 standards & -~
Specialist
Electrical
Perform annual NERC 706 reviews e.zc rica
Engineer, IT X
and assessments o
Specialist
Update NERC/WECC tracking All X
system and archive data
Annual certifications of Erfliﬁgécralﬁ
NERC/WECC 693 and 706 g. ! X
Specialist, EE
standards
Tech
Coordinate externally on Electrical X
NERC/WECC matters Engineer
Create, track, and coordinate Erflg?r:far:ralﬁ
NERC/WE If- ! X
miticgtion(_;c self-reports and Specialist, EE
g Tech
. Electrical
Conduct FISMA internal controls .
. Engineer, IT X
reviews o
Specialist
Electrical
Conduct FISMA certifications and e.zc rica
L Engineer, IT X
accreditations o
Specialist
FISMA plan of action and
milestones tracking and IT Specialist X
management - CSAM
Provide adhoc electrical EI.ectrlcaI
engineering support Engineer, EE X
g g supp Tech
Coordinate POM-172 Electrical X
correspondence Engineer
Coordinate local business practice Electrical X
and variance correspondences Engineer
Track and coordinate AVR/PSS Electrical X
reporting Engineer
X Adequate
Current staffing levels appear: Borderline
Insufficient

Table 18 - Task Status & Summary Staffing Assessment, NERC/WECC Compliance
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The current NERC/WECC staff accomplished a defined amount of work in FY2011. This is
represented in Figure 34, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing NERC/WECC staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

_PM

Figure 34 - FY2011 Actuals by Work Order Type, NERC/WECC Compliance

Generally speaking, this functional group is responsible for externally communicating
matters relating to and internally monitoring NERC/WECC compliance. They address the
requirements specific to the GCPO (some are managed by the Regional office), primarily
through data provided by other functional groups. Although this sounds basic, there is a
substantial amount of work processed under this group, all relatively “new” in the past 3
to 5 years.

Assessment of this group identified no major issues or challenges, including resourcing.

3.4.9 Operations

Table 19 presents a summary of the major tasks performed by Operations, a qualitative
assessment of the group’s ability to “keep up” with each task, and a high-level
assessment of the current staffing levels for the group. In Appendix 3 an expanded list
of the operations tasks are listed with the requirement reference from the Bureau of
Reclamation standards (FIST, FAC, etc.).
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‘ Task Status & Summary Staffing Assessment — Operations

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NotDC(i:re‘t:mg
Coordination with external
agencies to meet flow, level, BiOp, Dispatcher X
and power constraints
Routine operations to meet load, Dispatcher, X
voltage, and flow demands Operator
.Operat(.)r rounds and routine Operator X
inspections
Scheduling of generation,
pumping, transmission and Dispatcher X
distribution outages
HECP preparation, switching and Dispatcher, X
placement and JHA review Operator
Operational logs, check-sheets, Dispatcher, X
and document maintenance Operator
WECC-required testing, training, Dispatcher, X
and reporting Operator
Response to alarms and preparing Dispatcher, X
trouble reports Operator
SOP preparation and review, Power Ops X
nameplates, and directories Specialist
Internal communications and shift Dispatcher, X
turnover Operator
Testing of alarms, gates, valves, Dispatcher, X
black-start, and lockout relays Operator
.PO.&M monthly, annual, ar\d Supv Il Ops X
incident reporting and review
Operator training, certification, Supv 1l Ops,
reading assignments, and reviews Powe.r st X

Specialist
Test!ng of n'ew or returning-to- Operator X
service equipment
Rewew of design c'r/ter/a qnd Supv Il Ops X
submittals for capital projects

Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 19 - Task Status & Summary Staffing Assessment, Operations

The current Operations staff accomplished a defined amount of work in FY2011. This is
represented in Figure 35, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Operations staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.
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Figure 35 - FY2011 Actuals by Work Order Type, Operations

The increasing number of maintenance work orders and capital projects has an impact
on Operations, as safety (Hazardous Energy Control Program, or HECP) clearances need
to be placed and outages coordinated while meeting the increasing operational
constraints. Additionally, the Technical Procedures and Training Office (SOP Shop)
under Operations is under increasing workload to keep up with documentation changes.
As new systems are turned over during capital projects the burden will increase further.

In addition to the organization wide findings specified in Section 3.1, the following are
findings specific to the Operations group:

OPS-01-F: Struggling to keep up with increasing amount of switching orders. The
increasing amount of Special Work Permits for contractors and the increasing amount of
CM and MOD work is creating a heavy burden of work for HECP switching orders. This
impacts the scheduling of crews and contractors and potential delays. With many
newer operators, familiarity with the systems and identification of the clearance
boundaries needs special attention to maintain worker safety.

OPS-02-F: Limited communication from Maintenance to Operations at completion of
work. After a maintenance work order is completed, the crew notifies Operations for
removal of the clearance to return the equipment to service. There is no formal
communications with Operations or sign-off on the work order by Operations about the
work completed. By the time the clearance is lifted and the equipment put back into
service, the crews may have left for the day or weekend.

OPS-03-F: SOP shop cannot keep up with workload. The FIST requirements for SOPs,
Power Board Directory, Annunciator book, and OD Drawing preparation and annual
review cannot be met due to resource constraints. This is in addition to other duties of
orientation and training.

OPS-04-F: Insufficient review and participation on capital projects. Operations should
review and comment on all preliminary designs and contractor submittals to confirm
that they meet the operational needs of the plant to prevent rework after the systems
are installed. The designers need to solicit this review and build time into the schedule
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for these reviews. Operations needs time to complete these reviews and provide
comment from the perspective of the end-user of the completed work.

OPS-05-F: Incomplete performance on required testing. FAC 02-04 requires all outlet

gates and valves be exercised through a full opening and closing cycle annually. Due to
resource limitations or not being able to take operating equipment out of service, this

may not always be completed.

OPS-06-F: Manual operator interface is required for unit start/stops. Dispatch-initiated

start/stops from SCADA periodically require intervention from a plant operator as
reported by Operations, although there are no records as to the number or percentage
of start/stops that require such plant operator assistance.

OPS-07-F: Backlog of recurring equipment trouble reports. It was reported by

Operations that there are recurring trouble report issues that never are fully resolved
which may be the cause of operation assisted start/stops listed in finding OPS-07-F.

OPS-08-F: Insufficient completion of incident root cause analysis. After a power

incident, an incident report (PO&M 171) is completed according to FAC-TRMR-18
(replacement for FAC 04-02). Due to a lack of engineering support, the root cause
analysis of these incidences may not be fully performed.

3.4.10 Project Delivery

Table 20 presents a summary of the major tasks performed by Project Delivery, a
gualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

Task Status & Summary Staffing Assessment — Project Delivery

X Insufficient

_ B Status :
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up Borderline NOth:‘t:mg
Coordinate project activities Project X

Manager

. Project
Develop project plan Manager X
Lead communication/ Project X
coordination with stakeholders Manager
Develop service agreements with Project X
Regional Office and TSC Manager
Oversight/management of project Project X
delivery Manager
Establish and implement
standards for project delivery Deputy Power
(e.g. appoint PMs; resolve Manager X
problems; establish and enforce (current PM
overarching PM processes/ group leader)
policies)
Adequate
Current staffing levels appear: Borderline

Table 20 - Task Status & Summary Staffing Assessment, Project Delivery
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The current Project Delivery staff accomplished a defined amount of work in FY2011.
This is represented in Figure 36, distributing the workload for the current staff across
CARMA work order types or designations. This volume of work performed in FY2011 by
the existing Project Delivery staff establishes the baseline for further analysis in this
study and recommended staffing modifications to meet the needs of the future years.

PM __

0%

MOD
16%

Figure 36 - FY2011 Actuals by Work Order Type, Project Delivery

This functional group is in a development phase. The Project Delivery group was
recently created to address the increase in the number of projects to be executed within
the plants (specifically capital projects at Grand Coulee) as well as advance the GCPO in
the direction of best practices in the industry.

Throughout this document, references to “project delivery” or
“project management” refer to the standard industry (e.g. PMI)
definition encompassing the full realm of responsibility for
successful delivery of a project. This definition refers to active
management of the competing requirements of scope, time and
cost while ensuring the required quality is achieved. The project
manager is the person responsible for and has primary authority
over the active management of the project including
requirements identification, establishment of clear and
achievable objectives, balancing quality, scope, time and cost,
and adapting the project definition to expectations of the
stakeholders.

Due to the developmental nature of this group, much of their function currently remains
in the establishment phase, and the current staffing levels do not correspond to the
intended functions. The current staffing levels would be insufficient to implement the
robust Project Delivery Office outlined in the “Grand Coulee Project Management
Process” document dated November 26, 2010, a copy of which is included in Appendix
4. Also, considering the number of projects planned for the next ten years, as shown in
Figure 37, the existing staffing levels appear insufficient to manage upwards of 50
projects per year, maintaining control of scope, schedule, budget, quality, and risk.
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Figure 37 - Non-Routine Projects in Progress per Year

This group faces many of the GCPO-wide issues including challenges in attracting and
retaining staff, insufficient organizational-level planning, limited ownership of projects
from start of finish, limited transition planning and knowledge transfer, and insufficient
or ineffective coordination with external partners.

The Project Delivery group is excelling at establishing themselves as a valuable resource
for the plant and the Construction group in delivering projects. Developing “raving fans”
in the plants and the Construction group will help ensure the success of the project
delivery discipline at Grand Coulee.

Findings and challenges specific to the Project Delivery Group are presented here:

PDL-01-F: Lacking sufficient project delivery resources and capabilities to match backlog
of work. Project load is increasing, and the Project Delivery functional group is not yet
fully implemented. A good plan for implementation of this group has been developed.
Rapid implementation of this group will ensure that impact on the growing project load
can be made in a timely manner.

PDL-02-F: Limited authority to truly manage projects from start to finish. Proper project
delivery spans the entire life cycle of the project, from project identification through
construction and closeout. Current policies transfer authority, particularly with respect
to contractors employed on the job, over to the Regional Construction Office. Large
technical projects need project management during the life of the project including the
construction phase. These projects need management of all aspects of the project
including:
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e Coordination of Grand Coulee, Region, TSC, and A&E contractor for submittal
review and RFls

e Scheduling, planning, and coordination between contractual matters,
operational limitations, and resources

e Plant support resource planning, scheduling, and management

e Technical QA/QC program and inspection test procedure management

e Inspectors dedicated to a single project experienced in the work they are

inspecting

Engineering management of change orders

Commissioning coordination

Logistics and coordination in a working plant environment

e Document management

e Turnover procedures and training

The above activities are not being accomplished by the Construction office (not to say
they are the intended responsibility of the Construction office). To fill that void,
however, project delivery activities as listed above must be addressed, likely by the
project managers in coordination with the Construction office.

PDL-03-F: Lack of clear project information. Project information is not presented in a
format that allows management to quickly ascertain most significant issues. Therefore,
management attention is eaten up on less significant issues. Effective management
teams have the information to focus the majority of their attention on the most critical
issues. Without the information to know what the most critical issues are, management
often spends significant time on issues that will not have the greatest impact on the
facility.

PDL-04-F: Lack of up-front planning negatively impacts delivery success. An end-to-end
project plan addressing scope, schedule, risk, quality, and resources is rarely prepared.
The greatest opportunity to impact project delivery at the lowest cost is during the
planning stage. Missing this key opportunity to proactively prepare for success hurts the
successful execution of projects and can result in increased costs, schedule delays, and
poor quality results. Lack of up-front planning also impacts clarity of requirements for
service providers such as the Technical Service Center creating friction between groups
within Reclamation and affecting the end quality of the design and construction.

PDL-05-F: Limited understanding of past decisions and institutional knowledge.
Decisions are often revisited due to lack of institutional knowledge about why they were
made. Personnel changes and lack of end-to-end responsibility aggravate this. This
disconnect requires additional effort to be expended and decisions to be remade.
Without the context for the original actions, these repeat decisions may not be the best
path forward for the facility.

PDL-06-F: QA/QC may be inadequate for large technical capital jobs. The current
QA/QC in the plant is for the inspector with limited expertise to sign off on the site
record sheets. The industry standard for large technical projects is to have a very
intensive QA/QC program with a dedicated QA/QC manager monitoring all phases of the
project. Even though the contractor is responsible for a QA program, the plans and
procedures normally referred to as Inspection Test Procedures need to be reviewed for
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adequacy and managed for compliance by Reclamation as applied at the factory and the
site.

. PDL-07-F: Limited coordination during commissioning. Commissioning is a critical stage
in the project life cycle and is a joint process that involves the project manager,
contractor, Construction Office, designers, engineers, operations, and maintenance.
The commissioning requires scheduling with the plant operating constraints.

9 PDL-08-F: Limited application of a formal project closeout process. Project closeout is
also a critical component of the project life cycle and needs to be managed according to
an established process to ensure proper transfer of all documentation and contractual
requirements to the plant.

3.4.11 Public Affairs

Table 21 presents a summary of the major tasks performed by Public Affairs, a
qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

Task Status & Summary Staffing Assessment — Public Affairs

o Primary Status :
(Italics indicate new tasks within last 3-5 years) Responsibility Keeping Up | Borderline NOth:‘t‘:mg
Manage the Visitor Centers at
Grand Coulee & Hungry Horse Public Affairs X
(resources, exhibits, public tours, Officer
etc.)
Public .Affalrs |n.clud|ng VIP/special Public Affairs
tours, information requests (FOIA Officer X
and non-FOIA), etc.
Public relations and community
outreach including special events
permits, media relations, Public Affairs X
chamber meetings, website Officer
information, trade groups, water
information notices, etc.
Coordination with the Public Affairs X
Leavenworth fish hatchery Officer
Management of tribal relations
including coordinating Public Affairs X
agreements, addressing/reporting Officer
on instances/issues
Management/coordination of
plans (e.g., museum property Public Affairs X
mgmt., stakeholder involvement, Officer
Visitors Center succession)
Adequate
Current staffing levels appear: X Borderline
Insufficient

Table 21 - Task Status & Summary Staffing Assessment, Public Affairs

Page 74 @ mwH



Review of Staffing and Processes Grand Coulee Power Office

@ mwH

The current Public Affairs staff accomplished a defined amount of work in FY2011. This
is represented in Figure 38, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Public Affairs staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

ENG ___
0%

__Mop
0%

Figure 38 - FY2011 Actuals by Work Order Type, Public Affairs

This functional group manages the Visitors Centers at each GCPO site, coordinates all
public relations and community outreach, and manages tribal relations on behalf of the
GCPO. Most of the activities performed by this group are reactive in nature and are
thus difficult to plan for outside of regularly scheduled items such as Chamber and
Rotary Meetings. Based on the reactionary nature of a majority of the work tasks,
priorities change on a regular, unscheduled basis and do not occur due to shifting
priorities (e.g., time-critical press releases, previously announced VIP tours, etc.).
Additionally, the amount of requests, coordination, and plan updates are increasing and
will continually add to the effort to support.

Particular areas that are posing a significant challenge to Public Affairs include:

PAF-01-F: Work is primarily reactionary in nature. On a regular basis, unanticipated
requests come into Public Affairs, forcing a reallocation of efforts and postponement of
a less critical task or deliverable. Planning work under such conditions is extremely
challenging and requires substantial flexibility in resources.

PAF-02-F: Plans are out of date. In many cases, Public Affairs are either involved in or
have ownership of particular plans, including the Community Outreach Plan, Emergency
Action Plan, and Scope of Collections Statement. Many of these are out of date or
nonexistent.

PAF-03-F: Support and response requirements to outside agencies are increasing. Time
spent addressing and managing the relationships with the tribal entities and fish
hatcheries is increasing, including dealing with lawsuits, monitoring/managing
agreements, and meeting presentations and preparations.

Page 75



Review of Staffing and Processes

Grand Coulee Power Office

Page 76

PAF-04-F: Limited external community education/involvement program. As a large

entity within the local communities around the Grand Coulee facility, it is vital that the
GCPO engage in proactive involvement within the community through educational and
outreach programs. At this time, neither exists. One potential benefit of such programs
is the educational opportunities within schools that could lead to future vested

employees for GCPO.

3.4.12 Safety

Table 22 presents a summary of the major tasks performed by the Safety Office, a
qualitative assessment of the group’s ability to “keep up” with each task, and a high-
level assessment of the current staffing levels for the group.

‘ Task Status & Summary Staffing Assessment — Safety

Task Primary Status -
(Italics indicate new tasks within last 3-5 years) Responsibility | Keeping Up | Borderline NOtDC;it:Ing
Health and safety programs and Safety Office X
policies Group Leader
Safety &
Equipment replacement Occupational X
(assessing, testing/monitoring) Health
Specialists
Safety &
Safety support to plants on Occupational
. ) X
planning and execution of work Health
Specialists
Safety &
Safety training (new employee Occupational
. . X
training, block training) Health
Specialists
Incident reporting GCPO Staff X
Reviews/inspections (O&M safety | Safety Office X
committee) Group Leader
. Safety Office
MSDS tracking Group Leader X
X Adequate
Current staffing levels appear: Borderline
Insufficient

Table 22 - Task Status & Summary Staffing Assessment, Safety

@ mwH




Review of Staffing and Processes Grand Coulee Power Office

D

@ mwH

The current Safety staff accomplished a defined amount of work in FY2011. This is
represented in Figure 39, distributing the workload for the current staff across CARMA
work order types or designations. This volume of work performed in FY2011 by the
existing Safety staff establishes the baseline for further analysis in this study and
recommended staffing modifications to meet the needs of the future years.

MOD
2%

Figure 39 - FY2011 Actuals by Work Order Type, Safety

The Safety Office is responsible for defining and monitoring performance against health
and safety standards and ensuring that the workplace is a safe environment to work.
Generally speaking, GCPO staff place a high priority on employee safety and are
supportive of basic safety measures. Unfortunately, however, as is common in many
organizations, safety “rules” are sometimes viewed as a hindrance by plant staff rather
than a necessary and beneficial asset. Despite this mindset, there is a vocalized desire
to increase the role of safety in plant activities, including the placement of a dedicated
safety representative in each maintenance area.

The Safety Office has been proactive in making sure that defined health and safety
programs and policies are in place and are implemented in the plants. One positive is
the O&M Safety Committee which consists of union and management representation
and meets once a month to review safety concerns while referencing against the safety
database (SMIS — Safety Management Information System). Items discussed at the
meetings are reported back to GCPO staff.

Key findings related to the Safety Office include:

SAF-01-F: Limited safety presence in plants. The GCPO Safety Officer cannot physically
monitor all work in all plants and areas on a daily basis. Presently, the crew foreman is
responsible for safety, but he does not have the time to provide the level of safety
oversight equal to that of a dedicated in-plant safety officer.

SAF-02-F: Inconsistency between GCPO safety requirements and contractor safety
requirements. Whether valid or not, there is a pervasive perception that contractors
follow a different set of safety rules than GCPO employees, despite the fact that
contractor and GCPO employees may be working side-by-side.

Page 77



Review of Staffing and Processes Grand Coulee Power Office

Page 78

SAF-03-F: Inconsistent or incomplete incident reporting. An incident reporting process is
in place within GCPO including a Safety Management Information System (SMIS) for
reporting injuries and near misses; however, the process is not being implemented fully.
For example, only two instances have been reported within the SMIS; root cause
analysis is not being fully conducted due to lack of time by the staff; lessons learned are
not being fully documented and presented to the staff; and near miss reporting is
discouraged as it can have a negative impact on an individual’s performance evaluation.

SAF-04-F: Inconsistent understanding of Stop Work policies. The current Stop Work
process is not fully understood across GCPO staff. Some believe that anyone can stop
work; official policy is “no.” Superintendents can stop work when presented with an
issue by the staff. However, in practice, permanent employees will defer to temporary
employees to carry the stop work request. Additionally, the Safety Office is pressured
from the plants that the safety-related work stoppages are unnecessarily costing GCPO
revenue. The Safety Office is in the process of drafting a formal Stop Work policy, but
the feeling is that it will be difficult to gain acceptance within the plant.

SAF-05-F: Misalignment in the contractor Special Work Permit safety process. The
Special Work Permit HECP is held by a Foreman | from Grand Coulee that may not be
involved in the project. This system makes the Foreman | responsible for the safety of
the contractor, but he does not have involvement in the contract work or authority over
the contractor. The Foreman that holds the clearance needs to have the time to
become involved in the work being done under the clearance by the contractor.
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4.0

4.1

Staffing Recommendations under Current Organization

Overview

This chapter presents recommended staffing adjustments to address the challenges presented
in Chapter 0, assuming no changes to organizational structure or business process. To develop
these projected staffing needs, MWH performed a detailed quantitative analysis to estimate the
volume of work associated with upcoming capital and O&M requirements. The analysis also
included estimations of the staffing required above FY2011 baseline levels to address
incomplete tasks or best practices, excessive overtime, and skipped PM work orders.

Figure 40 depicts the division of FY2011 actuals, in terms of FTEs across the following categories.
Note that this analysis and associated figure do not include the 55 Personnel Security staff
positions.

e Regular Time — 355 FTEs account for the regular or straight time actually logged by
GCPO employees in FY2011

e Overtime — 17 FTEs account for the overtime logged by GCPO employees in FY2011.
This represents an average of approximately 5% overtime per employee. In actuality, of
course, some functional groups experienced much higher overtime rates, as shown in
Figure 18.

e Skipped PMs — 21 FTEs account for the hours associated with PM work orders skipped
plus the difference between the estimated and the actual PM work order hours in the
CARMA system in FY2011

e Incomplete Tasks — 59 FTEs account for the estimated hours associated with tasks
identified as “Not Getting Done” or “Borderline” in the tables presented in Section 3.4.

Incomplete

Skipped PMs, Tasks, 59

21

Overtime, 17

Regular Time,
355

Figure 40 - Gap in FY2011 Actuals

In other words, the work actually accomplished in FY2011 represents approximately 372 FTEs,
the sum of the regular time and overtime logged in the E-TAS system (excluding all Personnel
Security personnel, as is the case throughout this study). However, the work intended to be
performed, inclusive of skipped PMs and incomplete tasks, represents an additional 80 FTEs in
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FY2011 alone. In an ideal setting, the GCPO could have benefited from additional 80 FTEs in
FY2011 to accomplish of the work scheduled for that period.

Projecting forward, starting with FY2013, MWH analyzed the FTEs required to meet the needs of
the GCPO and its increasing workload associated with upcoming O&M and capital plans. A
detailed explanation of the analysis performed and the methodology utilized is presented in
Appendix 5. Results of this analysis, across the entire GCPO, are summarized in Figure 41.
Further details for each functional group are presented in Section 4.3.
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Figure 41 - FTEs Required Per Year Under Current Organization, GCPO

As Figure 41 implies, a major increase in staffing levels is required to meet the capital and O&M
demands of the coming years, with the peak need coming in 2014. Although the figure implies a
drop off in staffing requirements in later years, it is anticipated that additional capital work will
be identified for those years, and/or the peak workload will be leveled out over the 10 to 15
year planning horizon, justifying the need for sustained increased staffing over the long term.

4.2 Residual Risks vs. Baseline
Section 3.3 presented the baseline risk assessment, the qualitative analysis of the risks inherit in
the GCPO organization under the current, no-action scenario. Table 23 presents an updated
version of this same analysis, considering the proposed staffing changes presented in this
Chapter 0, representative of the data-driven staffing levels required should the GCPO only
increase staffing to address its workload challenges (no changes to organization, processes, or
systems). The effects of the proposed staffing levels on the cause of each risk sub-area are
listed in Table 23; incremental changes versus the baseline risk analysis shown in Table 5 are
highlighted in red. The impact risk scores do not change as they are not affected by the
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proposed adjustments in staffing levels, but the probability risk scores change due to Chapter 0,
data-supported staffing adjustments.

Increase Staffing Risk Assessment

and supervision results in
no change in probability

(0)

« | £ 2| %
. . Effect of Increased o 3 ] xz 2
Risk Areas Risks X ) S e A = §
Staffing on Risk Causes £ < x o 3
= o [7] -
£ | &8 | <
Lost generation and Increased resources reduces
) - 3 9
capacity from extended probability 3 1 3
Planned maintenance outages (1) | (3) 10.5
Outage Lost generation and Increased support resources (-2 '5)
Extensions capacity from extended reduces probability 4 3 12 :
project rehabilitation (-1) (-3)
outages
Lost generation and Increase maintenance
) 4 12
capacity from forced resources reduces 3 1 3
Equipment outages probability (-1) | (3) 10
Reliability Major equipment damage Increase maintenance ) 3 (-2)
due to failure resources reduces 4 1 3
probability (1) | (3)
USBR personnel injury, Adding inexperienced staff
. o . . 4 16
accident, disability, or without increased 4 +1 +4
fatality supervision increased risk (+1) | (+4) 16
Safety —
Contractor personnel injury, | No effect 4 16 (+2)
accident, disability, or 4 0 0
fatality (0) (0)
Environmental incident - on | No effect ) 2 6
project (0) (0)
Increase maintenance 1 5 7.7
Environmental | Water control incident resources reduces 5 1 5 1' 6
probability (1) | (5) (-1.6)
No effect 3 12
Bi-Op violation 4
(0) | (0)
No effect 3 12
Operations Error 4 0 0
Institutional (0) (0)
Knowledge Increased maintenance 12
. without adequate training 4 12 (0)
Loss Maintenance Re-Work 3

Table 23 - Risk Assessment assuming only Increases in Staffing

Increasing staffing alone does improve the risk profile of the GCPO across these five categories.
Note that with respect to safety, the risk position worsened (+2) due to the large number of

additional staff inserted into the organization without improvements to factors such as training,
employee integration, and supervisor-to-employee ratios. Also, increases in staffing alone have
no effect on the existing risk of institutional knowledge loss.
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Risk Analysis Summary

Baseline Risk Assessment (466 authorized positions, July 2011)

Risk Area Risk Score

Planned Outage Extensions

Equipment Reliability

Safety

Environmental

|

Institutional Knowledge Loss

Increased Staffing Risk Assessment (601 positions)

Risk Score

Risk Area

Planned Outage Extensions

Equipment Reliability

Safety

Environmental

|

Institutional Knowledge Loss

Horizontal bars represent relative risk versus baseline, and consider risk, cause, impact, and probability for each risk area.

Figure 42 - Risk Analysis Summary

Functional Group Recommendations

The analysis performed as described in Appendix 5 also provided staffing estimates for each
functional group, using 2011 actuals for each functional group (regular time only, not overtime)
as the baseline for forecasted years. Figures similar to Figure 41 are provided below for most
functional groups with a brief discussion or explanation of the results. Within this chapter,
detailed staffing recommendations by job title/position are not provided; this is reserved for
Chapter 6.0, Recommendations for Optimized Organization, representative of the final
recommendations of this study for implementation. This chapter is intended to provide the
context for those recommendations, considering only staffing adjustments without any changes
to organization structure or business process.
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4.3.1 Administration

Figure 43 depicts the projected Administration staffing requirements under the current
organization structure and business processes. Administration staff requirements are
assumed to be proportional to the capital and O&M workload of the GCPO organization
and the staffing increases projected for other functional groups such as, but not limited
to, Engineering, Maintenance, and Operations. As shown in the figure, Administration
staff would need to increase from the current level of 38 available positions (existing
staff plus vacancies as of July 17, 2011) to a peak of approximately 50 employees.

60
Jul-11 Authorized Positions: 38 I

Projected Peak Positions: 50

! implied ramp-down in workload is unlikely to occur; result of increased planning
uncertainty in out-years

50

40 4

33_ IIIIIII
13_ IIIIIII

FTEs per Year

10

2011 2013 2014 2015 2016 2017 2018 201% 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030 2031 2032 2033
Actusl
Year

Figure 43 - FTEs Required per Year under Current Organization, Administration
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4.3.2 Budget

Figure 44 depicts the projected Budget staffing requirements under the current
organization structure and business processes. Budget staff requirements are assumed
to be proportional to the capital and O&M workload of the GCPO organization and the
staffing increases projected for other functional groups such as, but not limited to,
Engineering, Maintenance, and Operations. As shown in the figure, Budget staff would
need to increase from the current level of 4 available positions (existing staff plus
vacancies as of July 17, 2011) to a peak of approximately 7 employees.

B 1

Jul-11 Authorized Positions: 4
Projected Peak Positions: 7

I implied ramp-down in workload is unlikely to occur; result of increased planning i
uncertaintyin out-years

FTEs per Year

2011 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2039 2030 2031 2032 2033
Actusl
Year

Figure 44 - FTEs Required per Year under Current Organization, Budget
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4.3.3 Cultural Resources (Archaeologist)

Figure 45 depicts the projected Cultural Resources staffing requirements under the
current organization structure and business processes. Cultural Resources staff
requirements are based upon the analysis outlined in Appendix 5. As shown in the
figure, Cultural Resources staff would need to increase from the current level of 1
position (as of July 17, 2011) to a peak of approximately 3 employees.

5

Jul-11 Authorized Positions: 1 :
Projected Peak Positions: 4 Implied ramp-down in workload is unlikely to occur; result of increased planning

uncertainty in out-years

FTEs per Year

7011 2013 2014 2015 2016 2017 2018 201% 2020 2021 2022 2023 2024 2025 2026 2027 2028 2032% 2030 2031 2032 2033
Actusl

Year

Figure 45 - FTEs Required per Year under Current Organization, Cultural Resources
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4.3.4 Engineering
Figure 46 depicts the projected Engineering staffing requirements under the current
organization structure and business processes. Engineering staff requirements are
based upon the analysis outlined in Appendix 5. As shown in the figure, Engineering
staff would need to increase from the current level of 40 available positions (existing
staff plus vacancies as of July 17, 2011) to a peak of approximately 51 employees.

FTEs per Year

60
Jul-11 Authorized Positions: 40
Projected Peak Positions: 51

| Implied ramp-down in workload is unlikely to occur; result of increased
planning uncertainty in out-years

10 o

o
2011 2013 2014 2015 2016 2017 2018
Actual

2019 2020

2021 2022 2023 2024 2025 2026

Year

2027 2028

2029 2030

2031 2032

2033

WADMIN

Figure 46 - FTEs Required per Year and Work Order Type under Current Organization,

Engineering
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4.3.5 Fire & Physical Security

Figure 47 depicts the projected Fire & Physical Security staffing requirements under the
current organization structure and business processes. Fire & Physical Security staff
requirements are assumed to be proportional to the capital and O&M workload of the
GCPO organization and the staffing increases projected for other functional groups such
as, but not limited to, Engineering, Maintenance, and Operations. As shown in the
figure, based on this analysis, Fire & Physical Security staff would need to peak at
approximately 23 employees, above its current level of 13 available positions (existing
staff plus vacancies as of July 17, 2011).

25

Jul-11 Authorized Positions: 13 :
projected Peak Positions: 23 Implied ramp-down in workload is unlikely to occur; result of increased planning

uncertainty in out-years

20

15

FTEs per Year

10

2011 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 202% 2030 2031 2032 2033
Actual
Year

Figure 47 - FTEs Required per Year and Work Order Type under Current Organization,
Fire & Physical Security

4.3.6 Hungry Horse

Due to the limited availability of CARMA data for Hungry Horse, the analysis
methodology described in Appendix 5, applied to most other functional groups as part
of this study, could not be applied to Hungry Horse. Therefore, only a qualitative
estimate of the staffing needs under current organization structure and business
processes could be achieved. Based on a review of the capital and O&M plans for this
facility and workshops conducted under Task 1, it is estimated that staff would need to
increase from the current level of 23 available positions (existing staff plus vacancies as
of July 17, 2011) to a peak of approximately 27 employees.
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4.3.7 Maintenance

Figure 48 and Figure 49 depict the projected Maintenance staffing requirements under
the current organization structure and business processes, by work order type and job
title/role, respectively. Maintenance staff requirements are based upon the analysis
outlined in Appendix 5. As shown in the figure, Maintenance staff, across all areas,
would need to increase from the current level of 200 available positions (existing staff
plus vacancies as of July 17, 2011) to a peak of approximately 275 employees.

300 7
Jul-11 Authorized Positions: 200 >
Projected Peak Positions: 275 Implied ramp-down in workload is unlikely to occur; resultof increased

planning uncertainty in out-years

FTEs per Year

WADMIN

2011 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026 2027 2028 2029 2030 2031 2032 2033
Actusl

Year

Figure 48 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance
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Figure 49 - FTEs Required per Year and Job Title/Role under Current Organization, Maintenance

The following figures show the same information, sub-divided by electricians,
mechanics, and PSCCs. As shown in these figures, staff levels for these three crafts
would need to increase to approximately 91 electricians, 126 mechanics, and 16 PSCCs
to manage the peak years.

Page 89



Review of Staffing and Processes Grand Coulee Power Office

100 I
Jul-11 Authorized Positions: 66

Projected Peak Positions: 51

I Implied ramp-down in workload is unlikely to occur; result of increased
planning uncertainty in out-years

20

FTEs per Year

WADMIN

Figure 50 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance Electricians
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Projected Peak Positions: 126 ! implied ramp-down in workload is unlikely to occur; resultof increased
planning uncertainty in out-years
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Figure 51 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance Mechanics
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18
Jul-11 Authorized Positions: 11 |

| implied ramp-down in workload is unlikely to occur; result of increased
planning uncertainty in out-years

Projected Peak Positions: 16
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Figure 52 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance PSCCs

Similar breakdowns are presented for each of the three Maintenance areas in Figure 53
through Figure 58.
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Projected Peak Positions: 97
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Figure 53 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance, LPH/PGP Area
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Figure 54 - FTEs Required per Year and Job Title/Role under Current Organization,
Maintenance, LPH/PGP Area
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Figure 55 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance, RPH/TPP Area
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Figure 56 - FTEs Required per Year and Job Title/Role under Current Organization,
Maintenance, RPH/TPP Area
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Figure 57 - FTEs Required per Year and Work Order Type under Current Organization,
Maintenance, IA Area
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Figure 58 - FTEs Required per Year and Job Title/Role under Current Organization,
Maintenance, IA Area
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4.3.8 NERC/WECC Compliance

Figure 59 depicts the projected NERC/WECC Compliance staffing requirements under
the current organization structure and business processes. NERC/WECC Compliance
staff requirements are assumed to be proportional to the capital and O&M workload of
the GCPO organization and the staffing increases projected for other functional groups
such as, but not limited to, Engineering, Maintenance, and Operations. As shown in the
figure, NERC/WECC Compliance staff could remain at its current level of four (4)
available positions (existing staff plus vacancies as of July 17, 2011).

5
Jul-11 Authorized Positions: 4 1

Projected Peak Positions: 4 ! Implied ramp-down in workload is unlikely to occur; result of increased planning
uncertainty in out-years

FTEs per Year
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Figure 59 - FTEs Required per Year under Current Organization, NERC/WECC Compliance
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4.3.9 Operations

Figure 60 depicts the projected Operations staffing requirements under the current
organization structure and business processes. Operations staff requirements are based
upon the analysis outlined in Appendix 5. As shown in the figure, Operations staff
would need to increase from the current level of 59 available positions (existing staff
plus vacancies as of July 17, 2011) to a peak of approximately 83 employees.

20
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planning uncertainty in out-years
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Figure 60 - FTEs Required per Year and Work Order Type under Current Organization,
Operations
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4.3.10 Project Delivery

Figure 61 depicts the projected Project Delivery staffing requirements under the current
organization structure and business processes. Project Delivery staff requirements are
based upon the analysis outlined in Appendix 5. As shown in the figure, Project Delivery
staff would need to increase from the current level of four (4) available positions
(existing staff plus vacancies as of July 17, 2011) to a peak of approximately nine (9)
employees.
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Jul-11 Authorized Positions: 4 |
Projected Peak Positions: 9

| implied ramp-down in workload is unlikely to occur; result of increased planning
uncertainty in out-years
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Figure 61 - FTEs Required per Year under Current Organization, Project Delivery
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4.3.11 Public Affairs

Figure 62 depicts the projected Public Affairs staffing requirements under the current
organization structure and business processes. Public Affairs staff requirements are
assumed to be proportional to the capital and O&M workload of the GCPO organization
and the staffing increases projected for other functional groups such as, but not limited
to, Engineering, Maintenance, and Operations.

As of July 17, 2011, the staff level for Public Affairs was 17 positions. However, most of
these are part-time Reclamation Guides. Analysis of 2011 actuals for Public Affairs staff
indicates that these 17 positions are approximately equivalent to 10 FTEs. As shown in
the figure, Public Affairs staff would need to increase from this current level to a peak of
approximately 14 FTEs. These additional positions should primarily be full-time,
permanent positions in order to address the year-round issues associated with the O&M
and capital programs.
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Jul-11 Authorized Positions: 10 1

Projected Peak Positions: 14

Implied ramp-down in workload is unlikely to occur; result of increased planning
uncertainty in out-years
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Figure 62 - FTEs Required per Year under Current Organization, Public Affairs
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4.3.12 Safety

Figure 63 depicts the projected Safety staffing requirements under the current
organization structure and business processes. Safety staff requirements are assumed
to be proportional to the capital and O&M workload of the GCPO organization and the
staffing increases projected for other functional groups such as, but not limited to,
Engineering, Maintenance, and Operations. As shown in the figure, existing staffing
levels for this group would be sufficient to meet the forecasted need.
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Figure 63 - FTEs Required per Year under Current Organization, Safety
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5.0

5.1

5.2

Lessons Learned from Benchmarking Conversations

Approach

GCPO is not the first organization to go through a shift from an O&M focus to a capital program
delivery focus, struggle with keeping up with preventive maintenance requirements, or
recognize the need for organizational and staffing changes. A number of other large North
American hydropower facilities have already gone through similar changes. The purpose of this
component of the study was to facilitate conversations and an exchange of lessons learned with
such peer facilities and organizations that have experienced or are experiencing similar
challenges as the GCPO. The conversations were used to gather insight from peer entities that
may assist the GCPO in navigating their current challenges. These visits were arranged and
facilitated by MWH, and included:

e BC Hydro, Vancouver, British Columbia (November 16, 2011)

e Manitoba Hydro, Winnipeg, Manitoba (December 14, 2011)

e Chelan County Public Utility District, Wenatchee, Washington (January 12, 2012)
e McNary Dam, USACE Walla Walla District, Umatilla, Oregon (March 8, 2012)

These discussions are documented in detail in the meeting minutes included in Appendix 6. In
addition, each participant from the GCPO came away with their own perspectives. While there
was not a set agenda for each of the discussions, they included an overview of the subject
organization/facility; review of the engineering, project/program management, operations, and
maintenance functions; recruitment, hiring, and retention issues; and other topics relevant to
the GCPO.

Conversation Summaries

5.2.1 BCHydro

BC Hydro operates 31 hydro plants, with a total generation capacity of 11,000 MW, but
seven plants produce 80% of the output. Participants from BC Hydro included Chris
O’Riley (Executive Vice President, Generation), Roy Grout (Vice President and Chief
Engineer), and Mark Poweska (Director of Generation Operations).

In general, BC Hydro’s capital improvement program has been driven by aging
infrastructure and dam safety. This ramp up in capital projects began about five years
ago; prior to that, the organization primarily had an O&M focus. They embraced project
management as a way to ensure the capital work was delivered on schedule and on
budget. A dedicated project manager is accountable for projects from start to finish.

Engineering at BC Hydro is viewed as a provider of services to the project delivery
organization (capital work) or to the maintenance organization. In general, their plant
engineers are generalists that handle routine support issues. If more complicated issues
arise, they are referred back to a centralized group. During the ramp up in capital work,
their engineering staff has increased from 160 to 300, even while more than 50% of the
engineering work has been outsourced.

Operations and Dispatch is centralized across the entire system, with nearly exclusively
remote operations. The limited operations staff at plants follow up on alarms, but do
not start/stop the units. Maintenance is kept at the plant level, but planning and
scheduling occurs at the regional level. The maintenance group was staffed up to
support the increase in capital work, including supporting commissioning activities.
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5.2.2 Manitoba Hydro

Manitoba Hydro operates 14 hydro plants, 2 thermal plants, and several small diesel
plants. Participants from Manitoba Hydro included Ken Adams (Senior Vice President,
Power Supply), John Clouston (Division Manager, Generation South), and Randy Raban
(Division Manager, Engineering Services).

Due to the availability of resources, growth in demand, and low cost of production,
Manitoba Hydro has an aggressive capital program in place. It includes 200 MW of
recently-commissioned hydro facilities, 700 MW under construction, and another 1,500
MW in planning phases. Project management is part of their Engineering Services
group. Here again, project managers have responsibility for projects from initiation
through construction. Manitoba Hydro believes the formalization of project
management has played a big role in breaking down silos.

Engineering is viewed as a service provider to operations. A major focus is to get
engineers out in the field at existing facilities and construction sites. Due to the remote
nature of many of their sites, engineers spend three weeks on site, followed by one
week at home.

Operations and Maintenance is provided by the Generation South group. Maintenance
crews are shared within a region, with standardized practices driven by the central
office in Winnipeg. The plants in the southern portion of the system are in an O&M
mode, while the northern plants are newer and just beginning to need rehab work.

5.2.3 Chelan County Public Utility District

Chelan County Public Utility District (PUD) operates three hydro plants with a total
generation capacity of over 2,000 MW, making it the nation's second-largest nonfederal,
publicly-owned hydroelectric generating system.

Chelan PUD has gone through a period of significant rehab work at its facilities over the
past five years, and has utilized a formal project management approach to deliver that
work. They have transitioned to a projectized organization.

Their Engineering staff are divided between Plant Engineers, who are generally more
experienced and are physically located in the plants, and Engineering Services, that
supports larger projects.

Maintenance and operations are also divided between Plant Maintenance, focused on
preventive and predictive maintenance activities, and Central Maintenance, which
performs the non-routine, capital, and RAX maintenance. The two groups’ leadership
meets weekly to review resource needs, align priorities, and shift as needed.

5.2.4 McNary Dam

McNary Dam is a facility operated by the USACE Walla Walla District on the Columbia
River. The project has a total capacity of 980 MW. A variety of staff from the facility
and USACE Walla Walla participated in the discussions.

As part of the USACE organization, project management is provided by the District and
has responsibility from cradle to grave. USACE uses an electronic PM system that drives
consistent management practices, and provides dashboard views that show the status
of individual projects.

Page 101



Review of Staffing and Processes Grand Coulee Power Office

Keeping engineering staff at McNary has been an ongoing issue. Additional engineering
support is provided by the USACE Hydroelectric Design Center (HDC) in Walla Walla.

Maintenance activities are focused on critical component preventive maintenance and
responding to corrective maintenance issues. Their maintenance group serves as an
apprenticeship program for the Walla Walla District.

5.3 Common Themes Observed
While each of the organizations interviewed is unique, and faces its own specific challenges,
there were a number of best practices that appeared to be common to all four. To the extent
that these best practices are relevant at the GCPO, they will be carried forward in consideration
of the optimized organization recommendations.

Separation of Plant and Capital Engineering. The Engineering group in each organization is
viewed as a support organization to the “owners” of the facilities (the maintenance group) or to
the capital project delivery organizations. Since these two organizations may require different
skill sets, response times, institutional knowledge, etc., most peer organizations to the GCPO
separate the two functions. In reality, the two groups may share resources or exchange
personnel to allow greater flexibility during times of increased or decreased capital work and to
promote knowledge sharing between the groups.

Separation of Central and Plant Maintenance. Similar to engineering, the maintenance function
in peer organizations to GCPO is often split between a central group, responsible for capital and
extraordinary maintenance activities at a group of facilities, and plant maintenance, responsible
for day-to-day preventive maintenance and troubleshooting. The two groups’ skill sets may
vary. For instance, at Chelan PUD, the plant maintenance group is considered a training ground
for new employees to hone their skills. After rotation among various foremen, these employees
may advance to become foremen in the plant maintenance group, or move into the central
maintenance group and become responsible for larger maintenance projects.

Centralized Planning and Prioritization for Maintenance Groups. To maximize the effectiveness
and utilization of maintenance personnel, most organizations have instituted some form of
centralized planning, prioritization, and scheduling. There are a variety of benefits to this
approach. For instance, workload projections generated by the maintenance management
systems may be used to feed into a higher-level resource planning tool, such as Primavera, to
identify longer-term periods of over- or under-utilization. A centralized planning group then
uses that information to make adjustments accordingly.

Formalized Project Management. Peer organizations that have gone through periods of
significant capital work have adopted a formalized approach to project management. This
ensures consistent delivery, utilizing appropriate gateways and project performance tracking.
Project managers in these organizations generally have “cradle to grave” ownership (and
responsibility) for project delivery. This approach is scaled-down accordingly for smaller capital,
RAX, and non-routine projects.

Innovative Approaches to Recruitment and Retention Challenges. Most of the organizations face
challenges with finding and keeping quality employees, including crafts, engineers, and
managers. These challenges are due to a variety of circumstances. Each organization has
responded in unique ways, but in general these responses focus on entry-level employees
through the use of apprenticeships, formalized training programs, and recruiting from the local
labor pool.
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6.0

6.1

Recommendations for Optimized Organization

Overview

Chapter 0 contains key findings across the GCPO organization and within each functional group.
Chapter 0 presents recommended staffing adjustments to address these challenges assuming no
changes to organizational structure or business process. This chapter presents the
recommended “optimized organization,” incorporating changes to staffing, organizational

structure, and business process to address the findings presented in Chapter 0.

Revisiting the GCPO-wide findings from Chapter 0, Table 24 presents a summary of the
corresponding recommendations to address these findings. Details for each recommendation

are provided thereafter.

Key Findings and Challenges
(Ref. Section 3.1)

1. Large backlog of work

. Quantify the work, estimate the effort, and

Recommendations

increase staff accordingly

2. Lack of organizational alignment

Establish priorities of organization and
implement revised organizational structure

3. Challenges in attracting and retaining staff

. Adjust the hiring strategies

4. Insufficient organizational-level planning

Establish centralized planning group

5. Limited ownership of projects from start to
finish

Establish Project Delivery organization with
defined governance, life cycle, roles and
responsibilities, and standard practices

6. Inconsistent and insufficient use of CARMA

Leverage full capabilities of CARMA system for
all work, all functional groups

7. Limited transition planning and knowledge
transfer

Develop a knowledge strategy and information
capture approach

8. Ineffective and uncoordinated training

Improve training program under a centralized
Training Officer

9. Insufficient or ineffective coordination with
external partners

. Set expectations, track performance, and

implement a document management system

Table 24 - GCPO-wide Findings and Recommendations for Optimized Organization

‘. GCP-01-R: Quantify the work, estimate the effort, and increase staff accordingly. One of the
PE primary drivers for this study is the large backlog of work, both routine O&M and non-routine
capital. Current staffing is unable to keep up with the preventive maintenance essential for the
long-term success of the plants while adequately supporting the capital work associated with
the 10-year capital plan. Based on the analysis conducted under this study and presented by
functional group throughout the remainder of this Chapter 6.0, it is recommended that GCPO
staffing levels be increased to a total of 609 employees, organized in accordance with the
structure presented in Exhibit 2 and described in Section 6.3. This represents an increase of 143
positions above the current 466 GCPO positions (as of July 17, 2011). Details of the
recommended resource adjustments are presented in Section 6.3.

GCP-02-R: Establish priorities of organization and implement revised organizational structure.

Establishing organizational-level priorities will help to guide the necessary cultural shift from a
siloed organization to a “facility rules” approach, in which decisions are made based on what is
best for the GCPO and its facilities, not individual, often competing, functional groups. Such
priorities should be defined and published on an annual basis by the GCPO Power Manager in
consultation with the Deputy Power Managers and functional group leaders. Decisions,
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expectations, and incentives thereafter should be in alighment with these enterprise-level
objectives to encourage that the best actions for the overall facility reign. Doing so will ensure
that the multiple ongoing projects at the plants (capital and O&M) are executed effectively with
minimal disruption to operations. Without organizational alignment in place, GCPO staff are
hindered from working together efficiently. Additionally, establishing organization-level
priorities and targeting organizational alignment will help breakdown existing “fiefdoms” at all
levels of the organization and improve cross-group transparency.

GCP-03-R: Adjust the hiring strategies. Recruiting talented employees to the GCPO has been a
challenge to date using the standard posting of positions. The current recruitment process is
not effective. There are 34 positions currently open (July 17, 2011) and long lead times in
posting and hiring. It is important also to recognize that if additional positions are needed, it will
continue to be difficult to bring in new people with the current system in place. Currently the
recruiting approach does not take advantage of all possible avenues allowable for
Reclamation/Federal hiring. Appendix 1 includes a complete assessment of the recruiting
process and detailed recommendations for adjusting hiring strategies, in light of the staffing
increases recommended herein. Some key elements to improve the recruiting process include:

e |dentify resources for recruiting staff (contract or permanent)

e Coordinate with Regional Office human resources

e Dedicate an on-site resource to manage the recruitment function and coordinate
between the plan and Boise

e Update position descriptions

e Review and revamp screening and suggested interview questions

e Utilize professional publications/organizations for targeted recruiting and consider
leveraging social media

e Re-assess job fairs in the region

Additionally, it is recommended that the use of term employees be phased out, or at a
minimum, used only when absolutely necessary. Uncertainty is the foundation for instability. A
basic need for employees is job stability, which is not provided under the term assignment. The
intended purpose of using term employees is to staff up for projects and to have the ability to
ramp down after the completion of the project. However, as shown in Figure 64, the GCPO has
a historical turnover rate of 0.11 employees per day, or roughly 40 employees per year. Due to
this high turnover rate, the ramp down can be achieved rapidly if needed through natural
attrition, so there is no reason to use term employees. A benefit of using permanent employees
is the retention of the experience gained when working on new projects.
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Figure 64 - GCPO Staff Attrition

\]. GCP-04-R: Establish centralized planning group. To support a programmatic and enterprise-
wide approach to work planning, an Enterprise Planning functional group should be established
as shown in the proposed organizational chart in Exhibit 2. The objective of this group is to
integrate work scheduling across all areas and functional groups while ensuring that all plant
activities align with organizational priorities and operational constraints. This group would also
be responsible for all long-term asset investment planning and the associated budget
justification development.

The Enterprise Planning group’s responsibilities would include soliciting the enterprise-wide
priorities and drivers from the Power Manager, collecting the needs of the organization and all
required asset data, analyzing the costs and benefits of all identified projects, leading project
prioritization efforts (routine and non-routine), providing short- and long-term capital planning
and corresponding project justifications, and collating internal and external boundary
conditions. Its enterprise support responsibilities would include facilitating enterprise-wide
outage planning with support from pertinent functional groups, balancing water, power,
contractor schedules, etc., to identify openings for routine work, and prioritizing routine versus
non-routine work in alignment with Power Manager-defined enterprise priorities and drivers.
Input into the Enterprise Planning group would be required from project managers, plant
superintendents, operations staff, power managers, etc., to ensure alighment with agreed-upon
enterprise priorities.

As shown in Exhibit 2, the Enterprise Planning group would be staffed by an Asset Manager who
is responsible for leading project prioritization efforts and justifications. The group would also
have a Senior Scheduler, whose duties include setting and enforcing standard scheduling
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practices, overseeing outage scheduling, and serving as the primary interface to external
partners with respect to scheduling. Other staff in the Enterprise Planning group include a
scheduler, a budget analyst, a cost estimator, and an office aide. Further discussion of the
Enterprise Planning group is provided in Section 6.4.13.

To support the Enterprise Planning group’s efforts, standardization of the enterprise project
structure (EPS, a logical project grouping across the organization) and work breakdown structure
(WBS, a means by which a project is broken down into smaller, and more manageable,
measurable components), and implementation of a scheduling and resource management tool
such as Primavera P6 is strongly encouraged. Such structures would need to be aligned with
funding streams and processes. Individual resource-loaded schedules for each O&M and capital
project could be developed by plant superintendents and project managers and “rolled-up” into
one master facility schedule under the Enterprise Planning group. Work planning, facility-wide
coordination, outage scheduling, resource planning, and budget planning/tracking would all be
substantially improved under such an approach.

Lastly, contingencies need to be integrated into all work planning. Without contingencies for
additional resources or time (“float”) built into the schedule, it is not likely to be met. This then
impacts other projects in the master schedule and affects the ability to meet operational
commitments for water and power. Contingencies allow for better planning and improve the
likelihood of meeting commitments. Conversations may be required with external partners such
as BPA to communicate the integration of such contingencies in GCPO work planning.

GCP-05-R: Establish Project Delivery organization with defined governance, life cycle, roles and
responsibilities, and standard practices. Internal efforts are currently underway to establish a
Project Delivery organization and culture. Such efforts should be emphasized, accelerated, and
augmented. GCPO project managers should be assigned to manage all large projects; senior
engineers, as appropriate, should be trained to serve as project managers for smaller O&M
engineering support projects. In both cases, the project managers should be fully accountable
for project delivery, be task driven, and granted proper authority to manage all project aspects
across the entire life cycle.

To support this undertaking, a consistent delivery approach, inclusive of a defined project life
cycle (similar to that included with Exhibit 3), established project governance and decision-
making criteria, standardized templates, forms, processes and practices, defined roles and
responsibilities, and supporting systems and tools should be implemented. Collectively, these
approaches and practices will provide consistency in project delivery, regardless of project size,
and limit rework, redundancies, schedule and budget overruns, and quality-related issues.

To support the newly defined life cycle, governance criteria, processes, forms, and standard
practices, a user-friendly, lightweight, web-based project delivery system should be
implemented. The system could provide a central location for all users to view GCPO project
delivery content, indentify roles and responsibilities in the process, review checklists and
necessary steps to move a project forward, and obtain pertinent forms and documentation to
complete. Proper administration of the system would include defined system and content
ownership and structured user training.

GCP-06-R: Leverage full capabilities of CARMA system for all work, all functional groups.
Maximo, the foundation of the CARMA system, is a powerful tool that should be further
leveraged to support work planning and delivery as well as budgeting activities. Specific work
orders should be defined for most GCPO functional groups, to a sufficient level of granularity to
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facilitate proper planning and reporting. For example, a single “administration” work order is
too broad to support proper work planning and managerial analysis. Additional resources
should be allocated to job planning efforts to ensure that all work orders in the system are
uploaded with the proper details. When work orders are completed, labor and equipment
details in the work order should be updated based on historical actuals from the E-TAS
timekeeping system. Reporting from the CARMA system should be optimized to assure the
proper reports exist or are created allowing GCPO to leverage CARMA data for decision making.
Finally, to reduce delays and improve internal coordination, automated workflows should be
leveraged to ensure that work orders continue to progress across functional groups. For
example, when a work order is labeled as “waiting for engineering,” the automated workflow
should immediately notify the Engineering group manager of this pending work order (e.g.,
email). Collectively, these improvements to CARMA use would support annual budgeting
activities with accurate data to educate future needs.

GCP-07-R: Develop a knowledge strateqgy and information capture approach. High turnover
rates and retirements are increasing the potential for lost institutional knowledge. A proactive
strategy to address this issue is strongly recommended and should include planned overlaps
between departing and arriving employees where feasible, particularly supervisory positions;
proactive succession planning to identify and train the “next John/Mary” before John or Mary
departs; and documented project procedures, including text and video.

GCP-08-R: Improve training program under a centralized Training Officer. As shown in Exhibit 2,
it is recommended that a centralized Training Officer be added to the Administration group to
efficiently coordinate all GCPO training efforts, assess the effectiveness of all training delivered,
improve training content and delivery methods, and align training with organizational priorities
and professional development goals. Note that the intent is not that the Training Officer be
responsible for all GCPO training, but rather serve as the evaluator and coordinator of such
efforts.

An assessment of all training is needed to determine the effectiveness and efficiency of the
programs and whether they meet the requirements for each of the targeted positions. This
includes completing the ongoing assessment and restructuring of block training. This program
needs to be revisited to make it applicable to the staff and their work while achieving the
learning objectives. The update of this program should be a priority. It is recommended that a
team is formed to assess the best delivery method (on-line vs. face-to-face training or
combination of both) and what changes should be made to the structure and curriculum of the
program. In addition, a centralized process needs to be developed for assessing and updating all
courses to ensure they are applicable and relevant. “Measuring” each program and its direct
match to the positions involved would be beneficial.

Additionally, it is recommended that the GCPO leverage its apprenticeship programs to make
Grand Coulee the training platform for the PNR and Reclamation, and potentially get funded as
such. GCPO employees are proud of the work they do and of their facilities; rather than view
the departure of newly-trained apprentices as a loss, leverage that pride to establish the GCPO
as the training hub for Reclamation. Upon the completion of each cycle of the apprentice
program, the GCPO would have “first pick” of the graduates to bring on as full-time employees.
Those that elect to move on to other Reclamation facilities would carry with them the
knowledge of how things work at the GCPO and promote the GCPO best practices across
Reclamation.
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Finally, new employee orientation should be improved. The Administration Office currently
provides valuable and consistent human resources-related orientation to all new employees
(i.e., benefits descriptions, necessary paperwork, etc.). However, plant orientation is
inconsistent and often insufficient. To encourage new employees to support the “facility rules”
approach described in GCP-02-R and provide them with an awareness of overall GCPO activities,
both within and beyond their assigned functional group, facility-wide orientation is strongly
encouraged within the first month of employment. This should also include a facility-wide tour
and consistent orientation training on safety and other plant basics.

GCP-09-R: Set expectations, track performance, and implement a document management
system. Proactively addressing issues with engineering, contracting, and procurement can
prevent costly project delays. A key element that has impacted the GCPO is when “the ball”
gets dropped between the GCPO, the Regional Office, and/or the TSC. A method/tool to track
the handoff of actions and the current responsible party would prevent the delays that occur
during non-action, as well as allow analysis of where bottlenecks are occurring and what
processes/staffing changes would improve the timeliness of this essential element of project
delivery. Properly setting expectations early in a project among the parties involved would also
help improve coordination and ensure that products received are in alignment with the original
intent.

Overall, the optimized organization employs 597 staff versus the 466 GCPO positions today and
the 601 total positions required to meet current and future demands under the existing
organizational structure and business processes. Specifics of these recommended staffing
changes are presented graphically in Exhibit 2 and discussed at the functional group-level in
Section 0.

Residual Risks vs. Baseline

Section 3.3 presented the baseline risk assessment, the qualitative analysis of the risks inherent
in the GCPO organization under the current, no-action scenario. Table 23 presented an updated
version of this same analysis, considering the proposed staffing changes presented in Chapter 0,
representative of the data-driven staffing levels required should the GCPO only increase staffing
to address its workload challenges (no changes to organization, processes, or systems).
Replicating that same analysis, Table 25 presents the updated risk profile for the optimized
organization, considering changes to staffing, organization, processes, and systems. The effects
of these recommended staffing levels on the cause of each risk sub-area are listed in Table 25;
incremental changes versus the baseline risk analysis shown in Table 5 are highlighted in red.
The impact risk scores do not change as they are not affected by the proposed adjustments in
staffing levels, but the probability risk scores change due to the implementation of the
optimized organization.
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Optimized Organization Risk Assessment
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Table 25 - Risk Assessment assuming Optimized Organization
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Relative to the baseline, no-action case and the scenario presented in Chapter 0 (only increasing
staffing), the optimized organization provides substantially greater reductions in risk to the
GCPO across these risk areas, indicating an improved position for near-term and long-term
success for the GCPO and its stakeholders.

Risk Analysis Summary

Baseline Risk Assessment (466 authorized positions, July 2011)

Risk Area Risk Score
Planned Outage Extensions
Equipment Reliability
Safety
Environmental

Institutional Knowledge Loss

!

Increased Staffing Risk Assessment (601 positions)

Risk Area Risk Score
Planned Outage Extensions

Equipment Reliability

—
—

Safety —
—
—

Environmental
Institutional Knowledge Loss

Optimized Organization Risk Assessment (609 positions)

Risk Area Risk Score
Planned Outage Extensions
Equipment Reliability

Safety —
Environmental —
—

Institutional Knowledge Loss
Horizontal bars represent relative risk vs. baseline for each scenario, and consider risk, cause, impact, & probability for each risk area.

|

Figure 65 - Risk Analysis Summary

6.3 Organization Structure Recommendations
Exhibit 2 presents the recommended organization structure for the optimized GCPO
organization. Following are some of the key principles considered in the development of this
recommended structure, all of which are based on findings and recommendations identified
through this study:

e Effectively address routine and non-routine work in a concurrent and balanced manner

e Reduce the span of control of each manager to a reasonable number of direct reports,
within the same scope or area

e Break down “fiefdoms” or “silos” to the greatest extent possible within the organization

e Establish Enterprise Planning function that provides strategic asset investment planning
guidance and facility-level work planning and scheduling support

e Establish Engineering as a service organization to both routine and non-routine work

e Facilitate cross-training, career path definition, staff retention, and succession planning

e Improve capability to control routine and non-routine project delivery (project
management, budgets, project controls, scheduling, planning, etc.)
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With these principles in mind, following are some highlights of the recommended organization
structure depicted in Exhibit 2:

@ mwH

The number of direct reports to the Power Manager was reduced significantly from the
July 2011 structure, and a third Deputy Power Manager was added to support the
highest-level management team of the GCPO. One Deputy Power Manager oversees
the closely-related Enterprise Planning, Budget, and Project Delivery groups; a second
oversees all O&M activities, and a third oversees all facility support services.

An Enterprise Planning group was formed with an objective to integrate work scheduling
across all areas and functional groups while ensuring that all plant activities align with
organizational priorities and operational constraints. This group would also be
responsible for all long-term asset investment planning and the associated budget
justification development.

Maintenance areas were reorganized from LPH/PGP, RPH/TPP, and IA to LPH/RPH, TPP,
PGP, and IA/Structures & Non-Routine. This allows for improved consistency between
the Left and Right powerhouses, removes some of the routine structures-related work
from the plant-specific superintendents, and allows for increased focus on preventive
maintenance. Note that the IA/Structures & Non-Routine area includes a dynamic non-
routine maintenance pool of resources that can be seconded to a project manager for a
particular project or assignment as well as backfill any emergency needs.

Across most functional groups — particularly Maintenance — employee-to-supervisor
ratios were reduced to support personnel management, safety, work planning, and
other related activities and tasks.

Support operations were primarily divided into two sub-groups, one focused on plant
and personnel safety, the other on supporting administrative tasks.

A new Training and Personnel Management group was formed to support the
envisioned increase in recruiting, staffing, and onboarding and the associated training
required to integrate new employees and improve staff retention, knowledge transfer,
and knowledge capture.

Engineering was established as a stand-alone unit under a GS-14 (same as Deputy Power
Managers), envisioned to function as a local service entity for routine and non-routine
work. Within this group, engineers are dedicated to routine plant support and non-
routine capital support.
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6.4 Functional Group Recommendations
In addition to the GCPO-wide recommendations described above, there are changes
recommended at the functional group-level that address the findings and challenges identified
for each group in Section 3.4.

6.4.1 Administration

Table 26 restates the key findings specific to the Administration Office as described in
Section 3.4.1 and lists recommendations to address each within the optimized
organization.

Key Findings and Challenges

; Recommendations
(Ref. Section 3.4.1)

1. Limited capability to keep up with IT 1. Adjust IT staffing accordingly
demand

2. Increasing workload on IT due to NERC CIP | 2. Adjust IT staffing accordingly

3. Limited understanding of specification 3. Create standard specification templates
requirements by non-Contracts staff

4. Limited awareness of product lead times 4. Create internal reference document
among plant personnel showing typical lead times

5. Insufficient Contracts involvement early in | 5. Include Contracts in major purchase
the acquisition process acquisitions at the beginning of project

planning

6. Inefficient use of plant personnel time 6. Create and staff technical purchasing
with respect to specification development writer position

7. BOR-driven transition toward 7. Provide performance based acquisition
performance based acquisition training

8. Increasing workload for Contracts 8. Adjust Contracts staffing accordingly

9. Limited purchasing authority 9. Create GCPO-specific position with

warrant of $100,000

10. Increased workload due to greenhouse 10. Develop greenhouse gas emissions
gas emission monitoring requirements program

11. Limited capability to effectively manage 11. Improve performance management
staff performance

12. Perception that pay is not competitive 12. Assess compensation

Table 26 - Findings and Recommendations for Optimized Organization, Administration

® q ADM-01-R, ADM-02-R:_Adjust IT staffing accordingly. As shown in Table 27, it is
recommended that the IT staff backfill its open position. In addition, the added
workload caused by maintaining the NERC CIP requirements needs to be monitored to
determine if additional staffing is required beyond the backfilled position to maintain
compliance.

® q ) ADM-03-R: Create standard specification templates. Contracts should create a standard
set of specification templates that show how various commodities must be specified in
order to procure the items. The templates should be made available on the GCPO
intranet in order to allow GCPO personnel the opportunity to view and use them as
needed. Ideally, such templates would be accessible via a newly implemented project
delivery system (ref. GCP-05-R). It will also be important that GCPO personnel be
trained on the templates to include:
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e What types of specifications are needed depending on contract type
e  Why the specifications must be created a certain way

e What the templates provide

e  Where to find the templates

e How to use the templates

ADM-04-R: Create internal reference document showing typical lead times. It is
recommended that Contracts create an internal reference document with typical lead
times, available to all GCPO personnel involved in purchasing material, accessible
through a newly implemented project delivery system via the GCPO intranet.

ADM-05-R: Include Contracts in major purchase acquisitions at the beginning of project
planning. By involving Contracts early in project planning, they will be able to provide
guidance as to how key products and services should be purchased, what approximate
lead times are, and any special contracting requirements that may be involved. For
projects that must go to the Regional Office, GCPO Contracts personnel can begin
coordinating with the Regional Office and prepare them for the upcoming request. This
proactive approach reduces the chances of contracting surprises late in a project that
may delay projects (e.g., material not on-site when needed), causing them to be over
budget and behind schedule.

ADM-06-R: Create and staff technical purchasing writer position. It is recommended
that a technical purchasing writer position be created that will assist plant personnel in
writing specifications. This position will perform, at a minimum, the following tasks:

e Interview plant personnel for needs

e Draft specifications based on plant technical data in a standard procurement
format

e Create corresponding purchase request

e Review the specifications and purchase request with appropriate plant
personnel

e Obtain appropriate signature for purchase request

Though plant personnel will still be involved, having a technical purchasing writer will
free up the time of these personnel (see ENG-06-R). This technical writer can also be
viewed as an “apprentice” to become a future Contract Specialist.

ADM-07-R: Provide performance based acquisition training. The GCPO has the potential
to benefit from the move towards performance based acquisition (PBA), including lower
project costs and shorter project schedules, both of which are valuable when embarking
on a major capital improvement program. To take advantage of PBAs, GCPO personnel
need to understand PBAs, and thus training is recommended. This training should
cover, at a minimum, the purpose of PBAs, how GCPO can take advantage of them, how
to prepare a PBA contract, and the difference between traditional and PBA contracts.

ADM-08-R: Adjust Contracts staffing accordingly. To be able to provide excellent
service and fill the purchase requests now and in the future, it is vital that the Contracts
department be staffed accordingly. As shown in Table 27, it is recommended that the
Contracts staff increase by five (5) employees to effectively managing the upcoming
increase in requests.
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ADM-09-R: Create GCPO-specific position with warrant of $100,000. With the
upcoming capital program, many of the contracts required will be more than $25,000,
the current limit for anyone to approve a contract at GCPO. Although the Department
of Interior (DOI) has mandated that anyone with a warrant over $25,000 must report
directly to a senior acquisitions chief, it is recommended that a person be allowed to
obtain a warrant for $100,000, but remain dedicated to the GCPO (as opposed to
becoming an employee of the Regional Office).

ADM-10-R: Develop greenhouse gas emissions program. A greenhouse gas emissions
program should be implemented to facilitate a comprehensive plan for monitoring
emissions. The program should leverage strategies and methodologies to estimate
properly the emissions without adding individual meters, establish baselines, and make
recommendations on how to reduce emissions.

ADM-11-R: Improve performance management. Need to re-energize the management
staff on conducting reviews and utilizing the tools that they have in place; if there is no
room for change because of a Federal regulation, more education to both management
and staff should occur to ensure everyone knows the value of performance feedback
and how it is tied to career development at the GCPO. Effective performance
management will impact employee morale, quality of the workforce, and employee
retention.

ADM-12-R: Assess compensation. Throughout the discussions with GCPO staff as part
of this study, many statements were made that pay ranges are not competitive; it would
be helpful to assess regional salary data to determine whether pay is in fact an issue. In
addition to pay ranges, there is an opportunity to assess how other types of
compensation are leveraged. For example, use of incentive awards should be revisited
to determine how to use consistently and for the highest impact things. There is also
the potential to review the plant policies regarding overtime. Understanding the
competitive advantage/disadvantage of compensation and coupling that with the other
advantages that the GCPO can provide would be an excellent basis for informing
decision making and actions for recruiting and employee retention.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 27. The proposed organizational structure for this
group is included in Exhibit 2.
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Recommended Staffing for Optimized Organization — Administration®

Title Current Positions Recommended Positions
(as of July 2011)
Administrative Officer’ 1 1
PROCUREMENT (Contracts)
Supervisory Contract Specialist 1 1
Purchasing Agent 5 6
Office Automation Clerk 1 2
Tech Writer/Supply Tech 0 3
SUBTOTAL 7 12
WAREHOUSING
Supervisory Supply Mgmt Specialist 1 1
Supv 1 Warehouse 1 1
Warehouse | 3 3
Warehouse I 5 6
Supply Technician 6 6
Office Aide 1 1
SUBTOTAL 17 18
TRAINING & PERSONNEL MGMT.?
Supervisory Training Officer 0 1
Support Services Supervisor4 0.5 0
Supper Services Technician 0 2
Training Coordinator 0 2
SUBTOTAL 0.5 5
INFORMATION TECHNOLOGY (IT)
Supervisory IT Specialist 1 1
IT Specialist 8
SUBTOTAL 9
ADMIN SUPPORT
Support Services Supervisor4 0.5 1
Office Automation Clerk 1 2
Office Aide 1 1
Mail and File Clerk 1 1
Facilities Services Specialist 1 1
Fiscal Assistant 1 1
Photographic Technician 1 1
SUBTOTAL 6.5 8
TOTAL 38 53
It is also recommended that Warehousing hire 2 temporary contract staff to assist with
cleaning out outdated stores and tracking down hidden stores, and that Admin Support hire 2
temporary contract staff to assist with archiving documents in the Technical Data Center.
Notes:

1. Existing staffing chart lists all Administration positions under one heading.

2. The Administrative Officer is responsible for overseeing the Procurement, Warehousing, Public
Affairs, Cultural Resources, IT, Training & Personnel Mgmt., and Admin Support groups as per the
organizational chart in Exhibit 2.

3. There is currently a hiring freeze for IT staff; however, the additional positions recommended herein
are critical to supporting the mission of the GCPO.

4. Support Services Supervisor is currently one Admin position that performs duties related to training
and personnel management as well as administrative support.

Table 27 - Recommended Staffing for Optimized Organization, Administration
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6.4.2 Budget
Table 28 restates the key findings specific to the Budget Office as described in Section
3.4.2 and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

; Recommendations
(Ref. Section 3.4.2)

1. Insufficient analysis, validation, and 1. Increase budget analyst staffing
verification of budget performance
2. Reactive approach in budgeting versus 2. Better customize (or utilize) systems to
proactive generate proactive budgets, across all
functional groups
3. Unrealistic budget status tracking for 3. Leverage project managers to report
longer-term projects actual performance
4. Inconsistent processes for developing 4. Implement training and materials to
budgets encourage more consistent budget
development
5. Labor money is left over at end of year 5. Better justify/track labor needs

Table 28 - Findings and Recommendations for Optimized Organization, Budget

BUD-01-R: Increase budget analyst staffing. During initial comparisons with peer
organizations of similar size, the GCPO has a significantly smaller Budget group.
Currently, there is a lack of detailed analysis, validation, and verification of performance
information. More resources to perform thorough program analysis would allow the
GCPO to better explain their needs, help managers prioritize work efforts, and complete
necessary reporting. More specialization would also promote better interaction
between the Budget Office and other areas of the GCPO, as well as outside
organizations.

The design of the optimized organization has recommended that budget analysts be
added to the Budget Office, Project Delivery and (recommended new) Enterprise
Planning groups. The budget analysts in each group will have a specific focus area. For
example, budget analysts in the Enterprise Planning group will be focused on forward-
looking financial needs, budget analysts in the Project Delivery group will be focused on
current project/work execution, and budget analysts in the Budget Office will be
focused on keeping GCPO current with accounting and reporting requirements of
Reclamation, BPA, and other key stakeholders, and manage current-year accounts,
obligations, and expenditures.

BUD-02-R: Better customize (or utilize) systems to generate proactive budgets, across all
functional groups. There are a number of existing systems (CARMA, Federal Financial
System, Grand Coulee database, etc.) that are used to track historical spending as well
as future needs. At present, there is little linkage or reporting from those systems to
help estimate future, zero-based budgets. Especially in times of fiscal scarcity, the use
of zero-based or bottom-up budgets (based on needs and criticality) allows for more
effective advocacy for funding.

Additionally, budgets for future years should include input or contributions from all
functional groups. For example, maintenance superintendents should not be estimating
engineering requirements to support their routine maintenance work; such input should
come directly from Engineering. Similarly, administrative costs should not be allocated
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to projects in a surprise fashion, but should be integrated into project budgets from the
start in accordance with a pre-determined, standard allocation approach.

The recommendation to create a new Enterprise Planning group (GCP-04-R) supports
this as well as other recommendations. The Enterprise Planning group will lead the
implementation of this recommendation and coordinate with other groups at GCPO,
including the Budget Office, and outside to develop proactive risk-based budgets for the
benefit of GCPO and its stakeholders.

BUD-03-R: Leverage project managers to report actual performance. With the
envisioned growth of the Project Delivery group, there is opportunity for more effective
tracking of work orders, capital projects, and interagency work. By utilizing and
integrating more robust schedule and resource tracking tools (such as Primavera), the
Project Delivery group will be able to provide timely and useful information as projects
are in progress to support the Budget Office and the Enterprise Planning group in
budgeting, funding, and reporting activities. This will require project managers to
provide accurate, routine, bottoms-up estimate-to-completion analyses rather than
assuming that projected budget to completion is equivalent to original budget less
expenditures to date.

BUD-04-R: Implement training and materials to encourage more consistent budget
development. As noted previously, there is a general lack of understanding around the
various budget processes at the GCPO. If the Budget Office had more resources
available, better training could be provided to the rest of the staff that will aid in the
long-term interaction during budget development and review. In addition, a user-
friendly budget “dictionary” of terms will help ensure consistent communications.
Finally, a consistent high-level process for the appropriated and power budgets would
also promote efficiency and better coordination.

BUD-05-R: Better justify/track labor needs. The Federal appropriations process (and
likely rate case justifications) is often a “use it or lose it” situation. If a significant
amount of labor money is left at the end of a budget cycle, it will inhibit the GCPO’s
ability to justify additional staffing. Further analysis and intra-year tracking of labor
costs should help to minimize this situation in the future by establishing realistic
budgets for out-years, and by achieving reallocation of available funds to pending
projects. This will provide value to the Enterprise Planning group in performing long-
term investment plans and supporting budget request justifications.
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Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 29. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Budget

Title Current Positions Recommended Positions
(as of July 2011)

Supervisory Budget Officer 1 1

Budget Analyst 1 2

Budget Tech 1 4

Office Aide 1 0.5

TOTAL 4 7.5

Table 29 - Recommended Staffing for Optimized Organization, Budget

6.4.3  Cultural Resources (Archaeologist)
Table 30 restates the key findings specific to Cultural Resources as described in Section
3.4.3 and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

: Recommendations
(Ref. Section 3.4.3)

1. Inconsistent involvement of cultural 1. Integrate regulatory approvals into
resources in project planning and delivery standardized project life cycle
2. Increase in requirements, reporting and 2. Add junior archeologist and GIS specialist
Plan updates roles to support manager with associated
reporting and Plan updates

Table 30 - Findings and Recommendations for Optimized Organization, Cultural Resources
(Archaeologist)

CRA-01-R: Integrate requlatory approvals into standardized project life cycle. Cultural
Resource needs to be proactively involved at proper stages in the project life cycle,
including earlier in the design than is currently occurring. A suggested project life cycle
is shown in Exhibit 3. Early and active involvement of cultural resources representation
can decrease the likelihood and duration of delays due to historical preservation
matters. Additionally, continuing to educate the staff on the importance of historical
preservation will increase the breadth of understanding by the staff involved and again,
assist in mitigating delays or loss of historical structures.

CRA-02-R: Add junior archaeologist and GIS specialist roles to support manager with
associated reporting and Plan updates. An additional resource would help to alleviate
the documentation-related workload on the existing Archaeologist position. This
additional resource, under the supervision of the existing Archaeologist, could handle
the majority of initial documentation preparation and Plan updates, as well as help to
free up the group manager to concentrate on FCRPS program requirements.
Additionally, a GIS specialist would help to support report production and help to
maintain, upgrade, and support archaeology programs GIS database.
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Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 31. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Cultural Resources

Title Cur(‘rf:;tjurl’)g?ltll)ons Recommended Positions
Supervisory Archaeologist 1 1
Archaeologist 0 1
GIS Specialist 0 1
TOTAL 1 3

Table 31 - Recommended Staffing for Optimized Organization, Cultural Resources
(Archaeologist)

6.4.4 Engineering
Table 32 restates the key findings specific to Engineering as described in Section 0 and
lists recommendations to address each within the optimized organization.

Key Findings and Challenges

) Recommendations
(Ref. Section 0)

1. Unable to keep up with as-builts 1. Increase staff (craft, engineering, drafting)
where bottlenecked; integrate as-built
process into standard project closeout
procedures

2. Inefficiencies in initiating, prioritizing, 2. Leverage Enterprise Planning group to

assigning, and tracking work understand work prioritization in support
of O&M and capital projects

3. Limited understanding of plant specifics 3. Rotate engineers through plants to ensure
pipeline of engineers with plant
knowledge

4. Inefficiencies in providing purchasing 4. Improve purchasing support from

support Engineering through increased staffing

5. Inconsistent consideration of 5. Integrate environmental review into

environmental factors in design standard project life cycle

6. Protection engineering not located at 6. Assign a dedicated protection engineer

Grand Coulee makes coordination difficult for PSCC support and coordination with
with PSCCs TSC

Table 32 - Findings and Recommendations for Optimized Organization, Engineering

ENG-01-R: Increase staff; integrate as-built process into standard closeout procedures.
Increased staffing at the craft, engineering, and drafting level will help to release the
backlog of existing as-built work and ensure sufficient resourcing to keep up with the as-
builts going forward, especially considering the ramp up in capital work. As shown in
Table 33 and Exhibit 2, staff has been added to the Engineering group to address this
need, include techs and plant support. A necessary sub-step is to identify the backlog of
as-builts and quantify the need.
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Integrating the as-built process as a requirement of work order/project closeout, and
building time and budget into the work plan to carry out the as-built process, would also
help increase the likelihood that this work gets accomplished. With respect to as-builts
from externally contracted services, contract language should include penalties
substantially greater than existing to incentivize contractors to provide satisfactory as-
built information at the conclusion of their work.

ENG-02-R: Leverage Enterprise Planning group to understand work prioritization. GCP-
04-R recommends the formation of a Enterprise Planning group to centralize work
planning and scheduling efforts at the enterprise level. This group would align plant
activities with organizational priorities and operational constraints. Engineering work
thereafter should be prioritized based on the enterprise-wide schedule provided by this
Enterprise Planning group. Internal to the Engineering group, work should be assigned
based on staff availability and skill set and tracked at the work order level in a
coordinated manner through integrated systems (versus offline spreadsheets).

ENG-03-R: Rotate engineers through plants. Senior engineering positions located in the
plants should remain situated in the plants; however, when a new junior engineer
arrives to start in the Engineering group, the new engineer should work under the senior
plant engineers in the plants. The junior engineer will be able to gain in-plant
knowledge and experience by working in the plant. This will not only improve the plant
knowledge of the engineering staff, but better connect those in the plant with staff “on
the hill” and support longer-term succession planning and knowledge transfer.

ENG-04-R: Increase staffing to improve purchasing support. Increasing the number of
engineers in this functional group, across disciplines and career levels as shown in Table
33 and Exhibit 2, would create the necessary capacity to better support the
procurement process through specification definition and review and bid evaluation
support.

ENG-05-R:_Integrate environmental review into the standard project life cycle. Being
aware of and considering environmental issues early in any design reduces the risk of
later rework or environmental compliance issues. To better encourage this early
awareness and consideration of environmental matters, the project life cycle should
specifically include environmental considerations. A suggested project life cycle is
shown in Exhibit 3.

ENG-06-R: Assign a dedicated protection engineer for PSCC support and coordination
with TSC. Protection engineering requires a thorough understanding of the systems for
proper application and testing. Grand Coulee needs a protection engineer on-site to
work with the PSCCs for coordination with external engineers such as TSC. Itis
recommended that a current electrical engineer position be reclassified as a protection
engineer.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 33. The proposed organizational structure for this
group is included in Exhibit 2.
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Recommended Staffing for Optimized Organization — Engineering

Title cu'}f;ﬁ:}gﬁ'};}o"s Recommended Positions
Supvy General Engineer 1 1
Activity Manager 1 0
Supv Mechanical Engineer 1 1
Supv Electrical Engineer 1 1
Supv Maintenance Engineer 0 1
IT Specialist (Drafting Supervisor) 1 1
Mechanical Engineer

(Incl. 1 TPP Overhaul Mechanical Engineer) 4 6
TPP/RPH Mechanical Engineer 1 2
TPP/RPH Electrical Engineer 2 2
Civil Engineer 1 1
Civil Engineer Tech 1 0
Commissioning Engineer 0 1
Protection Engineer 0 1
IA Electrical Engineer 1 0
flrlweclc Elrlcj‘:gl (Esnl:'glzlergﬁri;I Engineers) 10 12
LPH/PGP Mechanical Engineer 1 2
LPH/PGP Electrical Engineer 1 2
Engineering Tech (Drafter) 6 8
Engineering Tech TPP-OH 1 0
TPP/RPH Electrical Engineering Tech 0 1
LPH/PGP Electrical Engineering Tech 0 1
Supv Civil 0 1
Environmental Protection Specialist 2 2
Geologist 1 1
Hydrologic Technician 1 1
Natural Resource Specialist 1 1
Student Trainee 1 1
Office Aide 0 1
Maintenance Mgmt Technician 0 1
TOTAL 40 53

Table 33 - Recommended Staffing for Optimized Organization, Engineering
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6.4.5 Fire & Physical Security

Table 34 restates the key findings specific to Fire & Physical Security as described in

Section 0 and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

(Ref. Section 0)

1. Concerned the Fire Department is not
meeting NFPA requirements of four
firefighters per truck, 24/7

Recommendations

1. Explore staffing through new positions
and/or transfer of inspectors to
firefighters to reduce OT, meet NFPA

2. Current Fire Chief also serves as head of
Physical Security

2. Separate existing role of Fire Chief; split
Fire and Physical Security into two
functional groups

3. Current processes do not engage a
medically-trained dispatch officer

3. Investigate optimal solution to increase
safety precautions

4. Overloaded Physical Security staff

4. Add staff to address resource issue

Table 34 - Findings and Recommendations for Optimized Organization, Fire & Physical Security

FPS-01-R: Explore staffing through new positions and/or transfer of inspectors to
firefighters. So as to achieve NFPA compliance, options include adding firefighter
positions, and/or transferring existing inspector positions to firefighter positions. Note
that there are age limitations on firefighters, but not on inspectors. The transition from
inspector positions to firefighter positions could be gradual versus immediate, making
the change on a position-by-position basis as current inspectors leave GCPO voluntarily
via retirement or other reasons. Upon the departure of an existing inspector, the
position can be revised to a firefighter.

FPS-02-R: Separate existing role of Fire Chief; split into two functional groups. To best
serve the GCPO and to enable leadership to prioritize decisions effectively, the
responsibility for managing firefighting and physical security activities should fall under
two distinct positions/groups. It is recommended that the existing Fire and Physical
Security group be split into a Fire group and a Physical Security group under the
organizational structure shown in Exhibit 2. Recommended staffing levels for each group
are provided in Table 35.

FPS-03-R: Investigate optimal solution to increase safety precautions. Options include
hiring a medically-trained dispatcher(s) with Telecommunicator | and Il training (per
NFPA 1710) to receive non-personnel security emergency calls, dispatch Fire
Department services, and maintain contact with the caller, or potentially contracting
with a local or regional 911 service.

FPS-04-R: Add staff to address resource issue. Additional staff in the Physical Security
Office are required to keep pace with the existing and growing workload. Itis
recommended that leadership of Physical Security operations be the sole responsibility
of a Security Assistant, rather than being an additional responsibility of the Supervisory
Fire Protection Specialist, as discussed in recommendation FPS-02-R above. Further, itis
recommended that additional personnel be added to this group as per Table 35.
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Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 35. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Fire & Physical Security

Title Current Positions Recommended Positions
(as of July 2011)
Security Officer" 0 1
FIRE
Supvy Fire Protection Spec 0.5 1
Assistant Fire Chief 0 2
Lead Firefighter 2 2
Firefighter 4 10
Lead Fire Protection Inspector 0 1
Fire Protection Inspector 3 2
Office Automation Clerk 0.5 0
SUBTOTAL 10 18
PHYSICAL SECURITY
Supvy Fire Protection Spec 0.5 0
Supervisory Security Assistant 0 1
Security Assistant 2 2
Office Automation Clerk 0.5 0
SUBTOTAL 3 3
TOTAL 13 22
Notes:

1. The Security Officer is responsible for overseeing the Fire, Physical Security, Personnel
Security, and Safety groups as per the organizational chart in Exhibit 2.

Table 35 - Recommended Staffing for Optimized Organization, Fire & Physical Security

@ mwH Page 123



Review of Staffing and Processes

Grand Coulee Power Office

Page 124

6.4.6  Hungry Horse
Table 36 restates the key findings specific to Hungry Horse as described in Section 3.4.6
and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

(Ref. Section 3.4.6)

. Growing backlog of preventive

maintenance (PM) work orders

Recommendations

Increase staff levels and degree of self-
direction

Insufficient flexibility between
electrician/mechanics and operators

Investigate better cross-training
opportunities

Incomplete CARMA implementation

. Train mid-level CARMA users; leverage

complete team for work order and SOP
creation

. Standard operating procedures (SOPs)

need review and further development

. Assign one operator to assist with SOP

development

Unable to keep up with as-builts

. Temp/contractor support for conversion

and consolidation of as-builts

. Security after hours is minimal/non-

Investigate support agreements and/or

existent outside of GCPO remote
monitoring

security contract

7. Limited input into design documents and 7. Assign a project manager to Hungry Horse

contract requirements

Table 36 - Findings and Recommendations for Optimized Organization, Hungry Horse

HHD-01-R: Increase staff levels and degree of self-direction. In order to address the
growing backlog in work orders, additional resources are needed at Hungry Horse.
There is currently a plan in place to hire three electrician sub-ops to make progress in
addressing this area. In addition, Hungry Horse staff believes they could be more
efficient with an increased level of self-directed activities. With the recent turnover in
Foreman lll, it appears this might be possible and should be considered to some extent.

HHD-02-R: Investigate better cross-training opportunities. The workloads for the
maintenance and operations staff vary from week to week. Hungry Horse should utilize
support from the Region human resources and legal department to further investigate
flexibility in the job board contract for additional cross-training opportunities.

HHD-03-R: Train mid-level CARMA users; leverage complete team for work order and
SOP creation. The majority of work orders currently in CARMA contain basic
information, but there is minimal “ground truthing” of that information due to limited
resources. By training one mechanic and one electrician to be mid-level CARMA users,
coordinated with a GCPO CARMA “users group,” Hungry Horse could more efficiently
update job plans, SOPs, and actual labor and materials estimates. Another option would
be to hire a temporary worker to work with the maintenance staff to support a more
comprehensive loading of PM work orders.

HHD-04-R: Assign one operator to assist with SOP development. Although Hungry
Horse has a limited number of operators, they often are not fully utilized. By creating a
list of SOPs that need to be updated or created, Hungry Horse could more effectively
capture and utilize operator knowledge. This knowledge capture will be especially
important during periods of higher staff turnover. HH may also want to investigate best
practices in electronic O&M and SOP systems.
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® q ) HHD-05-R: Temporary/contractor support for conversion and consolidation of as-builts.
' E Due to limited staffing in engineering, there is a significant backlog in as-built drawing
verification and conversion. Hungry Horse has utilized (paid for) TSC staff to help with
the backlog, but progress has been slow. A more effective alternative may be hiring
temporary or contractor personnel to work with maintenance staff to verify as-builts
and capture them. This will become more important as additional capital construction
work takes place at the facility.

(’ ( J HHD-06-R: Investigate support agreements and/or service contract. Several times
during staff interviews associated with this study, the lack of on-site security was
brought up as a concern. Since Hungry Horse is staffed at “four 10’s,” there are
significant periods of time when the only monitoring that takes place is done by Grand
Coulee security personnel, 300 miles away. This presents a safety and security concern
for Hungry Horse staff and facilities. Hungry Horse should investigate alternative
security options, including a private security service or more extensive mutual aid
agreements with local law enforcement. This agreement might include the provision of
a more reliable radio/pager system that would allow staff on weekend rounds to be able
to directly contact local law enforcement and/or Grand Coulee.

‘ HHD-07-R: Assign a project manager to HH. The Regional contracting and construction
office make reasonable attempts to allow for Hungry Horse review of design documents
and contracts, but there is often not enough time for thorough analysis. To help
address such issues, a project manager should be assigned to Hungry Horse from within
the GCPO Project Delivery group for non-routine work.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 37. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Hungry Horse

Title Current Positions Recommended Positions
(as of July 2011)
Supv. Facility Operations Specialist 1 1
Administrative Operations Assistant 2 3
Electrical Engineer 1 1
Facility Maintenance Specialist 1 1
Electrical Engineering Tech 1 1
Reclamation Guide 4 4
Foreman Ill, Pwrplt. Maintenance 1 1
Powerplant Operator 2 2
Power System Control Craftsman 1 1
Electrician Sub-Op 2 4
Foreman I, Pwrplt. Maintenance 1 1
Mechanic Sub-Op 2 2
Safety & Occupational Health Spec. 0 1
Utilityman 4 4
TOTAL 23 27

Table 37 - Recommended Staffing for Optimized Organization, Hungry Horse
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6.4.7 Maintenance

Table 38 restates the key findings specific to Maintenance as described in Section 3.4.7
and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

(Ref. Section 3.4.7)

1. “Fiefdoms” exist within crews

Recommendations

Rotate craftsmen on each crew on a
regular basis; rotate across areas as well

2. Insufficient job closeout documentation
(limited time, resources)

Build time and resources into every job
plan for closeout documentation

3. Incomplete performance on PM work
orders

Increase staffing levels to keep up with
routine PMs

4. Procurement is currently using 50% of
planner’s time

Adjust staffing levels in Procurement and
Project Delivery

5. Unit outages run longer than scheduled
due to lack of resources

Estimate the cost of extended outages to
justify adding resources and/or adjusting
shift schedules

6. Ring seal and drum gate maintenance
should be separated from plant
maintenance

Contract out ring seal and drum gate
maintenance

Table 38 - Findings and Recommendations for Optimized Organization, Maintenance

MNT-01-R: Rotate craftsmen on each crew on a reqular basis; rotate across areas as

well. The more exposure new journeymen have to experienced journeymen, the more
knowledge transfer there will be. To increase this exposure, the crews in the newly-
defined LPH/PGP and RPH/TPP areas should be rotated on a periodic basis (e.g., 6
months, 1 year) to get a variety of knowledge transfer from different foremen, other
crew members, and different areas. Foremen can remain in their current
positions/locations. This will also help to relieve any frictional or complacent
foreman/journeymen relationships. This recommendation does not apply to specially
trained crews nor does it apply to crews in the industrial area or the recommended non-

routine maintenance group.

MNT-02-R: Build time and resources into every job plan for closeout documentation. All

jobs and projects, large and small, should designate an accountable person as well as
schedule adequate time for proper closeout and completion of documentation. The
specific documentation requirements according to established policies should be listed
on the work order and should include descriptions of work performed, as-builts, SOP
updates, safety, job hazard plans, etc. If these steps and the time required are not
included in existing work order estimates, they should be revised.

Procedures need to be established for processing and assigning responsibility for the
completion of the as-builts and SOPs. The completion of this work needs to be tracked
through the process, and resources need to be scheduled or added as needed to ensure

completion.

PM work notes are critical for knowledge transfer and future work planning. If these are
not entered directly into CARMA there is a possibility that the notes could be incorrect
and incomplete. The crews should have the time, training, and responsibility to enter
their own work notes. The cost of additional craft time to enter the notes will be offset
by the benefit of better and more efficient job plans in the future.
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To facilitate this recommendation, among other reasons, employee-to-supervisor ratios
in the Maintenance groups have been reduced, as shown in Table 39 and Table 40.

MNT-03-R: _Increase staffing levels to keep up with the routine PMs. As part of this
staffing study, labor for skipped or partially conducted PMs has been totaled for each
craft for each area to estimate the additional craft resources required. The same
analysis was conducted for additional engineering or other resources required. In
addition to this analysis, the recommended organization structure, as shown in Exhibit
2, separates non-routine maintenance crews from routine crews, allowing these crews
to focus on keeping up with preventive maintenance requirements.

MNT-04-R: Adjust staffing levels in Procurement and Project Delivery. To allow the
planners to focus on job planning, a dedicated person for procurement, as
recommended in ADM-06-R, is needed to prepare specifications and work within the
Federal Acquisition Regulations (FAR) to obtain the materials needed. Procurement
staff would work closely with counterparts in the Maintenance and Project Delivery
areas.

MNT-05-R:_Estimate the cost of unit outages to justify adding resources and/or
adjusting shift schedules. In coordination with the recommended Enterprise Planning
group, Maintenance should routinely evaluate staffing levels and alternative shift
schedules (e.g., 24-hour coverage, 7 days) on a project-by-project basis. Such evaluation
should consider the cost of unit outage durations/extensions against the cost of staffing
or shift adjustments for routine and non-routine maintenance and/or contractor
support.

MNT-06-R: Contract out ring seal and drum gate maintenance. The long-term jobs of
ring seal gates and drum gate maintenance are separate from plant maintenance and
distract from the duties of the plant supervisors. The work is repetitive and does not
require maintenance personnel who are familiar with the plants. This work could be
effectively contracted out, reducing the overall maintenance headcount (and required
staffing/hiring increases).

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that Maintenance functional group be reorganized from the existing three groups
(LPH/PGP, RPH/TPP, and IA) into four groups (LPH/RPH, TPP, PGP, and IA/Structures &
Non-Routine). The following tables show the staffing levels and mix under the current
organization and under the recommended optimized organization. The proposed
organizational structure for this group is included in Exhibit 2.
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Staffing Under Current Organization — Maintenance

Title LPH/PGP | RPH/TPP 1A Total
Supvy Facility Operations Specialist 1 0 1 2
Supv Il, Hydromaintenance (M) 1 2 2 5
Supv Il, Hydromaintenance (E) 2 1 1 4
Supvy General Engineer 0 1 0 1
Planner/Estimator 2 3 2 7
Warehouse IlI 1 0 0 1
Foreman |, Hydromechanic 4 2 4 10
Hydromechanic 17 19 24 60
Hydromechanic — Term 0 6 0 6
Hydromechanic — Term, TPP Overhaul 0 4 0 4
Hydromechanic (Ring Seal Gates) 2 0 0 2
Hydromechanic Apprentice 5 0 0 5
Maintenance Mgmt Technician 3 3 2 8
Hydromaintenanceman | 0 0 4 4
Hydromaintenanceman Il 0 0 1 1
Heavy Mechanic 0 0 3 3
Foreman |, Electrician 0 2 1 3
Foreman |, Electrician (Power Sys) 4 0 0 4
Foreman |, Elec. (Power Sys) — GDACS 2 0 0 2
Electrician (Power Sys) 13 13 6 32
Electrician (Power Sys) — Term 2 3 0 5
Electrician (Power Sys) — GDACS 3 0 0 3
Electrician (Power Sys) — GDACS, Term 6 0 0 6
Electrician (Power Sys) — Term, RPH BLG 0 2 0 2
Electrician (Power Sys) — Term, TPP BLG 0 1 0 1
Electrician (Power Sys) — Term, GDACS 0 1 0 1
Electrician (Power Sys) — Term, TPP OVHL 0 4 0 4
Foreman I, Lineman 0 0 1 1
Lineman 0 0 2 2
Foreman I, PSCC 0 1 0 1
Power System Control Craftsmen 4 2 2 8
PSCC, Trainee 0 1 1 2
TOTAL 72 71 57 200

Table 39 - Staffing Under Current Organization — Maintenance
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Recommended Staffing for Optimized Organization — Maintenance

IA/Structures
Title LPH/RPH TPP PGP & Non- Total
Routine
Supv Facility Ops Specialist 1 0 1 1 3
Deputy Facility Ops Specialist 1 1 1 1 4
Sup Il, Hydromaintenance (E) 2 2 2 3 9
Sup Il, Hydromaintenance (M) 2 1 1 3 7
Planner/Estimator 2 2 1 3 8
Warehouse I 1 0 0 0 1
Supv General Engineer 0 1 0 0 1
Foreman |, Hydromechanic 4 3 2 7 16
Hydromaintenanceman Il 0 0 0 1 1
Hydromaintenanceman | 0 0 0 3 3
Hydromechanic 17 18 8 38 81
Hydromechanic Apprentice 5 0 2 0 7
Heavy Mechanic 0 0 0 3 3
Maintenance Mgmt Technician 3 2 1 3 9
Foreman |, PSCC 1 1 1 1 4
Power Systems Control Craftsman 5 2 3 4 14
Foreman |, Electrician 0 2 0 2 4
Foreman |, Electrician (Power Sys) 3 1 3 5 12
Electrician 0 0 0 2 2
Electrician (Power Sys) 15 16 14 28 73
Foreman |, Lineman 0 0 1 1
Lineman 0 0 0 3 3
TOTAL 62 52 40 112 266

Table 40 - Recommended Staffing for Optimized Organization, Maintenance

6.4.8 NERC/WECC Compliance

Assessment of the NERC/WECC functional group identified no major issue or challenges,
including resources. Quantitative results presented in Section 4.3.8 supported this
assessment. Therefore, MWH recommends that the staffing levels and mix for this
functional group under the optimized organization be as shown in Table 41, consistent
with current staffing levels. The proposed organizational structure for this group is
included in Exhibit 2.

Recommended Staffing for Optimized Organization — NERC/WECC Compliance

Title Current Positions Recommended Positions
(as of July 2011)

Supvy Electrical Eng. (NERC/WECC) 1 1

IT Specialist (Security) 1 1

Elec. Engineer Tech (NERC/WECC) 2 2

TOTAL 4 4

Table 41 - Recommended Staffing for Optimized Organization, NERC/WECC Compliance
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6.4.9 Operations
Table 42 restates the key findings specific to Operations as described in Section 3.4.9
and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

(Ref. Section 3.4.9)

. Struggling to keep up with increasing

amount of switching orders

Recommendations

Improve enterprise-wide work planning,
including clearances, to better coordinate
advanced placement

Limited communication from
Maintenance to Operations at completion
of work

. Adjust procedures to require Operations

to sign off on complete work order after
being briefed by Maintenance crew

. SOP shop cannot keep up with workload

. Set policies for SOP shop requirements

and staff accordingly

Insufficient review and participation on
capital projects

Integrate Operations into review of
capital project design requirements and
submittals

Incomplete performance on required
testing

. Schedule and implement all FAC 02-01

required testing

Manual operator interface is required for
unit start/stops

. Track and fix automation issues as a

performance goal

Backlog of recurring equipment trouble
reports

. Coordinate (operations and maintenance

staff) to determine root cause and test
after rectification

Insufficient completion of incident root
cause analysis

Increase engineering support to conduct
root cause analysis

Table 42 - Findings and Recommendations for Optimized Organization, Operations

OPS-01-R: Improve enterprise-wide work planning, including clearances, to better
coordinate advanced placement. Increased planning that considers all crew work,
contractor work, operations schedules and unforeseen trouble work orders would allow
for increased advanced clearance placement. This would reduce the wasted crew time
and delays to contractors waiting for clearances to be prepared and placed. Such
planning could be provided by the Enterprise Planning group recommended in GCP-04-
R.

OPS-02-R: Adjust sign-off procedures to require Operations to review completed work
orders after being briefed by Maintenance crew. A revised sign off procedure for work
orders would increase accountability, allow the operators to read the work notes, and
the foreman to brief the operator on the work completed. This information allows the
operator to be aware of any potential problems when returning the equipment to
service and adds a level of check to the work order closeout process.

0OPS-03-R: Set policies for SOP requirements and staff accordingly. The FIST
requirements for annual review of all existing SOPs, Control Board Directories, OD
Drawings, and Annunciator books cannot be accomplished by the existing staff due to
the volume of documents. A variance should be written to the FIST requirements to a
level that can be achieved. New SOPs need to be written for the new equipment
associated with the capital program and this will require additional SOP-support
resources. When jobs are bid, providing an SOP and training for personnel if necessary
should be included in the requisition. The company/contractor should be required to
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provide a draft SOP for the work up front for Operations review and a final SOP before
final payment for services. Additional staff should be added to the SOP team, including
two (2) FTEs, plus two (2) temporary contract staff to help address the current backlog
of SOP edits.

OPS-04-R: _Integrate Operations into review of capital project design requirements and
submittals. Procedures need to be part of the overall project delivery of the capital
projects to include input and review from Operations. This will prevent rework of
systems that do not meet the plant needs. The review time needs to be included in the
design schedule and time for Operations review needs to be part of the capital support
labor estimates.

OPS-05-R: Schedule and implement all FAC 02-01 required testing. FAC 02-01
requirements for annual testing of outlet gates and valves should be scheduled in
CARMA and if the requirements cannot be met, adequate resources should be in place
or an appropriate variance should be written.

OPS-06-R: Track and fix automation issues as a performance goal. All unit start/stops
are initiated by the Dispatches through SCADA, although periodic assistance by the plant
operator is needed to complete the automatic sequence. The automatic sequence
issues that require operator assistance need to be entered as CM work orders and the
root cause of the issues should be identified and addressed. The number of operator-
assisted start/stops needs to be tracked to identify problem areas and appropriate
performance goals should be set.

OPS-07-R: _Coordinate to determine root cause and test after rectification. Maintenance
crews should work with Operations when working on an Operation work order to
communicate the problem, review the repairs conducted, and test while the crew is
present. Repetitive Operations work orders for the same issue should be given high
priority and may need engineering support.

OPS-08-R: Increase engineering support to conduct root cause analysis. PO&M 171
power incident reports root cause analysis and rectification may need engineering
support. Without a comprehensive root cause analysis, incidents may reoccur creating
a personnel safety and equipment hazard. The new Maintenance Engineering
Supervisor added to the Engineering group can make root cause analysis a priority with
assistance from plant engineers.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 43. The proposed organizational structure for this
group is included in Exhibit 2.
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Recommended Staffing for Optimized Organization — Operations

Title Current Positions Recommended Positions
(as of July 2011)
Power Operations Superintendent 1 1
Supv Il, Hydromaintenance 2 2
Supv Il, Specialist (Sys Analyst) 1 1
Supervisory Power Ops Specialist 1 1
Powerplant Dispatcher 5 5
Outage Dispatcher 1 1
Powerplant Dispatcher Assistant 5 5
Powerplant Operator, Senior 6 6
Powerplant Operator 19 19
Foreman |, PSCC 1 1
PSCC 8 8
IT Specialist 4 4
Power Operations Specialist 2 4
Editorial Assistant 1 1
Program Support Assistant 1 1
Planner/Estimator 1 1
TOTAL 59 61

through its backlog of work.

It is also recommended that Operations add 2 temporary contractors to help the SOP team get

Table 43 - Recommended Staffing for Optimized Organization, Operations

6.4.10 Project Delivery

Table 44 restates the key findings specific to Project Delivery as described in Section
3.4.10 and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

Recommendations

(Ref. Section 3.4.10)

1. Lacking sufficient project delivery
resources and capabilities to match
backlog of work

. Continue with ongoing formation of GCPO

Project Delivery organization

from start to finish

2. Limited authority to truly manage projects

Improve coordination between COTR and
Project Delivery

3. Lack of clear project information

Implement project and program-level
reporting capabilities

4. Lack of up-front planning negatively
impacts delivery success

Engage in up-front project planning

5. Limited understanding of past decisions
and institutional knowledge

Establish system to record decisions,
priorities, and justifications

6. QA/QC may be inadequate for large
technical capital jobs

Implement industry standard QA/QC
program and coordinate with
Construction

7. Limited coordination during
commissioning

Increase coordination through
commissioning

8. Limited application of a formal project
closeout process

Implement a closeout and turnover
process

Table 44 - Findings and Recommendations for Optimized Organization, Project Delivery
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PDL-01-R: Continue with ongoing formation of GCPO Project Delivery organization.
Ongoing efforts to develop a Project Delivery organization within the GCPO should be
continued and emphasized. In order to complete the implementation, the
organizational structure needs to be modified and new positions filled. Standardized
processes and policies (e.g., project chartering, cost estimation, risk management,
resource leveling, etc.) should be developed and supporting systems and tools defined
and implemented for proper project controls.

PDL-02-R: Improve coordination between COTR and Project Delivery. Projectized
project delivery teams are the industry standard for large hydro rehabilitation projects
as being implemented at Grand Coulee. To implement all the required technical control
and management of the project as a whole, the Construction office’s services need to be
aligned under the GCPO project manager. The project manager should be the primary
point of contact and decision maker representing the GCPO for all the support services
provided by the TSC and Regional Office, including the Construction Office. Maintaining
the Contracting Officers Technical Representative (COTR) as a position assigned to the
Construction Office is consistent with Reclamation practice; however, close coordination
between the project manager and the COTR is necessary to ensure effective execution
of the project consistent with GCPO-wide prioritizes and project requirements.

PDL-03-R: Implement project and program-level reporting capabilities. The Power
Manager and Deputy Power Managers have a wide span on control and extensive
responsibilities. The capability to focus their attention on the most critical areas will
benefit the plant. When executives have the right information available to identify
issues and trends and know where to prioritize, the most critical issues get their
attention, and get it early while there is still time to have impact before a crisis occurs.
Implementation of project and program level reporting/dashboarding capabilities would
turn existing data into valuable information to provide the Power Manager and Deputy
Power Managers the insight to focus on the right issues, at the right time.

Some efforts are already underway to improve project and program-level reporting;
these efforts should be accelerated and reinforced. Reports developed today by the
Project Delivery group represent a good start toward robust project-level reporting that
can be rolled up to the program level. However, the manual manipulation required
today to produce these reports is inefficient and prone to human error. Portions of
these reports should be automated or semi-automated by leveraging systems currently
in place, such as the Program and Budget Database and future systems such as
Primavera P6/ERD.

If earned value management (EVM) will not be a standard used on all projects for
reporting variances in schedules and budgets, a less detailed but still rigorous “EVM lite”
approach should be adopted. In addition to an EVM-type solution, reporting should
include other aspects of project delivery, such as key performance indicators around
communications, public relations, quality management, regulatory compliance and
permitting, and change orders. These should be part of a robust reporting model.

PDL-04-R: Engage in up-front project planning. The greatest potential to impact the
success of a project with the least amount of cost is in the planning phase. Effective
planning establishes the foundation for the subsequent execution of the work. A
standard “kick-off” process that includes a project plan, task assignments, team
meetings and communication protocols will benefit the project from day 1 to close out.
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PDL-05-R: Establish system to record decisions, priorities, and justifications. The GCPO
staff identified challenges that have arisen in the past, and negative impacts to the
facility due to a lack of understanding of decisions/priorities or justifications for past
decisions. A system of record for these decisions could be used to ensure there is
understanding of the rationale behind past decisions, and that current decisions are
made based on the best available information. Such a system would be used to make
decisions that affect the delivery of a project as it is progressing and act as an archive,
providing an auditable single source of record, that details how decisions were reached
and the individuals that were party to them.

PDL-06-R: _Implement industry standard QA/QC program and coordinate with
Construction. An ISO 9000 three phase quality control plan needs to be required of the
contractors and monitored by a dedicated technical QA/QC officer reporting to the
Grand Coulee project manager. QA/QC requirements should be specified in the
contract.

PDL-07-R: Increase coordination through commissioning. A commissioning team needs
to be established at Grand Coulee that reports to the Project Delivery group,
Superintendents, and Power Manager. The commissioning phase involves establishing
boundaries for sub-systems, detailed pre-commissioning procedures for all systems,
turnover procedures for sub-systems to commissioning, detailed commissioning
procedures, detailed performance test procedures, commissioning reports, and
turnover procedures to operations. This effort needs coordination by the project
manager as it involves many entities such as the Contractor, Construction Group,
Engineers (GCPO, Regional Office, TSC), Maintenance, and Operations.

PDL-08-R: Implement a closeout and turnover process. The designers and the plant
need to confirm the project is complete along with all documentation (design records,
contractor submittals, RFls, as-builts, SOPs, O&M manuals, required training, etc.) and
implement this into the O&M system. The Grand Coulee project manager could
coordinate these activities. Once gathered, documentation should be loaded into a
robust, easily updateable, easily accessible electronic asset documentation system
containing SOPs, equipment manuals, photographs, and more, forming a
comprehensive electronic O&M manual.
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Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 45. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Project Delivery

Title Cur(:f:;tj;yoz?ltll)ons Recommended Positions
Supervisory Senior Project Manager 0 1
Project Managers 4 12
Budget Analyst 0 1
Budget Tech' 0 1
Cost Estimator 0 1
Project Controller 0 3
Clerk / Office Aide / Doc Controller 0 2
Quality Manager 0 1
TOTAL 4 22
Notes:

1. Budget tech is recommended at 1 employee based on P6 CARMA integration (ref. SYS-05-

R); otherwise increased staffing will be needed

Table 45 - Recommended Staffing for Optimized Organization, Project Delivery

6.4.11 Public Affairs
Table 46 restates the key findings specific to Public Affairs as described in Section 3.4.11
and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

) Recommendations
(Ref. Section 3.4.11)
1. Work is primarily reactionary in nature 1. Implement a Request Monitoring System
and increasing staffing
2. Plans are out of date 2. Add a resource to update plans
3. Support and response requirements to 3. Proactively maintain communication with
outside agencies are increasing the outside entities and increase staffing
to support
4. Limited external community 4. Develop and implement an education
education/involvement program outreach program to local schools

Table 46 - Findings and Recommendations for Optimized Organization, Public Affairs

PAF-01-R: Implement a Request Monitoring System and increase staffing. Similar to an
IT Help Desk, implement a Request Monitoring System to allow for the logging of public
affairs requests. With such a system, it will allow for managing, monitoring, archiving,
and tracking of those requests and the time necessary to respond. The system can be
implemented in a multitude of ways from an automated, database process to the use of
manual documentation and spreadsheets. ADMIN work orders could also be created in
CARMA to track such requests/actions. Also, an additional resource could help temper
the impact of unplanned requests and ensure that base load work is still progressed.

PAF-02-R: Add a resource to update plans. The same resource recommended above in
PAF-01-R could also invest significant time in developing and updating plans, such as the
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Succession Plan/Continuity Plan for the Visitors Center, the Stakeholder Involvement
Plan, and the Scope of Collections Statement.

PAF-03-R: Proactively maintain communication with the outside entities and increase

staffing to support. Continuing to proactively coordinate and communicate with tribal
entities, fish hatcheries, etc., will provide increase advanced notice of required work
associated with such agencies. An investment in additional proactive outreach would
generate multiple benefits, such as increased employee morale, employee recruitment
and retention, and potentially contribute to supporting the local economy. The
additional staff member recommended in the previous two recommendations would
also help manage increasing requests. Alternatively, it is recommended that some of
the coordination efforts be transferred from GCPO responsibility; in particular,
coordination efforts with the Leavenworth fish hatchery could be transferred to the

Regional Office.

PAF-04-R: Develop and implement an education outreach program to local schools. By

developing such a program, the potential exists for educated and interested future
employees directly from the local community. Additionally, a formal program with
GCPO and the surrounding communities would benefit from a combined effort to
support tourism, increase awareness, and maintain mutually beneficial relations. This
program would likely involve Public Affairs staff supporting a wider group of trained
“volunteers,” made up of GCPO employees from various functional groups.

Note that the above recommendations are primarily focused on external
communications; however, this functional group could also play a role in supporting
internal communications. For example, Public Affairs could assist management, safety,
security, and other program staff raise awareness about their programs.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 47. The proposed organizational structure for this

group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Public Affairs

Title Cur{'::ftjzf’zi"ltl')ons Recommended Positions
Supervisory Public Affairs Specialist 1 1
Public Affairs Specialist 0 1
Supv Reclamation Guide 2 2
Reclamation Guide 14 14
TOTAL 17 18

Table 47 - Recommended Staffing for Optimized Organization, Public Affairs
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6.4.12 Safety
Table 48 restates the key findings specific to the Safety Office as described in Section
3.4.12 and lists recommendations to address each within the optimized organization.

Key Findings and Challenges

(Ref. Section 3.4.12)

Limited safety presence in plants

. Assign safety officer to each plant (rather

Recommendations

than leveraging craftsmen as CDSOs)

Inconsistency between GCPO safety
requirements and contractor safety
requirements

Evaluate and align contractor safety and
GCPO safety policies

Inconsistent or incomplete incident
reporting

Encourage cultural shift toward
acceptance

Inconsistent understanding of Stop Work
policies

Implement revised Stop Work policy and
train plant leadership and staff
accordingly

Misalignment in the contractor Special
Work Permit safety process

Make the Foreman | clearance holder also
the inspector

Table 48 - Findings and Recommendations for Optimized Organization, Safety

SAF-01-R: Assign safety officer to each plant. Safety is the responsibility of all GCPO
personnel and must remain a part of the culture. However, additional staff dedicated to
safety could help drive the culture while enforcing proper safety practices. Safety in the
plant should not be a side duty of foremen or supervisors but needs the full-time
attention of a plant safety officer. This safety officer could also coordinate with the
Construction Safety Officer to establish common safety requirements for plant
personnel and contractor personnel (ref. SAF-02-R). It is certainly not intended or
recommended that this safety representative in the plant simply take on the safety
duties that others are not willing to take on; his/her role is to drive the culture and
support the plant teams in doing so.

SAF-02-R: Evaluate and align contractor safety and GCPO safety policies. Application of
safety policies needs to be consistent across the GCPO facilities, and across contractor
and GCPO staff. Considering the expected increase in contractor employees supporting
capital work over the next decade, achieving and applying consistent safety policies for
all on-site employees is critical.

SAF-03-R: Encourage cultural shift toward acceptance. Incident reporting is intended to
benefit the entire organization, not penalize the subject party. Root cause analysis
needs to be enforced to allow for continual process improvement and potential
predictive analysis. Lessons learned need to be better conducted, documented and
communicated. Short reports of all safety incidents should be provided to all employees
to enhance overall safety awareness. Incentives to encourage (or at least not
discourage) near-miss reporting should be investigated and implemented; near miss
reports should not have a negative impact on a performance evaluation.

SAF-04-R: Implement revised Stop Work policy and train plant leadership and staff
accordingly. With safety as a high priority, every employee should be encouraged to
vocalize his or her safety concerns without penalty.
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‘. SAF-05-R: Make the Foreman 1 clearance holder also the inspector. The inspector

PF needs to be familiar with the work they are inspecting. The clearance holder should be
familiar with the work being done under the clearance. As it is now, the construction
inspector may not be familiar with the work and the Foreman is holding a clearance on
job that he is not involved in. The Foreman | assigned to hold the HECP for the
contractor’s work could perform both roles, also being an inspector for the contract.
The Forman | would then be familiar with the contractor’s work and have authority over
the contractor making it a safer environment.

Considering the GCPO-wide recommendations presented in Section 6.1 and the
functional group-specific recommendations provided in this section, MWH recommends
that the staffing levels and mix for this functional group under the optimized
organization be as shown in Table 49. The proposed organizational structure for this
group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Safety

Title Current Positions

Recommended Positions
(as of July 2011)

Supervisory Safety and Occupational
Health Group Leader

Safety and Occupational Health
Specialist

Safety Assistant

Safety Hygienist

Office Aide

TOTAL

1 1

N
N

vl |o|+~
0 |w|~

Table 49 - Recommended Staffing for Optimized Organization, Safety

6.4.13 Enterprise Planning (Recommended New Group)

Recall that GCP-04-R recommends the formation of a Enterprise Planning group with
dual responsibility for strategic asset planning and enterprise support to work
scheduling and planning. MWH recommends that the staffing levels and mix for this
new functional group under the optimized organization be as shown in Table 50. The
proposed organizational structure for this group is included in Exhibit 2.

Recommended Staffing for Optimized Organization — Enterprise Planning

Title Current Positions Recommended Positions
(as of July 2011)

Supervisory Asset Manager 0 1

Senior Scheduler 0 1

Scheduler 0 1

Budget Analyst 0 1

Cost Estimator 0 1

Office Aide 0 0.5

TOTAL 0 5.5

Table 50 - Recommended Staffing for Optimized Organization, Enterprise Planning
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6.5

Systems Recommendations

A review of staffing, organization, and processes is incomplete without a review of the systems
in place to support the people and processes. Therefore, as part of this study, a high level
systems review was performed to identify opportunities for greater efficiencies in business
processes. A complete summary of this review is included in Appendix 7. Many
recommendations presented therein are incorporated into GCPO-wide and functional group
recommendations described in Sections 6.1 and 0, respectively. Following are an additional set
of system-specific recommendations that are part of the optimized organization.

SYS-01-R: Define O&M key performance indicators. Key performance indicators (KPlIs) should be
identified, documented, and tracked for O&M activities. Data points required to measure those
KPIs must then be determined. Following is a list of example, generic KPIs; the GCPO should
develop its own set of mission-focused indicators.

e % of Corrective vs. Proactive Work Orders

e % of Time / Money Spent on Corrective vs. Planned Work Orders
% of Work Completed On-Time

Cost Per KWh / Unit

Cost Per KWh / Powerhouse

e Safety Index

e Environmental Index

e Security Index

e Qutages Due to Unscheduled Maintenance / Month

e  (Critical Spare Levels

e Compliance with Predictive Maintenance Program

e Equipment “Bad Actor” Trend

e Qvertime Hours

e Total Lost Hours

e Work Order Backlog in Man-Hours

o % of Work Orders Closed within Two Days of Completed Work

SYS-02-R: Establish CARMA system ownership, user group, and training. System ownership,
healthy user groups, and sufficient training are all important aspects of a successful system
deployment, and should be implemented with respect to the CARMA system. CARMA requires a
defined system owner to help assure the system is meeting the needs of the business and to be
the GCPO individual responsible for troubleshooting and lobbying for fixes, new reports,
changes, and enhancements. The owner would be the local “go to” person for CARMA at GCPO,
likely a Maintenance Management Technician.

Additionally, the establishment of a formal CARMA user group would provide an internal
community to support one another. A formal user group would allow the system owner and
super users to share insight into system use and easily distribute knowledge amongst the body
of GCPO users. Insight and expertise presented in the user group would be retained and
accessible for future reference, potentially increasing the consistency and accuracy of the
application while at the same time keeping training costs down.

Finally, as there is little formal training at this time on the CARMA system, training for both
general users and advanced users (those who use the report writing functionality within
CARMA) would help to assure the system is delivering as much value as possible. Note that
general / tool-focused / Reclamation-wide training will not be as effective as a GCPO-specific
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curriculum. This would provide standardization on how GCPO will use the Reclamation-
provided CARMA system.

SYS-03-R: Implement enterprise version of Primavera P6. In an organization the size of GCPO,
the standardized use of an enterprise project controls system is mission-critical, essential to the
efficient and effective operation of the facility and the delivery of capital projects. The industry
standard for project controls systems is Primavera P6 Enterprise Project Portfolio Management
(EPPM). EPPM can run on a server located at GCPQ, in the Regional Office, or at the TSC, but
given that power-users of the application tend to prefer using the thick client rather than the
web client, it is recommended that GCPO install the application locally. Primavera P6 Client,
which could be installed on individual computers, is not recommended. The centrally located
EPPM will provide the ability to create GCPO-wide schedules and effectively resource-level
across the organization (and educate future staffing reviews). If the use of EPPM is not possible,
an alternative would be Microsoft Project Enterprise.

SYS-04-R: Implement Primavera ERD. Primavera P6 is a robust tool but lacks sufficient reporting
capabilities, particularly with respect to historical project schedule and cost data. Primavera
Enterprise Reporting Database (ERD) is a datamart add-on that provides both a data store and
more powerful reporting that can be leveraged to show trends and the kinds of historical
reports that the Project Delivery group is beginning to attempt to assemble.

SYS-05-R: Integrate Primavera P6 and CARMA. CARMA, while an excellent work and
maintenance management application, is not well suited to the management of complex,
projectized activities that take place over a long period of time. Proper controls systems like
Primavera P6 are required to manage that type of work in an organization, and at GCPO, with so
much overlap and sharing of resources, integration between the two systems would provide
significant value. With such an integration in place, work can be planned/described in CARMA,
then exported to P6, resource-leveled and scheduled, and then sent back into CARMA.

The TSC has stated that no integrations will be possible with CARMA, but GCPO can make the
case that integration between the two systems is mission-critical based on the outage schedule
and how it affects both routine and non-routine work and external stakeholders.

SYS-06-R: Integrate SharePoint and P6/ERD. While Primavera P6 is a key tool in the
organization, it is typical to limit the number of users to a small, highly-specialized project
controls team (part of Project Delivery). This project controls team is responsible for interfacing
with project managers to gather key project data, keeping project schedules up to date in the
system, reporting project progress, putting together earned value reports, estimates to
complete and other best project controls practice. Due to the limited number of users with
access to the system (licenses are not cheap) and the large number of employees needing to see
the project schedules, integrating P6/ERD with Microsoft SharePoint would allow a central
location (SharePoint) for users to retrieve project schedule information and reports. At a
minimum, project schedules can be converted to PDF format on a regular basis and simply
posted to SharePoint; a more robust solution would automate the transfer of information from
P6 to SharePoint, making milestone dates, resource availability, and progress much more visible
to the management team and broader organization.

SYS-07-R: Develop a Document Management Plan. GCPO, like many organizations, suffers from
not having a coherent strategy around managing documents. There are numerous systems,
thousands of documents, version control problems with drawings, dozens of document “hidey-
holes,” project files sitting on local drives, out of date hardcopies — in general, staff do a decent
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job tracking the documents that they touch on a day to day basis, but there are significant issues
and potential risk to the facility when documents change hands — e.g., during the commissioning
process or during the delivery of submittals or RFls.

“Document management” means many different things to different people. The first step
towards managing that risk is to describe what types of documents and processes are
unmanaged, and to then put a plan in place that outlines the policies, processes, systems and
quality management of each overall area (e.g., technical archive, regulatory compliance, project
files, email, drawings, SOPs, construction submittals). Following the plan, GCPO can tactically
target the high reward/low effort areas, along with the high risk items that need to be dealt with
immediately.

SYS-08-R: Initiate scanning/archiving process. GCPO currently stores documents in multiple
formats and multiple locations with limited oversight to assure that key documentation is
present and accounted for. A significant area for improvement is the digitization of paper
documents such as equipment O&M manuals, SOPs, and other documents found in the
technical data center of the Grand Coulee administration building and throughout the three
powerhouses. Not an insignificant effort, this activity can be completed over time, using
contracted help, interns or staff downtime, and/or can be “projectized” to ensure it receives
proper attention. Considering the ramp up in capital work and growing risk of lost institutional
knowledge in the form of retirements, the urgency for this activity has never been greater.

SYS-09-R: Streamline/improve drawing management. The GCPO is currently struggling with
version control on as-built and facility drawings. Drawings are routinely “checked out” from
Meridian for extended periods of time, and as a result, others needing to update those same
drawings create “offline” versions, which then become challenging to merge back into the
master set, if done at all. More often, there then exist divergent versions of the drawing in two
or more places. GCPO should make improvements to and enforce the policies, procedures,
systems and quality management in this area. Assigning and empowering an owner of the
drawing system will help, if one has not already been named. It is also recommended that a
short project be set up to perform “clean up” on the current set of drawings.

SYS-10-R: Standardize project and construction management document control. To better
support project and construction management, and to reduce risk and increase efficiency, the
GCPO should standardize the handling of traditional construction documents, including the use
of an electronic tracking system for contractor submittals, RFls, field orders, change orders and
the like. The cost of an enterprise document control system is fractional when compared with
the volume of vital information that flows through it, from legal and contractual documents to
critical technical designs and regulatory compliance documentation. Having everything from a
project in one system will assist with the commissioning process, reducing claims, providing full
asset details to equipment in CARMA, and more. It is a mission-critical system for GCPO. Steps
needed to move this standardization forward include:

e Name a champion to own the document controls role within the organization

e Implement/identify a GCPO system for document management

e Establish standardized system use guidelines (not just vendor training materials, but
GCPO-specific materials)

e Adjust contract language to enforce contractors to use the system for submittals (e.g.,
“if a USBR electronic document management exists, you must...”)
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SYS-11-R: Create a SharePoint implementation and governance plan. MS SharePoint can be
deceptively difficult to implement. Once installed, it can be easy to get started building —in
some cases too easy. In contrast to the months and years-long requirements gathering involved
in traditional waterfall enterprise application implementation, where it’'s common for systems
with long gestation periods to fail to meet or keep up with changing business requirements,
SharePoint offers a blank slate and rich palette of tools that allows developers and configuration
specialists to get started with no planning at all. The results often speak for themselves, lacking
cohesion, user-friendliness, and any kind of impact on the business — a tragedy, considering the
time and monetary investment most businesses make in the technology.

To avoid this scenario, the GCPO should conduct some "big picture" SharePoint vision and
planning sessions. As a result, a detailed implementation plan that calls out tasks, priorities,
timelines, milestones and levels of effort can be established. A governance board should be put
in place to act as a steering committee for the initial and ongoing build-out of the SharePoint
sites, to meet monthly or quarterly, as required. Without such a steering committee,
SharePoint’s “organic” growth can be hard to control and detrimental to the adoption and
usefulness of the application.

SYS-12-R: Create a centralized repository of identified needs/projects. Rather than using a
variety of spreadsheets to track identified projects or needs by funding source, a centralized,
database-driven repository should be created for storing such identified facility needs/projects.
This repository would act as a central location, owned by the Asset Manager in the
recommended Enterprise Planning functional group, where approved users would log in and
record identified needs and projects, which would feed into a regular project prioritization
process (ref. SYS-13-R).

SYS-13-R: Support the project prioritization methodology with more robust technology. While
Excel spreadsheets can be used for calculations and light prioritizations, the use of a robust
methodology and prioritization engine will offer significant benefit by offering an improved
interface, enhanced workshop and collaboration capabilities, the ability to weight or calculate
priorities systematically, the ability to factor in constraints, and the ability to show projects
prioritized by sub-groupings such as fund or department, as well as a rolled-up enterprise view
of the prioritized projects. Documenting the project prioritization methodology, naming an
owner, and implementing a simple, yet more robust supporting technology would help to
formalize this process. ldeally, a single application will support both SYS-12 and SYS-13.

SYS-14-R: Upgrade the GCPO network. Concerns are routinely raised regarding network
performance / congestion at GCPO. This issue negatively impacts the use of all Reclamation
systems functioning from the TSC. A detailed analysis should be undertaken to understand
whether improvements (e.g. installing new hardware) at either end of the network will offer
increased performance. Of particular interest would be “low-hanging fruit” improvements that
require modest investments of time and / or money. Note that as more systems and staff come
online at GCPO, network traffic and congestion will also increase.

SYS-15-R: Separate Hungry Horse network from GCPO. The Hungry Horse facility routes all of its
network traffic through GCPO. As a potential means to reduce congestion within the GCPO
network, it is recommended that Hungry Horse be wired on a separate, dedicated network line.
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7.0 Implementation Planning

Implementing many of the recommendations contained in Chapter 6 will require significant
organizational change. These changes are difficult in any organization, but are particularly challenging in
larger, mature organizations like GCPO. The barriers to change include organizational inertia, formal or
informal policies and requirements, personal resistance to change, along with limited resources. In
order to identify some of those barriers, develop a more detailed approach to implementing each
recommendation, and kick-start the change process, MWH facilitated a series of implementation
planning workshops with GCPO as a component of this study.

These workshops were designed to encourage GCPO participants to think about each recommendation
in greater depth, identifying more discrete implementation steps, relative levels of effort, relative
impacts of implementation, logical sequencing, and ownership. The workshop approach is described in
greater detail in Appendix 9. The output from the workshops includes:

1. adetailed implementation planning table; and
2. aninitial master implementation schedule covering the next four years.

The schedule is intended to serve as a starting point for tracking progress, and GCPO should consider
assigning a project manager to track progress going forward. Both documents are included in Appendix
9 — Implementation Planning Workshop Summary.

8.0 Conclusion

The purpose of this study was to assess the current staffing levels, organizational structure, and business
processes of the GCPO, and propose an optimized organization, structured and staffed appropriately for
the long-term to meet O&M and capital needs of the plants within its control in an efficient manner.
The methodology employed combined qualitative research with quantitative analysis to assess the
current organization and recommend modifications for long-term success. The analysis included a deep
dive into the GCPO itself, as well as an implicit comparison to peer organizations to inform the
recommended optimized organization.

Considering the current routine O&M performance of the facility, the increasing non-routine workload,
and risk-reduction benefits associated with strategic staffing increases, MWH recommends
implementing the optimized organization described in Chapter 6. Doing so will prepare the GCPO and
its many stakeholders for long-term success in terms of unit availability, facility reliability, cost control,
knowledge capture and sharing, and overall sustainability.
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Organizational Chart for Existing Organization (as of July 17, 2011)
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BB 5352 00
TERM

HYDROMECHANIC
DANIEL CONANT
BB 5352 00
TERM

HYDROMECHANIC
GORDON DEPPMAN

HYDROMECHANIC
BRETT LEADINGHAM

HYDROMECHANIC
SAMUEL THOMAS
wB 5352
TERM

HYDROMECHANIC
BB 5352 00
(CAMP)

HYDROMECHANIC
BB 5352 00
(ROCKWELL)

ELECTRICIAN (PS) (M)
DAVID HANSEN
BB 2810 00

ELECTRICIAN (PS)(M)
TYLER MELICK
BB 2810 00
TERM

HYDROMECHANIC
DANIEL CAMP
BB 4701 00

HYDROMECHANIC
BRENT CRAIG
BB 5352 00

HYDROMECHANIC
ROBERT ROCKWELL
BB 4701 00
TERM

ELECTRICIAN (PS) (M)

BB 2810 00
TERM
ELECTRICIAN (PS) (M)

BB 2810 00
TERM
HYDROMECHANIC

BB 5352 00
TERM

MAINTENANCE MGMT TECHNICIAN
SARAH BABLER
GS 3501 07

MAINTENANCE MGMT TECHNICIAN
LINDA MILLER
GS 3501 08

MAINTENANCE MGMT TECHNICIAN
BRANDIHANSEN
GS 3501 06

PLANNER/ESTIMATOR (M)
GLEN BENNEHOFF
BB 3501 00

PLANNER/ESTIMATOR (M)
ROBERT FARMER
BB 3501 00

PLANNER/ESTIMATOR (M)
RICHARD PARIS
BB 3501 00



kellsworth-bilotta
Rectangle

kellsworth-bilotta
Rectangle

kellsworth-bilotta
Rectangle

kellsworth-bilotta
Rectangle


GS

SUPVY FACILITY OPERATIONS SPECIALIST
CHARLES POPE

1640 13

[

[
SUPV Il, HYDROMAINTENANCE (G)
MICHAEL DAVIS
XE 4701 00

I
SUPV I, HYDROMAINTENANCE (E)
ROBERT OBERG
XE 2810 00

FOREMAN I, HYDROMECHANIC
LEE BUTTON
BB 5352 00

FOREMAN I, HYDROMECHANIC
MONTY JURY
BB 5352 00

FOREMAN I, HYDROMECHANIC
BILL MILEY
BB 5352 00

HYDROMECHANIC
DANIEL COFFLAND
BB 5352 00

HYDROMECHANIC
VERNON CRIM
BB 5352 00

HYDROMECHANIC
DAVID FINCH
BB 5352 00

HYDROMECHANIC
SHAWN GARVIN
BB 5352 00

HYDROMECHANIC
JOHN GORMAN
BB 5352 00

HYDROMECHANIC
ROSS GRAY
BB 5352 00

HYDROMECHANIC
MICHAEL GROSS
BB 5352 00

HYDROMECHANIC
WAYLAND HUFFINES
BB 5352 00

HYDROMECHANIC
VICTOR KENTNER
BB 5352 00

HYDROMECHANIC
CRAIG NELSON
BB 5352 00

HYDROMECHANIC
WALLACE PLEASANTS
BB 5352 00

HYDROMECHANIC
AARON ROSENBERG
BB 5352 00

HYDROMECHANIC
MICHAEL SCHILLING
BB 5352 00

HYDROMAINTENANCEMAN |
CYRIL ANTOINE
BB 4701 00

HYDROMAINTENANCEMAN |
SUSAN GRIESSE
BB 4701 00

HYDROMAINTENANCEMAN |
NATHANIEL LYNN
BB 4701 00

HYDROMAINTENANCEMAN |
JEWEL MCGUIRE
BB 4701 00

HYDROMAINTENANCEMAN Il
CHARLES LOGAN
BB 4701 00

FOMN | ELECTRICIAN (POWER SYS)
JAMES VAN GEYSTEL
BB 2810 00

FOMN I LINEMAN (MAINT)
THOMAS STUMPF
BB 2801 00

ELECTRICIAN (PS) (M)
DAVID CARTWRIGHT
BB 2810 00

ELECTRICIAN (PS) (M)
DOUGLAS PUGH
BB 2810 00

ELECTRICIAN (PS) (M)
MICHAEL ROHDE
BB 2810 00

ELECTRICIAN (PS) (M)
STEVEN RUSS
BB 2810 00

ELECTRICIAN (PS) (M)
TIMOTHY SCHEIB
BB 2810 00

ELECTRICIAN (PS) (M)
JEFFREY SCHWEITZER
BB 2810 00

HYDROMECHANIC
JUSTIN MILLER
BB 5352 00

LINEMAN (MAINT)
JUSTIN NEDDO
BB 2801 00

LINEMAN (MAINT)
CHARLES ELLIOTT
BB 2801 00

POWER SYS CONTROL CRAFTSMN (M)
MARJORIE ARSENAULT
BB 2601 00

POWER SYS CONTROL CRAFTSMN (M)
MARK EDWARDS

BB 2601 00
PSCC TRAINEE
PAUL JILES
BB 2601 00

1
SUPV I, HYDROMAINTENANCE (M)
DANIEL CAMP
XE 5352 00
FOREMAN IMECHANIC (HEAVY DUTY)
TIMMY MILLER
BB 5803 00
HYDROMECHANIC
JOHN BERLAND
BB 5352 00
HYDROMECHANIC
LADD BLANKENSHIP
BB 5352 00
HYDROMECHANIC
LARRY BOWMAN
BB 5352 00
HYDROMECHANIC
MICHAEL DENNIS
BB 5352 00
HYDROMECHANIC
RANDY FISCHER
BB 5352 00
HYDROMECHANIC
BRIAN HOGAN
BB 5352 00
HYDROMECHANIC
CRAIG MAYTUM
BB 5352 00
HYDROMECHANIC
JOHN NORDINE
BB 5352 00
HYDROMECHANIC
GARYROSCO
BB 5352 00
HYDROMECHANIC
DONALD WEYER
BB 5352 00
MECHANIC (HEAVY DUTY) (MAINT)
CLYDE HEARNE
BB 5803 00
MECHANIC (HEAVY DUTY) (MAINT)
BB 5803 00
MECHANIC (CRITICAL HIRE; 30-60 DAYS)
BB 5803 00
TEMP

MAINTENANCE MGMT TECHNICIAN
KRISTINA BEAUCHAMP
GS 303 08

MAINTENANCE MGMT TECHNICIAN
SHELLY CHANEY
Gs 303 08

PLANNER/ESTIMATOR (M)
GLEN GRAEVELL
BB 3501 00

PLANNER/ESTIMATOR (M)
BILLY WICKERHAM
BB 3501 00




GS

SUPVY GENERAL ENGINEER

801 14

ACTIVITY MANAGER
CATHERINE CATLOW
GS 301 11

SUPV MECHANICAL ENGINEER
DOUGLAS ANDERSON
GS 830 13

SUPV ELECTRICAL ENGINEER
JAYBOGGESS
GS 850 13

IT SPECIALIST (AS/CUST SPPRT)
MARK GRAVES
GS 2210 09

CVIL ENGINEER

JAN SCHRADER
GS 810 12
CVIL ENGR TECH
SHAD MOORE
GS 802 06

ENGINEER TECH (TPP-OH)

ANDREW ROBBINS
GS 802 07
MECHANICAL ENGINEER
SCOTT BAYUS
GS 830 12
MECHANICAL ENGINEER (LPP)
MARK BORDEN
GS 830 12

MECHANICAL ENGINEER (TPP-OH)
GEOFFREY FOOT
GS 830 12

MECHANICAL ENGINEER
BRADFORD OKAMOTO
GS 830 12

MECHANICAL ENGINEER
JAMES STEVENS
GS 830 12

MECHANICAL ENGINEER (R/TPP)
G. STROMBACH
GS 830 12

ELECTRICAL ENGINEER
ZACHARY BEHRENS
GS 850 05

ELECTRICAL ENGINEER
JERRY BIALEK
GS 850 09

ELECTRICAL ENGINEER (GDACS)
LOU CASEYBLANCO
GS 850

ELECTRICAL ENGINEER
JAMES BUSSELL
GS 850 12

ELECTRICAL ENGINEER (TEST)
DANIEL DURAN
GS 850 12

ELECTRICAL ENGINEER (GDACS)
MARLIS PEBLES
GS 850 12

ELECTRICAL ENGINEER (GDACS)
CHARLENE REYES
GS 850

ELECTRICAL ENGINEER (R/TPP)
EDWARD REYNOLDS
GS 850 12

ELECTRICAL ENGINEER
CHRISTOPHER ROMERO
GS 850 12

ELECTRICAL ENGINEER (GDACS)
LUCAS SHORT
GS 850

ELECTRICAL ENGINEER
STEPHEN TOMASZEWICZ
GS 850 12

ELECTRICAL ENGINEER (IA)
ANDREW TRADER
GS 850 12

ELECTRICAL ENGINEER (LPP)
THANH LONG TRAN
GS 850 07

ELECTRICAL ENGINEER (R/TPP)

GS 850 12

ENGINEERING TECH (DRAFTER)
JAMES BETHEA
GS 802 06

ENGINEERING TECH (DRAFTER)
GEORGE CROSBY
GS 802 06

ENGINEERING TECH (DRAFTER)
MICHAEL DOYLE
GS 802 06

ENGINEERING TECH (DRAFTER)
BONNIE FEMLING
GS 802 06

ENGINEERING TECH (DRAFTER)
DENEEN HARRIS
GS 802 06

ENGINEERING TECH (DRAFTER)
RICHARD KROHN
GS 802 07

STUDENT TRAINEE (ENGR DRAFTSMAN)

GS 899

ENVIRONMENTAL PROTECTION SPECIALIST
JEFFERY DEWINKLER
GS 28 11

ENVIRONMENTAL PROTECTION SPECIALIST
MARSHALL TAPLEY
GS 28 11

GEOLOGIST
MICHAEL BJORKLUND
GS 1350 12

HYDROLOGIC TECHNICIAN
CRAIG BROUGHER
GS 1316 07

NATURAL RESOURCE SPECIALIST
LON OTTOSEN
GS 401 12




ADMINISTRATIVE OFFICER
DEBORAH NELSON
GS 341 13

SUPPORT SERVICES SUPERVISOR
DIANE BABLER
GS 303 08

OFFICE AUTOMATION CLERK

GS 303 06

SUPVY IT SPECIALIST (DATAMGT) SUPVY CONTRACT SPECIALIST SUPVY SUPPLY MANAGEMENT SPECIA
MATTHEW TILLMAN CAROLINE WALSH RICHARD COFFLAND
Gs 2210 12 Gs 1102 09 GS 2003 11
T
IT SPECIALIST (CUSTSPT) PURCHASING AGENT
RICHARD BAKO STEPHEN CLEMENTS SUPPLY TECHNICIAN SUPV I, WAREHOUSE
s 2210 1 s 1105 06 LINDA AYOTTE LAURA KOVAL-SLOUGHTER
Gs 2005 07 XE 6907 00
IT SPECIALIST (CUSTSPT) PURCHASING AGENT
KAREN ELLSWORTH-BILOTTA PETER ERIE SUPPLYTECHNICIAN (OA)
GS 2210 07 Gs 1105 BARBARA HENRIKSEN WAREHOUSE |
GsS 2005 05 HOLLY ANDERSEN
IT SPECIALIST (CUSTSPT) PURCHASING AGENT BB 6907 00
RICHARD HURST PAMALA MARRS SUPPLYTECHNICIAN
Gs 2210 11 Gs 1105 08 DALE HENRIKSEN WAREHOUSE |
GS 2005 06 JON ANDERSON
IT SPECIALIST (CUSTSPT) PURCHASING AGENT BB 6907 00
CARLOS LIRA MALENA SANDERLIN SUPPLYTECHNICIAN
GS 2210 04 Gs 1105 05 LAURIN PETERSON WAREHOUSE |, (1ST 6 MOS - GDACS)
SCEP GS 2005 07 JAMES JAGEMANN
IT SPECIALIST (CUSTSPT) PURCHASING AGENT BB 6907 00
SUPPLY TECHNICIAN
GS 2210 11 GS 1105 05 MARK SCHULMAN WAREHOUSE I, (3RD 6 MOS)
GS 2005 06 CHRISTINA JARVIS
OFFICE AUTOMATION CLERK BB 6907 00
SUPPLY TECHNICIAN
Gs 326 04 WAREHOUSE I, (3RD 6 MOS)
TEMP G5 2es) 05 TERRIJURY
BB 6907 00
OFFICE ADE
s 08 o WAREHOUSE I, (3RD 6 MOS)
o CARROLL MCLEAN
BB 6907 00
WAREHOUSE I, (3RD 6 MOS)
BRADLEY PARRISH
BB 6907 00
WAREHOUSE I, (3RD 6 MOS)
VIVIAN WENGERT
BB 6907 00

MAIL AND FILE CLERK
KAREL CAMPBELL
GS 305 05

PHOTOGRAPHIC TECHNICIAN
JOHN FLOWERS
GS 303 05

FACILITY SERVICES SPECIALIST
COLLEEN GREEN
GS 1601 07

FISCAL ASSISTANT
TERESA DENNIS
GS 503 5

OFFICE AIDE

GS 303 02
TEMP




SUPVY SECURITY SPEC (SEC FRCE)
JOHN MEYER
GS 80 12
SECURITY TRAINING OFFICER SECURITY ASSISTANT (OA)
PATRICK DELFELD
GS 85 09 ] GS 86 05

SUPERVISORY SECURITY GUARD || [ SUPERVISORY SECURITY GUARD | [ SUPERVISORY SECURITY GUARD | | SUPERVISORY SECURITY GUARD
ANDY STEINERT RICHARD HILL JOSEPH THOMASON MATHEW ROBERSON
Gs 85 06 Gs 85 07 Gs 85 08 Gs 85 06
LEAD SECURITY GUARD LEAD SECURITY GUARD SECURITY ASSISTANT SECURITY ASSISTANT
ELIDOWNS JOSEPH FELGENHAUER KATHRYN QUILL STEVEN KEFFELER
Gs 85 07 GS 85 06 Gs 86 05 Gs 86 05
LEAD SECURITY GUARD SECURITY ASSISTANT SECURITY GUARD SECURITY GUARD
JOSHUA POLLOCK RANDY SEMANKO MARILYN ARROYO TRAVIS BUNKE
GS 85 06 GS 86 05 Gs 85 07 Gs 85 06
3
SECURITY CLERK SECURITY GUARD (INSTRUCTOR) SECURITY GUARD SECURITY GUARD
MONROE MERRIMAN KEITH BERKEY JASON BUDRAVAGE CHRISTOPHER DAVISSON
Gs 86 05 GS 85 07 GS 85 07 GS 85 06
SECURITY GUARD SECURITY GUARD (INSTRUCTOR) SECURITY GUARD SECURITY GUARD
MICHAEL CARROLL CODY BITTICK SHAWN DERRICK LUIS ESPARZA
Gs 85 06 GS 85 07 GS 85 07 Gs 85 06
3 T4
SECURITY GUARD SECURITY GUARD SECURITY GUARD SECURITY GUARD
TRACY CUTRIGHT GRANT CAMPBELL MICAH ESMOND TIMOTHY GOODRICH
Gs 85 07 GS 85 06 GS 85 07 Gs 85 06
T3 T4
SECURITY GUARD SECURITY GUARD SECURITY GUARD SECURITY GUARD
RYAN DAVISSON KARSTON COLLINS HARRY FRANQUI MATTHEW HALL
Gs 85 06 Gs 85 07 Gs 85 06 Gs 85 06
SECURITY GUARD T3
SECURITY GUARD JAMES GWIN SECURITY GUARD SECURITY GUARD
JOHN GOODWIN Gs 85 06 KEITH MIDDLEBROOKS MATTHEW HEIDENTHAL
Gs 85 06 Gs 85 07 Gs 85 07
SECURITY GUARD ™ I
SECURITY GUARD (INSTRUCTOR) ADAM LILENFELD SECURITY GUARD SECURITY GUARD
ERIN NIELSEN GS 85 06 BRUCE TERRELL JACOB HUNT
Gs 85 07 ™ Gs 85 06 Gs 85 07
SECURITY GUARD T4
SECURITY GUARD JEFFREY NIEDIEWSKI SECURITY GUARD SECURITY GUARD
RYAN RANDALL Gs 85 06 BEN TUGWELL SCOTT MATHISEN
Gs 85 07 ™ Gs 85 07 Gs 85 07
SECURITY GUARD
SECURITY GUARD ALEJANDRO SANCHEZ SECURITY GUARD SECURITY GUARD
ANGELA ROGERS GS 85 05 ERIC MCCULLY
Gs 85 07 Gs 85 07 Gs 85 06
SECURITY GUARD T4
SECURITY GUARD SECURITY GUARD SECURITY GUARD
GS 85 07 DUSTEN SLATER
Gs 85 06 ™ GS 85 06 Gs 85 06
SECURITY GUARD I
SECURITY GUARD SECURITY GUARD SECURITY GUARD
&3 85 07
Gs 85 07 ™ Gs 85 06 Gs 85 07




SUPVY FIRE PROTECTION SPEC
DALE CARRIERE

GS 81 11
SECURITY ASSISTANT SECURITY ASSISTANT
LAURIANN MOUNTJOY VERNON BIRD
GS 86 06 GS 86 05

FIRE PROTECTION INSPECTOR (BLS) FIREFIGHTER
SUZANNE ANGSTROM PATRICK TAYLOR
GS 81 07 GS 81 06
TEMP FIRE
FIRE PROTECTION INSPECTOR OFFICE AUTOMATION CLERK
PATRICIA CONANT
GS 81 06 GS 326 04
TEMP

FIRE PROTECTION INSPECTOR
ROBERT DE CHENNE
GS 81

LEAD FIREFIGHTER
BRYCE MCCLEARY
GS 81 08

LEAD FIREFIGHTER
CASEY PARRISH
GS 81 08

FIREFIGHTER
JOHN FRETWELL
GS 81 06

FIREFIGHTER
GREGORY HUNTS
GS 81 06

FIREFIGHTER
JESSE UTZ
GS 81 06




SUPVY FACILITY OPERATIONS SPECIALIST
DENNIS PHILMON

GSs 1640 13
I
FRMN II, PWRPLT MAINT PURCHASING AGENT RECLAMATION GUIDE
LUIS SALDAMANDO PRUDENCE CRAMPTON ZACHARY BYRD
WB 5352 00 GS 1105 08 Gs 90 04
TEMP
' FACILITY MAINTENANCE SPECIALIST RECLAMATION GUIDE/STEP
THOMAS DUKE WHITNEY KROSS
FRMN I, PWRPLNT MAINT UTILITYMAN GS 1601 12 Gs 90 04
EARL LEGG TERRY WINGO TEMP
wB 5352 00 LB e o0 ELECTRICAL ENGINEER RECLAMATION GUIDE LEAD
ERM-INIERMIENT] TIMOTHY KOCZUR LAUREEN LAPAN
ELECTRICIAN SUB-OP Gs 850 12 GS 90 05
RANDALL HALL TEMP
we 2810 0o ADMINISTRATIVE OPERATIONS ASST RECLAMATION GUIDE/STEP
LINDA TEETS EMILY WORTMAN
ELECTRICIAN SUB-OP Gs 303 07 GS 90 04
DAVE TAYLOR TEMP
WB 2810 00

PLANT MECHANIC SUB-OP
MICHAEL EATON
wB 5352 00

PLANT MECHANIC SUB-OP
MARK HEMINGWAY
wWB 5352 00

POWER SYSTEM CONTROL CRAFTSMAN
MICHAEL BATT
wB 2601 00

POWERPLANT OPERATOR
BRIAN BLAIR
WwB 5407 00

POWERPLANT OPERATOR
JARED GARNER
wB 5407 00

UTILITYMAN
BRIAN METZGER
wB 4749 00

UTILITYMAN
THOMAS ROSCO
wB 4749 00

UTILITYMAN
JAMIE WELK
wB 4749 00

ELECTRICAL ENGRG TECHNICIAN
JULIE WADDELL
GS 802 10




ABEL...o 9 BOYER..... 11
ALLEGREZZA.......c.ooooeeee e 9 BRENT ...t 8
ALLING ... 10 BROPHIL... .ot 9
AMARILLA ..o 11 BROUGHER......cccooiiis 3,7
ANDERSEN....cccii 11 BROUGHER.....c.coiiiri 13
ANDERSEN. ... 14 BROWN..... e 9
ANDERSON.....ooiiiee e 13 BROWN....oe e 7
ANDERSON. ...t 11 BUDRAVAGE......cccooiiieee e 15
ANDERSON. ..o 14 BUNKE ... 15
ANDERSON.. ... 10 BUSSELL ..o, 13
ANDREWS ... 3,6 BUTTON.....oiiiie e 10
ANG. ... 10 BUTTON. .. .o 12
ANGSTROM. ..ot 16 BYRD ... 17
ANTOINE ... 12 CAMP . 12
ARROYO...... i, 15 CAMP ... 11
ARSENAULT ..ot 12 CAMPBELL....oooiiie 14
ATKINS ... 11 CAMPBELL.....ooiiiii 15
AYOTTE ... 14 CARGO.....i e 9
BABLER. ..o 11 CARLSON. ..o 11
BABLER....ooeeeee e 9 CARRIERE.....cooiiiieeeee e 3,16
BABLER...cco, 14 CARROLL. ..., 15
BAKER. ... 7 CARROLL....ooiiie e 11
BAKO ...t 14 CARTWRIGHT ..ot 12
BARRY ..o 10 CATLOW ... 13
B AT T e 17 CHAMBERLAIN......coiiieeeeeeeeeee e 6
BAYUS ... 13 CHAMBERLIN.....ooiiiieeeeeee e 10
BEAUCHAMP......cocii e 12 CHANEY. ..o, 12
BEHRENS ... 13 CHRISTOPHERSON.......c.ccceiiiiiiiciiieens 3,8
BENANE.....ooe 4 CHURCH. ... 10
BENNEHOFF......cooece, 11 CISSNER. ... 9
BERKEY. ..o 15 CLARK . . e 5
BERLAND ..o 12 CLEMENTS ... 14
BERRY. ..ot 11 COFFEY. 9
BERRY ..o 9 COFFLAND....ccoi it 14
BETHEA .. 13 COFFLAND....cciiiieceeeeeeeee e 12
BIALEK ... e 13 COFFLAND. ...t 9
BILOTTA s 9 COLBY ..t 11
BIRD ..o 16 COLLINS ... 15
BITTICK ... 15 CONANT ... 16
BIORKLUND......ccotiiiiiiiecicce e 13 CONANT ... 11
BLAIR. ... 17 CORBIN....oiceee e 3,4
BLANCO. ..o 13 CORRIGAN...coieeeeee e 9
BLANKENSHIP......ccoiii, 12 COSTELLO..cii 7
BLUM. ... 11 COX i 11
BOE ... 11 CRAIG. ... 11
BOGGESS......co e 13 CRAMPTON....oiiiiiieeieeeeeeee e 17
BOND.....oeie e 11 CRAVEY ..o 9
BOOKER.....i 5 CRIM. ... 12
BORDEN. ..., 13 CROCKETT .o 3,10
BOWMAN. ..o 12 CROSBY. ... 13
BOYER....o e 10 CUTRIGHT ... 15



Index continue...

DAVIS ... 7 FOX s
DAVIS e 12 FRANQUIL ...
DAVISSON ...t 15 FREDERICK ...
DAVISSON....coiiiiii 15 FRETWELL..coooiiiii
DE CHENNE.......ccooii, 16 FRIESEN....coii e,
DELFELD. .o 15 FROST ...t
DENNIS ... 14 FUDURICH. ...
DENNIS ... 12 FURMAN. ...
DEPPMAN ...t 11 GALBREATH. ..o
DERRICK ..., 15 GARCIA ...
DESAUTEL..coiiiiiiieeee 11 GARNER. ...
DESAUTEL..cioiiieiee e 10 GARVIN. ...
DESAUTEL..ciiiiieieeeee e 11 GELBACH. ...
DEWINKLER......coo e 13 GIESE ... e
DEWINKLER.....ccoiis 10 GIESE....o i,
DOUGLAS . ... 9 GIESE ...,
DOWLEN. ... 9 GOODRICH. ...t
DOWNS ... 15 GOODWIN. ...t
DOYLE ... e 13 GORMAN. ...
DUBOIS.....coeeeee e 10 GRAEVELL..ccoiieeeeee e
DUDLEY. .t 11 GRAHAM. ...
DUDLEY. .o 9 GRAVES . ...
DUKE. ... e 17 GRAY ..o
DURAN. ... e 13 GREEN. ..o
EATON. ..o 17 GRIESSE ...
EDICK . . 9 GROSS ...
EDWARDS.....coi s 12 GWIN. ..o
EGBERT ... 10 HALL ..o
ELDER ... e 9 HALL ..o
ELLIOTT . e 12 HANKINS ..o
ELLSWORTH-BILOTTA. ... 14 HANSEN. ...
ERIE.... 14 HANSEN. ...
ESMOND....ccoii 9 HANSEN. ...
ESMOND....cooie e 15 HARRIS ...
ESPARZA. ... 15 HARRIS ...
FANCHER. ... 10 HAYES ... e
FARMER. ..o 11 HEARNE. ...
FARRAR.....coo 11 HEIDENTHAL...cc oo
FAUL. ...t 10 HEINTZ. ...
FELGENHAUER.......cccooiiieee 15 HEMINGWAY ..o
FEMLING. ..o 13 HEMMER. ...
FERRIS. ... 10 HENRIKSEN....ooii e
FIELDS...o 10 HENRIKSEN. ..o
FIELDS...oe 10 HERMETZ. ...
FINCH. ..o 12 HESS . .
FINCH. ..o 9 HICKS e
FINNEY. ..o 11 HICKS . e
FISCHER. ..o, 12 HILL ..o
FLOWERS. ..., 14 HITZLER. ...t
FLOWERS.....ooi 9 HOGAN.....
FOOT. ... 13 HOLLAND. ...



Index continue...

HORTER..... o, 10 MCCULLY ..ot 15
HOUSTON....coiiieeeeee e 10 MCDANIEL. ... 10
HUFFINES. ..o 12 MCGUIRE ... 12
HUNT . ..o, 15 MCLEAN. ... 14
HUNTS ... 16 MELICK ... 11
HURST ... 14 MERRIMAN. ..ot 15
JACKSON. ..o 11 METZGER....ccoieieee e 17
JAGEMANN.....oooi e 14 MEYER. ..o 3,15
JARVIS .o 14 MIDDLEBROOKS.........ccoeieeireeseeee e 15
JENSEN....co 9 MILEY ..o 12
JENSON. ..o 3 MILLER....oes 11
ST JEOR...o 10 MILLER ..o 12
JILES ... e 12 MILLER ..o e 10
JORDAN. ... e 9 MILLER ..o 12
JURY .o 12 MILLER....o s 10
JURY o 14 MITCHELL...cooiii e 10
KAUFMAN. ... 9 MOON. ...t 11
KECK . . s 9 MOORE.......co e 5
KEFFELER....cc o 15 MOORE. ... 13
KELTON. ...t 7 MORALES. ... e 9
KENTNER. ..o, 12 MOUNTIOY ... 16
KERSTETTER.....co i, 10 MUNSON... .o 10
KING. ... 10 NEDDO. ... 12
KNIGHTEN. ..o 7 NELSON. ... 12
KOCZUR. ... 17 NELSON. ..o 3,14
KOSLOSKIL. oo 10 NEWLAND ..o 7
KOVAL-SLOUGHTER........ccoooiiiriiiini 14 NGUYEN. ... 10
KROHN. ...t 13 NIEDIEWSKIL...coooiie e 15
KROSS. ... 17 NIELSEN. ... 15
KUCH. . e 10 NORDINE. ... 12
LAFRENIERE......ccooiiieieeee e 9 O'BRIEN. ..o 11
LAGRANGE. ... 10 OBERG.....cii 12
LAPAN. ... 17 OBERG.....coii 10
LAPLACE ... 9 OKAMOTO ..ot 13
LEADINGHAM. ... 11 OSTALOSA. .. s 10
LEBRET ... 10 OTTOSEN. ..o 13
LEGG. . e 17 PALMA . s 10
LEITNER. ..., 10 PARILLO ... 9
LILENFELD...c.cooiiiieeee, 15 PARIS ... 11
LIRA e 14 PARRISH. ... 14
LOCH. . o 10 PARRISH. ... 16
LOGAN. ..ot 12 PARSONS . ... 11
LYNGAR. ..., 10 PAYNE ... 10
LYNN. .o 12 PEBLES ... 13
MAHER ... 11 PETERSON. ..ot 11
MARRS ... 14 PETERSON. ..ot 14
MATA e 10 PHILMON. ...ooiiieeeeee e 3,17
MATHISEN. ..o 15 PICKEL. ..o 10
MAYTUM. ... 8 PILLING ... 9
MAYTUM. ... 12 PLEASANTS. ... 12
MCCLEARY ..o 16 POLLOCK . .. 15



Index continue...

PROCTOR.....ooiice e 7 SMITH. .o
PUGH. ... 12 SMITH. .o
PULSIPHER. ..o 10 SNAVELY ..o
PYNSIA. ..o, 10 SNOW ...
QUILL..oii e 15 SPANGLER.....ooi
RAMICH. ..., 10 SPOTTS ...
RAMSDELL...ciiieeceeee 10 STAGGS ...
RANDALL ..ot 15 STAIR .
REYES ... 11 STANLEY ..o
REYES....co e, 13 STEINERT ...
REYNOLDS. ... 13 STEINKE ..o
RITTER . ...t 10 STEVENS . ...
ROBBINS ... 13 STIEGELMEYER......ccoi i
ROBBINS ... 10 STIVERS ...
ROBERSON.....cccoiii 15 STOLHAMMER.......ccccoiiiiiie
ROBERTS ... 11 STOUT ...
ROBERTS ... 10 STROMBACH......cciie
ROCKSTAD ...t 7 STUMPF ..o
ROCKSTAD ... 4 TAPLEY ...
ROCKWELL....iiieeeeee e 11 TAYLOR. ...
RODRIGUEZ.......coo i 9 TAYLOR. ..o,
ROGERS......o 15 TEETS .
ROHDE..... e 12 TERRELL...coiiiieecee e
ROMERO ... 13 THOMAS ...
ROSCO.... e 17 THOMAS ..
ROSCO.... e 12 THOMASON. ..ot
ROSENBERG........ccccoiiiiiiiee 12 THOMPSON. ...
ROSS. ... 3,5 TILLMAN ...
RUSS .. 12 TIPPS s
RUZSA .. s 10 TOMASZEWICZ.......ooiieiiieieeneee e
SALDAMANDO.......ccot e 17 TRADER.... e
SANCHEZ. ... 15 TRAN. ...
SANDERLIN. ..o 14 TUGWELL..ccois
SANDERS ..., 11 UTZ. .o
SANSINENA ... 9 VAN GEYSTEL....ccooiiiiiiieeeceee
SAUER..... e 11 VANCIK . ..
SCHEIB....eeeee e 12 VICK e
SCHILLING...ccoiii 12 VILLARRUEL.....coooiiiiiii
SCHIMEK ... 9 VISKER....o
SCHRADER.....cci 13 VOLACK . . s
SCHULMAN. ..o 14 WADDELL. ..o
SCHWEITZER.....coieeeeeeee e 12 WALSH. ...
SEMANKO. ... 10 WELCH. ...
SEMANKO. ... 15 WELK ...
SERVIAS ... 9 WENGERT ...
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Organization Structure for Optimized Organization

@Grand Coulee Power Office Review of Staffing and Processes at the Grand Coulee Power Office (2011-2012) @ mwH
Power Manager Total = 609
1
A A
Deputy Power Manager Deputy Power Manager Deputy Power Manager . .
) . Engineerin Hungry Horse
(Planning) 1 (0&M) 1 (Support Operations) 1 g 9 53 ay 27
Security Officer
o Enterprise ) 1
Planning . . > “f_%at‘irggﬁe
—» Physical Security | 3
Maintenance —» Personnel Sec. 55
Budget TPP
7.5 52
] Fire Dept. 18
- Maintenance
IS} PGP 20
"&5‘ » Project Delivery .|| Administrative
N 22 Officer
% Maintenance
(o)) IA/Structures &
6 Non-Routine 112
— —»  Procurement* 12
©
)
> Operations -
@ 61 —»  Warehousing 18
— IT 9
NERC / WECC
Compliance
Training & 5

Personnel Mgmt.

—» Admin Support 8

Safety

Public Affairs
2 + 16 guides

Cultural Resources

3 * Note that as of the publication date of this study, plans were in place
to centralize Procurement at the regional level for reporting purposes
although staff would remain located at Grand Coulee.
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@ mwn

Supervisory
Asset Manager

Budget Analyst

Enterprise Planning

Cost Estimator Senior Scheduler

Scheduler

A

Office Aide
(Splits duties with Budget)
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Supervisory
Budget Officer

@
= Budget Analyst Budget Tech
@
Budget Analyst Budget Tech
Budget Tech

Budget Tech

Office Aide
(Splits duties with

Enterprise Planning)
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Project Delivery

/fv-—ﬂh}\ Grand Coulee Power Office
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Supervisory Senior
Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Project Manager

Quality Manager

Budget Analyst

Budget Tech

Cost Estimator

Project Controller

Clerk/Office Aide/
Doc Controller

Project Controller

Clerk/Office Aide/
Doc Controller

Project Controller
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Maintenance LPH / RPH

Supervisory Facility
Operations Specialist

Deputy Facility
Operations Specialist

Sup I,

Hydromaintenance (E)

Sup I,

Hydromaintenance (E)

Sup Il

Hydromaintenance (M)

Sup I,
Hydromaintenance (M)

A

Maintenance Mgmt
Technician

Maintenance Mgmt
Technician

Planner/Estimator

Foreman |, PSCC

Foreman I, Electrician

Foreman |, Electrician

Foreman |, Electrician

Foreman I,

Foreman |,

Foreman I,

Foreman |,

Maintenance Mgmt
Technician

Planner/Estimator

Warehouse Il

(Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic Hydromechanic Hydromechanic
A
Power Systems Electrician Electrician Electrician
Control Craftsman (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic Hydromechanic Hydromechanic
Power Systems Electrician Electrician Electrician
Control Craftsman (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic Hydromechanic Hydromechanic
Power Systems Electrician Electrician Electrician
Control Craftsman (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic Hydromechanic Hydromechanic
Power Systems Electrician Electrician Electrician
Control Craftsman (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic Hydromechanic Hydromechanic
Power Systems Electrician Electrician Electrician
Control Craftsman (Power Sys) (Power Sys) (Power Sys) Hydromechanic

Hydromechanic Hydromechanic
Apprentice Apprentice

Hydromechanic
Apprentice

Hydromechanic Hydromechanic
Apprentice Apprentice
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Supervisory General
Engineer

Operations Specialist

Deputy Facility

Sup I,
Hydromaintenance (E)

A

Foreman I,
Electrician

: ‘

Power Systems
Control Craftsman

Foreman I,

Foreman I, PSCC Electrician

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Power Systems
Control Craftsman

Maintenance TPP

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Electrician
(Power Sys)

Sup I,

Hydromaintenance (M)

Foreman I,
Hydromechanic

Foreman I,
Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromaintenance (E)

Sup Il

Foreman I, Elect
(Power Sys)

Foreman I,
Hydromechanic

Electrician
(Power Sys)

Hydromechanic

Electrician
(Power Sys)

Hydromechanic

Electrician
(Power Sys)

Hydromechanic

Electrician
(Power Sys)

Hydromechanic

Electrician
(Power Sys)

Hydromechanic

TPP Overhaul

Maintenance Mgmt
Technician

Maintenance Mgmt
Technician

Planner/Estimator

Planner/Estimator
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Maintenance PGP

Supervisory Facility
Operations Specialist

Deputy Facility
Operations Specialist

A

Sup I,

Hydromaintenance (E)

v

v

Foreman |, PSCC

Foreman |, Electrician

(Power Sys)
Power Systems Electrician
Control Craftsman (Power Sys)
Power Systems Electrician
Control Craftsman (Power Sys)
Power Systems Electrician
Control Craftsman (Power Sys)
Electrician
(Power Sys)
Electrician
(Power Sys)

Sup I,

Hydromaintenance (M)

v

v

Foreman |,
Hydromechanic

Foreman I,
Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic
Apprentice

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic
Apprentice

Sup Il
Hydromaintenance (E)

v

v

Foreman |, Elect Foreman |, Elect
(Power Sys) (Power Sys)
A

Electrician Electrician
(Power Sys) (Power Sys)
Electrician Electrician
(Power Sys) (Power Sys)
Electrician Electrician
(Power Sys) (Power Sys)
Electrician Electrician
(Power Sys) (Power Sys)
Electrician

(Power Sys)

GDACS Team

Maintenance Mgmt
Technician

Planner/Estimator
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Maintenance IA / Structures & Non-Routine

Supervisory Facility Ops
Specialist

Deputy Facility
Operations Specialist

Sup Il
Hydromaintenance (E)

Sup I,
Hydromaintenance (E)

v

v

IR | Foreman |, Foreman |, Foreman I,
| A | Electrician Lineman Hydromechanic
| |
Foreman |, PSCC | I;(l)remain# |
| ectricial |
| |
| |
| |
| |
| Y |
| |
Power Systems | - | Electrician : Hydromaintenanceman
Control Craftsman | Blectrician | (Power Sys) Lineman I
| |
Power Systems | . | Electrician .
Electrician
Control Craftsman } } (Power Sys) Lineman
Power Systems | | Electrician Lineman
Control Craftsman L Elevators | (Power Sys) Hydromaintenanceman |
Power Systems Electrician
Control Craftsman (Power Sys) Hydromaintenanceman |

Electrician
(Power Sys)

Electrician
(Power Sys)

Hydromaintenanceman |

Sup Il
Hydromaintenance (M)

v

Sup I,
Hydromaintenance (M)

v

v

Foreman |,
Hydromechanic

Foreman |,
Hydromechanic

Foreman I,
Hydromechanic

Foreman |,
Hydromechanic

Foreman |,
Hydromechanic

A

A

A

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

D

Heavy Mechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Hydromechanic

Heavy Mechanic

Heavy Mechanic

Maintenance Mgmt
Technician

Planner/Estimator

Maintenance Mgmt
Technician

Planner/Estimator

Maintenance Mgmt
Technician

Planner/Estimator

Sup Il
Hydromaintenance (E)

Sup Il
Hydromaintenance (M)

Future Non-Routine*

Foreman |, Foreman I, Foreman |, Foreman |, Foreman |, Foreman |,
Elect (Power Sys) Elect (Power Sys) Elect (Power Sys) Elect (Power Sys) Hydromechanic Elect (Power Sys)

Electrician Electrician Electrician Electrician

(Power Sys) (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic

Electrician Electrician Electrician Electrician

(Power Sys) (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic

Electrician Electrician Electrician Electrician

(Power Sys) (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic

Electrician Electrician Electrician Electrician

(Power Sys) (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic

Electrician Electrician Electrician Electrician

P S P S P S P S .

(Power Sys) (Power Sys) (Power Sys) (Power Sys) Hydromechanic Hydromechanic

Electrician Electrician

Power Sys; Power Sys .

( ys) ( ys) Hydromechanic Hydromechanic
Hydromechanic

* Although reporting through the IA/Structures group, these staff are seconded to the Project Manager for a particular
non-routine project.
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Operations

Power Operations
Superintendent

v v v
Sup I, Sup Il Supv IT Specialist
Hydromaintenance Hydromaintenance (Sys Analyst)

v

v

Powerplant Operator

Powerplant Operator

Powerplant Operator

Dispatcher Assistant

Powerplant Operator

Supervisory Power Ops
Specialist

v

v

Editorial Assistant

Power Operations
Specialist

Power Operations
Specialist

Power Operations
Specialist

Power Operations
Specialist

Powerplant
Dispatcher Assistant

Powerplant Operator

Powerplant Operator

Powerplant Operator

Dispatcher Assistant

Powerplant
Dispatcher Assistant

Power Systems
Control Craftsman

Power Systems
Control Craftsman

Power Systems
Control Craftsman

Power Systems
Control Craftsman

Power Systems
Control Craftsman

v v v v v v v v
Powerplant_Operator, Powerplant_Operator, Powerplant.Operator, P(_)werplant Powerplant_Operator, Powerplant_Operator, Powerplant.Operator, P(_)werplant Outage Dispatcher Foreman |, PSCC IT Specialist
Senior Senior Senior Dispatcher Senior Senior Senior Dispatcher
Powerplant Powerplant Y -
Dispatcher Dispatcher IT Specialist
Power Systems
Control Craftsman
Powerplant -
Powerplant Operator Powerplant Operator Powerplant Operator Dispatcher Powerplant Operator Powerplant Operator Powerplant Operator IT Specialist
Power Systems
Powerplant Control Craftsman
Powerplant Operator Powerplant Operator Powerplant Operator Powerplant Operator Powerplant Operator Powerplant Operator Dispatcher Assistant IT Specialist
Power Systems
Powerplant Powerplant Control Craftsman

A

Planner/Estimator

Program Support
Assistant
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NERC / WECC Compliance

Supervisory
Electrical Engineer

(NERC/WECC)
Elect Engineer Tech IT Specialist
(NERC/WECC) (Security)

Elect Engineer Tech
(NERC/WECC)
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'/m Grand Coulee Power Office
S o

Physical Security

Supervisory Security
Assistant

Security Assistant

Security Assistant
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Supervisory Fire
Protection Specialist

Assistant Fire Chief Assistant Fire Chief Lead Fire Protection
Inspector
Lead Firefighter Lead Firefighter Fire Protection
Inspector
Fire Protection
= Inspector
- Firefighter Firefighter
Firefighter Firefighter
Firefighter Firefighter
Firefighter Firefighter
Firefighter Firefighter
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Procurement

Supervisory Contract
Specialist

Tech Writer/Supply

Purchasing Agent Tech

Tech Writer/Supply

Purchasing Agent Tech

Tech Writer/Supply

Purchasing Agent Tech

Purchasing Agent

Purchasing Agent

Purchasing Agent

Office Automation
Clerk

Office Automation
Clerk
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Warehousing

Supervisory Supply
Management Specialist

Supv | Warehouse Supply Technician

Supply Technician

Warehouse | Supply Technician

Warehouse | Supply Technician

Warehouse | Supply Technician

Supply Technician
Warehouse llI
Warehouse Il
Warehouse Il
Warehouse Il
Warehouse Il
Warehouse llI

Office Aide
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Information Technology (IT)

Supervisory IT
Specialist

IT Specialist

IT Specialist

IT Specialist

IT Specialist

IT Specialist

IT Specialist

IT Specialist

IT Specialist
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Training and Personnel Management

Supervisory
Training Officer

Support Services

Technician Training Coordinator

Support Services

Technician Training Coordinator




Organization Structure for Optimized Organization

/fv-—ﬂh}\ Grand Coulee Power Office
i i

Review of Staffing and Processes at the Grand Coulee Power Office (2011-2012)

@ mwn

Support Services
Supervisor

A

Admin Support

Specialist

Facilities Services Office Automation

Clerk

Office Aide Mail and File Clerk

Office Automation

Clerk

Fiscal Assistant

Photographic
Technician
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Supervisory Safety and
Occupational Health Group Leader

Safety

Safety Hygienist

Safety Hygienist

Safety Hygienist

Safety and Occupational

Health Specialist Safety Assistant

Safety and Occupational
Health Specialist

Office Aide
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Public Affairs

Supervisory Public
Affairs Specialist

Sup Reclamation
Guide

A

Sup Reclamation
Guide

Reclamation Guide

Public Affairs
Specialist

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide

Reclamation Guide
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Cultural Resources

Supervisory
Archaeologist

Archaeologist GIS Specialist
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Supervisory
General Engineer

Electrical Engineer

Electrical Engineer

Electrical Engineer

Electrical Engineer

Superws_ory Supervisory Superwsory IT Speqallst Supervisory Civil
Mechanical . : Maintenance (Drafting -
. Electrical Engineer - . Engineer
Engineer Engineer Supervisor)
A A Engineering Tech
. . (Drafter)
Mech_anlcal Electrical Engineer Comm|§3|on|ng Protection Engineer,
Engineer Engineer
Engineering Tech
i (Drafter)
Mé::hit;rgg?l Electrical Engineer A
9 Environmental Hvdrologic
A Engineering Tech Protection Geologist Civil Engineer Té’chnicigan
Mechanical ) ) ; TPP/RPH : LPH/PGP . (Drafter) Specialist
Engineer 9 Engineer 9 ' . Enwronm_ental
Engineering Tech Protection
o _ o
c Mechanical Electrical Engineer TPP/RPH TPP/RPH Electrical LPH/PGP LPH/PGP Electrical (Drafter) Specialist Natural Resources
o= Engineer Mechanical . Mechanical . Specialist
g . Engineer . Engineer
() Engineer Engineer
8 Engineering Tech
e Mechanical . . (Drafter)
=) . Electrical Engineer
LICJ Engineer
TPP/RPH Elect LPH/PGP Elect | | Engineering Tech Student Trainee
Mechanical ‘ _ Engineer Tech Engineer Tech (Drafter)
. Electrical Engineer
Engineer
Engineering Tech
(Drafter)
Electrical Engineer
Engineering Tech
(Drafter)
Electrical Engineer
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Hungry Horse

Supervisory Facility
Ops Specialist

A

Electrical Engineer

A

Electrical
Engineering Tech

Foreman lll, Powerplant
Maintenance

A

A

Facility Maintenance
Specialist

Foreman |, Powerplant
Maintenance

A

Administrative
Operations Assist

Reclamation Guide

A

Administrative
Operations Assist

Reclamation Guide

Safety and Occupational
Health Specialist

Administrative
Operations Assist

Reclamation Guide

A

Reclamation Guide

. - - Power System
Powerplant Operator| | Mechanic Sub-Op Electrician Sub-Op Utilityman Control Craftsman
Powerplant Operator| | Mechanic Sub-Op Electrician Sub-Op Utilityman
Electrician Sub-Op Utilityman
Electrician Sub-Op Utilityman
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Process Maps:

GCPO Contracting
Regional Office Contracting
Recruitment
Budget
Maintenance Work Planning
Project Life Cycle

@ mwH Exhibits






Office Contracting)

: Existing Resource
GCPO Contracting Step Limited
(S Grand Coulee Power Office Review of Staffing and Processes at the Grand Coulee Power Office (2011-2012) @ mwH
e e
Planners &
Engineers
8 80 %
c N (< $10K) _
g Develop / Provide Develop Initial Reqwsztjmn_ h “Micropurchases” Bank Card Teclhnu_:al
Q Market Research Specifications Generated wit Purchases Evaluguell
I= Approved Budget (If Needed)
]
=
~
0
S Y
=
@© .
(TJ Develop / Provide
o Sole Source
@) Justification
(>$25K)
20%
(>$10K)
A
i2) Initiate Process:
% - DI 1886 form if
= >$3K to justify A
c Full & Open
o Issue Request for )
&) y y Determination of Quote (RFQ) / 2 days to Close & Evaluation <30 days Award
o Sole S Findings Solicitation on 45 days - ORCA Review - FPDS Entry
a ole source FBO > - EPLS Review - 20/80 Form
8 A A A
Individual
Acquisition Plan
(IAP) GSA (E-Buy)
Fed Supply Schedule
Open Market
()]
© A A 4
£ 0
O % Process.led by SBA Ombudsman .
C_é = (Sez?;gelgir:)nal reviews/approves Rewev&?pprove Review
=
o & DI 1886
o O
O]
x
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Regional Office Contracting Step i
(S Grand Coulee Power Office Review of Staffing and Processes at the Grand Coulee Power Office (2011-2012) @ mwH

e e
 —
()
% . SOW
c e  Specificattons
© e  Cost estimates
= . Etc
é Gather all Di i
= . amner a Receive CC of Review RFP for IScrpencies
46 information on AM ¢——No REP Let D ey e . Requiring
< Checklist P menedement?
8 4 y
O
@)
>
5=
é - No
O o
< O . ”
= I Review Packet ————————» Approved?
(=
C ®©
o s Yes
o
()
x
Yes
- \
(&)
g Assign Contract An Determine Create Receive RFP
c Yes——P gOfficer > Deficieniiess’? Appropriate Release RFP Amendment < Responses Award Contract Stop
8 y Contract Vehicle P
S A
=
O Approved?
©
(= .
o Work with
(@)} i Appropriate Group
&) to Fix Deficiencies
Q
Q
=
£
£
(@)
O No
(=
i)
d—
(8]
Q
Q
0p}
RV Make Selection
Responses
%]
e
QO
©
s
[
8 Non-construction
Purchase Rgst
@) >$25K
o
O
O
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e s

Regional Office
Human Resources

Perform Job
Analysis and
Classify Job

Post Job
Announcement

Review and Rate
Applications

Select Qualified
Candidates for
Review

Check References
and Create Offer
Letter

Q.
>
o
S
o
S Coordinate
o . » Review Qualified Candidate Interviews Onboard New
" Idtcajngfy Pf’SItf]OIL Select Questions Candidates as (successively in Employee
ﬁ andizevelopiio for Application Selected by HR accordance with
2 Description Federal preference)
é y y
©
<
O
s
o
= S
E @ A A
)
g c Select Candidate Conduct Interview
c © Approve New for Hire and/or and Select
g Position/Posting Interview Candidate
= O
O c
= =
ST
o
YES

Potential Hire

Submit Application
via Online System

Candidate Accepts

Position
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Budget Process Step Limited
(“mmas) Grand Coulee Power Office Review of Staffing and Processes at the Grand Coulee Power Office (2011-2012) @ mwH
Current FY FY +1 FY + 2 FY +3
Appropriated Budget (Annual)
@) Update Scrub Prepare
o Budget based Estimates
@) on Board and Project
&
Input?or 4 T for tgcrub > Manager Budget into A 4 & Budget Execute
Review Database
Budget Budget FY+3 Updates
. A 4
Region
@) issues FY+3 Region Regional Each Region BRC Budget Department
o Call Letter Prepares 9 submits budget Report & ~ pal A
O (includes Scrub Boa_rd Meets to for BRC Proposal to Review &
O budget level Notebook Review Budget Notebook DO Passback President's FY +3
8 targets) OMB Budget,
> o Budget
— Passback Appropriations, :
@ t v t v Hearings, Bill Begins
= Inter-Region . Submit '
) Department/ BRC Reclamation- Estimates/
& Commissioner wide BRC )
: Workgroup > . Narratives to
LLl provides Meeti Committee MB
budget targets eetings & Meetings o
Reports (“Grey Book”)
Power (BPA Direct-Funded) Budget
(5-Year, with 2-Year Rate Case Adjustments) Large Capital : N
UsP Obtain Conduct Submit Revised )
(USE) Phase 1(A) oy Cost Estimate Obtain BPA
Approval Preliminary Based on Approval for
Prepare DSD PP Design : .
Verity tor BPA from BPA Prelim Design Phase 2 (B)
eri
@) .
. Funding
E‘) I-IE;‘:S?;ZI ID Routine & Receive Prepare ?nﬁgfgg?;ts Prepare and Sources are
) Costsand Lp Non-Routine Ly FY +3 to Activity Plans L» and Input Submit Available | || small Capital .
: Expense FY +8 Call using - Additional (Match Mid-Year
Provide to into (J5P) & O&M
Managers Items Letter Program Plan Database Backup Info Power/ (U4P) Update to Mid-Year Update
9 Appropriated/ Expenditure d'p
Etc.) —> bmi Projections for to Expenditure
: gudm't Sub —» Projections for Sub
udget
Requegst to Agreements due Agreem;'r;f dueto
Region to BPA
4
Capital Work
Group (USACE,
BPA, Rec)
Review
Receive Signed
8 Capital Copy of FY +3
Allocation Board Budget from BPA
8 $3M — $10M (BPA, VPs)
o Budaet Receive Signed Receive Review
+ 9 Copy of FY +1 Signed 5-
— » Forwarded to >
[+ BPA Approved Budget Year Budget BPA Exec /
c
B from BPA from BPA > $10M CEO Review
X
LLl
Receive Signed
» Copyof FY +2
Budget from BPA
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Maintenance: Work Planning Step Limited
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WSCH
APPR WMATL
WCOND

Labor, Material and Tool Costs will accumulate against Work Order

Check Industry
Standards met and
. . Are . impact to Security,
Work Order - Is Asset in Are Materials ' Are Drawings Is Work Plan and . . Are Plant
. . . ———P — es » e
Authorized v Hierarchy? Yes Required? ves Materials and Tools Yes 4 Complete? ves JHA Complete? Yes—x >R ol A" Conditions Met?
Available? Cultural,
Environmental
Accessibility
No No No
No & i i
—————No
OP Work Order
converted to CM No 5 ‘
rocuremen
Work Order P RGO Prepare Work Plan
rocess Engineering and JHA
Create Asset into WENG
Hierarchy
Is
Return to . .
PM Generated Engineering ¢ Yes Engineering
(Pre-Authorized) WENG Required for
Specs?

Get MSDS from

?
Is MSDS Needed? Dolphin

Materials/Tools
Received by
Warehouse
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WPLAN WENGR WFUND WAPPR

No Labor or Materials

. . will accumulate against
Labor will accumulate against work order Work Order

Work Need Work Order
o Maximo Work . . Engineering Is Funding Work Order to be Authorized for
» ?
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Hiring Strategies and Onboarding Review

Introduction

The purpose of the Recruitment and Selection and the On-boarding workshops was to identify
challenges and issues with GCPQO's current processes and programs, in addition to looking at future
programs to implement. This was accomplished through three days of workshops with the members of
GCPO's Administration Department, the HR representative from the Boise Regional office, four GCPO's
superintendants, and members of the MWH team.

These workshops helped to identify the major challenges and opportunities in recruitment and selection
and on-boarding. They also identified areas of concern in the current process, stages in the process that
create bottlenecks and possible options to consider for overcoming these challenges. In addition, other
items were identified to improve not only the process, but various elements to enhance both the
recruitment and selection and on-boarding programs.

March 13, 2012 Final Preparation Meeting

On March 13, 2012, a final preparation meeting was held with Darlene Pryor, Diane Babler, and Sherri
Durham-Holliday to confirm the processes for on-boarding and recruitment and selection at the GCPO.
During this meeting participants also explored challenges for recruitment and selection and on-boarding
at the GCPO. Participants identified areas of strengths and challenges to the current process. Areas
were identified for further discussion for the workshops on March 14th and 15th for both recruitment
and selection and on-boarding programs.

General Challenges to Recruitment and Selection

e Theisolated location of the Grand Coulee Dam is perhaps the greatest hindrance for hiring and
retaining employees at all levels.

e Many employees use a position at GCPO as a “foot in the door” for other federal government
positions.

e Local law enforcement and other federal agencies such as Homeland Security’s Customs and
Border Protection hire many of the GCPO trained security officers at a higher rate.

e lack of sufficient staff resources currently in the GCPQO's Administration has limited ability to do
more than maintain the status quo.

Areas of Success in the Current Recruitment Process

e  GCPO Administration staff members have good institutional knowledge and are very familiar
with the processes, procedures and the people at the GCPO.

e There is a strong relationship and appropriate communication between the GCPO
Administration and Boise HR.
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e The GCPO Administration staff is going through cross-training to ensure efficiencies to the
human resources administration processes.

e The processes in place are sufficient, but need adjustments to overcome the bottlenecks that
have occurred in the recruitment and selection processes. These bottlenecks are appearing in
the Hiring Manager, Power Manager and Human Resources departments. All departments
recognize that there are bottlenecks, but it was stated and observed that is not intentional on
any one’s part.

Challenges to the Current Recruitment and Selection Process

e The position descriptions are not all current and complete. It was stated that there are
numerous position descriptions and that at times managers are taking too much time to identify
the correct position description and language to use for the primer and/or the position
description. Presently, there are too many position descriptions which can be cumbersome and
overwhelming to the manager seeking to identify the best description. In addition, they are not
accurate to the requirements for some current individual positions and need to be examined
and updated. Approval of primers by GCPO leadership is not promptly completed. Because the
primers are for the most part, hard copies, these documents tend to sit on leaderships desks
and holds up the process.

e Interview questions are not being prepared accurately enough to adequately screen for
technical expertise. Although there is an extensive list of interview questions, they are not
arranged in such a way so that managers can easily identify appropriate questions for each open
position. Consequently, managers are overwhelmed and tend to reuse questions utilized for
prior position postings. This practice does not ensure that the most pertinent questions are
used with candidates.

e Budget restrictions inhibit bringing people in for on-site interviews. It was stated that due to the
location issues identified for GCPO, on-site interviews would aide in ensuring that only
candidates who find the isolated location an advantage would continue in the process.

Close examination of the recruitment and selection process produced a detailed flowchart symbolizing
the steps identified in the current process. The flowchart was used to set the direction for the next
phase of the meetings. This flowchart is attached.

March 14, 2012 Recruitment and Selection Workshop

There were two phases of the Recruitment and Selection workshop for the GCPO. All participants in the
workshop were involved with one or more aspects of the recruitment and selection process and
procedures currently being utilized. The discussions focused on the processes and procedures in
addition to other aspects of recruitment and selection.
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General Challenges to Recruitment and Selection Process and Program

e There is an inconsistency in practices. It was found that not all superintendents or Supervisor Il
levels are utilizing the same practices when following the procedures. Some superintendents
are bringing people in for on-site interviews while others are extending offers without either an
on-site or phone interview.

e Until recently, succession planning has not been a permissible practice at the GCPO. This
situation has changed with the new Power Manager, but it has not yet been put into effect
throughout the facility.

e There is a perception that the Veterans Preference and other similar rating processes prevent
hiring managers from hiring successful candidates. However, there is not quantifiable data that
is readily available that supports this perception.

e Retention is an issue at the GCPO and the reasons for the high attrition rate of the workforce
seem to be varied. Unfortunately, exit interviews are not always conducted and the insight that
could be gathered from the collection of this information is lost.

e The workload of all involved in the process is high. At this time there is not enough
administrative support staff in the various groups to handle the work that comes up in
connection with recruitment and selection. Often times resumes may sit on a manager’s desk or
primers may sit on a deputy’s desk thereby slowing down the process and providing a stumbling
block to the 80 day goal mandated by President Obama in 2010.

e There is not a strong marketing/awareness brand associated with the GCPO.

e Some apprenticeship programs have lapsed and are no longer used as a means of recruiting
entry level positions.

e There are differing opinions on the issues of adjusting the screen out questions. A consensus is
needed to ensure that the same practice is being followed throughout the organization.

Areas of Success in the Current Recruitment and Selection Process and Program

e HR Boise has a dedicated HR representative whose focus is on the GCPO. This ensures that the
point of contact is known to everyone at the GCPO. The representative is responsive to the
needs of the managers in a variety of areas.

e The Administration Officer serves as a liaison between Boise HR representative and the GCPO.
This open relationship allows for a consistent message to be delivered.

e The responsibilities for the various levels of the recruitment and selection process are clearly
identified. The flow of the responsibilities is also clearly defined.

e Many position descriptions and questions are available to managers online.

o HR Boise promptly transmits hiring and start date information to all involved departments.

Challenges to Current Recruitment and Selection Process and Program

e Although many, if not most, of the position descriptions are electronically stored providing easy
access to the managers, many of them have not recently been reviewed for accuracy.
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e When the topic of career development was discussed in the workshop, there were various
reactions and responses as to whether it is clear to staff what their career development
opportunities are within the GCPO. Individuals know that they can move up in grades and/or
steps, but they may not connect career opportunities with the increase in grade and/or step.

e When the primer has been prepared by the manager, there are several people that must sign off
for approval for the new position. Presently, this is a hard copy that must circulate for
discussion and signatures. There are times when due to workload, these documents can be held
up in one office or another.

e C(lassification of jobs is performed by the HR representative. For standard positions this
procedure can work smoothly and be accomplished expeditiously. However, for newly created
positions there can be a high volume of communication between the hiring manager and the HR
representative thereby slowing the process.

e The main bottlenecks for the entire recruitment and selection process are in the first phases of
the process, including creating position descriptions, primers and classifying positions.

e As with the position descriptions, the application questions are available through an on-line
guestion bank. The grouping of the questions does not always lend itself for easy use of the
system. Therefore, some managers may use questions selected for a recently identified position
description. This increases the risk of a less than optimal hire if the most accurate questions are
not utilized.

e When managers elect to rewrite the questions rather than utilizing those available in the
guestion bank the question selection process is extended significantly.

e Once candidates have been ranked, there is no consistent procedure in place for interviewing
and hiring. Some managers are hiring the candidate ranked number one without the benefit of
a phone interview. Other managers are performing phone interviews on the top rated
candidates while one manager brings the top candidates in for an on-site interview.

e Similar to interviewing there are inconsistent practices being applied to the reference checking
process and procedure. Some managers are completing reference checks and ensuring that
copies are being sent to HR. Others are conducting references and keeping them in their own
files.

Opportunities for Future Recruitment and Selection Process and Program

e Increase the number of on-site interviews. A misunderstanding existed with the majority of the
superintendents as to whom they could bring in for an on-site interview. Some were under the
misconception that if you brought in one person for an on-site interview, you must bring in all
candidates. Clarity was provided by the HR representative, and it is now apparent that on-site
interviews can be utilized as a second level of screening after phone interviews have been
conducted. This approach of utilizing on-site interviews for second round interviews may also
have a positive impact on retention as to ensure new hires are comfortable with the
geographical location issue.
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e Increase and/or change of HR Boise staff. The HR representative provided information about
personnel changes in Boise that will provide additional resources in meeting the HR needs for
the GCPO.

e Implementation of WTTS tracking system. A new electronic online tracking system is being
implemented at Boise HR that should improve many aspects of HR service, information and
interaction with the GCPO.

e Encourage the re-introducing of apprenticeship programs for select positions and job groupings.
Based on the feedback in the workshop, historically these apprenticeship programs have been
perceived as a positive way to recruit and retain staff at GCPO.

Recommendations and Conclusions

There are several areas of the recruitment and selection process and program that would benefit from
updating and streamlining. However, the current HR and GCPO Administration staff involved appear to
be stretched to capacity. A new member of the GCPO Administration Department dedicated to the
needs of the hiring managers would be of great benefit in ensuring the streamlining of the process and
having a liaison between the hiring managers and HR Boise to ensure consistency and building
relationships across GCPO. Adding resources could ultimately decrease the amount of time it takes to
recruit and bring new staff on-board.

In addition, the following issues and/or ideas are recommended for future enhancements to the current
recruitment and selection process and programs.

e Update the position descriptions. A thorough review and audit should be conducted on all
current position descriptions with the GCPO Administration and with the hiring managers. This
audit will enhance and streamline the recruitment and selection process as managers will have
more clarity on the position descriptions available to them. In addition, any newly anticipated
positions that are identified through the MWH assessment should have position descriptions
created.

e Create a Career Development Framework for all positions and job groupings throughout GCPO
to increase awareness both with current and future staff. We found in the workshops that
career development is perceived differently throughout the GCPO. Using the position
descriptions for all positions could be a vehicle in outlining various career tracks and job
families. Providing visuals in the form of a matrix, flowchart and/or career step ladder, could be
a beneficial tool in the recruitment and selection process.

e Review and revamp all screening and interview questions. The question bank utilized by the
managers for the interviewing process is cumbersome. After a thorough review and grouping of
the position descriptions, an assessment needs to be completed on all interviewing questions.

e Train the Hiring Managers on utilizing the systems in place. As systems are updated and altered,
hiring managers should receive training on how to effectively utilize the systems to make
successful hires to their departments at GCPO. In addition, provide refresher training on
Interviewing and Selection skills for hiring managers.
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Explore with Boise and/or Regional office to focus on a branding and/or image initiative focusing
on the critical needs at the GCPO. Identify creative ways to recruit potential staff to the GCPO.
For instance, there was lengthy discussion on the lifestyle at Grand Coulee and how this
geographical location appeals to individuals who enjoy nature, boating and water activities (e.g.,
fishing). Emphasize the quality of life aspects of the GCPO that will appeal to a particular recruit.
Enhance and/or create additional apprenticeship programs. The previous apprenticeship
programs were a great success in the past, but were either stalled or halted as a result of limited
resources, particularly in training, that prevented GCPO to continue in these areas. As the
staffing needs increase, this is a great source to continuously bring on new and skilled
candidates to GCPO.

Identify additional sourcing for recruitment and selection. During the workshop, there was
lengthy discussion on social media tools and experimentation of technological based programs
(LinkedIn, facebook for GCPO, blogs, job boards, etc) for future recruitment activities.

Create a workforce planning vehicle to assist managers in identifying hiring needs. Once the
MWH Assessment report is reviewed and digested by the GCPO, next steps in the planning
process needs to occur. For instance, it would be beneficial for HR Boise, Hiring Managers, and
the GCPO Administration to facilitate and conduct workforce planning sessions for all
appropriate GCPO management moving forward with their staffing needs.

Assign codes to sourcing so that information can be tracked easily to identify the best sourcing
solutions for positions.

Identify other publications and/or job-boards for future positions. A list has been included
separate from this report.

March 15, 2012 On-boarding Workshop

On Thursday, March 15, 2012, the MWH Team members, Barbara Irwin, Mary Lake, and Bryan Oldham
met with the staff members of the Administration Group at the GCPO, including Darlene Pryor, Diane
Babler, and Sheri Durham-Holliday. In the workshop, we discussed both the current process and a

future ideal process for the on-boarding program for the GCPO. In addition to the process, we also

discussed the content of the future program. Below is a summary of the discussion, including: General

Challenges, Opportunities, a proposed outline for an on-boarding program, a list of action items that the

team wanted to move forward with in the near future, and further recommendations to enhance and/or

create a future on-boarding program.

General Challenges to On-boarding Program

Representatives from Administration, Finance, Safety and I.T. all meet with new employees on
day one, but focus mainly on the tactical and transactional information necessary and required
to provide to new staff. At that time, the employees is not given any relevant information about
Grand Coulee, the history of the plant or the significance of working for a nationally acclaimed
hydroelectric power plant. When this orientation is completed, the employee is released to
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his/her supervisor, but there is an inconsistency across departments on the on-boarding
practices; some departments provide employees tours, while other departments or supervisors
do not.

e The staff within the administration group supports each other in handling the on-boarding
process, and at times, conducts the sessions together, but it is predominantly conducted by one
individual within the department.

e There is no one individual and/or group within the GCPO coordinating on-boarding/orientation
for all staff throughout the plants and facilities focusing on both the transactional and cultural
aspects of on-boarding.

e It was mentioned that in 2011 a few employees at the GCPO participated in a pilot on-boarding
Program at the Boise Regional Office. One of the employees met with our group during our
workshop to provide us with her impressions, feedback and thoughts on the content and length
of program, etc. The program was conducted on three consecutive days, which she believed to
be too long and cumbersome and not necessarily bringing value to new employees. No known
follow-up or implementation from the Boise Regional office occurred after this pilot program
was completed.

Areas of Success in the Current On-boarding Program

e HR Boise notifies all appropriate GCPO staff when a candidate has accepted a position.

e There is a current process in place for new hires throughout the GCPO.

e A designated individual/individuals within the Administration Department works with new hires
on the transactional pieces of on-boarding.

e New hires meet with Finance, Safety and Security for on-boarding processing.

e There is currently a two phase process in place to ensure staff understands their benefits,
procedures, etc.

Opportunities for Future On-Boarding Program

e Implement a Buddy System to provide employees with a ‘go-to contact’ for information,
questions, resources, etc.
e The Administration Group would desire to expand the on-boarding Program, including more
information provided to new employees (transactional and cultural).
0 It would be important to have one resource in administration handle on-boarding and
coordination with management and staff, etc.
0 Call new employee prior to first day.
e Provide a GCPO video during the on-boarding.
e Conduct a tour throughout all facilities, including the power plants, offices, etc.
e Identify resources from the region (what information can they provide to new employees) and
incorporate it into the GCPO on-boarding Program.
e Bring deputies/managers into the process/program: Meet and greet, provide philosophy,
mission of the GCPO, etc.
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e Provide bigger picture and the importance and contributions the staff makes to the overall
success of the Bureau, the Region, the GCPO and their individual departments.

e Create and provide takeaways and/or handouts for new employees that are easy to read and
provide pertinent information.

e Encourage union representatives to participate in the process.

e (Create a train the trainer program for individuals who will be presenting and providing talks to
staff

e Stress a strong emphasis on teamwork for the Administration department and other
departments involved in the process of providing new employee a positive and rewarding
experience that may ultimately impact the retention of these new staff members at GCPO

Outline of a future On-boarding Program

The MWH Team and the Administration Group identified a draft framework for a future on-boarding
Program. The Administrative Group is moving forward with further development of this program.

Proposed Onboarding Program

First Session: Day One Second Session: Approx. 1 Month after Hire
e Manager welcomes new employees e Project overview
e |dentify a buddy for each new employee e Department talks and presentations
e Provide takeaways for new employee e Video on GCPO
(resource/contact information document) e Benefits information — Part |
® Project overview * e Tour of the facility
e Lunch
e Benefits information — Part Il
e Union talk/presentation

*The Project Overview topic was discussed at length with the group. It was suggested that an “overview” be
given to all new employees (e.g., short talk, video, etc.) to explain to employees who they are working for while
emphasizing some of the key historical features of Grand Coulee, the magnitude of working for the largest
hydro-electric power plant in the United States, etc. There was disagreement among the Administrative Group
on the value this topic would bring to Day One of the on-boarding Program. The concerns focused on the
employee’s being confused and overwhelmed on his or her first day of work.
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Grand Coulee Power Office

A 0 P

Lead

Action Item Target Date
Meeting with managers (Deputy Directors) regarding desired Darlene 2 weeks
Future on-boarding Program
Meeting with Stacey regarding on-boarding program in his Darlene 2 weeks
unit
Meeting HR (Ginny Gragg) to discuss Region’s on-boarding Diane 2 weeks
Program and tie-in to Grand Coulee’s program
Meeting Lynn in Public Relations to discuss video for on- Diane 2 weeks
boarding
Coordinate with management on identifying representatives Darlene 3 weeks
from each department for on-boarding talks and presentations
Meet with Unit and/or Department Managers on developing a | Darlene and Sherri 4 weeks
buddy system for new employees
Develop draft outline for a Future on-boarding Program MWH Team will 1 week

draft outline of
program that was
discussed in
meeting on 3/15/12
and distribute to
the Administration
Group, who will
revise and present it
to leadership

Additional Recommendations and Conclusion

The Administration members of the GCPO have a strong desire to improve and enhance the current on-

boarding Program, which consists of mainly transactional areas. As identified above, on a short-term

basis, there are several action items that the GCPO Administration is going to undertake in order to

improve the current program. The desire is to enhance the entire program while recognizing that

additional resources and coordination will need to be involved to make it a successful on-boarding

Program and positively impact retention at the GCPO. Additional recommendations are as follows:

e Add aresource to the GCPO to handle all on-boarding tasks in coordinating with HR Boise, Hiring

Managers and other GCPO representatives involved in the process.

e Expand the cultural aspects of the on-boarding program including: Welcome Message from the

GCPO leadership and newly created visuals (videos, on-line media, etc.) to bring the on-boarding

program up-to-date.

e Create a buddy system for new employees outlining responsibilities for the individuals involved.

e Facilitate a train the trainer program for the buddy system.

@ mwH
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T P
MAY 24 2006

GCPO-1000
SAF-3.00
MEMORANDUM
To: Dale J. Carriere
Supervisory Fire Protection Specialist
From: David G. Murillo (SGD) David &. Murillo
Power Manager 3 /
Subject: Grand Coulee Power Office Fire Protection Response

e —————

|

The purpose of this memorandum is to officially notify you, the Firefighters and Fire Inspectors
of the interim instructions for on and off Project emergency and fire protection responses.
During May meetings with the International Association of Firefighters and recent meetings
both here at the Grand Coulee Power Office (Office) and in the Regional Office an interim plan
was discussed that would meet both the Project Mission and policy requirements.

Since these meetings, the Office has sent letters to the three local communities with which we
currently have Mutual Aid Agreements (Agreements) concerning our interim decision regarding
our ability to respond to outside emergencies (attached). Additionally, given the installation and
modifications to the project’s fire protection systems, I have initiated a request to the Office of
the State Fire Marshal for their assistance in assessing the adequacy of our fire protection
operations and the capabilities of the local communities in order to determine if our operations
are sufficient to protect our facilities and employees from fire hazards.

Having read the Agreements that we have in place with the local communities, what is common
within these agreements is language indicating that we will respond to each others request for
support when an emergency identified within the agreement exists. The Agreements read that
“upon receiving a request for assistance, each party to this order shall dispatch one fully
equipped truck along with the minimum personnel required by City standards to operate the Fire
Truck or specialized equipment to the scene requested”. However, under the current
organization of the Fire Protection Branch, the Office must now comply with the more stringent
regulatory requirements of the National Fire Protection Association (NFPA) standard 1710. The
manning requirements within the NFPA for an Engine Company within a professional Fire
Department requires that we have four (4) firefighters on duty in order to operate the fire truck
outside of our facilities. The Office in accordance with project mission requirements and these

k Agreements has staffed only to the level necessary to meet our own needs. Our current staffing



levels do not support the NFPA staffing requirement on a 24-hour a day seven (7) day a week
basis.

Off-Project Responses

As a result of the above, we will only respond to off-project situations with the fire truck during
those times in which we meet the four (4) person staffing requirement during any shift. Meeting

this requirement most often occurs during the day shift which is normally from 7:30 a.m. to 4:00
p-m. Monday through Friday. During those times when our staffing levels fall below the four
(4) person minimum requirement to operate the fire truck, this normally occurs during the swing
shift, graveyard, and weekends, we will respond with the Brush Truck and Tender if we are
requested, available, and said operation is within applicable guidelines, regulations, etc., to
provide wild land, re-supply, RIT (rapid intervention team) and in other support roles as needed.
Fulfilling the Office mission and operating safely is always our primary concern, therefore, when
the fire protection staffing falls to one (1) firefighter or fire inspector on duty, the Office will not
be able to respond to any request for assistance other then tender support or requests for the Jaw
of Life which may require off project staffing assistance on scene. '

On-Project Responses

It is my understan@ing that when we meet the four (4) person minimum staffing requirement we
may respond to off-project and on-project situations as a “Fire Department.” During those times
when fewer than four (4) persons are on shift we will respond to on-project situations as a “Fire
Brigadel” and fire suppression activities will be limited to those which can be accomplished
safely and in accordance with current law, rule, or regulation. Given the level of training
provided to your staff, operations in regard to on-project situations should remain status quo,
including the operation of the fire truck. Off-project responses will be governed by the previous
stated guidelines. Again, during this interim period, supporting the Office mission in the safest
manner possible is my primary concern.

Currently, I am unsure of the duration of this interim period. However, as soon as a final
determination is made you and your staff shall be notified. If you or your staff has any questions
or concerns regarding the operating criteria/guidance outlined in this letter please contact me
immediately.

Attachment
cc: PN-1000, 7431

be: Files @ GCPO-7913, 1050-RP, 1050-EC=

(all fire employees),7000 all w/o attach.
DMurillo:ablanchard: Wednesday, May 24, 2006

JAWPSI\FIRE DEPT\FIRE INTERIM GUIDANCE 05-06.doc

! Fire Brigade operations shall be in accordance with applicable law, rule, regulations, and policy.
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Task Status & Summary Staffing Assessment — Maintenance

Tasks (ltalics indicate new tasks within last 3-5 years) Primary Responsibility Reference
Preventative Maintenance All FIST 6-2: 9
Corrective Maintenance All FIST 6-2: 5.8
Modification Work Orders All FIST 6-2: 19
Operations Work Orders — Trouble Reports All FIST 6-2: 8.2
Major CM — Ring Seal Gates Mechanics
Major Mod - GDACS Elect., PSCC
Predictive Maintenance All FIST 6-2: 17
Commitment Tracking Work Orders All FIST 6-2: 21
Miscellaneous Standing Work Orders All
Specifications for procurement Planners FIST 6-2: 10.2
Work Planning Planners FIST 6-2: 10, FIST 6-1: 12.D
Work Scheduling Supv Il FIST6-2:11 & 12
Maintenance Reports Superintendents FIST 6-2:14
Apprenticeship Training - Mechanics Supv Il Mechanics
Specialized and orientation training All FIST 6-1: 8
Job Hazard Analysis All SAF 1-1: 3, RSHS
Dam infrastructure maintenance Mechanics
Capital Projects Support All FIST 6-2: 19.2
Work Order Work Notes All FIST 6-2: 8.3
Job closeout including as-builts Elect., PSCC FIST 6-2:19.2
Communicate to Operations Correction made during WO All FIST 6-2: 8.3
PO&M Annual, CFR, and PFR reviews All FIST 6-2: 20
Condition Assessments - HydroAMP All FIST 6-3
Review of design criteria and submittals for capital projects Supv Il FAC 03-03: 5.F
HECP/SWP clearance holder for contractors Foreman FIST 1-1
Testing and Commissioning All
PSCC Ops vulnerability assessments PSCC OPs NERC/CIP
Data gathering for designers All FIST 6-2: 19.2
Crane operations and inspections Mechanics FIST 4-1A: 6




Task Status & Summary Staffing Assessment — Operations

Tasks (Italics indicate new tasks within last 3-5 years) Primary Responsibility Reference
Operator rounds and routine inspections Operator FIST 1-11: 7.3
Perform Switching Orders Operator FIST 1-1
Respond to alarms and initiate corrective measures Operator FIST 1-11: 7.3
Manually operate generating and auxiliary equipment Operator FIST 1-12
. FIST 1-11: 7.3 & 15, FAC 02-

Keep operational logs, checksheets, reports, and documents Operator o1: 3
Conduct shift turnover using checklist Operator FIST 1-11 16
Weekly test of alarms Operator FIST 1-11: 7.3
Annual oulet gates and valve tests and recording in CARMA Operator FAC02-01: 4.A
Communications with dispatchers Operator FIST 1-11: 9.3
Protective relay trip action response and documentation Operator FIST 1-11: 7.3
WECC reports on PSS and AVR Operator FIST 1-11: 5.3
Periodic review of rounds sheets and daily review of logbook Operator Supervisor FIST 1-11: 7.2 & 15.3.7
Operational reading assignments Operator Supervisor FIST 1-11:17.3.2
Equipment trouble reports Operator FIST 1-11: 13.3.5
Annual Black start tests Operator FIST 1-11: 5.3
Apprenticeship training Operator FIST 1-11: 10.3
Coordinate with Mechanics and Electricians Operator FIST 6-2:12.3.E(3)
Planning of Outages, Clearances, and Testing Operator FIST 6-2: 12
Operator training, certification, and reviews Operator FAC 02-01: 2
Annual review of SOPs by Operations Power Ops Specialist FIST 1-11: 6.4, FIST 6-1: 10.3
Annual review of EAP Operations Personnel FIST 1-11: 6.5
Operations acceptanc and review of complete WO Operator FIST 6-2: 8.3
Routine operations utilizing SCADA to meet load, voltage, and flow Dispatcher FIST 1-11: 1
demands
Electrical stability operations, dropping, voltage control, PSS Dispatcher FIST 1-11: 5.3
Respond to problems and Abnormal Operations Dispatcher FIST 1-12
Scheduling of generation, pumping, transmission and distribution Dispatcher FIST 6-2: 12
outages
Clearance holder for transmission lines terminating at GC Dispatcher FIST 1-1: 22
Control of upstream downstream water levels Dispatcher
Communications with operators Dispatcher FIST 1-11: 9.3
Monthly testing of communications Dispatcher FIST 1-11: 9.3
PO&M 120FY Annual Report Dispatcher FIST 1-3
PO&M Annual unit Service Report Dispatcher FIST 1-3
Creating and scheduling HECP Clearances, hot line orders, and work .

. Dispatcher FIST 1-1
permits
Ensure compliance with FERC, NERC,WECC, NWPP, MCHC Dispatcher FIST 1-11: 5,
Review of SOPs and emergency procedures using CARMA Dispatcher FIST 1-11: 6.4 & 6.5
Coordinate with regional black start restoration plans Dispatcher FIST 1-11 5.3.3
Preparation of reports, PO&M 59, 59A, 59B, 59C, 124, 171 Dispatcher FIST 1-3
Receipt and processing of outage requests Dispatcher FIST 6-2: 12
Participate in Job Hazard Analysis Meetings Operator SAF 1-1: 3, RSHS
Operational checks after Maintenance Operator
Coordinate with external agencies, BPA, Mid-C, ect. Dispatcher FIST 1-11:1
Coordinate with USBR Regional Office Power Ops Specialist FIST 1-2
Prepare or revise SOPs,Manuals, Memos, Operator Aids, OD Power Ops Specialist FIST 1-11: 6.4
Draiwngs, Abnormal Procedures
Identification and Nameplating Power Ops Specialist FIST 1-11: 20
Maintain Power and Control Board Directories Power Ops Specialist FIST 1-11: 20
Operator Training and Orientation Power Ops Specialist FAC 02-01:2.A




Apprentice Training Supv. Power Ops Specialist |FIST 1-11: 10.3
Scheduling of Lockout Relay Testing Dispatcher FIST 1-11:7.3.3
Performance of lockout trip testing and reporting Operator FIST 1-11:7.3.3
Reporting of Power Incidents Supv Il Ops FAC 04-02 (FAC-TRMR-18)
Identifing Systemic Incidences Supv Il Ops FAC 04-02 (FAC-TRMR-18)

Preparation of PO&M 171 Incident Report

Power Ops Superintendent

FAC 04-02 (FAC-TRMR-18)

Evaluation and Root Cause Analysis of Incident

Power Ops Superintendent

FAC 04-02 (FAC-TRMR-18)

Prepartion of Incident Report and Recommendations

Power Ops Superintendent

FAC 04-02 (FAC-TRMR-18)

Reviewing Power Operations Specialist Work

Power Ops Superintendent

FIST 1-2

Coordinating Documentation for SOP Updates Power Ops Specialist FIST 1-11: 6
Sop Shop Staff Evaluations Power Ops Specialist FIST 1-2
Edit and MaintainWord source and Adobe pdf files of SOP, PBD, . .

Editorial Assistant FIST 1-2
ANN., 0O.
Editorial Support for Continued Training for Operations Personnel Editorial Assistant FIST 1-2
Editorial Support for Operator Apprentice Program Editorial Assistant
Coordination with Contractors Supv Il Ops FIST 6-2: 13
Contractor Outage Planning and Implementation Supv Il Ops FIST 6-2: 12
Construction Safety Clearances - Special Work Permits Dispatcher FIST 1-1
Acceptance of turnover O&M documents from Contractors Supv. Power Ops Specialist |FIST 6-2: 19.2
Integration of new SOPs for new systems Supv. Power Ops Specialist |FAC 02-01: 1, FIST 6-2: 19.2
Input and review of new systems during development Supv Il Ops FAC 03-03: 5.F

Testing and Commissioning of new systems or equipment

Operator
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Grand Coulee Project Management Process

General

Project Management at Grand Coulee shall be based upon ANSI /PMI 99-001-2008, 4™ edition,
“A Guide to the Project Management Body of Knowledge” (hereafter referred to as the “PM standard”).

The Grand Coulee Project Management organization is a balanced matrix. The Project
Management organization shall be responsible for long and short term planning as well as overall
execution of Grand Coulee projects. Planning shall be accomplished on a fiscal year basis through
coordination of project priorities, budget, and execution capacity. Overall project execution shall be
monitored through standardized tracking and frequent reporting of individual project status. The
organization shall focus upon overall project success, with emphasis upon delivering quality projects
that are on-time and within budget.

A Project shall be defined as a temporary endeavor undertaken to create a unique product,
service, or result. Projects shall be identified through the Fiscal Year Work Planning Process, defined
later.

The standard life cycle for a Grand Coulee project shall include five phases. Project budgets and
schedules shall be organized by these phases. In sequential order, these phases are:

(1) Planning

(2) Design

(3) Procurement

(4) Construction/Installation
(5) Closeout

Project Management shall be defined as the application of knowledge, skills, tools and techniques to

project activities to meet the project requirements throughout the five project phases.

Project Managers shall be responsible for the successful execution of their assigned projects. This
applies to the entire project lifecycle and includes:

(1) Developing a project plan that addresses scope, quality, schedule, resource needs (funds,
personnel, etc), project risks, change management, and communications. Additional features
may be required depending upon the complexity of the project. The project plan will identify
the extent to which the PM will be involved with service providers ........

(2) Closely coordinate project activities, tracking schedule and budget, developing proposed
corrective actions, reporting project status.

(3) Proactive communication and coordination with stakeholders.

(4) Developing service agreements with PNRO and the TSC.



Project Management Oversight and Review

Oversight of Project Management at Grand Coulee shall be provided by the Project Management
Oversight Team (PMOT). The oversight team shall consist of the Power Manager and Deputy Power
Managers. They shall identify the projects to be executed, establish project priorities, resolve problems
that could not be resolved at lower levels, and establish the overarching Project Management policies
and processes.

Grand Coulee projects shall be monitored as needed by the respective Project Manager, and
reviewed through monthly Project review Board (PRB) meetings. At the PRB meetings, the general
status of each recognized Grand Coulee project shall be presented, and detailed presentations shall be
made by the PM’s for their project(s) when requested by the PMOT. Conducting PRB’s has numerous
benefits, including:

1. Requires gathering and presentation of data that provides visibility of project data that may
reveal potential execution problems.

2. Provides opportunity for early resolution of project issues.

3. Prevents misinformation — participants see the same information and hear the same
discussions.

4. Provides a forum for open communication and discussion of project issues.

5. Allows for more informed decisions that will be understood and supported by those in
attendance, such as adjustments in priorities or additional work.

6. Provides opportunity for learning, teamwork, and synergy.

At the PRB, general status shall consist of budget and schedule charts, with simple notes regarding
project status, issues, and proposed actions for recovery (if needed). See Figure 1. The PRB shall occur
prior to the “Work Coordination Call”.

The PMOT shall determine which projects shall be briefed in detail at the PRB meetings, giving
consideration to project importance, history, risks, input from project stakeholders, etc. Project
Managers shall be informed in advance of the PRB if a detailed briefing is needed for their project(s).

The Project Review Board shall consist of the following:

e Power Manager (Chair)

e Deputy for Project Management, Planning and Engineering (Facilitator)
e Deputy for Operations and Maintenance

e ERG Chief

e Industrial Area Superintendent

e Operations Superintendent

e Left/PGP Superintendent

e Right/TPP Superintendent

e Mechanical & Civil Engineering Section Chief



e Electrical Engineering Section Chief

e Administrative Officer

e Budget Officer

e GCPO Procurement

e RTS Power Coordinator

e PNRO leaders (as available and needed)
e BPA Advocate

Fiscal Year Work Planning Process

The Fiscal year Work Planning Process is used to align fiscal year budgets with priority work and
our ability to execute the work. The general process for Fiscal Year Work Planning is outlined in the
“Grand Coulee Long and Short Term Planning Model” attachment.

Development of the fiscal year work plan starts with the long-range planning. Grand Coulee
utilizes a long range plan to show rough costs and schedules for proposed capital and O&M non-routine
projects. The plan covers 10 years and identifies the fiscal year funding needs, work areas, type of
project (capital or expense) and proponent. Early each calendar year the Deputy for Project
Management, Planning and Engineering will solicit input and update the long range plan. With the long
range plan updated, the focus will shift to the upcoming fiscal year, and input will be sought regarding
the human resources required to implement the projects identified for the year, as well as the priority
and risks associated with the projects.

Based upon the priority, budget and capacity information, and giving considering to non-
technical parameters such as public perception and agency goals, The PMOT will determine which
projects to execute and budget for in the upcoming fiscal year. Projects are subsequently assigned to
Project Managers. The result is a common framework for the upcoming year, from which additional
coordination with the PNRO, BPA, and the TSC will be made. This will be a dynamic process that
considers other budget and planning requirements such as those for RAX, Irrigation, and Large Capital
projects.

Individual Project Management Roles and Responsibilities

Power Manager. The key decision maker holding authority and overall responsibility for the Grand
Coulee Project and Project Management. Chairman of the PRB and PMOT.

Deputy for Project Management, Planning and Engineering. The PM Deputy shall be responsible to

implement Project Management through the PM organization, and shall supervise those within it.
Facilitator for the PRB. PMOT member. Leads efforts to develop long and short term plans. Leads
efforts to coordinate plans, priorities, budgets and capabilities as needed to develop Grand Coulee fiscal
year work plans.



Deputy for Operations and Maintenance. PMOT member, PRB Member. Provides critical input

regarding project priorities. Advises Project Managers as the technical expert for operations and
maintenance.

Grand Coulee Superintendants. Customer and key stakeholder for projects that affect their facilities.

PRB member. Promotes facility participation in scope development and review of projects. Works with
PMs and PMOT to develop work needs, priorities, schedules and budgets. Responsible for creating work
orders for proposed projects.

ERG Section Chiefs. Provide technical resources needed to execute projects. Perform supervision and

technical review to achieve schedule, budget and quality expectations for projects. Technical expert.
PRB Member. Provide critical input for developing long range and fiscal year plans.

Senior Project Managers. Provide Project Management and general engineering services for large,

complicated projects and other projects as assigned. Assigned projects are typically multi-year, and
programmatic in nature because they involve numerous inter-related contracts and sub-projects.
Assigned projects typically require a broad level of coordination with the PNRO, BPA, Irrigators, TSC,
AE’s, Contractors, and other stakeholders. The Senior PM’s will have cradle to grave involvement with
the projects, performing regular coordination, tracking and status reporting and may serve as mentor to
Journeyman level PM’s and Activity Managers. Jobs assigned may require a higher level of reporting
that includes EVM. Senior PM’s are key PRB contributors.

Journeyman Project Managers. Provide Project Management and general engineering services for

numerous, simultaneously active Grand Coulee projects as assigned. Journeyman PM'’s are typically
assigned projects smaller in scope and magnitude than those for Senior PM’s. The Journeyman level
PM’s will have cradle to grave involvement with their projects, performing regular coordination, tracking
and status reporting. The Journeyman PM'’s are key PRB contributors.

Grand Coulee Activity Managers. Based upon technical guidance and oversight from Project Managers

and Engineering Resource Group (ERG) leaders, provides general coordination and broad support for the
execution of assigned activities or projects. Primary duties include preparation and upkeep of work
plans and schedules, and tracking and reporting status (NOTE: Activity Managers in the region may have
duties beyond this description).

Project Engineer. As a technical expert, provides a broad range of engineering services for assigned

projects. Performs trouble-shooting, technical coordination, testing and data acquisition, technical
evaluation and engineering analysis needed to resolve or scope technical problems. Leads efforts to
prepare and review procurement packages, including drawings and technical specifications. Serves as a
Contracting Officer’s Representative (COR) and on technical teams such as Value Engineering (VE) and
Technical Proposal Evaluation Comittees (TPEC).

Project Technicians. Provides a broad range of technical assistance to Project Managers, Activity

Manages and Project Engineers for assigned projects. Performs technical coordination, testing and data
acquisition, and technical evaluation for assigned tasks. Prepares procurement packages, including



drawings and technical specifications. Serves as a Contracting Officer’s Representative (COR) and on
technical teams such as Value Engineering (VE) and Technical Proposal Evaluation Comittees (TPEC).
Provides on-ste support for PNRO, TSC, AE and Contractor personnel on assigned GCPO projects.

Budget Analyst. With a high level of knowledge of BOR budget processes, systems and methods,
evaluates and determines program and project budget needs in coordination with Program and Project
Managers. Develops and provides means for tracking and reporting budget execution, trends, and
forecasts as needed for the various projects. Identifies and resolves budget abnormalities.

Budget Technician. Gathers, prepares and provides budget related information in support of the
Project Managers and Budget Analyst. Maintains and organizes data to show budget execution, history,
needs, trends, and to document changes.

Cost Estimator. Develops cost estimates for engineering services, purchases, installation, and
construction work related to Capital, Non-Routine, and large routine projects, as needed to support
Grand Coulee staff with evaluating alternatives, preparing budgets, and completing procurement
efforts. Develops and maintains a local cost database to assist with future cost estimating efforts.
Coordinates with Scheduler, Budget Analysts, and Project Managers to align estimates with work
breakdown structures and budgets as needed for tracking and reporting purposes.

Scheduler. In coordination with Project Managers, develops work break down structures and prepares
and maintains project schedules for assigned projects. Coordinates with Cost Estimator, Budget
Analysts, and Project Managers to align work breakdown structures with budget and estimates as
needed for tracking and reporting purposes.

General Project Team Members. Provides the mutually agreed upon services for the respective project,

within scope, on-time and within budget. Responsible to promptly communicate with the Project
Manager should they see changes to scope, quality, schedule or cost occur or become likely.



Completion Schedule
Job/Mgr/Phase | Status B Activities Risks/Issues/Actions
Scoping | Design Award Const.
TPP Owerhaul, RFP 29-0ct-09| 6-Sep-10 Recent: Solicitation issued 30 Undgr Budget
Egrs“sracting July Behind Schedule
Done |28-3an-10|28-Jan-11 |19-sep-17|Next: Sched'ule/.cc.Jordmate Working overtime to recover
12-Feb-10 | 18-Mar11 |29-Sep-17]Contractor site visits. schedule, budget is adequate to
Done ] 13May13 cower.
Cost Data through 31 July 2010
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Figure 1: Example of a PRB Slide
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Review of Staffing and Processes Grand Coulee Power Office

Summary of Data Analysis Methodology

As part of the review of staffing and processes at the GCPO, MWH engaged in detailed data analysis to
estimate the staffing levels required, under current organization structure and business processes, to
meet the needs of the GCPO in the coming 10 to 20 years. The analysis included an estimate of the
volume of work associated with overtime, new tasks added in the past 3-5 years, incomplete best
practices, work order backlog, and capital support. MWH translated the identified volume of
incremental work into staffing adjustments across the various GCPO functional groups to arrive at
recommended staffing levels per group under the current organizational structure and business
processes. All data analysis was performed in Microsoft Excel 2007.

Figure 1 outlines the analysis MWH performed. Yellow boxes represent data analysis steps; each yellow
box is associated with a data analysis workbook (Excel file). Blue boxes represent data sources that serve
as inputs to the analysis. The arrows indicate the application of those data sources toward various
analysis workbooks, and which workbooks serve as inputs to others. All data collection and analysis
activities feed into the Future Year Hours Forecast, which projects full-time equivalents (FTEs) from
FY2013 to FY2033.

11. Functional

10. FY2011 Group Assoc.,

CARMA data for | | from Org. Chart
all Work Orders

9. FY2011 Labor \
Code to Craft data

6. TPP Overhaul
. M 12, work Type by
estimates R
Functional Group and

8. FY2011 ETAS | Craft in 2011 -_.,___H
13. Preventive

Timesheet data
5. GDACS -
estimates Mﬂﬁlﬁ:i:c:oﬁwk 14. CARMA 2013-
2018 PM forecast
\. reports
4, Work Orders
from CARMA [
7. Non-Routine Work
I Analysis 15. Preventive
| —W|

3. Grand Coulee Maintenance

17. Corrective Forecast
plans 16. Labor Hours :
Analysis Maintenance

Analysis
2. Input from
Planning
1. Input from

Superintendents

18. Future Year Hours
Forecast

Figure 1 - Data sources with corresponding workbooks in yellow

The spreadsheets used, assumptions made, and analyses conducted are explained in the sections below.
The sections are organized to correspond to the labels in Figure 1. Data collection steps are described
before associated data analysis steps. Similarly, data analysis steps that serve as an input to subsequent
data analysis are discussed first. Data analysis steps are underlined and the name of the associated
workbook is in italics.
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Review of Staffing and Processes Grand Coulee Power Office

1. Input from Superintendents

MWH conducted meetings with the superintendents from the three maintenance areas and the
operations group to assess the workload for non-routine work in future years. Based on the
superintendents’ input, MWH entered labor estimates for each employee title/role/position into the
Non-Routine Analysis workbook. Rather than developing workload estimates for each year, MWH
estimated only labor hours for the peak year for each future project. The Non-Routine Work Analysis
workbook distributes these hours to other years as discussed in Section 7 below.

2. Input from Planning

GCPO Planners generated estimates of resource requirements to support the non-routine work in future
years. Estimates were provided for peak resource requirements for each future project, for each
engineering discipline, and for project management support. MWH and GCPO Planners reviewed the
schedule for each project and used it to distribute the workload across the lifecycle of each project. The
distributed resource requirements and workload estimates were entered into the Non-Routine Work
Analysis workbook as discussed in Section 7 below.

3. Grand Coulee Plans

The current GCPO 10-year plan, 20-year plan, and “Hopper List” were provided to MWH and set the
schedules for work resource requirements in the Non-Routine Work Analysis workbook as discussed in
Section 7 below.

4. Work Orders from CARMA

Using work order data extractions from CARMA, MWH sorted the Modification (MOD) work orders and
entered those into the Non-Routine Work Analysis workbook. Projects were grouped under the major
projects in the 20-year plan or grouped according to the type of work.

5. GDACS estimates
The latest schedules and work resource estimates were provided by the GDACS Project Management
team and were input into the Non-Routine Work Analysis workbook.

6. TPP Overhaul Estimates
The latest schedules and work resource estimates were provided by the Third Powerplant Overhaul
Project Manager and were input into the Non-Routine Work Analysis workbook.

7. Non-Routine Work Analysis (Non-Routine.xIsx)

This analysis workbook estimates the number of FTEs required for “non-routine” tasks, including MOD
work for the three Maintenance areas, procurement hours for Administration, Cultural Resources
(Archaeology), Engineering, and Project Management.

GCPO supervisors and MWH compiled all planned non-routine work orders into the database as
described in Section 4 above. The schedules and resource requirements were input as described in
Sections 2, 3, 5, and 6 above. The analysis includes planned funding for each task for each year from
FY2012 through FY2033. GCPO supervisors provided estimates of the number of hours each task would
require in its maximum (peak) year for each craft as described in Section 1 above.

The analysis then estimates the number of hours required for each task every year from FY2012 to
FY2033 based on the ratio of each year’s budget to the peak year’s budget. The time value of money is
not taken into consideration (i.e. all funding estimates are in year 2011 dollars).
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Review of Staffing and Processes Grand Coulee Power Office

For example, if a task is estimated to take 1000 Mechanic hours in peak year 2020, the budget for 2020
is $1,000,000, and the budget for year 2015 is $500,000, then the number of Mechanic hours required
for year 2015 is calculated as:

Max year hours x (Target Year Budget / Max Year Budget)
1000 hours x ($500,000 / $1,000,000) = 500 hours

For tasks where the budget did not reflect the work resource requirement, a percent distribution was
assigned to future years to scale the maximum year work resource requirement.

The Non-Routine Work Analysis spreadsheet compiles the total estimated hours each year for each craft.
Craft estimated hours are also subtotaled for each functional group or Maintenance area during the
entire project timeframe. Craft hours are divided by an estimated average of 1,750 hours per employee
per year to determine the number of FTEs required for non-routine work in each craft and each
functional group throughout the study period.

The functional groups and areas included in the Non-Routine Work Analysis are listed below; crafts with
non-routine work associated with each group are in parenthesis.

e Operations (Operators/Dispatchers, PSCC)
e Project Management (Project Managers)
e Engineering (Electrical Engineers, Mechanical Engineers, Civil Engineers, Environmental
Specialists)
e Maintenance
0 |A/Switchyards Area (Electricians, Mechanics, PSCC)
O TPP/RPH Area (Electricians, Mechanics, PSCC)
O LPH/PGP Area (Electricians, Mechanics, PSCC)
Cultural Resources (Archaeologist)
e Administration (Procurement)

Note that MOD hours for the LPH/PGP Maintenance area include GDACS work.

8. FY2011 ETAS Timesheet data
The ETAS data sets for work order time charges for each labor code were obtained from the Technical
Services Center (TSC).

9. FY2011 Labor Code to Craft data
The database to relate the craft code for each labor code was obtained from the TSC and input into the
Work Type by Functional Group and Craft in 2011 analysis described in Section 12.

10. FY2011 CARMA data for all Work Orders

Data for each work order against which time was charged in FY2011 was downloaded from CARMA and
input into the Work Type by Functional Group and Craft in 2011 analysis and matched with all labor
codes that charged to each work order.

11. Functional Group Associations from Org Chart

The GCPO functional group against which each labor code is associated was obtained from the July 2011
GCPO organization chart and entered into the Work Type by Functional Group and Craft in 2011 analysis
described in Section 12.
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12. Work Type by Functional Group and Craft in 2011 (FY2011.x/sx)

This analysis workbook displays the ratio of hours worked in 2011 by work order type. This data is used
to develop pie charts for the following groups, depicting the breakdown of FY2011 hours charged across
the CARMA work order types:

The entire GCPO facility;

Each functional group;

The three Maintenance areas (LPH, RPH, and IA); and
The PSCC, Mechanic, and Electrician crafts.

The pie charts are divided by the following work order types: administration (ADMIN), corrective
maintenance (CM), engineering (ENG), modifications (MOD), operations (OP), predictive maintenance
(PDM), and preventive maintenance (PM).

GCPO provided MWH with ETAS time reporting data which was matched to CARMA work orders using
the inputs described in Section 8, 9, and 10 above. MWH filtered work hours by craft, work order type,
functional group, and Maintenance area to prepare the pie charts. Functional group associations were
obtained as described in Section 11 above. MWH used an estimated 1,750 hours per FTE to estimate
the number of employees in each functional group, area, and craft, then compared these estimates to
the July 2011 organization chart as verification. In general, the CARMA work hours and org chart data
were in accordance; however, for some functional groups, notably Administration, MWH reclassified
some craft classifications to match the org chart.

Personnel Security and temporary reclamation employees were not included in the analysis. Some
craft-specific pie charts include foremen but do not include apprentices.

13. Preventive Maintenance Work Hours in 2011

This input extracts the actual hours of PM work performed from ETAS data for each craft in each crew in
the LPH/PGP, RPH/TPP, and IA Maintenance areas as well as for the Operations functional group. Only
jobs that were started and finished in FY2011 were included to ensure that the full lifecycle of projects
was considered, rather than portions of projects.

14. CARMA 2013-2018 PM Forecast Reports

The PM Forecast Report tool in CARMA was run to obtain the PM workload for each of the six years
from FY2013-2018. The six year span was selected to match the standard rotation of PM work; PM
hours are expected to follow the same pattern for FY2019-2024 and subsequent six-year cycles.

15. Preventive Maintenance Forecast (PM Forecast.xlsx)

This analysis compiles projected PM work hours for a six-year PM cycle for input into the Future Year
Hours Forecast analysis. Additionally, it compiles a ratio of actual-to-estimated PM hours for jobs
started and finished in FY2011. Actual FY2011 PM hours tended to be lower than estimated hours,
indicating that PM work order hours may be overestimated. The Future Year Hours Forecast analysis
described in Section 0 below uses the actual-to-estimated ratios and input from area supervisors to
adjust projections for future PM hours.

The Preventive Maintenance Forecast analysis runs CARMA forecast reports to estimate the PM work
orders and hours for FY2013-2018 as described in Section 14 above. The analysis aggregates estimated
hours for each crew in each area or functional group. The provided CARMA forecast data estimates
future PM work by crew but does not break estimates down by craft. Therefore, the analysis assumes
that future work will follow the same ratios by crew as in FY2011.
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The Preventive Maintenance Forecast analysis then compiles FY2011 actual PM hours as described in
Section 13 above. Concurrently, it compiles estimated FY2011 work hours for the same work orders by
crew for the three maintenance areas, for the operations functional group, and for the firefighters and
project management groups. The workbook divides the actual hours by estimated hours by crew in
each area or functional group to form an actual/estimated ratio. For example, the actual/estimated
ratio for electricians in LPH/PGP is 46%, meaning electricians in that area only worked 46% as many
hours on PM jobs as was estimated in work orders in FY2011.

Because the actual/estimated ratios are below 100%, future PM hour estimates in CARMA may be
overestimated. Adjustments for this are accounted for in the Future Year Hours Forecast analysis
described in Section 0 below.

16. Labor Hours Analysis (Labor Histograms.xlsx)

This analysis displays how many hours employees in each functional group and Maintenance area
worked in FY2011 to confirm that 1,750 hours is a reasonable estimate of work time for a full-time
equivalent (FTE).

GCPO provided MWH with ETAS timesheet data for all employee types in FY2011. This analysis selects
employee types from each functional group and area and compiles the number of hours worked in
FY2011. It tallies the number of employees by type who worked in each 50-hour increment (e.g. 1,700-
1,749 hours, 1,750-1,799 hours, etc.) and plots histograms of employee working hours for each
functional group or area as well as for all of GCPO. The height of each bar indicates how many
employees billed a number of hours within range of that bar; for example, 65 employees billed between
1,700-1,749 hours in FY2011.

The histograms show that 1,750 hours is a good estimate for the number of hours worked by a full-time
employee, serving as a validation for the hours-to-FTEs conversions incorporated into much of this
analysis.

17. Corrective Maintenance Analysis (CM.x/sx)

GCPO maintenance supervisors informed MWH that hours are charged to CM for a variety of different
work and that practices for charging to CM differ by Maintenance area. MWH created this analysis to
determine what type of work was actually performed by employees charging to CM and to display the
work charged as CM hours as a percentage of all work performed in the area.

MWH categorized the work order descriptions for all work billed to CM for each Maintenance area and
classified the actual work performed according to the work description. Work billed as CM was
reclassified as either:

e Snow removal classified as CM

e RSG classified as CM

Gates classified as CM

Drains classified as CM

Infrastructure classified as CM

e Safety classified as CM

e Administration classified as CM

e MOD classified as CM

e True CM (as defined by FIST for maintenance that restores an asset to a preserved operating
condition)
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This analysis then compiles stacked bar charts of all work billed to CM for each Maintenance area. The
CM spreadsheet divides work billed to each CM type by the total number of hours billed to the area to
normalize the results for comparison purposes across the areas.

18. Future Year Hours Forecast (Forecast.xIsx)

This analysis, the culmination of the inputs and analysis described above, projects expected hours and
FTEs for each functional group, the three maintenance areas, and the electrician, mechanic, and PSCC
crafts from FY2013 through FY2033. The forecast data for each functional group, area, or craft is based
on the results of the other data analysis conducted in Task 2 of this staffing study.

This workbook generates charts of FTEs for each year from FY2013 through FY2033. The analysis was
conducted during FY2012; therefore the forecasts begin in FY2013. Table 1 below shows the functional
groups, maintenance areas, and maintenance crafts where FTEs are projected for all work types, those
where FTEs are projected by craft, and those where only a total count of FTEs is projected. Projections
of FTEs by work type or craft were created for all functional groups, maintenance areas, and
maintenance crafts where enough data was available. When this data was not available, only the total
number of FTEs was projected.

Future Hours and FTEs Forecast Charts Produced

Forecasting Chart Produced

Work Order Type Craft Total Only
Total for GCPO X
Functional Group
Administration X
Budget X
Cultural Resources X
Engineering X
Fire & Physical Security X
Hungry Horse
Maintenance X X
NERC/WECC Compliance X
Operations X
Project Management X
Public Affairs X
Safety X
Maintenance Area
LPH/PGP X X
RPH/TPP X X
1A X X
Maintenance Craft
PSCC X
Mechanics X
Electricians X

Table 1 - Future hours and FTEs forecast charts produced by functional group, craft, and area

CM work type hours for the maintenance areas are taken from the Corrective Maintenance Analysis
which reflects CM work in FY2011. Based on conversations with GCPO maintenance supervisors, MWH
estimated that CM work would remain constant from FY2011-2016, decrease by 5% each year beginning
in FY2017 until FY2026, and level off at 50% of the FY2011 value from FY2026 onward for all
maintenance areas. Maintenance hours in all other functional groups were assumed constant. The
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reduction of CM hours in the future is estimated to be a result of increased PM and replacement of
aging equipment during facility rehabilitation.

Engineering work order hours for FY2011 are taken from the Work Type by Functional Group and Craft in
2011 analysis which reflects 2011 CARMA data. Engineering work order type hours for the crafts for
future years are included in MOD hours in the maintenance areas for future years.

MOD work order type hours are taken from the Non Routine Work Analysis.

OP and PDM work type hours for FY2011 are taken from the Work Type by Functional Group and Craft in
2011 analysis and are assumed constant throughout the study period.

PM hours are based on the results of the Preventive Maintenance Forecast analysis. GCPO maintenance
area supervisors informed MWH that planned PM hours have historically been higher than actual PM
hours for FY2011. As discussed in Section 15, MWH determined the ratio of actual-to-estimated PM
hours from FY2011 data. MWH then discussed these results with Maintenance area supervisors to
revise projections for future PM work. Historic and supervisor-revised actual-to-estimated PM ratios are
shown in Table 2 below. MWH multiplied projected PM hours by these revised actual-to-estimated PM
hours ratios to determine future year PM hours. PM hour estimates repeat on a six-year cycle to reflect
the six-year maintenance cycle.

Maintenance Area Actual/Estimated PM Hours Ratios

Area FY2011 Actual/Estimated Area Supervisor Revised
Ratio Ratio
LPH/PGP 49% 80%
RPH/TPP 71% 90%
IA 72% 100%

Table 2 - Maintenance FY2011 Area Actual/Estimated PM Hours Ratio and Supervisors' Revised Ratios

ADMIN hours for FY2011 are based on actual hours charged to ADMIN work orders from the Work Type
by Functional Group and Craft in 2011 analysis. For the Maintenance functional group, the future year
ADMIN hours are scaled proportionately from FY2011 based on the percent change for hours for all
other work types.

As shown in Table 1, available data only allowed calculating hours by work type for the Cultural
Resources, Engineering, Maintenance, and Operation functional groups. MWH totaled the hours per
year for these groups and computed a ratio of work hours to FY2011. For most remaining groups, MWH
multiplied FY2011 hours by the respective yearly ratio to estimate total group hours for the year. The
Administration group is an exception — MWH estimated procurement hours from the Non-Routine Work
Analysis and estimated all other administration hours as a proportion of FY2011 hours, then summed
them together.
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Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Meeting Title: | Benchmarking Conversation — BC Hydro & Grand Coulee Power Office

Date: November 16, 2011 Location: Vancouver / Grand Coulee
Start Time: 8:30am PT Duration: 3 hours
Facilitator(s): Matt Crane

GCPO
Name Title / Role
Mark Jenson Power Manager
Eric Corbin Deputy Power Manager
Scott Ross Deputy Power Manager
BC Hydro
Name Title / Role
Chris O’'Riley Executive Vice President, Generation
Roy Grout Vice President and Chief Engineer
Mark Poweska Director of Generation Operations
MWH
Name Title / Role
Ed Carter Senior Vice President
Matt Crane Senior Consultant and Project Manager
Sam Nott Senior Electrical Engineer and Technical Lead

Meeting Minutes / Notes

BC Hydro Overview

e Vertically integrated including generation, transmission, and distribution

e 31 hydro plants generate 11,000 MW, 3 thermal (1,000 MW), and some small diesels; 7 plants

produce 80% of the output

e There are different asset strategies for the 7 large plants; “strategic” plants; and available

energy plants

e Capital improvement program is driven by dam safety and aging infrastructure; many are

transmission projects

e Capital projects are requiring funding through rate case increases

e Primary goal is delivering power to customers but there are increasing environmental and safety

constraints

e Original life estimates for the larger units has not been as good as expected

Engineering

e 80% of their time/staff is for capital projects

e View their engineering as a service to the project delivery organization, and as a service to the

maintenance organization

@ mwH
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Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

0 Engineers are expected to be billable to the Project Delivery or Maintenance
organizations
Capital design group (centralized in Vancouver) + Maintenance support group (centralized in
Vancouver) + 12 engineers in the field (distributed across sites)
The plant engineers in the field are generalists, handle routine O&M support matters; if more
expertise is required it is done by central engineering
There are also Capital Engineers assigned to the plants that are the interface to the central
engineering group. They also handle the smaller (<$500K) capital jobs at the plants. These were
added so plant engineers don’t get pulled away from maintenance duties.
In the 1980s there was a downsizing of over 1000 employees.
Over the past few years, corresponding to the ramp up in capital work, they have gone from 160
to 300 engineers (includes engineering support functions, like drafting, procurement, etc.)
BC Hydro outsources more than 50% of its engineering; helps avoid the ramp up and ramp down
of own staff
0 Need to consider the tradeoff of doing things in-house versus going to market
0 Started to go to market with large packages to reduce procurement costs and increase
flexibility of outsourced support

Project Management

Responsible and accountable for execution of projects from start to finish

Believe in getting PMs involved as early as possible

Mark Poweska, as head of O&M, referred to himself as the “customer” of the Project Manager
(PM and supporting team are providing a service to the O&M staff who will own and operate
the project once implemented)

It was emphasized the need for good communications between the PM, CM, Contractor, and
Plant

Operations & Dispatch

Centralized for the entire provincial system
Operated as an integrated system
Have water license constraints to follow, but otherwise govern the system-wide flows and
power generation
All plants, except for GMS, are remotely operated form dispatch
0 Controls upgrade underway now for GMS
0 Do have some limited operators at Mica (12 hours/day) and Revelstoke (24 hours), only
to follow up on alarms and do not start/stop the units.

Maintenance

Each plant has a plant manager, operations manager, and a maintenance manager; in the past
they only had a plant manager

For example, their 3000 MW plant has 69 staff on site

Planning manager and scheduler for each region who takes a region-wide look at maintenance
planning; conducted annually, monthly, and weekly

BC Hydro is looking to better integrate maintenance resource planning and capital planning
across the region and the entire system
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MEETING MINUTES / NOTES

Staffed up trades to support increase in capital work, recognizing that they were struggling with
switching/closing out equipment to support the capital efforts

Also needed staff to support commissioning as they rely on the maintenance guys to do the
testing and commissioning; suggest planning upfront for that commissioning component and
recognizing that testing and commissioning is the key point of knowledge transfer from the
capital delivery team to the long-term O&M staff

BC is implementing a “Back to Basics” program of 0&M management

BC has a traveling centralized maintenance support pool, most are temp workers.

At each plant are staff responsible for safety, environmental, public affairs, etc., but they do not
report to the Plant Manager; they report to the central office

With respect to safety, they focus on ensuring that contractors understand the elevated safety
expectations of BC Hydro; communicate such prior to bidding so that contractors can plan early
and account for such in their bid and approach

HR can get a position posted internally in 2-3 days; a little longer for external job postings

Time from posting to getting new employee on board varies widely based on position sought
and market conditions

BC Hydro pays a 15% bonus to employees working at their most remote site

Engineers are paid overtime and this is an incentive to go to remote sites; some are charging
large amounts

History of Project Management at BC Hydro

Saw ramp up of capital projects about 5 years ago; prior to that their structure was O&M
focused

Knew they were not doing great at project management, particularly around schedule control
Wanted to bring in more staff, more PMs

InfoPM system wasn’t working very well

MWH showed them some program management systems, BC Hydro decided it was time to (1)
update their technology, and (2) update their PM skills and processes

Tremendous change management component; implementing a PM culture affects everyone in
the organization, not just PMs; requires a fundamental change to the way work is accomplished,
with a focus on planning the work well upfront

On the IT side, they selected SAP, primarily because SAP was already in process of being
implemented in the Finance Group for financial tracking

For scheduling and resource management, they elected Primavera P6

Currently working to integrate the two systems; down the road, they want to integrate with
their maintenance management system to have finance + scheduling + resourcing + work
planning all integrated

Lots of process behind that; documented the practices and procedures that they must follow
“If they can’t do PM well on the back of an envelope, then the system doesn’t matter” (Roy)
Spent $25M on these PM systems and processes to support their $2B capital program

A portfolio and PM Group was set up to implement the PPM program, but it will be disbanded
when implementation is complete
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MEETING MINUTES / NOTES

The existing maintenance management system is Passport, but will be converted to SAP in the
next 5 years
A PPM Practices Guide was developed and BC offered PM training and focused on hiring people
that believe or have practiced PM
Project management approach is tied to the financial approval points; the fundamental
backbone of their approach is the project life cycle and governance structure
Interjected an accountability structure
0 Allfocus is on the Project Manager
0 Conduct a monthly Project Accountability Meeting
0 To support the change management component, it is critical to get the most senior
person possible, outside of the plant itself, to chair these meetings as often as is
practical
0 Recommendation from BCH to GC: Need to get your projects in front of the Regional
Director a couple times a year; she should really care, considering the millions of dollars
per year going into capital projects at GC

Work Package Management

Each project is divided into its end-feature components to form the next level down in the work
breakdown structure

A work package manager is assigned to be responsible for delivering that package in support of
the project manager

Treat the work packages like mini-projects with a plan, scope, schedule, and budget

Part of imposing the project management approach on everyone, not just the project managers
Day to day, the work package managers report to the PMs, not functional managers; the
functional managers are responsible for quality control and resourcing (matrixed structure)

Retiring Workforce, Knowledge Transfer

Overstaffed some areas to prepare for retirements, putting extra people on certain activities
Have implemented targeted training program to address certain areas where they are currently
or about to be lacking in expertise

0 Old approach was just OTJ training

0 Have developed training programs for each management-level roles, such as plant

managers, to address the retirements of senior staff

BC has a large apprentice pool.
Big benefit to involving people that really know your plants in your capital projects; may be an
opportunity for senior staff to review projects, specifications, etc.
The primary time for knowledge transfer for new equipment is during commissioning; it is
important that the plant crafts are part of the commissioning team.
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FOR THE YEAR ENDED MARCH 31, 2011

Corporate Purpose

Our Business

2011 Facts

Energy Facts

bchydro.com/quickfacts

BC Hydro’s corporate purpose is to provide reliable power, at low cost, for generations.

BC Hydro is a commercial Crown corporation owned by the Province of British Columbia. BC Hydro is one of North America’s
leading providers of clean, renewable energy, and the largest electric utility in British Columbia, serving approximately 95 per cent
of the province’s population and approximately 1.8 million customers.

We are responsible for reliably generating between 42,000 and 52,000 gigawatt hours (GWh) of electricity per year. Electricity

is delivered to our customers through a network of over 18,500 kilometres of transmission lines and 57,000 kilometres of
distribution lines.

« Net income was $589 million, compared with $447 million the year before, resulting in a return on equity of 14.13 per cent.

« Hydro generation levels far the year endéd March 31, 2011 were 6 per cent lower than in the prior year, primarily due to lower water
inflows. System water inflows during the year were at 86 per cent of average. This follows a similar low water year in fiscal 2010
which was 87 per cent of average.

« Power Smart conservation programs continued to deliver cost-effective energy, producing cumulative annual energy savings of
2,348 GWh in fiscal 2011.

e Property, plant and equipment expenditures of $1,519 million decreased by $887 million from the previous year, mainly due to the
acquisition in the prior year of a one-third interest in the Waneta dam and generating facility. Exclusive of this one-time significant
acquisition, BC Hydra's expenditures on the expansion of its facilities to meet future load growth requirements and on maintaining
its aging infrastructure were comparable to the prior year. ’ ’

o As a result of lower than average water inflows (86 per cent of average), BC Hydro's net consolidated electricity purchases for
domestic use were 4,463 GWh, an increase of 1,059 GWh from the previous year.

Definitions
power = how much electricity is consumed by customers (or produced by power generators) at any instant in time
energy = how much is consumed (or produced) over a period of time

capacity = the maximum sustainable amount of energy that can be produced or carried at any instant. Example: a car engine’s
horsepower rating is its energy capacity

Units of power

o 1 kilowatt (kW) = 1,000 watts

« 1 megawatt (MW) = 1,000 kilowatts (or 1 million watts)

o 1 gigawatt (GW) = 1,000 megawatts (or 1 billion watts)

Units of energy

o 1 kilowatt hour (kWh) = 1,000 watts for 1 hour (1,000 watt hours)

o 1 megawatt hour (MWh] = 1,000 kWh

« 1 gigawatt hour (Wh) = 1,000 MWh

(Note that the abbreviations for prefixes follow metric convention, so kilo is k, while mega and giga are capitalized.
The abbreviation for watt is W.]

Power to Energy ratios - rule of thumb

« Power to energy - for thermal electric: MW x 8 = GWh per year

o Power to energy - for large hydro: MW x 5 = GWh per year

Comparison statistics

s The average household in BC Hydro's service area uses about 11,000 kWh per year.

o A large industrial customer, such as a pulp mill, might use 400 GWh in a year; equal to the consumption of 40,000 househalds.
o A typical large office building of 20-25 storeys might consume 5 GWh in a year, equal to the consumption of 500 households.

« A large “big box" retail outlet might consume 3.5 GWh per year, or roughly the equivalent of 350 househalds.

o A1 MW micro hydro plant produces about 5 GWh per year of green energy.

BCGChydro l Sm
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Financial Information

(in millions) :
For the years ended as at March 31

! 2011 2010
Revenues $ 4,016 $ 4,028
Net income $ 589 $ 447
Property, plant and equipment

and intangible assets $ 15,546 $ 13,995

Property, plant and equipment

and intangible additions $ 1,519 $ 2,406
$ 11,520 $10,696
IConsists of long-term debt, including the current portion, net of
sinking funds and cash and cash equivalents.

Net long-term debt!

Residential Rates

Monthly $ Bills per 1,000 KWh

Montreal
Winnipeg |

Seatle |

B.C.*

Portland

Edmonton

Toronto |

Halifax

Saurce: “2010 Comparisan of Electricity Prices in Major North
American Cities—Rates in Effect on April 1, 2010"—Hydro Quebec.

Note: All bills and average rates are in Canadian currency and
exclude taxes. "B.C." refers to BC Hydro service territory.

BC Hydro
333 Dunsmuir Street, Vancouver
British Columbia, Canada V4B 5R3

A downloadable version of this
information is available at:

bchydro.com/quickfacts

BChydro I Sm
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Operating Statistics
For the years ended as at March 31

2011 2010
Customers
Residential 1,654,079 1,633,558
Ligh} industrial and
commercial 195,402 193,522
Large industrial 166 163
Other 3,490 3,455
Trade 269 287
Total 1,853,406 1,830,985
Electricity sold (gigawatt hours]
Residential 17,797 17,593
Light industrial and
commercial 18,052 17.811
Large industrial 13,164 13,020
Other energy sales 1,594 1,809
Total domestic .50,607 50,233
Trade [electricity and gas) 49,615 » 48,842
Total 100,222 99,075
Domestic Change Over
Previous Year (%) 0.7 (4.3)
Revenues (in millions)
Residential $ 1,366 $ 1,272
Light industrial and )
commercial 1,243 1,192
Large industrial 590 590
Other energy sales . 239 235
Total domestic 3,438 3,289
Trade ) 578 739
Total o $ 4016 $ 4,028
Average revenue
[per kilowatt-hour)
Residential 7.7¢ 7.2¢
Light industrial and commercial 6.9 6.7
Large industrial 4.5 4.5
Other 15.0 13.0
Trade! 4.0 44
Average annual kilowatt hour
use per residential customer 10,518 10,857
Peak one-hour demand
iﬁtegrated system [megawatts] 9,790 9,847
Lines in service
Distribution (kilometres] 57,648 57,278
Transmission
(circuit kilometres] 18,764 18,603
Full-Time Equivalent (FTE)? 5,805 5,687

"The method used to calculate trade revenue per kWh is based on
gross trade revenues.

2 Regular FTEs [the productive hours of work for one employee) for
BC Hydro, excluding subsidiaries.

Generating Capacity in kW

Hydroelectric* Kilowatts (kW)
Aberfeldie 75 000
Alouette 9,000
Ash River 28,000
Bridge River ... 478,000
Cheakamus 158,000

t Clayton Falls 2,000
Clowhom 33,000
Elk River. 12,000
Falls River 7,000

V  GM Shrum 2,730,000
John Hart 126,000
Jordan Wiy 170,000
Kootenay Canal 583,000
Ladore 47,000
La Joie 25,000

R Lake Bunzten 72,800
Mica ; 1,805,000

V  Peace Canyon 694,000

R Puntledge 24,000

V  Revelstoke 2,480,000
Ruskin 105,000

R Seton 48,000
Seven Mile . 805,000

R Shuswap 6,000
Spillimacheen 4,000

VR Stave Falls 91,000

R Strathcona 64,000

R Wahleach 65,000
Waneta 164,420
Walter Hardman 8,000

hatshan 54,000
10,923,220

*

Maximum sustained generating capacity
R Has recreational area

V  Has visitor centre

1t Non-integrated area

Thermal
Burrard 950,000 -
Fort Nelson 47,000
Prince Rupert 46,000
1,043,000
Diesel Generation
t Ah-Sin-Heek 7,300
1t Anahim Lake....... 3,050
1 Atlin 2,680
+ BellaBella..... : 4,900
1t Dease Lake. 3,450
t Eddontenajon ; 2,550
t M t 13,545
1t Sandspit 9,150
1t Telegraph Creek 1,800
1 Toad River 710
49,135
Total Capacity 12,015,355

Generation capacity figures may vary slightly from those stated in
BC Hydro's Annual Report due to recent plant upgrades/updates.

GDS11-246 July 2011 ISSN 0226-9112




Lower Mainland

Abbotsford

YANCOUVER
ISLAND

SYSTEM MAP

This map shows a quick snapshot
of the BC Hydro System, including
many of our generation and bulk
transmission assets.

For more information on the
regional transmission system
please see the BC Hydro
Transmission System map. .

BGhydro &

- FOR GENERATIONS

i REGIONAL OFFICES
Castlegar
Cranbrook
Nanaimo
Prince George
Revelstoke
Vancouver
Vernon

@ HYDRO DAMS AND
GENERATING STATIONS
Aberfeldie
Alouette
Ash River
Bridge River 1&2
Buntzen
Cheakamus
Clowhom
Elko
Falls River
G.M. Shrum
John Hart
Jordan River
Kootenay Canal
La Joie
Ladore
Mica
Peace Canyon
Puntledge
Revelstoke
Ruskin
Seton
Seven Mile
Shuswap
Spillimacheen
Stave Falls
Strathcona
Wahleach
Walter Hardman
Whatshan

it St.John

NORTHERN

THOMBESON
DRANAGAN
EOLUMBIA

ABN
ALU
ASH
BR1&2
LB 1&2
CMs
coM
ELK
FLS
GMS
JHT
JOR
KCL

LDR
MCA
PCN
PUN
REV
RUS
SON

SHU
SPN
SFN
SCA
WAH
WHN
Wes

@ HYDRO DAMS -

Mcleese

QuD & QUi

NO GENERATING STATIONS
Clayton Falls CLA
Duncan DDM
Herber HEB
Hugh Keenleyside HLK
Quinsam & Quinsam
Salmon River SAR

A THERMAL GENERATING STATIONS
Burrard BGS
Fort Nelson FNG
Prince Rupert RPG

@ DIESEL GENERATING STATIONS
Ah-Sin-Heek ASK
Anahim Lake AHM
Atlin ATL
Bella Bella BEL
Dease Lake DLK
Eddontenajon EDD
Kwatacha KWA
Masset MAS
McBridge MCB
Sandspit SPT
Telegraph Creek TCK
Toad River TDR
Tsay Key Dene TKD

i it

W SERIES CAPACITOR STATIONS
American Creek AMC
Chapmans CHP
Creekside CRK
Guichon GUI
Kennedy KDY

MLS

®eren

- ]

sy ]|

Legend

Hydro Dam and Generating Station
Hydro Dam - no Generating Station
Thermal Generating Station

Diesel Generating Station

230 KV Substation

287 kV Substation

500 kV Substation

Reglonsl Office

Series Capacitor Station

. 500 KV Bulk System Transmission Line
287 kV Bulk System Transmission Line
230 KV Bulk System Transmission Line

(@]

EAST

KOOTENAY

230 KV SUBSTATIONS

TO ALBERTA

O«

,@O

Arnott ARN
Nelway NLY
Pike Lake PIK
Vancouver Island vit
287 KV SUBSTATIONS

Minette MIN
Rupert RUP
500 KV SUBSTATIONS

Ashton Creek ACK
Cheekye CKY
Clayburn CBN
Cranbrook CBK
Dunsmuir DMR
Glenannan GLN
Ingledow ING
Kelly Lake KLY
Kennedy KDS
Meridian MDN
Nicola NIC
Selkirk SEL
Skeena SKA
Telkwa TKW
Vaseux Lake VAS
Williston WSN







Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Meeting Title: | Benchmarking Conversation
Manitoba Hydro & Grand Coulee Power Office

Date: December 14, 2011 Location: Winnipeg
Start Time: 8:00am CT Duration: 4 hours
Facilitator(s): Matt Crane

GCPO
Name Title / Role
Mark Jenson Power Manager
Scott Ross Deputy Power Manager
Manitoba Hydro
Name Title / Role
Ken Adams Senior Vice President, Power Supply
John Clouston Division Manager, Generation South
Randy Raban Division Manager, Engineering Services
MWH
Name Title / Role
Ed Carter Senior Vice President
Matt Crane Senior Consultant and Project Manager
Sam Nott Senior Electrical Engineer and Technical Lead

Meeting Minutes / Notes

NOTE: REFERENCE SLIDES PROVIDED BY MANITOBA HYDRO

Manitoba Hydro Overview

e Vertically integrated including generation, transmission, and distribution
e Approx. 6,200 employees (1200 associated with generation)

e S12Bin assets

e Lowest energy prices, highest reliability; however, at 3.5 cents/kWh, energy prices are lower

than replacement cost

e Approx. 30% of electrical generation is exported, mostly through an operating agreement with

MISO

e HVDC transmission line belongs to generation (not transmission); brings power from north to

load in south
e New hydro development:

0 200 MW commissioned

0 700 MW started
0 1500 MW in planning
e Annual revenue is approx. $2B

@ mwH




Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

e Customer base is over 537,000
e General structure
0 Power Supply
Transmission
Customer Care/Marketing
Customer Service and Distribution
Finance, Admin, Corporate Relations, Corporate Overhead, Procurement, Safety, etc. (all
centralized)
e Extremely low attrition rate
0 Hire about 300 per year across all of Manitoba Hydro
0 Most recruitment is at the entry level

O O OO

Power Supply Organization

e Split by functions, not organizational groups
0 Define common goal for business unit...we all work to produce and sell power

e Experiencing 1-1.5% load growth/year, which equates to about 1000MW in 10 years
0 Driver for new Greenfield projects
0 Opportunity to build early and export to the US until demand is needed locally

e Energy supply is about 300 people; existing facilities account for 1100-1200 staff; new facilities

account for 200 people...”we don’t build, we hire consultants”

Maintenance

e O&M provided by Generation South; responsible for preventive maintenance, predictive
maintenance, condition monitoring, etc.

e Engineering jobs are initiated by Maintenance; depending on dollar value, they go to
Maintenance Engineering Support (also within Generation South) if O&M focused, or to
Engineering Services (group outside of/peer to Generation South within Power Supply) if capital-
focused

e Maintenance crews are grouped by / shared within a geographic region with similar plants

0 South has been rehabbing and repairing for past 30 years
0 North has newer plants and starting rehab

e Move staff between plants as needed
e Some Northern plants are fly in fly out schedules — 8 days on, 6 days off
e Skilled labor developed with aggressive training program
e Training program targeted First Nations and this has work very well as they want to live in the
North.
e Consistency in approach comes from main office in Winnipeg
0 Standardized work orders
0 Standards for preventive maintenance, predictive maintenance, etc.
0 Did a reliability-centered maintenance approach study

Engineering Services

e Approx. 400 people
e Internal group that provides service to operations

@ mwH Page 2



Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Engineering Design
Project Management
Condition Assessments
0 Acceptance Tests
Includes civil, electrical, and mechanical design staff; high-voltage staff; and “Power Projects,”
which is about 70 people doing primarily project management for 20-30 projects at a time with
values from a couple million to $400M
Responsible for big Greenfield projects, too
Probably the biggest engineering company in Manitoba
Probably more project management than engineering in practice
Had to build engineering skills in house, but do leverage some local consultants
Engineering need “operational acumen”, mud on their boots.
Engineering in the field
0 One third of high-voltage guys are always out in field
0 Civil: about 25 of 70 are out roaming the field, mainly at Greenfield or T-line sites
0 Electrical: not much out in field, except for commissioning and testing
0 Mechanical: not much out in field, except for commission and testing; do have 1 ME on
site for rehab projects
0 Power projects: half are out on sites 3 week on 1 week off and live in camps built by MH
0 Winnipeg is home for most, so they travel out to sites for 3 weeks, home for 1 week
Lots of turnover in the engineering division
0 Pool from which other talent is drawn internally
0 Job development is key
= EIT program: 15-25 new engineers per year, rotate every 6 mos., bid out of
program

© OO

Maintenance Engineering Support

Represents about 40-50 people in Generation South

Respond to day-to-day problems

Out in field half of the time, based out of Winnipeg

Stations do not have local, prominent plant engineer; rather such engineering support is
centralized and addressed/provided as needed

To avoid/stop reliance on 1 expert, a front-line supervisor is responsible to make sure there is
rotation through the team

Maintenance focused on condition monitoring

Project Management Approach

Project management is run through the Engineering Services group; PM + ENG are the same
group

Close tie between O&M staff and Engineering

Project managers are technically based (engineering foundation)

The PM owns the job from initiation through construction, without a handover to a construction
manager

Much of the PM work is done on the front end to develop detailed plans to keep projects on
schedule.

@ mwH Page 3



Grand Coulee Power Office — Review of Staffing and Processes

MEETING MINUTES / NOTES

PMs are supported by contract management
PMs are in the field almost all the time.
PMs use Primavera resource-loaded schedules

(0}

All are integrated across enterprise, including staff, cash flow, outage schedule, etc.

Formalization of project management played a big role in breaking down silos

(0}

(0}
(0}

Manitoba Hydro developed its own PM training courses, targeted to various audiences
in the organization, recognizing that PM is a cultural shift and everyone in the
organization is affected to some degree

Send 400 people through 2-day intro course as part of cultural shift

Send 100 people through 2-week, more specialized applied course to make sure all
understood the interfaces implied/required by project management

Documentation of commitments

Taught by PMPs

Procurement Approach

Best value, not low tender

Promote “diversity of supply”: bonus points for bidder who’s never done for work for Manitoba
Hydro before

MH went out to visit manufacturers to get them to bid.

Rehab Approach

Rehab and replacements is a continuous process

Approx. 108 units at about 2-4 per year

Attempt to levelize the work for financial benefits

Fund rehab out of internally generated funds for capital improvernents (approx. $150M/yr)
Slide projects around to manage cash flow, resources, risk

(0}

Have visibility to do so based on enterprise level planning and scheduling, including cash
flow and resource loading

Rehabilitations have improved safety and provided environmental improvements.

Biggest cost of rehab is outage time, so they manage extremely closely to ensure that they get
units back up when they say they’re going to get them back up

Work is mostly done by contractors

Involve own O&M staff at commissioning and testing, and of course provide clearances support
to rehab contractors

Staffing, Retention, and Knowledge Management Approach

Considering extremely remote nature of many of its facilities, Manitoba Hydro placed an
intentional focus on attracting and training First Nations, which has proven very successful for
staffing remote facilities

Developed a standardized procedures tool called BPMS

(0}
(0}

Orientation for a supervisor: go into system and find something that needs to be fixed
Valuable for people passing through or new to group

In response to challenge of getting exposure/experience to new staff, management moved
some senior “experts” to a temporary field job or out-of-town project to allow next generation
to advance

@ mwH
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Grand Coulee Power Office — Review of Staffing and Processes

MEETING MINUTES / NOTES

o Skilled crafts are aging...very aggressive training program to replace pending retirees

@ mwH Page 5
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Best Practices in Hydropower Operations

December 14, 2011
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Introductions

Mark Jenson Power Manager
Grand Coulee Power Office Scott Ross Deputy Power Manager

Ed Carter Senior Vice President

e

Sam Nott Senior Electrical Engineer

Senior Consultant, Project Manager

@
. .
Context: Review of Staffing and
Processes for the GCPO
¢ Recommend appropriate staffing levels and resource mix
* Recommend improvements to business and technical processes
Assessment of Current Staffing Analysis under Current Analysis of Optimized
Organization Organization Organization
e Review the current GCPO * Analyze quantitative data e Facilitate management-level
organization and business from Task 1 discussions with peer
processes * Recommend staffing to meet projects to benchmark
* Understand current and current and future workload organization, performance,
future workload under current organization and practices
e Collect quantitative data to and processes e Analyze quantitative data
support future-task analysis |  Analyze risks of no action from Task 1
* Identify preliminary e Recommend optimized
hypothesized organization (structure,
recommendations for staffing, processes)
future-task verification
6 months 3 months 3 months

B

e —————
Agenda

* Introductions

¢ Meeting Objectives and Purpose

* Overview of Manitoba Hydro Organization
* GCPO Current Situation

* Open Discussion

B

Meeting Objectives and Purpose

B

[

Meeting Objectives and Purpose

¢ Understand how Manitoba Hydro has historically
addressed the challenges that the GCPO encounters
today

¢ Share best practices among peer organizations

* Compare and contrast the organization structures,
staffing levels, and resourcing approaches of the two
organizations

B




Overview of Manitoba Hydro

Corporate Profile

* Annual Revenues of $2.0 Billion

» 5t Largest Electrical Utility in Canada
e 537000 Electricity Customers

* 265 000 Natural Gas Customers

¢ MH'’s wholesale electricity exports are made to
numerous US and Canadian customers through market
and bilateral transactions

* Lowest Electricity Rates in North America

Manitoba
Hydro
Power
Supply

I Transmission

Customer
M Careand
Marketing

e
Customer
I Service and
Distribution

Finance and Admin,
| Corporate Relations and
other Corporate function

S —
About Manitoba Hydro

* Generation, transmission
and distribution of electricity
in Manitoba

¢ Sole distributor of natural
gas in Manitoba

e Approximately 6,200
employees

e $12 billion in assets
¢ ~30% of annual electricity

generation exported

P

Manitoba Hydro
Generating System

Installed Capacity:
*Hydro (winter peak) 4900 MW

[

Power
Supply

Energy Supply and
Marketing

|| «system planning
*Wholesale marketing
*Hydrology

+Reservoir management

Existing Facilities
~Operations

erepair

erehab

ereplace

|| New Facility Planning and
Construction

- @




Power Supply “Existing Facilities”
Divisions
¢ Generation South

* 8 Hydraulic generating stations
* 2 thermal generating stations

* Generation North
* 6 generating stations

e HVDC

* 3 HVDC Converter Stations

¢ Engineering Services
+ internal Engineering group that provides engineering and construction services to:
— Operating divisions
— New construction divisions
— Other Corporate business units

B

GCPO Current Situation

B
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Grand Coulee Power Office

* Manages and operates the Grand Coulee Dam in Washington and the Hungry Horse
Dam in Montana

Grand Coulee Dam

Hungry Horse Dam

Map: Bonneville Power Association, US Army Corps of Engingers, US Bureau

B

Our
System

14
B

United States Bureau of Reclamation

* Established in 1902 to develop
water projects to reclaim land
within the 17 western states to
promote homesteading and
economic development

¢ Constructed over 600 dams and
reservoirs

» Largest wholesaler of water in the U.S.

31 million people

« Irrigation to 10 million acres

v

Second largest hydroelectric producer in the U.S.
58 powerplants

= Approx. 15,000 MW

* 40 billion kWh annually

B
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Grand Coulee Dam

Dam Characteristics

Located on the Columbia River

Provides flood control, irrigation, hydropower, recreation,
stream flows, fish & wildlife benefits

5,233 ft (1,595 m) long, 550 ft (168 m) high dam
11,975,500 cubic yards (9,156,000 m?) of concrete

crete structure in North America

243 km) lon

nit pump-generating plant
6,809 MW

Largest in North America; 69 largest in the world
Average flow: 110,000 cfs (3,115 cms)
Average annual energy: 21,000 GWh

B
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Hungry Horse Dam

Dam Characteristics

Located on the South Fork Flathead River

Provides flood control, irrigation, hydropower, recreation, and stream flow benefits

2,115 ft (645 m) long, 564 ft (172 m) high dam

3,086,200 cubic yards (2,359,600 m?) of concrete
3,468,000 ac-ft of storage

Powerplant Characteristics
Original construction: 1948 —1953
4units, 107 MW each
Total Capacity: 428 MW
Max flow: 12,600 cfs (357 cms)

Average annual energy: 900 GWh

@

GCPO also faces aging workforce issues,
hiring and staff retention challenges
¢ Industry-wide increase in retirement eligibility

* Remote nature of dam sites and Federal regulations introduces challenges in hiring and
retaining staff at all levels

Additional Employees that Become Retirement-Eligible Per Year

y=02ax+11

| I

E I II
6

4

2

0

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026

Number of Employees

@

|
Summary of Study Findings

4.0Organization-level planning

> Missing enterprise-wide work and outage planning and scheduling function
> Existing schedules do not account for contingencies
> Limited coordination between plant and construction activities

5.0wnership of projects from start to finish

> Projects of all sizes and varieties generally lack a single leader to shepherd project through entire process
> Potential for rework, schedule delays, budget overruns, quality issues, etc.

6.Use of maintenance management system
> Varying degree of work order granularity across groups
> Incomplete definition of work orders and job plans
» Work orders not updated based on actual labor

P

PO is on the cusp of a major in
in capital work

$250,000,000 $600,000
Mo
W capital
B Dolars per Employee
M Dollars per Employee, Historical & Projected Averages
$200,000,000 a 3479673 $500000

. 400,000

$150,000,000 I
$296,902 /\ 5300,000

$100,000,000

Budget Dollars (2011 UsD)
‘Budget Dollars per Employee

6 6 5200000

550,000,000
$100,000
0 gReugeEBERdA $0

o %5, Uy %, U, Uy Y, "y U i,y 0y 0, 0, 0 s 0,
% % %, W %, W U U Y Y %, % R Y % U 0 % % R R R R

Fiscal Year

e

Summary of Study Findings

1.Large backlog of work
Routine O&M (PMs)

Non-routine (Mods, CMs, Small Cap, RAX)
Large capital support

v v

v

2.0rganizational alignment

Self-inflicted silos (“fiefdoms”)
Competing objectives
Individual priorities rule over facility needs
Limited transparency

v

v

v v

3.Attracting and retaining staff

> Limited by location, compensation structure, perceived obstacles in the hiring process
> Noincentive for term employees to stay

@
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Summary of Study Findings

7.Transition planning and knowledge transfer

% Large turnover and retirements
> Little overlap between departing and arriving employees
> Limited capture of plant-specific knowledge

8. Tralnlng

“One size fits all, check the box” approach
Not always aligned with organizational priorities, i goals
Limited coordination across enterprise

Varying views of apprenticeship program

Limited orientation for new employees

v

vYVVY

9.Coordination with external partners
> Unclear definition of expectations
% Limited performance tracking capabilities
% Limited understanding of others’ procedures and requirements

P




Open Discussion

Suggested Discussion Questions

e

s — |

Discussion Questions

2. Has Manitoba Hydro historically had to ramp up staffing
levels for “waves” of capital work? If so, what happens
to those employees as the capital work ramps down?

@
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Manitoba Hydro’s workforce
1. Along service, low turnover workforce

2. A boom & bust recruitment history

3. Staffing well correlated with
1. capital program
2. acquisitions

Discussion Questions

1. How has Manitoba Hydro navigated the “pendulum
swing” from O&M to capital improvements at its
facilities?

POWER WUPPLT CAFTAL PERFCRMANCE Y CATEGCRY

History of Growth

2008 - 2025 —_—

700
Building boom
Starts with
Wuskwatim =y Keeyask
6000 - foims o o
2000's - prep to build again —_— Wing vam
1990's - Maintenance mode == Brandon CT
5000 -
Limestone
1970's - 1980's —_—
Building Boom
4000 - LWR, CRD Jenpeg
Kettle, Long Spruce, Long Spruce
Limestone B
3000 -
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Worlkforce levels move with capital spending

Manitoba Hydro
EFTs & Capital Spending
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6000 T 1600
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5500 & Wpg Hydro, 1400 .
5000 Limestone re-start 1200 &
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Projected Capital Expenditures

Major Categories
millions of doliars

s g DM Migor Cenaration & Teansmigsior

$2500

52000

$1.500

New Major Generation & Transmission

_Gas Capital
P

a0 2012 a3 014 M5 2016 07 a8 2019 ]
Fiscal Year Ending
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To staff up - ESD Special Initiatives

* Staff up (plan to resource new generation)
¢ Plan ahead —terms, temps & consultants facilitate ramping down later
¢ Large sections to vest knowledge

* Develop department for major projects

* Grow major projects dept into a division

Contracting In

Rotation of Managers

Project Management Model

Project Management Training

Build acceptance for use of consultants

Process Management System

Super First Line Supervisors

Build robust centers of expertise (vest knowledge)

@
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To staff up - ESD Special Initiatives

Project Management Model

Monitor & control

Project Management Training
* Introduction —400
* Applied — 100

|
To staff up; what Manitoba Hydro does well

« Great employment conditions - Top 100 employer!
— 5/4 work week
— Challenges in remote areas - GREP

* In-house training programs
— Engineering
— Commerce
— Technical Trades

* Success with diversity recruitment
— Leverage experience into new labour market segments

« Successful recruitment of First Nations employees
— PS39% in the north
— PS 21% overall

e

To staff up - ESD Special Initiatives

Contracting in
* get the old guard out of town
¢ 16 jobs around the world

Rotation of Managers

* Power Projects — BCT project

¢ Electrical - PPD

¢ Mechanical — Major Projects transition
* Civil = Mechanical

¢ Three to Civil

@
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To staff up - ESD Special Initiatives

Business Process Management System ( BPMS)
¢ Old guard retiring
¢ Lots of churn

Project Design Acceptance Condition
Management Testing Assessment
2
& w‘

Monitor & control

Support
Processes

P




e
To staff up - ESD Special Initiatives

Super First Line Supervisor Program
- Owned by supervisors
- Must not be a burden

Orientation
Check list
Mandatory BPMS
Early PDP

Training &

Measurement Development
leading — program elements Formal - EL&D

lagging — ESD measures Informal - PDP

Strategic Planning
Section business plans
One page - operational
Succession planning

Supervisor Forums
Small groups
Policy, HR issues, managing workload,
Share best practices

@
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ESD Workforce game plan in 2005

Spin off a division then reabsorb them

Total

ESD & NGC

Staff

2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018
Year

@
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Discussion Questions

3. If leveraging different or temporary staff to support
capital work, how has Manitoba Hydro managed the
knowledge transfer from the capital delivery staff to
the long-term O&M staff?

To staff up - ESD Special Initiatives

Robust centers of expertise
* PEngV

* Larger sections

* Prep for management %
Acceptance of consultants L
* Strategies — what work, who supervises
¢ Very little — Now 33%

¢ Consultants facing same challenges

@
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How to ramp down?

* Manitoba Hydro Staff
— Redeployment — other work or MHI
— Term & temporary positions
— Attrition
— Retirement packages
— Special initiatives — Filmon Fridays

¢ Consultants
— 1/3 Commodity work
— Peak shaving
— Can be cut back at any time

@
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Managing Knowledge Transfer
From Capital Project Staff to Operating Staff

PROJECT DESIGN STAGE

Maintenance Engineering staff and Site Management staff are
included and sign off on the project scope.

As the Owner’s representative, the Maintenance Engineering staff
participate in design reviews.

Design documents are maintained by Engineering Services for
future reference.

Drawings are entered into controlled system for future use.

@ mwh
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Managing Knowledge Transfer
From Capital Project Staff to Operating Staff

PROJECT EXECUTION STAGE

Project Management keeps Maintenance Engineering staff
updated on significant design or installation issues.

A small number of Site staff are made available to the project
during the construction phase, typically on a rotating basis.

@ mwH
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Discussion Questions

4. How has Manitoba Hydro historically managed its
capital improvement projects to stay on schedule and
within budget?

@
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Project Tracking

Physical Security Upgrade Program
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Managing Knowledge Transfer
From Capital Project Staff to Operating Staff

PROJECT COMPLETION STAGE

Maintenance Engineering and Site staff are very involved in the
commissioning of the project equipment. Detailed commissioning
procedures are created along with a final report.

Draft Operation and Maintenance Manuals are created and
provided for comment and review prior to commissioning. These
are then finalized after the equipment is in service.

The maintenance requirements for new/upgraded equipment is
entered into the computerized maintenance program.

@ mwH
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Projects - On Schedule & Budget

¢ Business Process Management System (BPMS)

Condition
Assessment

Project
Management

Design Acceptance

Testing

Monitor & control

Support
Processes

@
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Project Tracking

& Grand Rapids Excitation System Upgrade
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Summary of Initial Findings

¢ Unable to meet goals/ISD’s with current resources
¢ Employees overallocated (never get ahead)

¢ Unable to meet cash flow targets

B
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Steps to get there?

e Create detailed list of all tasks/activites

 |dentify level of effort, in terms of hours required
for each activity, for each resource

* Create the schedule using the list of activities and logic

* Apply resources and level of effort to the schedule based
on available resources and the effort required to
complete the activities

¢ Adjust the schedule to balance workload based on
allocated resources

B

Considerations

* Availability or lack of resources

¢ Overtime requirements/restrictions

e Critical dates or ISDs that cannot be deferred

e Extending schedule

¢ Seasonal/Outage construction constraints

HIGH VOLTAGE TEST FACILITY PROJECT
EXECUTIVE REPORT # 041
FOR THE MONTH OF SEPTEMBER 2011

Executive | ......

" Completed the following actiy
o Instalaion of exteror wall clacing of Test hal, workshops and elevator core

reports S

0 Concrete pours fo super flat surface in Test Hall
o Instalaon of speed rai o pour super fatconcrete topping n Test Hall
o  warkshops and

e hardare or securtylaccess
o Panting the ceilngs & walk n offce area and workshops
. Instalaon of ceramic tes at 2nd floo vashrooms

SCHEDULE

November 7, 2011 when owmer testing
et

ISSUES ] CONCERNS

Issues relating
being addressed; however, response from the Ciy s ion. This may have a potental
detay o the project cor at,

ENVIRONMENTISAFETY
Environment

PHOTO'S OF THE MONTH




Discussion Questions

5. Considering the remote locations of Manitoba Hydro’s
facilities, how has Manitoba Hydro been able to attract
and retain staff?

s — |
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Discussion Questions

6. What system does Manitoba Hydro use for its
maintenance management? How robust is that across
all facility operations, including O&M, engineering,
administration, etc.?

@

e
Robust use?

¢ Speaking for generation/HVDC
— The use is consistent at all operations, but limited by
functionality (WMS, WMS measures)

— Includes O&M, programs (SMS, EMS, Dam Safety,
NERC) by all internal staff and service groups.

— Predictive programs not integrated (EAM....)

— Tasks assigned to supervisory staff and Engineering
just starting (largely programs).

— Capital work not tied.

— Intent with EAM to include all work and materials on
existing Power Supply assets performed by all groups
(station staff, Engineering, service groups, contractors)

— Still determining how to include work and materials
during construction of new assets.

O e
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Attract & retain in northern locations

* Training programs
¢ Aboriginal (%)
* New Canadians to the north

¢ Bring people temporarily to the north for capital
projects — some like it and stay

* GREP
* EIT rotation
Challenges — underfilled & hard to fill positions

@
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Maintenance Management System(s)

¢ Manitoba Hydro presently uses several Maintenance
Management systems:
— An older text based system (TSW, later Indus) for

generation/HVDC/Communications/Protection, moving to SAP
over this year.

— An internal system for transmission.
— Customer Service/Distribution in SAP, with add-ons for dispatch.
— A separate system for facilities/buildings
— Remedy for IT
¢ The number and diversity of systems causes problems with
efficiency, data integrity. This is one of the drivers to SAP.

@
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Discussion Questions

7. How does Manitoba Hydro manage water, power, and
environmental stakeholder demands at the facility
level, including generation dispatch and work
planning? At the enterprise level?

O e
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Discussion Questions

8. What services are facility-based for Manitoba Hydro
versus centralized across the Province? For example,
during construction phases, does the facility “own” the
Manitoba Hydro resources that monitor construction
activities, or does the corporate office? Same with
engineering services?

s — |

* New Generation Construction

B

How do we get work done?

* Critical work — in house expertise 2/3 o
— Heavy rotating machinery Engineering
— Control systems
— Dam safety management
— Insulation systems

e Commodity work — consultants 1/3
— Balance of plant
— Buildings
— One of a kind
— Peak shaving

B

How do we initiate capital projects?

* Drivers
— Condition assessment
— Failure
— Opportunity
* Maintenance Engineering
— Triage
— Process owner
e ESD
— Concept design report

B

Maintenance & Ops — Major Capital
interface

* Maintenance Engineering
— Triage, Repair or replace if broken
— Typically <$2M
— Initiate Major Capital Projects

* Engineering Services
— Major Capital
— Typically $2M - $400M==

— Greenfield Major Capital Projects
— Typically >$400M

Our Service Groups are Corporately
Centralized

¢ Purchasing

¢ Legal

* Human Resources
* Finance

Fleet

Safety & Health
Information Technology (IT)

* Engineer, Procure, Construction Manage

Project Delivery Systems

Engineer, procure, construct (rare for MH)

— the contractor will design the installation, procure the
necessary materials and construct it

Design, bid, build (Traditional)

— MH contracts with separate entities for each the
design and construction phases of a project

(Selkirk Fuel Switching)

— MH involves an experienced contractor to manage the
whole project on our behalf. There is a transparent
flow through of costs and risk/reward incentives.

B
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* The following slides on Capital planning
process and issues might address Que 10

e
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How MH prioritizes capital plan

Items considered:
— Cash flow restriction
— Safety
— In-service failure risks
— Generation benefits
— Contract obligations
— Demobilization & mobilization
— Maintenance & monitoring costs
— Project management & engineering costs
— Camp infrastructure maintenance
— Manpower / resource optimization
— Potential impact on power sales

@
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Discussion Questions

9. What is Manitoba Hydro doing to address the retiring
workforce issue?

P
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Problems with our Capital Process

* Capital Planning Horizon is short
— Annual targets
— Moving targets
— Long delivery equipment
— Multi year projects
e Internally generated funds
— Forces spending when it costs the most
— Misses opportunities for low cost outages.

e
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. .
Project Plan Comparison
Recommended emo
PDB — Units Refurb | Defer 4 yrs No change $$$ 353
Kelsey U7 / U5,2 Defer 2 yrs No change S 4.4
Great Falls U4 Defer 4 yrs Defer 6 months Safety 3.5
Pine Falls U1-4 Defer 4 yrs Defer 2 yrs Reliability, (2.2)
(spread over 5 yrs) Capacity & Dam
Safety
Kettle U1-4 No change Defer 2 years Reliability (3.8)
PDB — Safety Minimum Minimum Safety N/A
Other No change | Defer Halon & Physical Cash Flow Small
Security 2 yrs
ITOTAL 37.2

[

Demographics

1. The Baby Boom
— More a micro phenomenon
— Influence on workforce almost finished

2. Population aging
— More a macro phenomenon
— Influence on workforce just starting to kick in

P
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Outflow is low and predictable

Components of external attrition

Retirement
incentives

6% — — | — — — — — — - — - = Retirements

mOther external losses

Attrition rate
@
b
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Retirements

Retirement - Actual and projected

Number of retirements

—Projected at 20% takeup

—rctual

0
1993 1995 1997 1999 2001 2003 2005 2007 2009 2011 2013 2015 2017 2019 2021 2023
Yvear
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Recruitment

¢ The “right” recruitment number, averaged
over a lot of factors, is around 300 per year

¢ About 10 years ago, we would look at 200 as a
big year

¢ These are very manageable numbers

P
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Eligible to retire

Retirement-eligible workforce
1993-2024

1200

1000

8

/

/ ‘ —rctual
—takerup a 20%
\ /\/ B -

\_——

8

8

Number fully-eligible to retire

H

1993 1995 1997 1999 2001 2003 2005 2007 2009 2011 2013 2015 2017 2019 2021 2023
January first of.

e
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Strategies

¢ Annual Succession Planning
— ldentify key positions, ensure junior staff developed to back fill

¢ Knowledge transfer ( Vesting knowledge into groups)
— Rotational positions
— Document processes & procedures
— Mentoring positions

¢ Opportunity to rework positions & structure

¢ Plan for recruitments

— The HR Division watches the trends & has recruitment plans in
place

@
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Discussion Questions

10. With a collection of varied capital projects across its
enterprise, how has Manitoba Hydro prioritized its
capital work and decided where to invest first?

P
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Power Supply Project Priorization Tier System Pilot
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In Conclusion

¢ Manitoba Hydro is in a very good position to
handle the up coming work!

¢ We hope you have found this information
helpful.

Proposed Project Ranking

S
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Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Meeting Title: | Benchmarking Conversation
Chelan County Public Utility District & Grand Coulee Power Office

Date: January 12, 2012 Location: Wenatchee
Start Time: 9:00am PT Duration: 3 hours
Facilitator(s): Sam Nott
 VeeungPamapams |
GCPO
Name Title / Role
Eric Corbin Deputy Power Manager
Scott Ross Deputy Power Manager
CPUD
Name Title / Role
Brett Bickford Rock Island Hydro Engineering Manger
Tom Treat Director, Rock Island Hydro Division
Tony Nelson Central Maintenance Mechanical Superintendent
MWH
Name Title / Role
Matt Crane Senior Consultant and Project Manager
Sam Nott Senior Electrical Engineer and Technical Lead

Meeting Minutes / Notes

NOTE: REFERENCE SLIDES AND ORG CHART PROVIDED BY CPUD

Maintenance & Operations
e Divided into Plant Maintenance (PM and PDM) and Central Maintenance (non-routine, capital,
and RAX)
e Plant Maintenance is not designed to be big enough to handle forced outages
0 Provides 24-hour maintenance coverage and operations
0 12-hour, 5-letter shifts
0 Provides avenue for new, junior employees to get into CPUD
e Central Maintenance
0 46 mechanics doing non-routine maintenance
0 Add in capital and RAX...108 total staff
0 Staffing levels of this group have been consistent for about 15-20 years
0 Budget for 20-25% of their time as contingency (unplanned, unknown work)
0 Keep a list of backlog to get done in the meantime
e Plant and Central Maintenance leadership meet weekly to review resource needs, align
priorities, and shift as needed

@ mwH Page 1



Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

e Ratio of supervisor to craft: about 20-to-1
e Ratio of foreman to journeymen: about4or5to1l
e Foremen do not rotate; journeymen rotate about every 6 months or so from plant to plant

Engineering
e Split between Engineering Services and Plant Engineers
e Plant Engineers
0 Physically located in plants
0 Generally more experienced engineers; staff move from Engineering Services into Plant
Engineering
0 Work of these engineers is prioritized by the superintendents of each plant
e Engineering Services
0 Matrixed, projectized organization
0 Project engineer leads the effort and pulls from pool of engineers to support effort
0 During the project, they try to locate the engineer at the site of the work for experience
and familiarity
e Have an independent QA/QC team within the Engineering group
e Engineering views the Plant and its Superintendent as its client or customer

Work Planning
e 2 centralized employees do all of the maintenance work planning, but it is plant focused
e On the project level, collaboration between the Plant Superintendent and the Project Manager
is critical
e Use Maximo-P6 interface to do all of their resource planning across the organization
0 Includes costs, budgets, manpower planning
0 Allows all parties to look at the same thing: “one version of the truth”
0 Upward project management reporting is all done through P6, every 2 weeks
0 Do not do earned value; just CPl and SPI to track cost and schedule performance
e Planner assemble “work packets” for all foreman at the start of a particular task that includes
drawings, SOPs, work orders, photos, operations manual sections, purchase orders, etc.

Knowledge Transfer and Retention
e Only once did they hire ahead of retirements
e Try to get own crafts staff assimilated with the contractors’ staff during the work
e Unit rehab work
0 Voith sent a supervisor plus 3 staff at T& M rates
CPUD provided 6-8 of its own staff out of the Central Maintenance group
Schedule followed is baked into and guided by the Chelan overall schedule
Allowed for great knowledge transfer from contractor to CPUD staff
As-builts are better since mark-ups were done by the staff that eventually would need
to use the as-builts in the years to come
e On the capital projects, CPUD has staff to document procedures, SOPs, Operator Manuals, etc.
e Developed in-house graphic electronic O&M / Operator Manual system
e Project Management and Engineering practices are written down and populated in a system, all
the way down to accessible templates

O O 0O
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Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Have an independent QA/QC team within the Engineering group
CPUD provides the QA on capital work; contractor provides the QC
Require the contractors to provide Inspection Test Procedures
Inspectors are all over the capital jobs during construction

Both the engineer and inspector are involved during construction

Other / Miscellaneous

CPUD has insurance for outages, based on risk

0 Ifaunitis out for a year, for example, CPUD gets coverage for the lost generation
Generally run at about 10% overtime
Produce a needs-based budget every year
Document management and collaboration is through an in-house developed system similar to
EA-Docs or Aconex
Human Resources actively recruits employees

0 Colleges, trade shows, etc.

0 Encourage students to consider the hydropower industry

0 Provide plant tours to high school students

@ mwH Page 3



Grand Coulee Power Office

Best Practices in Hydropower Operations

January 12, 2012

@ mwH
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Agenda
9:00 am to 11:00 pm

» Introductions

» Meeting Objectives and Purpose
» Overview of Chelan County PUD
» GCPO Current Situation

» Open Discussion

11:00 to 1:30 pm (Lunch Provided)

» Tour of Rock Island
2:30 to 4:00

» Travel to Rocky Reach and Tour

Qw3
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Context: Review of Staffing and Processes for the GCPO

» Recommend appropriate staffing levels and resource mix

» Recommend improvements to business and technical processes

Assessment of Current Staffing Analysis under Current Analysis of Optimized
Organization Organization Organization

e Review the current GCPO * Analyze quantitative data e Facilitate management-level
organization and business from Task 1 discussions with peer
processes * Recommend staffing to meet projects to benchmark

* Understand current and current and future workload organization, performance,
future workload under current organization and practices

e Collect quantitative data to and processes e Analyze quantitative data

support future-task analysis |  Analyze risks of no action from Task 1

Identify preliminary Recommend optimized

hypothesized organization (structure,

recommendations for staffing, processes)

future-task verification
6 months 3 months 3 months

B
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Introductions

e
Director Rock Island Hydro Operations

"‘\J\u\\\UH\H\ﬂ\\“\\H\\\\Hm\\\\\H\H\\\HHHWHWW l b ing F a W

. LRI

Mark Jenson Power Manager
Eric Corbin Deputy Power Manager, O&M

@ MWH Scott Ross Deputy Power Manager, Planning
Matt Crane Senior Consultant, Project Manager

Sam Nott Senior Electrical Engineer

B

Meeting Objectives and Purpose
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Meeting Objectives and Purpose

» Understand how Chelan PUD has historically addressed the challenges
that the GCPO encounters today

» Share best practices among peer organizations

» Compare and contrast the organization structures, staffing levels, and
resourcing approaches of the two organizations

Qo= 6
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Overview of Chelan PUD

*Organization Chart
*Chelan_PUD_Organizational_Charts.pdf

*Rehabilitation Program History

B
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ROCKY REACH

* 11 generators

*  Generator nameplate capacity is 1,300 megawatts
« Dam contains 12 spillway gates

«  Original construction started in 1956

« Commercial operation 1961 (seven generators)

«  Four generators added in 1969 — 71

Quwm o
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ROCK ISLAND

Qe 1
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ROCKY REACH

ROCKY REACH MODERNIZATION

» Plant modernization 1995 to 2007 - $180 Million.
¢ New transformers

¢ 11 units with new runners (4 converted from fixed blade to
adjustable)

e 7 units new generators
* 4 units new stators
»  New exciters and controls

* 3% efficiency improvement. No change in nameplate
rating.

P 0
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ROCK ISLAND

¢ 19 generators

»  First powerhouse — 11 vertical shaft generators

« Second powerhouse - 8 horizontal shaft (bulb) generators
»  Generator nameplate capacity is 624 megawatts

« Dam contains 31 spillway gates

»  Original construction of PH1 completed in 1933 (4 units)

*  Capacity expanded in 1952-1953 for Alcoa (6 Units)

» Second powerhouse was constructed in 1979

»  First Powerhouse Modernization started 2003.

Qe 12
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ROCK ISLAND REHABILITATION

+ 2 units with new generators and turbines — 13% efficiency gain

* 3 units new stators, rotor repairs, turbine overhaul — 1%
efficiency gain

«  Exciter Replacements

* Governor Replacements

*  Unit Control Replacements

«  Station Service Upgrades

*  Unit Breaker Replacements

*  Unit Transformer Replacements

«  Powerhouse Crane Replacement

«  Draft Tube Stoplog and Crane Replacements
*  New Draft Tube Dewatering System

* Balance of Plant Upgrades and Modifications
+  $120 Million spent to date PR
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LAKE CHELAN
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LAKE CHELAN

e 2 generators.
» Generator nameplate capacity is 59 megawatts.
« Original construction completed in 1927.
* Rehabilitation completed in 2010 including:
*  Turbine Replacements
*  Generator Replacements
» Crane Rehabilitation
«  Control System and Unit Protection Replacement
* Governor Replacements
«  Station Service AC and DC Upgrades

« Efficiency Increased by 4% and Peak Efficiency Zone
moved to higher normal operating point.

Qw16
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cru HYORO MoODERNIATION
& ORGANIZATION CHART

MANAGING DIRECTOR DIRECTOR ENGINEERING & e
GENERATION & TRANSMISSION PROJECT MANAGEMENT

CENTRAL ROCKY REACH & ROCK ISLAND 1
MAINTENANCE CHELAN HYDRO HYDRO ENGR MANAGER ENGR MANAGER S
DIRECTOR DIRECTOR (Dan) DIRECTOR (Tom) (iohn) (Brett) i
Wechanical R Operations R Operations Mechanical Wechanical Construction | Consutants:
Supervisor (Tony) Supervisor Supervisor Engineers Engineers Managers
Mechanics Operators Operators Engineering
Electrical Electrical Contract Inspection
Electrical RR Maintenance Ri Maintenance Engineers Engineers Administrator
Supervisor Supervisor Supervisor
Wireman Planners Planners Civil Engineers
Plant Mechanics Plant Mechanics
‘Tech Supervisor Plant Wiremen Plant Wiremen
Technicians Utiltymen Utiitymen
‘Warehouse
Supervisor
Planners

Qe 18




GCPO Current Situation

Qe 19
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Grand Coulee Power Office

» Manages and operates the Grand Coulee Dam in Washington and the
Hungry Horse Dam in Montana

Grand Coulee Dam

Hungry Horse Dam

Dam Characteristics

Located on the South Fork Flathead River

Provides flood control, irrigation, hydropower, recreation, and stream flow benefits
2,115 ft (645 m) long, 564 ft (172 m) high dam

3,086,200 cubic yards (2,359,600 m3) of concrete

3,468,000 ac-ft of storage

Y

Y
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Powerplant Characteristics
Original construction: 1948 — 1953
4 units, 107 MW each
Total Capacity: 428 MW
Max flow: 12,600 cfs (357 cms)
Average annual energy: 900 GWh

v

v

Y

Y
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United States Bureau of Reclamation

» Established in 1902 to develop water
projects to reclaim land within the 17
western states to promote
homesteading and economic
development

Constructed over 600 dams and
reservoirs

Y

v

Largest wholesaler of water in the U.S.
« 31 million people
« Irrigation to 10 million acres

Second largest hydroelectric producer in the U.S.
58 powerplants

« Approx. 15,000 MW

« 40 billion kwh annually

v
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Grand Coulee Dam

Dam Characteristics

> Located on the Columbia River

Provides flood control, irrigation, hydropower,
recreation, stream flows, fish & wildlife benefits
5,233 ft (1,595 m) long, 550 ft (168 m) high dam

11,975,500 cubic yards (9,156,000 m?) of concrete
> Largest concrete structure in North America

v

v
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Impounds Franklin D. Roosevelt Lake
> 151 miles (243 km) long
5,000,000 ac-ft of active storage

Powerplant Characteristics

Y

Right & Left Powerhouses

« Original construction: 1933-1942

« 18 total units, 125 MW each

« Capacity per powerhouse: 1,125 MW/

Third Powerplant

« Added 1967-1975

+ 6 total units (3 X 690 MW, 3 x 805 MW)

« Capacity for powerhouse: 4,485 MW

Also includes 12-unit pump-generating plant

Total Capacity: 6,809 MW
+ Largest in North America; 6" largest in the world

Average flow: 110,000 cfs (3,115 cms)
> Average annual energy: 21,000 GWh

v

v

v
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GCPO is on the cusp of a major increase in capital work
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GCPO also faces aging workforce issues and hiring and
staff retention challenges

» Industry-wide increase in retirement eligibility

» Remote nature of dam sites and Federal regulations introduces challenges in
hiring and retaining staff at all levels

Additional that Become Eligible Per Year

y=024x + 11

-
.
.

2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 2025 2026

Number of Employees
© B
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Summary of Study Findings

4. Organization-level planning
» Missing enterprise-wide work and outage planning and scheduling function
> Existing schedules do not account for contingencies
» Limited coordination between plant and construction activities

5. Ownership of projects from start to finish
» Projects of all sizes and varieties generally lack a single leader to shepherd project through entire
process
» Potential for rework, schedule delays, budget overruns, quality issues, etc.

6. Use of maintenance management system
» Varying degree of work order granularity across groups
» Incomplete definition of work orders and job plans
» Work orders not updated based on actual labor

Qw27

Open Discussion

Suggested Discussion Points

Qe 20
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Summary of Study Findings

1. Large backlog of work
> Routine O&M (PMs)
» Non-routine (Mods, CMs, Small Cap, RAX)
» Large capital support

2. Organizational alignment

» Self-inflicted silos (“fiefdoms”)

» Competing objectives
Individual priorities rule over facility needs
Limited transparency

v

v

3. Attracting and retaining staff
» Limited by location, compensation structure, perceived obstacles in the hiring process
» No incentive for term employees to stay

Quwm 2
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Summary of Study Findings

7. Transition planning and knowledge transfer
» Large turnover and retirements
> Little overlap between departing and arriving employees
» Limited capture of plant-specific knowledge

8. Training
» “One size fits all, check the box" approach
> Not always aligned with i priorities, i goals

» Limited coordination across enterprise
> Varying views of apprenticeship program
» Limited orientation for new employees

9. Coordination with external partners
» Unclear definition of expectations
> Limited performance tracking capabilities
> Limited of others’ p and t

Quwm 2

e —— |

Discussion Points
1. Project Management system and implementation at Chelan PUD.

2. Staffing for rehabilitation: Project Management, Engineering, Crafts,
QA/QC, Procurement, support.

3. Engineering workload scheduling and management.

4. O&M organization and maintenance management systems.
5. Employee hiring and retention.

6. Knowledge transfer. OMls.

7. Scheduling.

8. Rehab lessons learned.

9. Document management system.

10. QA/QC

Qwwm 20
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CM Superintendent
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Transmission
Systems Engineer Sr
Steve Wickel
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CM Electrical
Superintendent
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Maintenance &
Reliability Engineer IlI
Wendy Raatz

Transmission System
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Director-RR/LC Hydro Division
Dan Garrison

Hydro Administrative
Supervisor
Jane Rohman
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Hydro Support

RR/LC Maintenance
Superintendent
Kirby Reinhart

Hydro Planner/
Coordinator Il
Danene Ashbrook

RR/LC Operations
Superintendent
Douglas Lucas

Senior Hydro Planner/

Coordinator
Gregory Bush

Plant Foreman

Plant Foreman

Visitor Services
Manager
Debbie Gallaher
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Visitor Services
Support Specialist

Journeyman
Mechanic
Timothy Halliday
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Patrick Flom
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] T S.p:C'ad"St Wireman Mechanic Journeyman Wireman Journeyman Wireman Chief Operator Chief Operator Chief Operator Chief Operator Shani Nad
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Tara Wood Brandon Case Mechanic Daniel Martyn Mechanic Edward Tippen Frank Godfre Blaine Visser Chelan Bob Bauer
y Patrick Eakle y Jody Schwilke PP y Robert Campbell
I I I ] I I I ] . .
Visitor Services
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Journeyman Wireman
Gina Peterson

Journeyman
Mechanic
Corey Vickery
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Engineering Manager
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Service Lineman
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Service Lineman
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Superintendent i avid Lane
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| | Journeyman Lineman
Rudy Valdez

| | Journeyman Lineman
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| |Journeyman Wireman
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Administrative
Assistant
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| |Journeyman Wireman
Eric Steele

| |Journeyman Wireman
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Foreman Wireman
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Superintendent
Timothy Pettit

Business Advisor
Jennifer Pickel

Manager
Ron Slabaugh

Transmission &
Distribution Engineer |
Jack Nieborsky

Journeyman Lineman
Kevin Ahrens

Journeyman Lineman
Daniel Moser

Journeyman Lineman
Jessie Nick

Head Groundman
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Water Resource
Engineer Il
John Goodwill

Water/Waste Water
Superintendent
Bill Zacher

Business System
H Analyst
David Ulrich

On-Call Flagger
Guy Crilly

Journeyman Lineman
Jack Ozburn

On-Call Flagger
Kenneth Leishman

Line Foreman
Rick Van de Brake

| |Engineer Assistant "A"!
Darren Wurl

Line Foreman
Cody Murdock

Journeyman Lineman
Nathan Anderson

Journeyman Lineman
Joshua Draper

Journeyman Lineman
Frank McLucas

Engineer Assistant
Jeff Mitchell

Apprentice Lineman
Mikel Therien

General Foreman
Willie Nierman

Journeyman Lineman
Carl Schill

Lineman Apprentice
Trainee
Joel MclIntosh

Sr Substation
Electrical Engineer
Thomas Kelly

Equipment Operator
Ryan Duncan

On-Call Flagger
Randy Spies

Line Foreman
Mark Churchman

Journeyman Lineman
Dan Kulm

Engineer Assistant "A"!
Jeff Flader

On-Call Flagger
Lynsey Duncan

On-Call Flagger
Cindy Sheehey

Journeyman Lineman
Andy Rice

Head Groundman
Orlando Rivera

Sr Substation
Electrical Engineer
Bill Sweeney

Journeyman Lineman
Joseph Linebarier

Line Foreman
Ryan McGregor

Journeyman Lineman
Douglas Plinski

Journeyman Lineman
Daniel Wicks

Utility Services Work

H Plan Analyst
Melissa Fenter

Journeyman Lineman
Wayne Lillquist

Apprentice Lineman
Derek Williams

Journeyman Lineman
Rick Jaime

Line Foreman
Kenneth Pfister

Journeyman Lineman
Jared Montgomery

Groundman
Brandon Hughes

Supervisor
Scot Erickson

Customer Accounts
Coordinator
Sherri Nevers

Customer Accounts
Coordinator
Doug Lewis

Water Technician
Foreman
Rick Simmons

Water Quality
Program Coordinator
Cary Eller

Customer Accounts
Coordinator
Sharon Vespier

Utility Clerk - Branch
Offices
Veva Williams

Water Technician
Serviceman
Kenneth Radach

Water Technician
Journeyman
George Stegemann

Customer Accounts
Specialist
Stace Knudtson

Customer Accounts
Specialist
Krisann Hankins

Water Technician
Foreman
Randall Bryant

Water Technician
Journeyman
Shawn Desy

Customer Accounts
Specialist
Connie Tovar-Mendez

Customer Accounts
Specialist
Valerie Greiner

Treatment Plant
Operator
(vacant)

Treatment Plant
Operator
Kent Watson

Utility Clerk - Branch
Offices
Stacy Lloyd

Customer Accounts
Specialist
Pat O'Hara

Water Technician
Journeyman
Thomas Hurst

W/WW Operations &
Maintenance
Coordinator
Terry Fulton

Customer Accounts
Specialist
Megan McCarty

Customer Accounts
Specialist
Amy English

Lead Meter Reader
Chuck Holland

Meter Reader
Roger Mark

Manager
Andrew Wendell
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Customer Service
Representative AA -
Richard Cannon

Customer Service &
Conservation
Representative
Karla Hupp

Customer Relations
Administrator
Jackie Tupling

Engineer Assistant "A"!
Pat Thompson

Engineer Assistant
Tammy Fisher

Engineer Assistant "A"!
Jim Ramella

Engineer Assistant

Meter Reader
Brian Smith

Chris Peterson
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Managing Director - Fiber &
Telecommunications
(Chris Church - Interim)

I
Fiber &
Telecommunications
System Manager
Von Tucker
—

Fiber &
Telecommunications
Superintendent
Brian Lowe

Fiber Program
Assistant
Melissa Mayer

Principal Systems
H Engineer
Robert Shane

Communications
Lineman
Ken Shrader

Communications
Lineman
Tony Valentine

Student
Mishell Tupling

Communications
Foreman - Outside
Plant
Al Sherman

General Foreman-
Communications
Michael Kinzebach

Senior Telecom
Network Administrator
Ron Auger

Communications
Foreman - Outside
Plant
Brent Simmons

Communications
Specialist
Chad Paine

Telecom Network
H Specialist
Justin Cornea

Communications
Lineman
Tom Ryan

Junior Engineer
Wade Bittle

Senior
Telecommunications

] Engineer

Mark Boersma

Communications
Lineman
John Fisher

Junior Engineer
Ed Murray

Video / Fiber and
Telecommunicatons

Project Manager
Kevin McKee

Communications
Foreman
Dustin Bristow
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Managing Director - Energy
Resources
Gregg Carrington

Power Marketing
Program Manager
Holli Krebs

Power Resource
Engineer/Analyst 2
Melissa Lyons

Senior Power
Resource Engineer/
Analyst
Gary Donabauer

Energy Planning &
Trading Manager
Janet Jaspers

Energy Development
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Manager
Andrew Grassell

Power Resource
Engineer/Analyst 2
Mike Bradshaw

Business Advisor
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Senior Power
Resource Engineer/
Analyst
Hugh Owen

Power Resource
Specialist
Willard Fields

Conservation Program
Administrator
Susan Gillin

Senior Power
Resource Engineer/
Analyst
Jay Fintz

EP&T Systems
Analyst
Ryan Roy

Customer Service &
Conservation
Representative
Carla Truscott

Power Resource
Engineer/Analyst 3
Jack Collett

Energy Resources
Administrator
Teka Parks

Senior Conservation
Advisor
Mark Wiser

Power Resource
Engineer/Analyst 3
Karen Eakle

Power Resource
Engineer/Analyst 3
Becky King

Senior Energy
Conservation
Engineer
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Power Resource
'— Engineer/Analyst 2
Scott Buehn
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Andrew Parks
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CRO
Kelly Boyd

Chief Finance/Risk Officer - CFO-

Administrative
Assistant Il
Lisa Everhart

Director - Treasury/
Treasurer
Debbie Litchfield
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Director - Accounting
Controller
Diane Cooper

Finance Systems
Program Manager
Jon Borell

interim)

Director - Enterprise
Risk Management
(Greg Larsen —

Treasury Analyst Il
Brian Bjorklund

Senior Accounting
Analyst
Melia Mayer

Senior Accounting
Analyst
Jodi Martin

Treasury Analyst -
H Lead
Heather Irelan

Senior Accounting
Analyst
Gene Cenotto

Senior Accounting
Analyst
Beth Thomsen-
Miracle

Treasury Analyst Il
Sarah Hale

Senior Accounting
Analyst
Maria Kieninger

Power Resource
Specialist
Jody Erb

Senior Treasury
H Analyst
Nathan Townsend

Accounts Payable

Accounting Analyst Il

Supervisor
Marilee White

— 1T

Brian Karcutski

Accounts Payable
- Coordinator
Dina Shrader

Insurance & Claims
Manager
Ron Gibbs

Program Manager

Debt Compliance

Ingrid Miller

Insurance & Claims
Administrator
Ken Modrell

Director-Information
Technology

Director - Strategic
Financial Planning

Greg Larsen Division
° Mark O'Bryan
I | [ —

IT Administrator
Nicole Villacres

Senior Strategic
Financial Planning
Analyst
Craig Kunz

Sr Quantitative
Analyst
Kurt Carlson

Network Systems
H Supervisor
Darryl Doughty

Senior Strategic
Financial Planning
Analyst
Scott Taylor

Lead Accounting

Accounts Payable
- Clerk
Jennifer Smith

Accounts Payable
M Specialist
Linda Bradford

Accounts Payable

— Specialist
Kirk Spaeth

Analyst
Amy Smith

[

Vicki Bullock

Accounting Specialist

Senior Risk Analyst-
Accounting
Jayme Mitchell

Asset Management
System Manager
Raymond Hahne

Business Analyst
H Projects-EPM
Bret Hammond

ERM Business
Analyst - Senior
TJ Farrell

ERP Applications
H Manager
Ken Smith

Financial Analyst -
EPM
Irene Godfrey

Credit Risk Program

H Manager
Sue Wiersma

IT Development &

Process Manager
Brandon Shepherd

Budget Analyst
Debra Vaughn

Click Blue Boxes
to see More Detail

Click Green Boxes to
go to Higher Level
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Director-Information Technology
Greg Larsen

IT Administrator
Nicole Villacres

IT Development &

ERP Applications

Asset Management

Network Systems

Debt Compliance

Insurance & Claims

Process Manager Manager System Manager Supervisor Program Manager Manager
Brandon Shepherd Ken Smith Raymond Hahne Darryl Doughty Ingrid Miller Ron Gibbs
S — S — T
[ I I 1
Senior Oracle Lead Systems Network Systems & Network Support ;
| | Software Developer | Database | | Business Analyst - IT Admini)étrator Systems Administrator, Securit SE,I/ ervisor Su ervisF(;? Insurance & Claims
Michael West Administrator Pamela Wilson Tim O'Brien Nate Davis Rar¥d FE)auIi Jamgs Bowen Administrator
Jim Giddings y Ken Modrell
Senior Systems Senior ERP Analyst ERP Business Analyst
H Analyst H D Mark y H Julie Tarbert Y Lead Network & Help Desk
Allex Smith uane Marker ulie Tarber HSecurity Administrator H Coordinator
Megan Brandenburg Shari Winn

Business Process
Program Manager
Duane Ball

Senior ERP Analyst
Jill Stephens

Senior ERP Analyst
Rick Uhlrich

Senior Systems
H Analyst
Carole Duttlinger

Senior ERP Analyst
Carolyn Hill

EBS Project
Administrator
Rodney Rogness

Student- IT
| | Application Software
Development

Senior ERP Analyst/
H Administrator
Michael Broxson

Senior GIS Analyst
Peter Dauer

Justin Canada

Scott Calhoun

Eric Fode
_Stuc_jent- I Principal System Enterprise Content
Application Software
4 H Analyst L Management Analyst
Development

David Shaw

Project ERP
Programmer/Analyst
Raju Penmetsa

Senior ERP Analyst
Nate Hill

Computer & EBS
Security Administrator
Angella Kirschner

Network Support
H Analyst
Matthew Johnston

Student - IT
Chris Pierce

Network Support

4 Specialist |
Patrick Hinkle

Sr Quantitative
Analyst
Kurt Carlson

— ]

Senior Risk Analyst-
H Accounting
Jayme Mitchell

ERM Business
Analyst - Senior
TJ Farrell

Credit Risk Program

H Manager
Sue Wiersma

Click Blue Boxes
to see More Detall

Click Green Boxes to
go to Higher Level
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General Counsel/CCO

Administrative
Assistant

Carol Wardell Karen Welton
[ 1
Internal Audit Staff Attorney Staff Attorney Compliance Program
Manager Erik Wahlquist Karen Wiggum Manager
Stacey Jagla Melinda Barnes
B —

Senior Internal Auditor|
Lindsey Mohns

Staff Internal Auditor Il
Loretta Coonfield

Click Blue Boxes
to see More Detail

Click Green Boxes to
go to Higher Level
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Managing Director - Human
Resources /Labor Relations
LaDawn Ostmann

Human Resources
Assistant
Erin Roberts

Recruiting Program
Manager
Ruth Erwert

Compensation
Program Manager
Allison Brodine

Benefits Program

Beverly Freeman

HRIS & Payroll
Manager Program Manager
Tracey Lazzarino

Organizational
Development Program
Manager
Jennifer Taylor

HRIS Analyst
Hana Tate

Payroll Supervisor
Jennifer Dixon

Payroll Specialist
Gary Lawson

Click Blue Boxes
to see More Detail

Click Green Boxes to
go to Higher Level
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Managing Director - District

Services
Wayne Wright

Dlrect_or . Director - Security . D|r_ector - . . Director - Safety and Director - External Director - Shared
Communications L Engineering Services Business Advisor o . O ; L
L Division PR o Health Division Affairs Division Services Division
Division - Division Felicity Saberhagen . . .
. William Larson . Ron Franklin Jeff Smith Steven Currit
Steve Lachowicz Chris Church
— — — — —
Public Information Security Program Safety & Health Governmental Affairs
Officer H Administrator QA/QC Technical H Coordinator H Program Manager Contracts & Supply
Kimberlee Craig Bill Kamenski H Advisor Wesley Rush Suzanne Grassell H| Chain Manager
Mike Lawson Craig Weddle

—

Deputy Public
Information Officer
Christy Shearer

| | Security Coordinator
Michael Wilson

RI Hydro Engineering
Manager
Brett Bickford

Student
Maegan Murray

Security Specialist

Student
Sarah Fischer

Erin Anderson

District Engineering
Services Manager
Bill Christman

ES Senior Project
Planner Scheduler
Rich Dinius

Project Management
Manager
Vern Chamberlain

Administrative
Assistant
Sarah McCue

Engineering Student
Gustavo Gomez

Drafting
Superintendent/
Construction Manager |
Robert Seabeck

Occupational Health
H Specialist
Brooke Thomsen

Policy Analyst
Martha Whiteman

Safety & Health
Coordinator
Phillip Agnew

Workers
Compensation
Administrator
Patricia Wachtel

Environmental
Compliance
Technician

Mark Hoefner

Safety & Health
Coordinator
Mark Graham

Safety Training
Program Administrator|
David Parkhill

Administrative

Assistant
Michelle Lahd

Real Estate Services
H Manager
Timothy Larson

Facilities Manager
Greg Jones

Fleet Services
H Manager
Ken Sillman

Office Services

- Manager
Sharon Turcotte

Click Blue Boxes
to see More Detalil

Click Green Boxes to
go to Higher Level
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Director - Engineering Services
Division
Chris Church

Administrative
Assistant
Sarah McCue

Project Management
Manager
Vern Chamberlain

ES Senior Project
Planner Scheduler
Rich Dinius

RI Hydro Engineering
Manager
Brett Bickford

District Engineering
Services Manager
Bill Christman

QA/QC Technical
Advisor
Mike Lawson

Drafting Superintendent/
Construction Manager |
Robert Seabeck

Engineering Student
Tim Scheumann

Project Manager |

Timothy Detering

Construction Manager
|
John Shimek

Project Manager Il

Samuel Dilly

Construction Manager
|
Casey Hall

Construction Inspector

Gordon Boon

Project Manager I
Gary Rice

Construction Inspector

Project Manager I

Bob Moyer

George Velazquez

Project Assistant
Cie Marchi

— 1

— 1

Mechanical Engineer
H ]
Lyle Strean

Civil Engineer |
Justin Fletcher

Senior Electrical
H Engineer
Matthew Davis

| | Engineer - Designer
lan Adams

Construction Manager
H |
Chuck Boss

Civil Engineer IlI
Court Hill

Administrative
Assistant
Donna Olman

Project Manager Il
Scott Tidd

Senior Mechanical
H Engineer
Simon Marcoux

Mechanical Engineer
H 1
Darren Pickthorn

Contract Specialist
Renae Frazier

Principal Civil

4 Engineer
Gene Yow

| |Department Secretary
Judy Ursic

Principal Civil
H Engineer
Stephen Wiest

Construction Manager
H 1
Bob Brosious

Principal Electrical
4 Engineer
Bert Hoffman

Drafting Technician
Steve Frazier

Surveyor Il
Scott Baird

Drafting Technician
Darci Dellinger

FM/GIS Analyst
Rich Duston

Drafting Technician
Tina Torrence

Drafting Technician
Jennifer Reese

Drafting Technician
John Cecka

Drafting Technician
Amanda Holaday

FM/GIS Editor
Ben Pefferman

Drafting Technician
Timothy Dougherty

Drafting Technician
Christopher Moser

PLS/Surveyor llI
Tim Randall

Drafting Technician
Kip Burke

Lead Drafting
Technician
Michael Salgado

Click Blue Boxes
to see More Detail

Click Green Boxes to
go to Higher Level
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Division
Steven Currit

Director - Shared Services

Fleet Services
Manager
Ken Sillman

Fleet Technician
Jeff Isringhaus

Fleet Regional
Technician
Stanley Pitts

Contracts & Supply
Chain Manager
Craig Weddle

Purchasing & Surplus

Agent
Shelley Hankins

Parts & Maintenance
Coordinator
Bouke Verkerk

Fleet Technician
Juan Romero

Procurement
Supervisor
Debra Bryant

Administrative
Assistant
Marcia Garton

Fleet Regional
Technician
Ken Lucas

Fleet Technician
Gordon Zimmerman

Parts & Maintenance
Coordinator
Justin Clay

Fleet Service Person
Shawn Reyes

Fleet Shop Foreman
Quenton Corn

Fleet Mechanic
Kenneth Granger

Fleet Technician
Cord Easley

Student - Fleet
Sean O'Brien

Fleet Service Person
Rick Duoos

Fleet Planner
Coordinator
Michael Shrader

Fleet Technician
Tim Bovee

Fleet Shop Foreman
Richard Stucky

PCS Business
Process Specialist
Marilyn Sherling

Purchasing Agent
Mark Belton

Materials
Superintendent
Randall Phillips

Purchasing Agent
Mary DeMarce

Contract Administrator|
Lou Pratto

Contract Administrator|
Melody Ellis

Contract Specialist
Christi Vanwagner

Contract Specialist
Cathy Davis

Contract Specialist
Jackie Krueger

Contract Specialist
Phyllis Roberts

Materials Specialist
H Foreman
Terry McFadden

Materials Specialist
H Foreman
Coellen Yeager

Materials Specialist
Bill Kunsman

Materials Specialist
Calvin Burns

Materials Specialist
Mike Clark

Materials Specialist
Ragina Mooney

Materials Specialist -
LA
Cary Melton

Facilities Manager
Greg Jones

— 1

Office Services
Manager
Sharon Turcotte

Real Estate Services
Manager
Timothy Larson

— 1

Building Maintenance
H Person
Scott Chipman

Office Service
Representative
Shelby Smith

Office Services
Administrator
Janelle Schmutzler

Real Estate Specialist
H |
Becky Jaspers

Building Maintenance
H  Support Person
Matt Coe

Print Shop Equipment
Operator
Penny Hawkins

Computer Graphic
Designer
Thad Hunt

| |Department Secretary
Tracy Dunning

Administrative
Assistant
Marilyn Fulleton

Switchboard Operator| |

Beth O'Bryan

Office Services
Support Specialist
Angie Fries

Real Estate Specialist
H 1l
Lisa Graves

Building Maintenance
Foreman
Edward Casey

On-Call Office
Services Support
Specialist
Suzanne Hodgson

Web Content
Coordinator
Lyndsey Files

Real Estate Specialist

i
Steve Vaughn

Building Maintenance

- Person
Christy Mayo

Computer Graphic
Designer
Tonya Doughty

Office Services
Support Specialist
Carla Pierson

Office Services
Support Specialist
Joyce Gundry

On-Call Office
Services Support
Specialist
Kimberly Oglesbee

Office Services
Support Specialist
Vicky Nordentoft

Design/Info Support
Specialist
Stephanie Fry

Office Service
Representative
Julie Hoing

Print Production
Coordinator
Kathleen Brooks

Switchboard Operator| |

Priscilla Johnson

Click Blue Boxes
to see More Detail

Click Green Boxes to
go to Higher Level




Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

Meeting Title: | Benchmarking Conversation
Manitoba Hydro & Grand Coulee Power Office
Date: March 8, 2012 Location: McNary Dam
Start Time: 10:00am PT Duration: 2.5 hours
Facilitator(s): Ed Carter
Attachment: Walla Walla org charts (McNary on page 9)
T veetngraripans
GCPO

Name Title / Role
Mark Jenson Power Manager
Eric Corbin Deputy Power Manager

McNary Dam, ACOE Walla Walla District

Name Title / Role
Dave Coleman Operating Project Manager
Tim Roberts Operations
Charles Mack Engineering
Kathy Spillane Project Manager (Walla Walla)
John (Borglan?) Construction Technical Expert (Walla Walla)
Rick Werner Chief of Operations (Walla Walla)
Glen Matlock Construction — Administrative Contracting Officer

MWH

Name Title / Role
Ed Carter Senior Vice President
Sam Nott Senior Electrical Engineer and Technical Lead

Meeting Minutes / Notes

The meeting as a free flowing group discussion that addressed the topics as contained in the slide
presentation. These meeting notes have been arranged according to topics covered.

Program Management

e A modernization study was previously conducted identify the rehab needs and justify and
prioritize the work. This is referred to as “McMod” with a ten year plan

e Dave thinks this was a great effort with a great team leading it.

e AS part of McMod fish friendly turbines were to be developed and the goal was to pass the
water through McNary as it is the bottleneck in the BPA system.

e The Judge ordered BiOps that required 50% of McNary water spilled derailed the “McMod” plan
as the turbine mods were not longer economically feasible.
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Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

o After “McMod” fell apart there have been Balance of Plant upgrades and now due to winding
failures generator rewinds are being done. But there is no master plan.

e Dave would like to see a “McMod” 2 plan to prioritize the work and come up with a new master
plan.

e There needs to be plan that balances the capital work with the O&M needs.

e Staffing needs for any plan need to be addressed and in place before projects are started.

e BPA has an asset planning tool similar to HMI/AIP they use based on HydroAmp conditions to
prioritize work. Jim Plume runs this.

Project Management

e The project management group is based in the Walla Walla District and serves the projects.

e Project management is from cradle to grave. Although PM may be reassigned during the
project.

e Construction used to only after contract award but evolved to cover all PM.

e Kathy is the PM for the rewind projects currently on-going at McNary.

e The plant thinks this system is very effective.

e The PM group has 3 Resident Engineers that rotate through the Walla Walla Projects.

e The COR is located at the project and is over QA and contract administration.

e ACOE has a computer based PM system that has a PMP Builder function so all projects are
managed the same. This system give a dashboard for every to see the status of the projects.

e This system was built by ACOE (I think it runs on sharepoint).

e There are project review boards.

Engineering

e There are 5 engineering positions and currently only 3 are filled.

e McNary has a history of not being able to keep engineering positions filled due to positions
topping out at GS-11.

e The biggest point of the meeting for Dave was to emphasis that GS-11 engineering position
limits should be raised to GS-12 like other plants.

e Engineering support of the rehab projects is provided by ACOE HDC.

e The engineers are McNary work on both routine and non-routine work.

e The engineers don’t have any time for predictive maintenance engineering.

e One engineer at the plant is assigned the Point of Contact for the Contractors and usually holds
the safety clearance. He also keeps an archive of the work.

e An as-built process and procedures is being put in place and is being used to as-built at the initial
stage of new projects, BPA is funding this.

Quality Management

e Quality management is important to the ACOE. They use the 3 phase QM system.
e Inspection and test procedures are required to be submitted by the contractor.
e Johnis the technical expert for the rewind contract and conducts QA of the contractor QC.

@ mwH Page 2



Grand Coulee Power Office — Review of Staffing and Processes
MEETING MINUTES / NOTES

e All quality procedures are submitted as reviewed by both HDC engineering, John, the inspectors,
and the plant if needed.

e The inspectors work under John and give full time coverage when the contractor is on site.

e Inspector’s reports are detailed on the work activities and verify all test reports.

e Some inspectors are retirees that have expertise in the work.

e Commissioning plans are developed long before commissioning starts. These are based on input
for Contractor, HDC, plant crafts and engineering. These are detailed step by step procedures.

e There are commissioning meeting held daily during commissioning.

Routine Maintenance

e They are keeping up with Preventative maintenance for the critical components. Not enough
time for lower level maintenance.

e The forces outage rate has been steady.

e Availability if down due to planned outages with the rewinds.

e An ACOE version of Maximo is used.

e Job plans and readings input to Maximo could be improved.

e The PM work is good as McNary has a strong base of knowledgeable employees.

Work force

e 80% of McNary workforce lives in tri-cities 30 miles away.

e Has not been a problem to attract and retain crafts.

e McNary is the apprenticeship training facility for Walla Walla with 4-5 turned out each year,
electrician, mechanicals, and operations.

e There is one full time apprenticeship trainer and an assistant.

e The apprenticeship has detail competency requirements.

e For knowledge transfer for journeymen there is nothing other than the work plans.

e Thereis an old project procedure manual but it has not been updated.

@ mwH Page 3
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Review of Staffing and Processes Grand Coulee Power Office

Summary of High Level Systems Review

As part of the Grand Coulee Power Office (GCPO) Staffing Study, MWH has performed a high level
systems review of the five information technology systems focused on core GCPO operations. The areas
of focus were: Work and Asset Management (CARMA), Project Delivery, Project Controls, Document
Management and Project Prioritization. The high level systems review process included eight workshops
beginning with GCPO senior leadership to establish drivers, goals and constraints followed by individual
2-4 hour workshops to review each system in detail. The final workshops were focused around the
technical staff of GCPO as well as the TSC CARMA staff in Denver, CO. During these sessions, a number
of key “themes” emerged and provided guidance and boundaries for the analysis. MWH then outlined
specific, actionable recommendations in each system area, keeping the key themes and overall GCPO
mission foremost in mind.

Workshop Themes

The key overarching theme that emerged during the work sessions is that due to the age of the GCPO
facility, unplanned outages are increasing and levels of service are decreasing. GCPO has been forced
into a reactive, non-sustainable mode of operation due to volume of work, staffing levels, existing
processes and systems.

For the purpose of discussing system improvements, specific themes are divided into two categories:

1. Standardization of processes, and
2. System effectiveness, efficiency and ease of use

Standardization of Processes
Theme 1: Project Management, Controls and Reporting Practices are in Their Infancy

GCPO is currently moving forward with the development of a Project Management Organization,
beginning to address the various issues caused by a lack of robust project planning, project controls,
cost estimation, risk management and other PMI-approved methodologies. This lack has created
issues with on-time and on-budget project delivery, as well as problems with transparency, leading
to an inability to accurately forecast cash-flow and commissioning dates. As a result, creating
defensible, needs-based budgets is difficult.

Additionally, resulting issues with job planning and resource management have led to scheduling
issues around routine, non-routine and outage projects. Finally, these same project management,
controls and reporting issues are resulting in known inventory and procurement issues.

Theme 2: Lack of Standardization in the Areas of Document Management and Drawing Management

@ mwh Appendix 7, Page 1



Review of Staffing and Processes Grand Coulee Power Office

Though efforts have been made, GCPO operations suffer from a lack of standardization in the areas
of document and drawing management, particularly in the areas of scanning / archiving,
collaboration, version control, contractual document control and project filing. This has led to:

¢ Documents stored in multiple locations across the facilities and administrative buildings
leading to difficulty in locating needed documents and assuring complete plant equipment
documentation, O&M manuals, standard operating procedures, and warranty information.

e Documents stored in both electronic and paper formats.

e Drawings checked out for extended periods of time, driving users to create their own
versions of the drawing. Divergent copies of a given drawing are then stored on local hard
drives across the organization leading to multiple versions of the truth stored outside of the
Meridian drawing management system.

System Effectiveness, Efficiency and Ease of Use
Theme 3: GCPO Business Needs are Not Always Met by Centralized BOR Systems

The centralization of systems for use across the Bureau of Reclamation while efficient in many
regards, does prove challenging to GCPO operations. In some cases, BOR systems are more focused
on compliance and standardization than on aiding staff in managing day to day work, driving a need
for GCPO and the regional office to implement various “mission critical” systems which can overlap
to a degree with BOR systems. Additionally, security and access issues plague certain BOR systems,
forcing timeouts when local “away from keyboard” computer policies and settings are already in
place to ward against security breaches. These problematic timeout policies cause frustration when
they force the user to log into the system repeatedly when in fact they had not walked away from
the terminal. Otherwise minor frustrations, these issues mount over time, leading to decreased
usage and reliance on systems the Bureau has invested heavily in.

Latency is also an issue — likely because the centralized BOR systems are being accessed from all
over the country at the same time, and because of localized network issues at GCPO. Attempts at
increasing responsiveness by the TSC have so far been unsuccessful; real clarity on the issue will
require analysis by a dedicated team of network engineers.

Prior to the centralization of certain BOR systems, GCPO had locally-deployed solutions and
therefore enjoyed direct access to the back-end data sources, which allowed ease of reporting. With
the centralization of certain BOR systems, report writing has also been centralized, leaving GCPO
more disconnected from its operational data. Key Performance Indicators for both routine and non-
routine work have not been defined and GCPO has been unable to leverage the data in the system
to drive or support their decision-making.

Theme 4: Issues with Financial Coding vs. Project Coding vs. Work Order Coding

GCPO shows symptoms of a classic problem seen in any industry where “projectized” major works
are planned, delivered and measured using a financial application rather than one focused on
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project management and project controls. Whereas one system was constructed to follow modern
financial principles such as month-end accounting, fixed asset depreciation and annual budgeting,
the other excels at encapsulating, measuring and assisting in delivering project-based scopes of
work.

What this means is that the systems are frequently out of sync in terms of timing the level of
accuracy contained in each system. A financial system will break projects down only so far as it is
practical to do so for accounting principles; project management and scheduling applications break
the work into discrete work breakdown packages that can be individually planned, designed,
delivered and monitored. Doing so requires a much more “real-time” look at project finances, and
requires a cost breakdown structure that can seem like overkill to the accounting side of the house.
It's for that reason that both systems are put in place, and ideally integrated or at least reconciled.

GCPO sees additional complexity in this area due to the way CARMA work orders are coded; the
work rolls up to high-level accounting funds rather than project-specific codes that could be used to
much more closely manage the overlap and interaction of routine and non-routine work.

Theme 5: Lack of System Ownership at the GCPO Level

In an organization, all systems (both centralized and non-centralized) should have a business owner
to ensure their adoption, proper use and continual improvement. The business owner is not an
administrator of the system or a member of an IT support team, but a local point of contact for
users. When a system is centralized, such as many of the systems used by GCPO, the business owner
is especially important to assure the system is meeting the needs of the business and to be the
contact responsible for troubleshooting and lobbing for fixes, changes and enhancements.

Theme 6: Lack of Training

During the course of the systems review, it surfaced repeatedly that more training on systems was
needed. In many cases, training was delivered shortly after the application / version rolled out, and
not since. Training is essential for system “super users”, (those with advanced system access and
system “know-how”), as well as the general user population. User training helps assure all available
system functions are leveraged and data input is consistent and complete, increasing value received
from the system outputs. Finally, given the demographics of GCPO, training can be a powerful tool
in terms of sustainability, helping a large amount of new staff come up to speed in a short period of
time as a large number of senior staff retire or otherwise move on.

From a technology standpoint, there is no single point of access to retrieve all training data per
user. The use of a centralized training management system would help GCPO to better manage
training received as well as training required/lacking.
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System Specific Recommendations

Work Management (CARMA, E-TAS)

In MWH'’s review of CARMA, they met with a cross-section of the core GCPO business as well as TSC
staff from Denver. The current CARMA system is built on Maximo version 6.2.7; there is an anticipated
upgrade to Maximo version 7 in the next 12 months.

Define O&M KPIs (ref. SYS-01)

In support of theme 3, the MWH recommendation is for GCPO to define Key Performance Indicators
(KPIs), identify data points required to measure those KPIs and then define a standard set of reports for
the TSC to generate. For example:

e % of Corrective vs. Proactive Work Orders

e % of Time / Money Spent on Corrective vs. Planned Work Orders
o % of Work Completed On-Time

e Cost Per KWh / Unit

e Cost Per KWh / Powerhouse

e Safety Index

e Environmental Index

e Security Index

e Qutages Due to Unscheduled Maintenance / Month

e (Critical Spare Levels

e Compliance with Predictive Maintenance Program

e Equipment “Bad Actor” Trend

e Overtime Hours

e Total Lost Hours

e Work Order Backlog in Man-Hours

e % of Work Orders Closed within Two Days of Completed Work

These are generic KPls — GCPO needs to develop its own set of mission-focused indicators.
Establish CARMA System Ownership, User Group and Training (ref. SYS-02)

System ownership, healthy user groups and sufficient training are all important aspects of a successful
system deployment. MWH recommends GCPO put energy towards all three areas with their work
management application.

As addressed in theme 5, the CARMA system needs a defined system owner to help assure the system is
meeting the needs of the business and to be the contact responsible for troubleshooting and lobbying
for fixes, new reports, changes and enhancements. The owner will be the local “go to” person for
CARMA at GCPO.
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Additionally, the establishment of a Formal User Group will support themes 6 and 7 and provide an
internal community to support one another. A formal user group will allow the system owner and super
users to share insight into system use and easily distribute knowledge amongst the body of users.
Insight and expertise presented in the user group will be retained and accessible for future reference,
potentially increasing the consistency and accuracy of the application while at the same time keeping
training costs down.

Finally as referenced in theme 6, there is little formal training at this time on the CARMA system.
Training for both general users and advanced users (those who use the report writing functionality
within CARMA) would help to assure the system is delivering as much value as possible. Note that
general / tool-focused / Bureau-wide training will not be as effective as a GCPO-specific curriculum.
What is needed is agreement and standardization on how GCPO will use the Bureau-provided tool.

Review CARMA Job Plans for Accuracy around Labor and Equipment (ref. GCP-06)

To support theme 1, MWH recommends that GCPO develop controls to assure accuracy and consistency
of job plans. Weak job planning reduces visibility into upcoming project resource requirements causing
inefficiency in resource management as well as materials procurement.

Optimize Reporting from the CARMA System (ref. GCP-06)

During the review sessions, MWH heard from GCPO that reporting from CARMA has been limited since
the centralization of the system to the TSC in Denver and the migration to version 6. Specific limitations
were identified around the types of reports available and the ability to perform “cross-table” queries.
When visiting the TSC, MWH confirmed that reporting improvements have been made to CARMA over
time and that “cross-table” queries and reports are now available. It was also noted that the TSC has the
ability to create “canned reports” to the specifications required for GCPO operations, but that getting
those reports approved for production can be onerous or difficult. MWH recommends for GCPO to
define a standard set of reports, then work through any approval processes with the TSC to make sure
the reports are created and available. It was also noted that the process for requesting new reports
should be streamlined to reduce lead time and effort required to get new reports approved.

Project Delivery (No System Currently in Place

At this time, GCPO does not have a dedicated project delivery system, nor do they have a set of
standard practices, processes, templates and forms that all project managers follow and make use of.
MWH recommendations are centered on the establishment of a standard cradle to grave project
delivery approach that applies to all projectized work, and is ideally enabled by an easy to use, easy to
update electronic system.

Implement a Project Delivery System (ref. GCP-05)

@ mwh Appendix 7, Page 5



Review of Staffing and Processes Grand Coulee Power Office

To address the issues described in theme 1 (Project Management, Controls and Reporting Practices are
in Their Infancy) MWH recommends GCPO standardize, optimize and publish their full project delivery
methodology. MWH’s approach to doing so includes a focus on establishing standard project lifecycles,
defining project approvals/gateways/governance, defining standard templates, forms and standard
project management practices, and establishing well-defined roles and responsibilities. Specifically:

Project Lifecycle(s) — every project in GCPO should follow the same project lifecycle structure. For GCPO,
the identified project structure is Planning, Design, Procurement, Construction/Installation and
Closeout. This process needs to be documented and standardized across the organization. The project
lifecycle will be the highest level business process defined within project delivery.

Project Approvals/Gateways/Governance — as a project moves from one phase to the next, industry PM
practice dictates that there be a defined governance process so that approval gateways are in place to
ensure all requirements and obligations (e.g. strategic, financial, technical, risk and regulatory) have
been met to allow the project to progress.

Standard Templates, Forms and Standard Project Management Practices — for each step or activity in a
project delivery lifecycle, standard practices, procedures and approaches should be followed, supported
by templated, reusable forms and guides if possible. MWH recommends that GCPO define its project
delivery approach and standards, and that those materials be centralized to allow ease of access and
use.

Define Roles and Responsibilities — for each step in the project delivery lifecycle, MWH recommends
using a RACI (Responsible, Accountable, Consulted, Informed) matrix to define roles and responsibilities,
assisting with alleviating confusion and assigning responsibility.

To support the newly defined lifecycle, processes, forms and standard practices, MWH recommends the
implementation of a user-friendly, lightweight web-based project delivery system. The system will
provide a central location for all users to view GCPO project delivery content, identify roles and
responsibilities in the process, review checklists and necessary steps to move their project forward and
obtain pertinent forms and documentation to complete.

Proper administration of the system should include defined system ownership and training.

MWH recommends training be broken up into user and super-user training. As mentioned in theme 6,
training for both general users and advanced users (those updating content) would help to assure the
system is delivering as much value as possible.

If an electronic project delivery system is implemented, MWH recommends that two classifications of
owners are defined. An overall system owner should be named and empowered to keep the GCPO users
trained, while the content owner(s) will be focused on assuring the content is complete and up to date,
processes are being followed and the system is being used to help the business. While most systems
have a single owner, the project delivery system data is specific to a degree where an owner from each
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practice area will be necessary to assure content is correct and up to date at all times. Practice area
examples might include Project Management, Procurement, Risk Management, etc.

Define Standard Equipment Specifications (ref. ADM-03)

MWH recommends that GCPO develop standard equipment specifications to assist in the procurement,
installation, operation and maintenance of common asset types.

Project Controls (Microsoft Project, Microsoft Excel Primavera P6 Client)

GCPOs current project controls system consists of desktop installations of Microsoft Project 2007 with
client installations of Primavera P6 used at the regional level by the construction management group. An
enterprise-class, centralized project controls system would provide the framework necessary for facility-
wide scheduling, cash-flow analysis, project management and resource leveling.

Standardize Project Controls Processes (ref. PDL-01)

During the systems review, MWH learned that GCPO is devoting energy to making improvements in the
areas of project chartering, cost estimation, risk management, commissioning and resource
management / leveling. The team recommends that these processes be optimized and standardized
across the organization in order to increase transparency, reduce risk, lower costs and improve overall
delivery.

Standardize and Automate Program and Project Reporting (ref. PDL-03)

GCPO has made strides towards the standardization of project and program reporting. MWH
recommends that the effort around improved reporting be reinforced. If earned value management will
not be a standard used on all projects for reporting variances in schedules and budgets, a less detailed
but still rigorous “EVM lite” approach should be adopted. In addition to an EVM-type solution, it’s
recommended that reporting include other aspects of project delivery — KPIs around communications,
PR, quality management, regulatory compliance & permitting, change orders and more should be part of
the robust reporting model.

The reports generated by Brian Bunker are a good start towards putting in place robust project
reporting procedures, but the manual manipulation required to produce them is inefficient and prone to
human error. MWH suggests GCPO automate or semi-automate portions of these reports by leveraging
systems currently in use such as the “Program and Budget Database” (suggest that Brian Bunker receive
access / training) and future systems such as Primavera P6/ERD.

Standardize EPS/WBS Structure (ref. GCP-04)

Best practice in project controls requires the standardization of both the Enterprise Project Structure
(EPS -- a logical project grouping across the organization) and the Work Breakdown Structure (WBS -- a
means by which a project is broken down into smaller, more manageable, measureable components).
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Standardizing these items will provide the foundation needed for robust cash flow analysis and project
& portfolio reporting.

Implement Enterprise Version of Primavera P6 (ref. SYS-03)

In an organization the size of GCPO, the standardized use of an enterprise project controls system is
mission-critical, essential to the efficient and effective operation of the facility and the delivery of capital
projects. The industry standard for project controls systems is Primavera P6 Enterprise Project Portfolio
Management (EPPM).EPPM can run on a server located at GCPO, in the regional office at Boise or at the
TSC, but given that power-users of the application tend to prefer using the thick client rather than the
web client, it is recommended that GCPO install the application locally. Note that MWH is not
advocating for the use of Primavera P6 Client, which would be installed on individual computers. The
centrally located EPPM will provide the ability to create GCPO-wide schedules and effectively resource
level across the organization. If the use of EPPM is not possible, an alternative would be Microsoft
Project Enterprise.

Implement Primavera ERD (ref. SYS-04)

Primavera P6 is a robust tool but lacks robust reporting capabilities, particularly with regard to historical
project schedule and cost data. Primavera Enterprise Reporting Database (ERD) is a datamart add-on
that provides both a data store and more powerful reporting that can be leveraged to show trends and
the kinds of historical reports that Brian Bunker is attempting to assemble.

Project Management Training (ref. GCP-08)

GCPO is a complex organization with high dollar, high visibility projects. Users would benefit from
training on project management methodologies and processes as well as systems and tools. On the tools
front, GCPO utilizes multiple systems such as “Impromptu” and the “Program and Budget Database” for
reporting. Providing user training on these systems would improve usage of the tools and drive better
data accuracy and timeliness, leading to more accurate and actionable reporting. The implementation of
Primavera P6 and Primavera ERD will drive the need for both advanced and basic user training.

Integrate P6 and CARMA (discuss actual data to pass — Schedule — Actuals) (ref. SYS-05)

CARMA, while an excellent work and maintenance management application, is not well suited to the
management of complex, projectized activities that take place over a long period of time. Proper
controls systems like P6 are required to manage that type of work in an organization, and at GCPO, with
so much overlap and sharing of resources, MWH believes integration between the two systems will
provide significant value. With such an integration in place, work can be planned / described in CARMA,
then exported to P6, resource-leveled and scheduled and then sent back into CARMA.

The TSC has stated that no integrations will be possible with CARMA, but MWH believes GCPO can make
the case that integration between the two systems is mission-critical based on the outage schedule and
how it affects both routine and non-routine work.
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Integrate SharePoint and P6/ERD (ref. SYS-06)

While Primavera P6 is a key tool in the organization, it is typical to limit the number of users to a small,
highly-specialized project controls group. The project controls team is responsible for interfacing with
project managers to gather key project data, keeping project schedules up to date in the system,
reporting project progress, putting together earned value reports, estimates to complete and other PMI
best project controls practice. Due to the limited number of users with access to the system (licenses are
not cheap) and the large number of employees needing to see the project schedules, MWH
recommends integrating P6/ERD with Microsoft SharePoint to allow a central location (SharePoint) for
users to retrieve project schedule information and reports. At a minimum, project schedules can be
PDFed on a regular basis and simply posted to SharePoint; a more robust solution would see information
flowing from P6 to SharePoint in an automated fashion — making milestone dates, resource availability
and progress much more visible to the organization.

Document Management (REDS, Meridian)

Develop a Document Management Plan (ref. SYS-07)

GCPO, like many organizations, suffers from not having a coherent strategy around managing
documents. There are numerous systems, thousands of documents, version control problems with
drawings, dozens of document hidey-holes, project files sitting on local drives, andout of date
hardcopies. In general, GCPO staff does a decent job tracking the documents that they touch on a day to
day basis, but there are significant issues and potential risk to the facility when documents change
hands. e.g. During the commissioning process or during the delivery of submittals or RFls.

“Document management” means many different things to different people — the first step towards
managing that risk is to describe what types of documents and processes are unmanaged, and to then
put a plan in place that outlines the policies, processes, systems and quality management of each overall
area (e.g. technical archive, regulatory compliance, project files, email, drawings, SOPs, construction
submittals). Following the plan, GCPO can tactically target the high reward / low effort areas, along with
the high risk items that need to be dealt with immediately — construction management document
control being the most immediate need (see SYS-10, below).

Initiate Scanning/Archiving Process (ref. SYS-08)

GCPO currently stores documents in multiple formats and multiple locations with a lack of oversight to
assure that key documentation is present and accounted for. A significant area for improvement is the
digitization of paper documents such as equipment O&M manuals, SOPs and other documents found in
the technical data center of the administration building and throughout the three powerhouses. Not an
insignificant effort, this activity can be completed over time, using contracted help, interns or staff
downtime.

Streamline/Improve Drawing Management (ref. SYS-9)
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As mentioned in theme 2, GCPO is currently struggling with version control on as-built & facility
drawings. Drawings are routinely “checked out” from Meridian for extended periods of time, and as a
result others needing to update those same drawings create one-off “offline” versions, which then
become challenging to merge back into the master set. When the merge does not occur, divergent
versions of the drawings exist in two or more places. MWH recommends that GCPO make
improvements to and enforce the policies, procedures, systems and quality management in this area.
Assigning and empowering an owner of the drawing system will help, if one hasn’t already been named.
It’s also recommended that a short project be set up to perform “clean up” on the current set of

drawings.
Standardize PM/CM Document Control (ref. SYS-10)

To better support project and construction management, reduce risk and increase efficiency, MWH
recommends that GCPO standardize the handling of traditional construction documents. This includes
the use of an electronic tracking system for contractor submittals, RFls, field orders, change orders and
the like. Big-picture wise, the cost of an enterprise document control system is fractional when
compared with the volume of vital information that flows through it, from legal and contractual
documents to critical technical designs and regulatory compliance documentation. Having everything
from a project in one system will assist with the commissioning process, claims reduction, providing full
asset details to equipment in CARMA and more. It is a mission-critical system for GCPO. Steps needed to
move this standardization forward:

* Name a champion to own the document controls role within the organization

* Implement/Identify a GCPO system for document management

e Establish standardized system use guidelines (not just vendor training materials, but GCPO-
specific materials)

e Adjust contract language to enforce contractors to use the system for submittals

Standardize Capture and Management of Asset Documentation (ref. PDL-08)

The standardization of the capture and management of asset documentation consists of two key
elements.

The first is to standardize the handling of commissioning/asset documentation including SOPs, drawings
and O&M manuals. In order to improve the capture, handling and management of critical asset
information, MWH recommends that GCPO coordinate with the chosen construction management
document control system and establish a standard procedure for the approval and handover of critical
asset information, including drawings, O&M manuals, specifications, SOPs and CARMA/asset data.

After the standards have been established, MWH recommends GCPO formalize them — load them into a
robust, easily updateable, easily accessible electronic asset documentation system containing SOPs,
equipment manuals, photographs and more. Standard processes for keeping the eO&M system up the
date should be established, as should a system owner.
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Create a SharePoint Implementation and Governance Plan (ref. SYS-11)

MS SharePoint can be deceptively difficult to implement. Once installed, it can be easy to get started
building — in some cases too easy. In contrast to the months and years-long requirements gathering
involved in traditional waterfall enterprise application implementation, where it’'s common for systems
with long gestation periods to fail to meet or keep up with changing business requirements, SharePoint
offers a blank slate and rich palette of tools that allows developers and configuration specialists to get
started with no planning at all. The results often speak for themselves, lacking cohesion, user-
friendliness and any kind of impact on the business — a tragedy, considering the time and monetary
investment most businesses make in the technology.

To avoid this, MWH recommends that GCPO conduct some "big picture" SharePoint vision / planning
sessions. As a result, a detailed implementation plan that calls out tasks, priorities, timelines, milestones
and levels of effort can be established. A governance board should be put in place to act as a steering
committee for the initial and ongoing build-out of the SharePoint sites, meeting monthly or quarterly, as
required. Without such a steering committee, SharePoint’s “organic” growth can be hard to control and
detrimental to the adoption and usefulness of the application.

Project Prioritization (MS Excel)

GCPOs current approach to prioritizing projects is built upon solid principles and methodologies, but the
tools used (MS Excel) require manual manipulation and the data exists in several places. The
foundational principles are sound; our recommendations merely build on what GCPO is already trying to
accomplish in the area of project prioritization.

Centralize a Repository of Identified Needs/Projects (ref. SYS-12)

Rather than using a variety spreadsheets that depend on things like funding type / source, MWH
recommends the use of a centralized, database driven repository for storing identified facility
needs/projects. This repository would act as a central location where approver users would log in and
record identified needs and projects.

Support the Prioritization Methodology with More Robust Technology (ref. SYS-13)

While excel spreadsheets can be used for calculations and light prioritizations, the use of a robust
methodology and prioritization engine will offer significant benefits. Specifically, it will offer an
improved interface, enhanced workshop and collaboration capabilities, the ability to weight or calculate
priorities systematically, the ability to factor in constraints and the ability to show projects prioritized by
sub-groupings such as fund or department as well as a rolled up enterprise view of the prioritized
projects. Ideally, a single application will support both SYS-12 and SYS-13.

Other
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Upgrade GCPO network (ref. SYS-14)

Concerns are routinely raised regarding network performance / congestion at GCPO. This issue
negatively impacts the use of all TSC systems, and MWH recommends that a detailed analysis be
undertaken to understand whether improvements (e.g. installing new hardware) at either end of the
network will offer increased performance. Of particular interest would be “low-hanging fruit”
improvements that require modest investments of time and / or money. Note that as more systems and
staff come online at GCPO, network traffic and congestion will also increase.

Separate Hungry Horse Network from GCPO (ref. SYS-15)

The Hungry Horse facility routes all of its network traffic through GCPO. As a potential means to reduce
congestion within the GCPO network, MWH recommends wiring Hungry Horse on a separate, dedicated
network line.
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Staff Survey Analysis

To gain input from a larger cross section of GCPO personnel beyond those able to participate in staffing
study workshops, MWH developed a survey for distribution to plant personnel — primarily maintenance
and operations staff. The survey, administered in hardcopy paper format, consisted of 21 questions
related to workers’ perceptions of work performance, engineering and maintenance support, work
planning, knowledge transfer, group morale, and other issues relevant to GCPO staffing and
organization.

A total of 208 completed surveys were received. MWH compiled the results of the 19 multiple-choice
guestions into pie charts, shown in Section 1 below, and compared answers across these multiple-choice
questions to see if they showed important trends for GCPO to consider. Selected figures highlighting
these comparisons and a short description of the findings are shown in Section 2 below. The last two
questions of the survey, which were open-ended free-response style questions, provided opportunities
for workers to suggest general improvements to plant practices and procedures. Responses to these
guestions were implicitly considered and incorporated into broader study findings and
recommendations.

A copy of the survey is included in Section 3 below.
1. Survey Results

Pie charts showing the breakdown of results for the first 19 survey questions are displayed below along
with brief takeaway points.

30+years
—
4.3%

20-30vyears
7.2%

10-20vyears
15.4%

5-10years
22.6%

Figure 1 — Survey responses to “How many years have you worked at Grand Coulee?”

Figure 1 shows that approximately half of the survey respondents have been with the GCPO for less than
5 years.
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Military
8.7%

Other Federal
(non-military)
15.9%

N/A

Another USBR
facility
6.7%

T Other hydro

(non-Federal)
4.3%

Industry
63.9%

Figure 2 - Survey responses to “Where did you work before Grand Coulee?”

Figure 2 shows that only 11% of respondents came from another hydropower facility (either another
USBR facility or a non-Federal hydro plant). While some of the employees who reported their previous
employment as either industry, military, or other federal may have previously worked at a hydropower
facility, the majority of workers did not have hydro experience prior to GCPO.

Not enough __—
work
3.1%

Coworker's
approach to
work
PEN

Additional
workload
27.2%

Supervisor's

management
style

24.1%

Figure 3 - Survey responses to “What is the greatest cause of stress in your job?”

Figure 3 shows an almost even distribution between workers reporting “additional workload,”
“supervisor’'s management style,” “coworker’s approach to work,” and “other” as their greatest cause of

stress. Only 3.1% listed “not enough work” as their greatest cause of stress.
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Over 30% of
time; 13.0%

20-30% of time;
18.4%

10-20% of time;
30.4%

0-10% of time;
38.2%

Figure 4 - Survey responses to “What percentage of your time is spent waiting for something or someone else?”

Figure 4 shows that approximately one-third of respondents spend more than 20% of their time waiting
for someone or something else. This represents a significant amount of productivity potentially lost to
insufficient upfront planning to ideally mitigate or substantially reduce employee “waiting time.”

Eng.support
not needed
8.4%

Ex.support
more than
adequate
24.7%

More support

needed
66.8%

Figure 5 - Survey responses to “Rate the amount of engineering support for O&M”

Figure 5 shows that approximately two-thirds of respondents believe that more engineering support is

needed, in alignment with other staffing study findings.

@ mwH

Appendix 8, Page 3



Review of Staffing and Processes

Grand Coulee Power Office

Centralized to
serve all

areas/PHs

17.9%

In the plant
dedicated to

each area
78.9%

Figure 6 - Survey responses to “Do you believe that engineering support is better to be...”

Figure 6 shows the majority of respondents, who are primarily plant operations and maintenance staff,
would prefer engineering support in the plant dedicated to each maintenance area.

Centralized to
serve all PHs
23.4%

Divided into
areasas it is
now
72.1%

Figure 7 - Survey responses to “Do you believe that maintenance is better to be...”

Figure 7 shows the majority of respondents, who are primarily plant operations and maintenance staff,
prefer that the maintenance functional group remain divided into areas as it is now.
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Over 30% of
work
6.4%

20-30% of work
13.2%

0-10% of work
54.9%

10-20% of work
25.5%

Figure 8 - Survey responses to “What percentage of your work could be performed by someone with lesser skill / training /
experience (like cleanup and housekeeping)?”

Figure 8 shows approximately one-fifth of workers believe that 20% or more of their work could be
performed by someone with lesser skills, training, or experience. These results indicate that not much
time is spent doing less skilled work.

More than 25
weeks
14.1%

0to 5 weeks

35.9%
16to 25 weeks

17.2%

6to 15 weeks
32.8%

Figure 9 - Survey responses to “In your opinion, how many weeks per year does your work plan change significantly?”

Figure 9 shows that approximately one-third of respondents reported that their work plan changes more
than 16 weeks per year while another third reported work plans changing 6-15 weeks per year. This
supports a staffing study-defined need for improved upfront work planning.
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6 = Strongly
Agree
3.4%

N/A

\ 1.5%

1 =Strongly
Disagree
10.8%

20.1%

Figure 10 - Survey responses to “Work is well planned” (1 = Strongly Disagree to 6 = Strongly Agree)

Figure 10 shows the survey respondents reported a generally unfavorable view of work planning. 30.9%
of workers scored work planning a 1 (strongly disagree) or 2 out of 6 while only 14.1% scored work

planning a 5 or 6 (strongly agree).

6 = Strongly
Agree
14.1%

1 =Strongly
Disagree
3.4%

Figure 11 - Survey responses to “If more time could be spent on PM work, then there would be less Trouble Report work
generated” (1 = Strongly Disagree to 6 = Strongly Agree)

Figure 11 shows most respondents believe that more time spent on preventive maintenance work

would decrease the amount of trouble work (i.e., corrective maintenance).
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6 = Strongly 1 = Strongly
Agree \ Disagree

0,
7-8% 10.7%

Figure 12 - Survey responses to “l am provided the necessary training to complete my job” (1 = Strongly Disagree to 6 =
Strongly Agree)

Figure 12 shows that more respondents believe they are provided the necessary training to complete
their jobs than those who disagree. However, 10.7% strongly disagree and another 12.6% responded
with the next lowest response, indicating likely room for improvement with respect to organizational

training.

1 = Strongly
Disagree
6.8%

6 = Strongly
Agree
23.9%

Figure 13 - Survey responses to “My supervisor listens to my ideas and suggestions” (1 = Strongly Disagree to 6 = Strongly
Agree)
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Figure 13 shows the majority of respondents believe their supervisors listen to their ideas and

suggestions.

N/A

1 =Strongly
0.5% Disagree
9.3%
6 = Strongly
Agree 2

15.1%

Figure 14 - Survey responses to “The morale in my department / team / group is positive” (1 = Strongly Disagree to 6 =

Strongly Agree)

Figure 14 shows that respondents more often reported that their department, group, or team morale

was positive than not.

6 = Strongly

7.3%

Agree \

1 =Strongly

24.8%

Figure 15 - Survey responses to “Knowledge is sufficiently being transferred down from experienced employees” (1 =
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Figure 15 shows GCPO workers have a slightly unfavorable view of knowledge sharing and transfer.

More GCPO employees strongly disagree or report a 2 out of 6 that knowledge is sufficiently transferred
from skilled to less-skilled employees than those who strongly agree or report a 5 out of 6.

N/A
1.0%

6 = Strongly
Agree
21.8%

1 =Strongly

Figure 16 - Survey responses to “Safety is the number one priority for BOR employees” (1 = Strongly Disagree to 6 = Strongly

Agree)

Figure 16 shows most GCPO respondents agree that safety is the number one priority for BOR

employees.

6 = Strongly ___
Agree
6.5%

1=Strongly

Figure 17 - Survey responses to “Safety is the number one priority for Contractors on site” (1 = Strongly Disagree to 6 =

@ mwH

Strongly Agree)
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Figure 17 shows almost even numbers of respondents believe that safety is the number one priority for
contractors as those who disagree.

1 =Strongly
Disagree
15.7%

6 = Strongly
Agree
1.5%

Figure 18 - Survey responses to “There is adequate plant input / review of contracted work” (1 = Strongly Disagree to 6 =
Strongly Agree)
Figure 18 shows only 6.6% of GCPO respondents either strongly agree or responded with a 5 out of 6
when asked if there is adequate plant input into and review of contracted work. Conversely, more than
one-third of GCPO respondents either disagreed or gave a 2 out of 6.

N/A
0.5%

1 =Strongly
Disagree
1.5%

6 = Strongly
Agree
47.3%

Figure 19 - Survey responses to “l am proud to work at Grand Coulee” (1 = Strongly Disagree to 6 = Strongly Agree)
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Figure 19 shows the majority of respondents are proud to work for the GCPO, indicating a generally

positive culture among the maintenance and operations staff.

2. Survey Results Comparisons

The following figures compare results from selected survey questions to identify relevant trends in

worker responses.

100%:

50%

80%

T70%

60%

50%

40%

30%

20%

10%

Percent responseto "The morale in my departmerlt/team /group is positive

0%

WA

6=5trongly Agree
ms

4

3

2

M 1 =Strongly Disagree

Additional workload

T T T T !
Supervisor's Coworker'sapproach to Mot enough work Other
management style work

Response to "What is the greatest cause of stressin your job?"

Figure 20 — View of group morale by greatest cause of stress

Figure 20 shows how workplace morale is strongly dependent on the supervisor’s management style.

Workers who list their supervisor’s management style as their greatest source of stress are much more

likely to have a negative view of department, team, or group morale than others.
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90%

70% —
50% EN/A
6 =5trongly Agree
[
50%
4

. . - . N

40%

W 1=strongly Disagree
30%

20% —
. -

Percent responseto "The morale in my dept./team/group is positive.

1="5trongly 2 3 4 5 6 =5trongly Agree
Disagree

Response to "My supervisor listens to my ideas and suggestions.”

Figure 21 - View of department, team, or group morale by perception of supervisor

Figure 21 shows that workers who believe their supervisors pay attention to their ideas and suggestions
(a 5 or 6 on the x-axis) are much more likely to believe that their department, team, or group has good
morale. This complements the result shown in Figure 20 to show that supervisors play a major role in
steering group morale at GCPO.
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Figure 22 - View of group morale by weeks per year work plan changes

Figure 22 shows that in general, as changes to an employee’s work plan increase in frequency, his or her
perception of group morale decreases. In other words, frequently changing work plans appear to
adversely affect morale.
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Figure 23 - View of group morale by view that work is well planned

Figure 23 shows that workers who believe that work is well planned (those who responded with a 5 or 6
on the x-axis) are much more likely to believe that morale in their department, team, or group is
positive. This complements the results in the previous figure, which shows that more frequent work plan
changes have an adverse effect on morale.
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Percent response to “Safety isthe number one priority for Contractors on

site,
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Figure 24 - View of contractor safety by view of plant input/review of contracted work

Figure 24 shows that workers who believe that there is adequate plant review of contracted work (those
scoring a 5 or 6 on the x-axis) are much more likely to believe that contractors are making safety their

top priority. Conversely, workers who believe there is not enough plant review have a much worse
opinion of contractor safety practices.
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Figure 25 - View that adequate training is provided by employer before GCPO

Workers were asked if they are provided the necessary training for their job. As Figure 25 shows, the
profile of responses varies when selecting for the previous employer of the worker; however, the
average value of the responses remained almost the same among these groups. For example, while
there were many workers who came from previous USBR facilities and responded with a 1 (strongly
disagree), there were more who responded with a 5 or a 6 (strongly agree). There is almost no
difference in average response between those whose previous job was in the hydro industry (another
USBR facility or another hydropower plant) than those who came from outside the hydro industry.
Therefore, this data shows no evidence that training practices at GCPO are significantly better or worse
than at other hydro facilities.
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Figure 26 - Workers' perceptions of training by tenure at GCPO

Figure 26 shows no strong correlation between a worker’s tenure at GCPO and opinion of whether he or
she receives enough training.
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Figure 27 - View of knowledge transfer by tenure

Figure 27 shows no strong correlation between a worker’s tenure at GCPO and his or her opinion that
knowledge is effectively shared from more experienced to less experienced employees.

3. Distributed Survey

Following is a copy of the two-page survey provided to GCPO employees.

Appendix 8, Page 18
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GCPO Staffing Study Survey

As part of the staffing study currently underway across the GCPO organization, we are gathering input from the broader
plant staff to contribute to our analysis. We are seeking honest, constructive feedback from all survey participants. The
more accurate, complete, and honest your responses, the more successful we will be in making the case to your
management team to get you the support and help that you need to meet today’s work demands and tomorrow’s
capital and O&M requirements. Thanks in advance for your support.

—The MWH Team

1. How many years have you worked at Grand Coulee?
a. 0to2 b. 2to5 c. 5t0 10 d.10to 20 e. 20to 30 f. More than 30

2. Where did you work before Grand Coulee?

. Another USBR facility

. Industry

. Another Federal agency (non-military)

. Another hydropower plant (non-Federal)
. Military

o o

™ O 0O

3. What is the greatest cause of stress in your job?

Additional workload

. Supervisor’s management style

Coworkers’ approach to his/her work (inefficiencies, quality of work, etc.)
. Not enough work

. Other:

Mmoo T o

4. What percentage of your time is spent waiting for something or someone else?
a. 0% to 10% b. 10% to 20% c. 20% to 30% d. More than 30%

5. Rate the amount of engineering support for O&M:
a. More engineering support is needed
b. Existing engineering support is more than adequate
c. Engineering support is not needed

6. Do you believe that engineering support is better to be...
a. In the plant, dedicated to each area b. Centralized to serve all areas/powerhouses
c. Other

7. Do you believe that maintenance is better to be...
a. Divided into areas as it is now b. Combined to serve all powerhouses
c. Other

8. What percentage of your work could be performed by someone with lesser skill / training / experience (like cleanup
and housekeeping)?
a. 0% to 10% b. 10% to 20% c. 20% to 30% d. More than 30%

9. Inyour opinion, how many weeks per year does your work plan change significantly?
a. 0to 5 weeks b. 6to 15 weeks c. 16to 25 weeks d. More than 25 weeks

@ mwH Page 1
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GCPO Staffing Study Survey

For questions 10 through 19, please rank your level of agreement with the statement provided. If the question does
not apply to you, please circle “N/A.”

Strongly DiSagree .....oceveveeveeeveieceeceeneenenn Strongly Agree| Not Applicable

10. Work is well planned. 1 2 3 4 5 6 N/A

11. If more time could be spent on PM
work, then there would be less Trouble | 1 2 3 4 5 6 N/A
Report work generated.

12. lam prowded‘the necessary training to 1 ) 3 4 5 6 N/A
complete my job.

13. My sup§rV|sor listens to my ideas and 1 ) 3 4 5 6 N/A
suggestions.

14. The mQraIe |‘n‘ my department / team / 1 5 3 4 5 6 N/A
group is positive.

15. Knowledge is sufficiently being
transferred down from experienced 1 2 3 4 5 6 N/A
employees.

16. Safety is the number one priority for 1 5 3 4 5 6 N/A
BOR employees.

17. Safety is the number one priority for 1 5 3 4 5 6 N/A
Contractors on site.

18. There is adequate plant input / review 1 ) 3 4 5 6 N/A
of contracted work.

19. I am proud to work at Grand Coulee. 1 2 3 4 5 6 N/A

20. What could be changed to increase the amount of “tool time”?

21. What one improvement would you make to your day-to-day job if you could? Please explain your suggestion.
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Review of Staffing and Processes Grand Coulee Power Office

Implementation Planning Workshop Summary

MWH facilitated a series of workshops with GCPO on April 10-12, 2012. These workshops were
conducted to review the recommendations contained in Chapter 6 of the staffing study report in greater
depth, identifying more discrete implementation steps, relative levels of effort, relative impact of
implementation, logical sequencing, and ownership. The following describes the process in more detail.

1. Implementation Steps

Recommendations were grouped by functional area. Workshop participants were asked to break into
small groups, with each group focused on a particular functional area. Each group reviewed the
recommendations for the functional area and identified the following:

e A number of more discrete implementation steps;

e Barriers to implementation (such as resource limitations, policies, organizational resistance,
etc.);

e Specific person or position title responsible for directing the implementation steps; and

e Method to measure progress towards implementing the recommendation (key performance
indicator, or KPI)

2. Relative Impact and Effort Scoring

To begin the process of prioritizing the various recommendations, workshop participants scored the
implementation of each recommendation in two ways: 1) the relative impact of the recommendation
on the GCPO organization (high, medium, or low), and 2) the relative effort associated with
implementing the recommendation at GCPO (low, medium, high). These values were used to plot each
recommendation on an Impact versus Effort graph. A blank example is shown in Figure 1.
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Figure 1 — Blank Impact versus Effort Graph

As can be seen in Figure 1, the recommendations that produce the greatest impact (the right side of the
graph), while requiring (relatively) the lowest effort to implement (the top of the graph) are typically
good candidates for early implementation. As a result, the “best” projects lie in the upper right portion
of the graph. The successful completion of these projects may provide “quick wins”, which help justify
the greater efforts associated with some longer-term recommendations.

Each small group developed their own effort and impact scores and then reported to the group at large
to receive feedback. Based on that feedback, the scores were finalized. Each recommendation was
scored using this methodology, and the overall results (color coded by functional area abbreviation) are
shown in Figure 2.
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Figure 2 — Results of Effort versus Impact Scoring

Participants were encouraged to consider the recommendations that fell in the upper right of Figure 2
for early implementation.

3. Initial Sequencing and Schedule Development

Using the information previously developed, including a consideration of barriers, resource constraints,
predecessor tasks, and the effort versus impact scores, the groups categorized each recommendation as
“start now”, “start soon”, “start later”, or “don’t bother”. These broad categories were then used to
build initial implementation schedules in Gantt chart form on large-format schedules. Each schedule
identified implementation tasks, task duration, and suggested schedule (by quarter) for implementation
over the next four years. The schedules were transcribed into MS Project, standard schedule logic was

applied, and the master implementation schedule is shown on the following pages.
4. Supporting Documents

Two documents follow this narrative:

e Detailed Implementation Planning Table
e Initial Master Implementation Schedule
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Grand Coulee Power Office - Review of Staffing and Processes
Implementation Planning Table

Effort to Implement

Impact (Low=1 Start Start Start Don't
Functional Group Recommendation Implementation Steps Barriers to Implementation Responsible Person/Group pact ( o (Low=1, Moderate=2,
Moderate=2, High=3) . Now Soon Later Bother
High=3)
- Define a five-year horizon, including risk analysis - Understanding if budget is a limiting factor -Long-range workload estimates exist?
. Quantify the work, estimate the effort, and Y i & . 4 - & & & . . grang
GCP-01-R GCPO-wide increase staff accordinel - Apply resource allocations to the projects - Determining how to execute the effort (on site staff, contracting?) -Staff count towards peak 3 3
i i : . o ;.
gly - Identify budgetary needs - Preliminary cost estimating -Hiring rates (emp/quarter)
Power Manager should lead effort to: .
X & I X R . . -Conversion from old to new org chart (%
. L o - Define the priorities of the enterprise, - Power Manager having time to effectively lead this task
X Establish priorities of organization and R L . . R i R X " complete)
GCP-02-R GCPO-wide . R . - Clearly communicate the mission of each functional group in support of |- Regional or higher approval required for higher level (GS13+) positions Power Manager o — 3 2 X
implement revised organizational structure MRS L -Documented organizational priorities
the facility's overall mission, .
. available?
- Implement revised org structure
- Prioritize hiring needs
. g- ! X X . - Federal hiring processes limit what you can offer
- Consider replacing term employee hires with permanent hires . N - .
Establish process and overall plan/strategy and identify appropriate - Inconsistent interviewing processes/policies Deputy Support Ops & Admin # new hiring approaches implemented
GCP-03-R GCPO-wide Adjust the hiring strategies R P X i -p gy ¥ approp - Regional capacity to support p ¥ oupp P g p‘p X P 3 2.5 X
sources in coordinate with Boise, then work the plan . - Officer -Staff retention improving?
i K R X - Location, local amenities, schools, etc.
- Improve on boarding and orientation recruitment program .
- No option for term to permanent employees (OPM)
- Implement new org structure,
- Populate the new group,
- Identify and implement standard scheduling system/practices/approach
that works with PNRO, TSC, BOR, DOI, OPM, and BPA o i -Using documented/common measure to set
. . . . . - Establishing adequate funding i T
GCP-04-R GCPO-wide Establish centralized planning group - Create standardized EPS/WBS structure, . X . . Deputy Power Manager, Planning  |priority? 2 3 X
R . - Multiple constraints/requirements from higher Federal levels .
- Implement resource-loaded scheduling across the enterprise for all -Central group meets monthly to review?
projects;
- In parallel, set up asset management/long-term planning operation within
the Planning group, with appropriate systems, tools, practices
- Define standard project governance life cycle;
- Define project approvals/gateways/governance;
- Define standard templates, forms and Project Management Practices;
Establish Project Delivery organization with |- Define Roles and Responsibilities; - Differing views from Regional procurement and construction on who owns . X X X
. X . X R . . K Deputy PM Planning/Sr Project -Establishment of PD according to org chart?
GCP-05-R GCPO-wide defined governance, life cycle, roles and - Define delivery practices; various phases of projects , X 2 2 X
e . . R . Manager -Documented life cycle, R&Rs, etc.?
responsibilities, and standard practices - Implement project delivery system; - Lack of a BOR manual for project management
- Define a system owner;
- Define content owners;
- Conduct user training
- Assign CARMA system responsibility
- Implement consistent CARMA user training,
- Review current work orders, Denver system not conducive/responsive to flexible project needs
Leverage full canabilities of CARMA svstem | Develop set of required work orders/job numbers for all functional groups, De ende\:'lt on systems recommenpdat'on to revie aid ! date the user -Ease of generating consistent CARMA reports
. Vi u iliti . - i view u u )
GCP-06-R GCPO-wide g P R 4 - Set up in CARMA, P 4 P Deputy PM, O&M across maint areas? 2 3 X
for all work, all functional groups X . manual o L .
- Review and update current estimated labor hours; Availabilit -Similar/realistic backlog across maint areas?
) . - Availabili
- Define a set of standard "canned" reports for TSC to build; ¥
- Have TSC build the reports;
- Streamline the report request process
- Assess best approach to knowledge capture,
- Investigate/study various third-party products for capturing, documentin
Develop a knowledge strategy and and resgent'/n st:ndard roject procig res, i & I Budget: may be limited in ability to overhire Formal strategy documented?
. Vi w i ures, . ’ : . E u ?
GCP-07-R GCPO-wide X P X 8 gy P 8 X projectp - OPM very conservative in hiring IT Supervisor/Admin Officer i 3 2.5 X
information capture approach - Implement appropriate system/strategy; Time -# of knowledge capture efforts
- Begin active succession planning in fostering multiple "back-ups" to all key
positions
- Hire Training Officer and supporting staff,
- Assess effectiveness of current training, . .
Improve training program under a Implement necessary improvements ) - Difficult to get DOl approval for a new training program because DOI Learn Documented training goals by job category?
. Vi ini u - i \ s . ; . ) - ) -Docu ini ?
GCP-08-R GCPO-wide P X .g'p g X P X v p' X . is the enterprise program Admin Officer/Training Officer o €8 . vl gory 3 3 X
centralized Training Officer - Secure funding for formalized, larger apprenticeship program, develop S . . L -Training hours tracked against goal?
R - Staff availability constrains effective training
program, implement
- Identify other training resources, e.g. union
- Formalize expectations from service providers,
- Define doc management needs/requirements, i . i i
Set expectations, track performance, and Assess various options, Mandated Reclamation enterprise systems -# discussions with support agencies
X ions, X - variou ions, - i i
GCP-09-R GCPO-wide X P P P P 4 Power Manager -Document management standards 3 1.5 X
implement a document management system |- Select preferred approach, - .
R . R established?
- Implement (including definition of standard procedures)
- Report back on delivery from service providers
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Implementation Planning Table

Functional Group

Recommendation

Implementation Steps

Barriers to Implementation

Responsible Person/Group

Impact (Low=1,
Moderate=2, High=3)

Effort to Implement
(Low=1, Moderate=2,
High=3)

Start
Now

Start
Soon

Start Don't
Later Bother

- Define IT positions by working with HR N
. . » o - The move to consolidation
- Figure out how to tie positions to mission L
. . . . X - Hiring freeze . .
ADM-01R Admin Adjust IT staffing accordingly - Request a waiver - Waiver process Matt Tillman - SharePoint Spreadsheet 3 2 X
- Announce position X P Lo
. ) - Staffing priorities
- Training period (1 year)
ADM-02-R Admin Adjust IT staffing accordingly (same as ADM-01) Matt Tillman 3 2 X
- Identify the information needed
- Determine method/media for templates
ADM-03-R Admin Create standard specification templates - Communicate availability - Changing culture of how specs are written Caroline Walsh 3 2 X
- Get user buy-in
- Track completion of forms
Create internal reference document showin,
ADM-04-R Admin K ! R Y wing . Develop timelines for each level of procurement Caroline Walsh 3 1 X
typical lead times
Include Contracts in major purchase . .
Caroline Walsh and Project
ADM-05-R Admin acquisitions at the beginning of project - Invite Contracts to initial planning meeting Manal ors ) 3 1 X
planning &
(see ADM-01)
. . . - Define positions with HR . .
ADM-06-R Admin Cre?t'e and staff technical purchasing writer - Announce Caroline Walsh and Project 3 ) X
position Managers
- Select
- Train
. Provide performance based acquisition L . .
ADM-07-R Admin training - Develop training based on requirements Caroline Walsh 2 1 X X
(see ADM-01)
- Define positions with HR
ADM-08-R Admin Adjust Contracts staffing accordingly - Announce Caroline Walsh 3 2 X
- Select
-Train
Create GCPO- ifi iti ith t
ADM-09-R Admin reate speciiic position with warrant Reorganization Caroline Walsh 3 1 X
of $100,000
ADM-10-R Admin Develop greenhouse gas emissions program |- Learn about program Richard Coffland 1 1 X
ADM-11-R Admin Improve performance management - Training Darlene Pryor 3 2 X
ADM-12-R Admin Assess compensation - Evaluate Regional salary data Darlene Pryor 2 3 X
- Update revised responsibilities (work not getting done)
BUD-01-R Budget Increase budget analyst staffin - Identify specific positions required - Clarify regional / local roles Deputy Planners / Budget Officer | % Filled 3 1.5 X
g g v € - Prepare requirements and hire vree puty g - % Filled by scheduled ’
- Training
2A:
- Define required support budgets
Bett tomi tili t t - Det ine best deli f ts t d
BUD-02-7 udget  senere roscine buckins sosoal |- tmpvement materetsmprosen Stat Deputy Planin -6 improvemen Tesk 24:2 Tesk 24:2 x
g 8 ) P BELS, P P PP puty J - Budget utilization Task 2B: 3 Task 2B: 3
functional groups 2B:
- Train functional group managers to do bottoms-up estimates
- Grand Coulee prioritization
Leverage project managers to report actual
BUD-03-R Budget verage proj g P u - Continue PRB process (typically non-routine) - None Deputy Engineer Scott Ross 3 1 X
performance
Implement training and materials to - Define knowledge required for managers - Staff
BUD-04-R Budget encourage more consistent budget - Develop training . L . Budget Officer 3 2 X
X . - Establish training materials
development - Deliver training
- Increase manager awareness/training
- Develop tools and methods to assist in trackin, - Staff
BUD-05-R Budget Better justify/track labor needs V P st ne Deputy O&M / Budget Office - Increased expenditures of funds, labor 2.5 2 X
- Train - Exposure to Budget process
- Implement
. - Identify and develop standardized project lifecycle . . . . . .
Integrate regulatory approvals into R o X X - No standardized project lifecycle yet, time to implement it . X
CRA-01-R Cult Res R X K - Create milestones within lifecycle for project manager to take CR issues X . Project Managers, Deputies 2 1 X
standardized project life cycle . - Lack of staffing, no ownership
into account
Add junior archaeologist role to support - Develop detailed personnel description - Funding
CRA-02-R Cult Res manager with associated reporting and Plan |- Acquire funding - Location Admin Officer, Archaeologist 3 2 X
updates - Hire individual - Staff (current level)
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Grand Coulee Power Office - Review of Staffing and Processes
Implementation Planning Table

Functional Group

Recommendation

Implementation Steps

Barriers to Implementation

Responsible Person/Group

Impact (Low=1,
Moderate=2, High=3)

Effort to Implement
(Low=1, Moderate=2,
High=3)

Start
Now

Start
Soon

Start Don't
Later Bother

- Hire O&M Supervisory Engineer
Increase staff; integrate as-built process into : . upervisory tnel - Budget
. - Start hiring techs 2 .
X X standard closeout procedures. Identify X - Physical Location (where to put new staff) X .
ENG-01-R Engineering . X . - Establish procedure L . O&M Supervisory Engineer 3 2 X
backlog and quantify (this recommendation . R - Hiring authority
X K X - Establish tracking system .
added in the implementation workshop) L . - Dam location
- Measure/reduce turn-around time in drafting
- Hire Asset Manager
Leverage Planning Group to understand - Implement CARMA at engineerin - Budget
ENG-02-R Engineering v g. " I_ g uptou P R X g{ ing Y g . Asset Manager 3 2.5 X
work prioritization - Establish Enterprise Planning Group - Physical location
- Establish planning tools
-N i igned to plants at beginni f | t
ENG-03-R Engineering Rotate engineers through plants e\{v engineers assigned to plan s-a ginning of employmen - Availability/qualifications of mentors Engineering Supervisor 3 1 X
- Assign a mentor to each new engineer, preferably a PSCC
ENG-04-R Engineering Increase staffing to improve purchasing - Createj specialized procurement tech position 3 By X
support - Establish standard specs/procedures
Integrate environmental review into the - Establish procedure to process through safety, environmental grou .
ENG-05-R Engineering 8 R R P R . " i g ¥ group - Need depth and continuity 2 1 X
standard project life cycle - Incorporate into project lifecycle
Assign a dedicated protection engineer for
ENG-06-R Engineering PS(:I(g: supporlt and CZOrdinaltion V\ilth TSC - Hire dedicated Protection Engineering staff O&M Supervisory Engineer 3 2 X
- Budget for positions
) Explore staffing through new positions - Announce ] . _— . . . .
FPS-01-R Fire & Phys Sec R L - Hard to fill trained firefighter positions Supervisory Fire Protection (Dale) |2 persons/year 3 2 X
and/or transfer of inspectors to firefighters |- Select
-Train
- Revise PD
Separate existing role of Fire Chief; split into i : X
FPS-02-R Fire & Phys Sec P X & P - Announce Supervisory Fire Protection (Dale) |Separate by December 2014 1 2 X
two functional groups
- Select
Investigate optimal solution to increase - Identify level of training needed
FPS-03-R Fire & Phys Sec vestig p_' u ' . ify lev ining Supervisory Fire Protection (Dale) [Training delivered by end of 2012 2 1 X
safety precautions - Train
- Budget for positions
. . - Announce . . .
FPS-04-R Fire & Phys Sec  JAdd staff to address resource issue Select Supervisory Fire Protection (Dale) |Staffed by end of 2012 3 2 X
- Train
- Identify job description(s) and budget justification
| taff levels and d f self-
HHD-01-R* Hungry Horse rTcreése staitlevels and degree of se - Announce/Advertise 3 2
direction X
- Train
. - - Identify Cross-Training Needs and Goals
Investigate better cross-training - .
HHD-02-R* Hungry Horse . - Utilize GCPO Training Manager to Create Plan 2 2
opportunities . .
- Deliver Training
Train mid-level CARMA users; leverage - Identify Additional CARMA Users and Training Level Needed
HHD-03-R* Hungry Horse complete team for work order and SOP - Coordinate Training with CARMA User Group and Owner 2 2
creation - Deliver Training
HHD-04-R* Hungry Horse Assign one operator to assist with SOP - Train Operator on SOP formats and standards By By
development - Operator Develops/Updates SOPs
Temp/contractor support for conversion and . ) . .
HHD-05-R* Hungry Horse e . - Utilize (through Service Agreement) GCPO Engineering process 3 2
consolidation of as-builts
- Identify Security Needs and Delivery Mechanism (GS, Contract, or Support
HHD-06-R* Hungry Horse Inveétigate support agreements and/or Agreement) o ) )
service contract - Develop Budget Justification
- Implement
HHD-07-R* Hungry Horse  |Assign a project manager to HH - Utilize (through Service Agreement) GCPO Project Delivery staff 3 1
- 1D employees who would rotate
- Look at schedules for rotation - Who does the evaluations?
MNT-01-R Maintenance Rotf':\te craftsmen on each crew on a regular |- Coordinatg between p.owerhouses - Potential delays ' Eric 15 3 X
basis; rotate across areas as well - Start rotation and decide on frequency - Safety may be compromised (or enhanced)
- Improve consistency between powerhouses - Need to staff up first
- Union coordination
- Staff up and plan jobs
MNT-02-R Maintenance Build time and resources-into every job plan |- Add time to finish and close out - Cultu.ral change Supers 3 ) X
for closeout documentation - Prepare closeout procedures - Consistency among Supers
Increase staffing levels to keep up with the | Determine who to hire first - Budget
MNT-03-R Maintenance i J pup - Recruit and hire - Getting people to come to Grand Coulee and retaining them Eric 3 3 X
routine PMs R L
- Train - Limited HR staff
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Grand Coulee Power Office - Review of Staffing and Processes
Implementation Planning Table

Number

Functional Group

Recommendation

Implementation Steps

Barriers to Implementation

Responsible Person/Group

Moderate=2, High=3)

Effort to Implement
(Low=1, Moderate=2,
High=3)

Start Start Start Don't
Now Soon Later Bother

(see ADM-01)
- Defi iti ith HR
. Adjust staffing levels in Procurement and €tine positions wi
MNT-04-R Maintenance . . - Announce 2
Project Delivery
- Select
-Train
. . . -Staff up and look at schedule alterations
Estimate the cost of unit outages to justify Set up Enternrise Planning Grou
MNT-05-R Maintenance adding resources and/or adjusting shift R P p K € P - Union issues Eric 2 X X
- Union coordination
schedules . . oo
- Look at better planning alternatives (e.g. eliminate some tasks)
. - Drumgates - contractor not being able to be there when needed
Contract out ring seal and drum gate - Scope the job Lack of a cofferdam
MNT-06-R Maintenance . & g - Get Contractor . . Scott 1 X
maintenance . - Shortage of Engineering staff
- Get them working R X
- Staff in Contracting group
Improve enterprise-wide work planning, Planning group implementation Setup of planning grou
OPS-01-R Operations including clearances, to better coordinate gg X P p K P p . 8 g- P Scott Ross / Asset Manager 2 X
- Communication with outage dispatcher - Communications with ops
advanced placement
- Place ops review in job plans 'policy'
Adjust sign-off procedures to require |dentif pwhi::/; :v Iei re puire ops :e\\lliew - Staff
OPS-02-R Operations Operations to review completed work orders Updateyjob plantp q P - CARMA uses and training Eric Corbin 1 X
after being briefed by Maintenance cre - Culture
ing bri v Mal W - Use CARMA to track and get reports and enforce uitu
Set policies for SOP requirements and staff |- Staff
OPS-03--R Operations P I ! qul up - Ups super Stanley 1 X
accordingly - Contract to catch up
Integrate Operations into review of capital | Policy to have operational reviews in all projects - Culture
OPS-04-R Operations .g .p | p - Staff to review projects i . Scott Ross / Quality Manager 2 X
project design requirements and submittals . - Getting staff to review
- Staff QA Manager position
Schedul d impl t all FAC 02-01 - Writ k ord
OPS-05-R Operations c e‘ ulean ,Imp ementa rite work orders - Appropriated funding Stanley 1 X
required testing - Complete work orders
- Track and fix automation issues as a - Identify sFart/stop permissions a|:1d update - Ident‘ify needs to update )
OPS-06-R Operations - Have engineer update a new project - Funding Stanley / Superintendents 3 X
performance goal X X .
- TR issues - Engineering
Coordinate to determine root cause and test
OPS-07-R Operations ' . ' Y - Ops review of TR work orders - Root cause analysis Stanley 1 X
after rectification
Increase engineering support to conduct -Identify need
OPS-08-R Operations gineering supp u i -FIST6.3172 Stanley 2 X
root cause analysis - Staff up
Continue with ongoing formation of GCPO
PDL-01-R Project Delivery . ‘nu W_I gol g R ! - Underway - None - approved staffing levels Scott # of projects assigned to PMs; projects per PM 15 X
Project Delivery organization
- ID roles of PM, CO, COTR in project delivery - Historic practices and preparedness
Improve coordination between COTR and - Define authorities - Level of PM maturit
PDL-02-R Project Delivery p v R fnatt W I R Y R I_ ' v X unty Scott GR/RED schedule 1 X
Project Delivery - Establish policies - AAMD policy
- Implement and train - staff
- Identify reporting requirements
Implement project and program-level - Develop alterations - Compatibility with FFS, etc.
PDL-03-R Project Delivery P X P J_ . prog - Automate as far as possible - Non-standard BOR WBS does not address PM needs Scott & Chris & Larry # of programs and projects "automated" 2 X
reporting capabilities " . .
- Coordinate with region - Staff
- Implement and train
- Develop planning model
- Identify rol d ibiliti
PDL-04-R Project Delivery |Engage in up-front project planning .en fy rofes an- responsioilities - Staff Scott GR/RED schedule 2 X
- Hire AM and Estimator
- Implement planning model and train
- Identify documentation need and type
. . - Research available tools
i . Establish system to record decisions, i K .
PDL-05-R Project Delivery - e - Coordinate with BOR systems - BPR systems and policies (REDS) Scott GR/RED schedule 3 X
priorities, and justifications
- Select tool
- Implement and train
- Define project needs (lifecycle)
. - Research available programs
Implement industry standard QA/QC
PDL-06-R Project Delivery P inau y i QA/Q . - Coordinate with CO, COTR, O&M, PM - BOR practices (GADOCS) Brandi Demars GR/RED schedule 3 X
program and coordinate with Construction
- Select and test
- Implement and train
- Identify need
| dination th h - Ci icat Substantial lete efforts with
PDL-07-R Project Delivery ncrea‘se ‘coc?r fnatfon throug or‘nmunlca € = Staff O&M engineer supv and comm engr ubs a-n !a «?omp ete etiorts wi 1.5 X
commissioning - Policy/procedure commissioning plant done
- Checklists and signoffs
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Grand Coulee Power Office - Review of Staffing and Processes
Implementation Planning Table

Effort to Implement

Impact (Low=1 Start Start Start Don't
Functional Group Recommendation Implementation Steps Barriers to Implementation Responsible Person/Group pact ( w. ' (Low=1, Moderate=2,
Moderate=2, High=3) . Now Soon Later Bother
High=3)
- 1D need
- Communicate . i
X . R X Substantial complete efforts with closeout
PDL-08-R Project Delivery |Implement a closeout and turnover process |- Policy/procedure - Staff O&M engineer supv and comm engr 2.5 3 X
) . turnover process done
- Checklists and signoffs
- Establish OMI
o - Evaluate and choose appropriate tracking system
Implement a Request Monitoring System and
PAF-01-R Public Affairs . P X 4 85y - Determine workload - Staff time PAO 2 1 X
increase staffing R R .
- Identify staff skills to implement
- Identify plans
- Determi kload - Staff ti
PAF-02-R Public Affairs Add a resource to update plans e. err‘nlne \workloa a . ‘me PAO 2 2 X
- Prioritize plans - Funding
- Hire
Proactively maintain communication with - Identify various entities - Staff time
PAF-03-R Public Affairs the outside entities and increase staffing to |- Identify level of involvement Fundin PAO 3 2 X
support - Identify staff skills to implement &
- Identify service area
Develop and implement an education - Hire education specialist
PAF-04-R Public Affairs velop and imp ueatl Ire education special N - Staff time PAO 3 2 X
outreach program to local schools - Identify interface between Reclamation mission and school benchmarks
- Develop program with school involvement
- Advertise and hire for each area
SAF-01-R Safety Assign safety officer to each plant Travin ! ! - Commit FTEs Chris/Scott - CARMA Inspection/Training 1 2 X
- Define differences between contractor and GCPO policies
SAF-02-R Safety Evaluate and aIi‘gn- contractor safety and - Meet with Construction/Contractor reps to negotiate standard policy, - Cultural barrier - o-ut of‘ region Scott/Chris - Incident‘s By By X
GCPO safety policies language, etc. - Contractors take directions from PR - Complaints
- Define method to track/measure compliance
- Add deadline ("teeth") to existing incident reporting policy/procedure - Cultural/management
SAF-03-R Safety Encourage cultural shift toward acceptance |- Investigate ways to decouple incidents & performance measurement - Short staffing Eric Corbin - Near miss reports 3 3 X
- Train/shift culture - Limited time
Implement revised Stop Work policy and - Finalize polic
SAF-04-R Safety p K P policy " R policy -Time Mark Jenson - Fewer complaints and incidents 1 2 X
train plant leadership and staff accordingly |- Train
- Staffin
Make the Foreman 1 clearance holder also - Train Foreman | to be the inspector Com:ngduties/const inspection
SAF-05-R Safety R - Change DOl policies to require inspectors to be PAL-2 trained . P Mark Jenson / Eric / Stacey 3 3 X X
the inspector L - DOI policies
- Train inspectors as PAL-2
- Separate managers
- Identify key players
- Compare to BPA PI's
SYS-01-R Systems Define O&M key performance indicators - ldentify mission critical areas/drivers Lack of staff resources and time 2 2 X
- Find what other FCRPS and industry are doing
- Implement and train
. X - Identify key players, create a user group
Establish CARMA system ownership, user X R .
SYS-02-R Systems ' . ¥ W L - Identify gaps that exist Lack of staff resources and time 3 1 X
group, and training -
- Implement training
- Identify system requirements
vy i ’ - IT consolidation
i i i - Purchase hardware / software license
Implement enterprise version of Primavera . Rk R - Staff Matt, PM, Crockett or Planner,
SYS-03-R Systems - Hire contractor to implement / train employees, support end users . . 3 2.5 X
P6 - Over $25k requires DOI spending plan Rockstad
- Implement Budget
- Train 8
- Identifs t i t
Reeno:tyoslj/: Ein requirements - IT consolidation
i ) P P - Staff Matt, PM, Crockett or Planner,
SYS-04-R Systems Implement Primavera ERD - Hire contractor . . 3 2.5 X
- Over $25k requires DOI spending plan Rockstad
- Implement - Budget
- Train 8
Coordinate with Adam Sensen about CARMA upgrade
-IDint ti i t - Politi hi
SYS-05-R Systems Integrate Primavera P6 and CARMA Integra |?n reqm.remen s ol I?S' ownership, access Matt and Adam. Eric 3 3 X
- 1D scope of integration - Security —
- Next steps depend on scope of integration
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Grand Coulee Power Office - Review of Staffing and Processes

Implementation Planning Table

SYS-06-R

Functional Group

Systems

Recommendation

Integrate SharePoint and P6/ERD

Implementation Steps

- Define integration requirements
- Define scope for Contractor

- Integrate into contract

- Implement

-Train

Barriers to Implementation

- Maintain local SharePoint

Responsible Person/Group

Matt, PM,, Crockett or Planner,
Rockstad

Impact (Low=1,
Moderate=2, High=3)

2.5

Effort to Implement
(Low=1, Moderate=2,
High=3)

Start
Now

Start
Soon

Start Don't
Later Bother

SYS-07-R

Systems

Develop a Document Management Plan

- Identify needs

- Categorize document types

- Find/obtain tool considering USBR standards
- Implement and train

Lack of staff resources and time

SYS-08-R

Systems

Initiate scanning/archiving process

- Identify PM

- Identify which documents, inventory, and user access
- Generate organization/hierarchy

- Execute

Lack of staff resources and time

SYS-09-R

Systems

Streamline/improve drawing management

See Scott's process

Lack of staff resources and time

SYS-10-R

Systems

Standardize project and construction
management document control

- Identify tools and best practices

- Establish key players (Construction/TSC/RAB)
- Identify other BOR practices

- Implement and train

- Coordinate PNRO and BOR
- Lack of staff resources and time

SYS-11-R

Systems

Create a SharePoint implementation and
governance plan

- Assess current use
- Determine required level of standardization
- Define standard governance plan

Matt, Management

SYS-12-R

Systems

Create a centralized repository of identified
needs/projects

- Identify what needs to be captured

- Identify type of tool and requirements
- Identify lead/PM

- Implement and train

Lack of staff resources and time

SYS-13-R

Systems

Support the project prioritization
methodology with more robust technology

- Work with management to define needs/requirements
- Market research (call John)

- Evaluation criteria

- Advertise, select

- Implement

-Train

Lack of staff resources and time

Scott

2.5

SYS-14-R

Systems

Upgrade the GCPO network

- 1D what's currently in use (Kevin Winn)
- Identify requirements for next 10 years
'- Define scope of work for entire plan

'- Assign to a PM

- Implement

- > $25k spending plan

Matt or Tank

SYS-15-R

Systems

Separate Hungry Horse network from GCPO

- Verify what we have
- Make determination based on current solutions

Matt

* note that Hungry Horse implementation steps, Impact Scores, and Effort to Implement scores were MWH input, not the result of implementation workshops.
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Grand Coulee Power Office - Staffing and Processes - Implementation Master Schedule Printed on: 27-Apr-12
Activity ID Activity Name Duration Start Finish Predecessors 2012 2013 2014 2015 2016
Q1 Q2 Q3 Q4 Q1L Q2 Q3 Q4 Q1L Q2 Q3 Q4 Q1L Q2 Q3 | Q4 Q1
a oulee Power O e a a Processe plementatio aste ed L i e : :
GCPO-WIDE RECOMMENDATIONS 1183d 01-Apr-12 27-Jun-15 : '
GCP-01-R: Quantify the work, estimate the effort, and increase staff accordingly 637d 01-Apr-12 28-Dec-13 M : : : :
GCP-01 GCP-01-R: Quantify the work, estimate the effort, and increase staff accordingly 637d 01-Apr-12 28-Dec-13 GCP-01-R: Qu:amify the work, e:stimate the effort, :and increase s(aﬁ‘; accordingly
GCP-01-01 Define a five-year horizon, including risk analysis 273d 01-Apr-12 29-Dec-12 ! Define a five-ye-jar horizon, including risk analysis : : : R ; T R R T
GCP-01-02  Apply resource allocations to the projects 182d 30-Dec-12 29-Jun-13 | GCP-01-01 — Apply resource allocations (o the projects ‘ ‘ ‘ ‘
GCP-01-03 Identify budgetary needs 182d 30-Jun-13 28-Dec-13  GCP-01-02 J: Identify budgetary needs ; ; |
GCP-02-R: Establish priorities of organization and implement revised organizational structure 548d 01-Apr-12 30-Sep-13 : : ' ' ' M : : :
GCP-02 GCP-02-R: Establish priorities of organization and implement revised organizational structure 548d 01-Apr-12 30-Sep-13 - GCP-02-R: Establish priorities o:f organization and implement revwséd organizational s:(ruclure : :
GCP-02-01 Define the priorities of the enterprise 183d 01-Apr-12 30-Sep-12 . Define the \orities of the enteypfrise : : : L R L o
GCP-02-02 Clearly communicate the mission of each functional group in support of the facility's overall mission 182d 01-Oct-12 31-Mar-13 GCP-02-01 ' Clearly co&r u } of each functional group in support of (he facility's overall mission
GCP-02-03 Implement revised org structure 365d 01-Oct-12 30-Sep-13 GCP-02-01 1} 1t revised org structure | :
GCP-03-R: Adjust the hiring strategies 548d 01-Apr-12 30-Sep-13 M
GCP-03 GCP-03-R: Adjust the hiring strategies 548d 01-Apr-12 30-Sep-13 GCP-03-R: Ad]:us( the hiring sne@tegies
GCP-03-01 Prioritize hiring needs 91d 01-Apr-12 30-Jun-12 i Prioritize hirifg ineeds | | i : N S S S SO S S SR
GCP-03-02 Establish process and overall plan/strategy and identify appropriate sources in coordinate with Boise, then w... 184d 01-Jul-12 31-Dec-12 GCP-03-01 t | Establish procefss and overél[ plan/strategy and idéntify appropriate sources in coordihate with Boise, then work th
GCP-03-03 Implement hiring process and strategy 181d 01-Jan-13 30-Jun-13 GCP-03-02 = ] 1t hiring process and strategy :
GCP-03-04 Improve onboarding and orientation recruitment program 457d 01-Jul-12 30-Sep-13 GCP-03-01 ' - 'j Improve unbuarﬁding and orientatiun recruitment priogram
GCP-04-R: Establish centralized planning group 1000d 01-Oct-12 27-Jun-15 v : j M
GCP-04 GCP-04-R: Establish centralized planning group 1000d 01-Oct-12 27-Jun-15 :
GCP-04-01 Implement new org structure 365d 01-Oct-12 30-Sep-13 GCP-02-03 e | E— 1 it newiorg structure : :
GCP-04-02  Populate the new group 228d 01-Oct-13 16-May-14  GCP-04-01 : : ; ?Populéle the new group; : ; ; ; : 1
GCP-04-03  Identify and implement standard scheduling system/practices/approach that works with PNRO, TSC, BOR, ... 180d 30-Dec-13 27-Jun-14  GCP-04-02 [ : I} Identify and implement standard scheduling systeni/practices/approdch that works with PNRO, TSC, BGR, DOI, OPM, ani
GCP-04-04 Create standardized EPS/WBS structure 180d 30-Dec-13 27-Jun-14 | GCP-04-02 : : : : Create standardized EPSIWBS stfucture |
GCP-04-05 Implement resource-loaded scheduling across the enterprise for all projects 180d 28-Jun-14 24-Dec-14 GCP-04-04 ] 1t resoyrce-loaded scheduling across the enterprise for all projects
GCP-04-06 In parallel, set up asset management/long-term planning operation within the Planning group, with appropria... 365d 28-Jun-14 27-Jun-15 GCP-04-04 ; ; ; - - - - ': In parallel, set ub asset managenient/long-term pl
GCP-05-R: Establish Project Delivery organization with defined governance, life cycle, roles and re 456d 01-Apr-12 30-Jun-13 ' : : : : : : | | | | | | ;
GCP-05 GCP-05-R: Establish Project Delivery organization with defined governance, life cycle, roles and responsibili 456d 01-Apr-12 30-Jun-13 : : : = GCP-05-R: Establish Project Delivery organization with defingd governance, life cycl¢, roles and respopsibili
GCP-05-01 Define standard project governance life cycle 275d 01-Apr-12 31-Dec-12 a Define slandard project goverfjance life cycle : : ]
GCP-05-02 Define project approvals/gateways/governance 275d 01-Apr-12 31-Deci2 P } Define proje: téappruvals/gatew ;/s/govemance L L L L L [ L
GCP-05-03 Define standard templates, forms and Project Management Practices 275d 01-Apr-12 31-Dec-12 - - ': Define standard templates, fg 1sand Pru]ectManagementPracuces 777777777777777 1 777777777777777 r 777777777 1 r Y 1 1 1
GCP-05-04 Define Roles and Responsibilities 275d 01-Apr-12 31-Dec-12 } Define Roleq and Responsibilffies
GCP-05-05 Define delivery practices 275d 01-Apr-12 31-Dec-12 _1 Define deli .,3
GCP-05-06 Implement project delivery system 273d 01-Oct-12 30-Jun-13 GCP-05-05 = 1t ploject delivery systel
GCP-05-07 Define a system owner 181d 01-Jan-13 30-Jun-13 GCP-05-05 : Define a sysfem owner
GCP-05-08  Define content owners 181d 01-Jan-13 30Jun-13 | GCP-05-05 ‘ ‘ “Define contefit bwners | 4T
GCP-05-09 Conduct user training 181d 01-Jan-13 30-Jun-13 GCP-05-05 Conduct usef training
GCP-06-R: Leverage full capabilities of CARMA system for all work, all functional groups 543d 01-Apr-12 25-Sep-13 " v
GCP-06 GCP-06-R: Leverage full capabilities of CARMA system for all work, all functional groups 543d 01-Apr-12 25-Sep-13 e————F————+————&=—————=———""_"-£' GCP-06-R: Levérage full capabiliies of CARMA system for all work, all functional grotps
GCP-06-01 Assign CARMA system responsibility 91d 01-Apr-12 30-Jun-12 Assign CAR Aisystem respol sik:)ility 7777777777777777777777777777777777777777777777777777777777777777777777777777777777777777
GCP-06-02 Implement consistent CARMA user training 270d 01-Jul-12 27-Mar-13 GCP-06-01 - ] Implement: sistent CARMA srtrammg 7777777777777777777777777777777777777777777777777777777777777777
GCP-06-03 Review current work orders 180d 01-Apr-12 27-Sep-12 ! Review currefit work orders
GCP-06-04 Develop set of required work orders/job numbers for all functional groups 90d 28-Sep-12 26-Dec-12 GCP-06-03 ul Develop set df required work ofders/job numberd for all functional groups
GCP-06-05 Set up in CARMA 180d 27-Dec-12 24-Jun-13 GCP-06-04 [ ]! set up in CARMA
GCP-06-06 Review and update current estimated labor hours 180d 28-Sep-12 26-Mar-13 GCP-06-03 £ : ]! Review and update current labor hours &
GCP-06-07 Define a set of standard "canned" reports for TSC to build 183d 01-Apr-12 30-Sep-12 Define a set|pf standard “canr reports for T C to bu\ld 777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777
GCP-06-08 Have TSC build the reports 180d 01-Oct-12 29-Mar-13 GCP-06-07 ] Have TSC biljid the reports
GCP-06-09 Streamline the report request process 180d 30-Mar-13 25-Sep-13 GCP-06-08 = = ]! streamline the report request progess
GCP-07-R: Develop a knowledge strategy and information capture approach 548d 01-Apr-12 30-Sep-13 j j
GCP-07 GCP-07-R: Develop a knowledge strategy and information capture approach 548d 01-Apr-12 30-Sep-13 %%799&9}& _Deyelop a knowledge strategy gnd informat ioncapture ppproach
GCP-07-01 Assess best approach to knowledge capture 183d 01-Apr-12 30-Sep-12 ' Assess oach to knowfetige capture
GCP-07-02 Investigate/study various third-party products for capturing, documenting, and presenting standard project pr... 184d 01-Jul-12 31-Dec-12 GCP-07-01 Investic various thir rty products fof capturing, documenting, and presenting standafd project procedures
GCP-07-03 Implement appropriate system/strategy 273d 01-Jan-13 30-Sep-13 GCP-07-02 it
GCP-07-04 Begin active succession planning in fostering multiple "back-ups" to all key positions 183d 01-Apr-12 30-Sep-12 ; Begin activelfsutcession plani 41 in fostering miiltiple "back-ups"[to iall key positions
GCP-08-R: Improve training program under a centralized Training Officer 456d 01-Apr-12 30-Jun-13 ] I I | A B A A T S e A S S S A
GCP-08 GCP-08-R: Improve training program under a centralized Training Officer 456d 01-Apr-12 30-Jun-13 % GCP-08-R: [mprove training program under a centralized Trajning Officer
GCP-08-01 Hire Training Officer and supporting staff 440d 01-Apr-12 14-Jun-13 Hire Training Officer and supporting'staff
GCP-08-02 Assess effectiveness of current training 92d 01-Jul-12 30-Sep-12 GCP-08-01 4E Assess 3 1ess of curren tiraining
GCP-08-03 Implement necessary improvements 182d 01-Oct-12 31-Mar-13 GCP-08-02 1t nfcessary improvements
GCP-08-04 Secure funding for formalized, larger apprenticeship program, develop program, implement 91d 01-Apr-13 30-Jun-13 GCP-08-03 —= Secure fundipg:for formalized,|larger apprenticeship program |develop program, implement 1 4
GCP-08-05 Identify other training resources, e.g. union 92d 01-Oct-12 31-Dec-12 GCP-08-02 Identify othef{fraining resourcgs, \e.g. union
GCP-09-R: Set expectations, track performance, and implement a document management system 913d 01-Apr-12 30-Sep-14
GCP-09 GCP-09-R: Set expectations, track performance, and implement a document management system 913d 01-Apr-12 30-Sep-14 - - - GCP-09-R: Set expectations, track performance, and implement a document management system
GCP-09-01 Formalize expectations from service providers 181d 01-Apr-12 28-Sep-12 ] Formalize : ns from sglfvice providers
GCP-09-02 Define doc management needs/requirements 185d 30-Jun-12 31-Dec-12 GCP-09-01 : g Define doc r tneedpirequirements | | |
GCP-09-03 Assess various options 90d 01-Jan-13 31-Mar-13 GCP-09-02 = Assess varigyisioptions
GCP-09-04 Select preferred approach 91d 01-Apr-13 30-Jun-13 GCP-09-03 Select preferfed approach
GCP-09-05 Implement (including definition of standard procedures) 365d 01-Jul-13 30-Jun-14 GCP-09-04 1t (including definition ofistandard procedures)
GCP-09-06 Report back on delivery from service providers 92d 01-Jul-14 30-Sep-14 GCP-09-05 - Report back onidelivery from service providers
FUNCTIONAL GROUP RECOMMENDATIONS 1370d 01-Apr-12 Skbecds
Administration 1186d 01-Apr-12 30-Jun-15 [ | oo o e B e I | I | E— L E—
ADM-01-R: Adjust IT staffing accordingly - 1 _
| ADM-0L  ADM-OL-R: AdjustIT staffing accordingly - 1 457d 01-Oct-13 31-Dec-14 Eee—F—————-————————oo ADM-01-R: Adjust IT staffing actordingly - 1
‘ ADM-01-01 | Define Position with HR 92d 01-Oct-13 31-Dec-13 GCP-03-04 P Define Position with HR
‘ ADM-01-02  Tie Postion to Mission 92d 01-Oct-13 31-Dec-13 ADM-01-01 Tie Postionto Mission | 1
‘ ADM-01-03 | Waiver Request 90d 01-Jan-14 31-Mar-14 ADM-01-02, ADM-OL-0L | [ | e = Waiver Request
\ ADM-01-04 | Announce/Advertise 89d 15-Feb-14 14-May-14 | ADM-01-03 C L m— ] Annouhce/Ad
‘ ADM-01-05 | Train 184d 01-Jul-14 31-Dec-14 ADM-01-04 : Train
ADM-02-R: Adjust IT staffing accordingly - 2 01-Oct-13 31-Dec-14 " T
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Grand Coulee Power Office - Staffing and Processes - Implementation Master Schedule

Printed on: 27-Apr-12

[Activity ID Activity Name Duration Start Finish Predecessors 2012 | | 2014 | 2015 | 2016
| Q1 Q2 [ Q3 [ Q4 [ Q1 [ Q2 [ Q1 Q2 Q3 Q4 [ ot ] Q2 Q3
‘ ADM-02 ADM-02-R: Adjust IT staffing accordingly - 2 457d 01-Oct-13 31-Dec-14 ! ! i T e i ——————————
‘ ADM-02-01  Define Position with HR 92d 01-Oct-13 31-Dec-13 ADM-01-01 Define Positiont with HR
‘ ADM-02-02  Tie Postion to Mission 92d 01-Oct-13 31-Dec-13 ADM-02-01 | Tie Postion to Mission :
\ ADM-02-03 | Waiver Request 90d 01-Jan-14 31-Mar-14 ADM-02-02, ADM-02-01 .E Waiver Request
‘ ADM-02-04 ' Announce/Advertise 89d 15-Feb-14 14-May-14 ADM-02-03 : nnuu(:.u d
‘ ADM-02-05  Train 184d 01-Jul-14 31-Dec-14 ADM-02-04 : i
ADM-03-R: Create standard specification templates _ v : : : ‘
ADM-03 ADM-03-R: Create standard specification templates 275d 01-Apr-12 31-Dec-12 » ADM-03-R: [fireate standard n
| ADM-03-01 | dentiy Information Needed o1d 01-Apr-12 30-Jun-12 | GCP-05-03 - dentify Inforfnation Needed || ‘ ‘ ‘ ‘ ‘ ‘ ‘ : : : 1
| ADM-03-02 | Method/Media for Templates 91d 01-Apr-12 30-Jun-12  ADM-03-01 ! : : : |
‘ ADM-03-03 ' Communicate Availability 92d 01-Jul-12 30-Sep-12 ADM-03-02, ADM-03-01 labil
‘ ADM-03-04 | User buy-in 92d 01-Jul-12 30-Sep-12 ADM-03-03 ' User buy-in || :
\ ADM-03-05 | Track Completion 92d 01-Oct-12 31-Dec-12 ADM-03-04 : ———— Track Compltion
ADM-04-R: Create internal reference document showing typical lead times _ —w | |
ADM-04 ADM-04-R: Create internal reference document showing typical lead times 92d 01-Jul-12 30-Sep-12 %E ADM-04-R: :réa:e internal re ‘rbnce documel showmg typical eah times
| ADM-04-01 | Develop Timelines 92d 01-Jul-12 30-Sep-12 | GCP-03-01 E————1) Develop Tinjplites : : :
ADM-05-R: Include Contracts in major purchase acquisitions at the beginning of project planning _ M : : : :
ADM-05 ADM-05-R: Include Contracts in major purchase acquisitions at the beginning of project planning 275d 01-Apr-12 31-Dec-12 Ee——F———Ff——-"= ADM-05R: [pclude C Ymajor purch e’beginning of project plannin
‘ ADM-05-01  Invite to Initial Planning Meetings 275d 01-Apr-12 31-Dec-12 GCP-05-01, GCP-05-02, G... 1 Invite to Initid| Planning Meetifigs : : :
ADM-06-R: Create and staff technical purchasing writer position _ M M : :
ADM-06 ADM-06-R: Create and staff technical purchasing writer position 365d 01-Oct-12 30-Sep-13 eate and staff technical purcH
‘ ADM-06-01  Define Position with HR 92d 01-Oct-12 31-Dec-12 GCP-03-01 [ ': Define Positij n with HR : . ]
\ ADM-06-02 | Announce/Advertise 92d 15-Nov-12 14-Feb-13 | ADM-06-01 ‘—W — Annfilunce/Advertise : |
\ ADM-06-03 | Select 90d 01-Jan-13 31-Mar-13 | ADM-06-02 : F——— select
\ ADM-06-04 | Train 183d 01-Apr-13 30-Sep-13 ADM-06-03 : [ } Train 1
ADM-07-R: Provide performance based acquisition training _ :
ADM-07 ADM-07-R: Provide performance based acquisition training 184d 09-Oct-13 10-Apr-14 : : : | | ADM-0f-R: Provide performance based acquisitjon training | | | 1
| ADM-07-01 | Develop Training Based on Requirements 184d 09-Oct-13 10-Apr-14  GCP-08-04 ! ‘ ] Develop Traihing Based on Refjuirements | : : : :
ADM-08-R: Adjust Contracts staffing accordingly | 35 | o01gu12 | 30gw13 | Y : : : v
ADM-08 ADM-08-R: Adjust Contracts staffing accordingly 365d 01-Jul-12 30-Jun-13 E=—————F——3——1= ADM-08-R: hdjust Contracts gtaffing accordingly |
| -01  Define Position with HR 92d 01-Jul-12 30-Sep-12 | GCP-03-01  — ] Define Positlpniwith HR | | | AR [ L L L [ e e |
| ADM-08-02  AnnouncelAdvertise 92d 15-Aug-12 14-Nov-12 | ADM-08-01 DL ] Annpuic 3 R o !
| ADM-08-03 | Select 92d 01-Oct-12 31-Dec12  ADM-08-02 : Select : | | ; ; ; ; ; ; : : 1
‘ ADM-08-04  Train 181d 01-Jan-13 30-Jun-13 ADM-08-03 i . Train
ADM-09-R: Create GCPO-specific position with warrant of $100,000 ; 14
ADM-09 ADM-09-R: Create GCPO-specific position with warrant of $100,000 92d 01-Jul-12 30-Sep-12 E=———45 ADM-09-R: [Créate GCPO-spific position witlj warrant of $100p00 |+ [ b
‘ ADM-09-01 = GCPO-specific Contracts Position with Reorg 92d 01-Jul-12 30-Sep-12 GCP-03-01 [ ] GCPO-specific Contracts Posifjon with Reorg” 77777777777777 T e e
ADM-10-R: Develop greenhouse gas emissions program | s546d | O01Jan-14 | 30dwn-1s [ ] ; ; |
ADM-10 ADM-10-R: Develop greenhouse gas emissions program 546d 01-Jan-14 30-Jun-15 = ADM-10-R: DeVelop greenhouse gas emissions p
‘ ADM-10-01  Define GHG Monitoring Plan 181d 01-Jan-14 30-Jun-14 GCP-08-01 Define GHG Mcimltonng Plan
‘ ADM-10-02 ' Implement GHG Monitoring Plan 365d 01-Jul-14 30-Jun-15 ADM-10-01 I R e T T Ty s — —————— | Implement GHG Monitoring Plan:
ADM-11-R: Improve performance management | 730d | o01Jan13 | 3iDecid | | Y I e EE : v
ADM-11 ADM-11-R: Improve performance management 730d 01-Jan-13 31-Dec-14 " —-————————- ADM-11-R: Improve performance management
ADM-11-01 | Assess Current Performance Management 90d 01-Jan-13 31-Mar-13 GCP-08-05 | Assess Curr m Performance Mai
ADM-11-02 | Define Improvement Needs 183d 01-Apr-13 30-Sep-13 ADM-11-01 ement Needs
ADM-11-03 | Implement Improvements 182d 01-Oct-13 31-Mar-14 ADM-11-02 Implemeft Improvements 1
ADM-11-04 | Train Managers 275d 01-Apr-14 31Dec-14  ADM-1-03 [Ty i eEee— = S E— TrainManagers 1 T
ADM-12.R: Assess compensalion [ | ondanie | abeld | | : :
ADM-12 ADM-12-R: Assess compensation 365d 01-Jan-14 31-Dec-14 EEe=————pF————————— ADVM-12-R: Assess compensation
‘ ADM-12-01  Evaluate Regional Salary Data 365d 01-Jan-14 31-Dec-14 GCP-08-01 Evaluate Regignal Salary Data
~ Budget 731d 01-Apr-12 oL-Ap-14 || YT — e T ——
BUD-OLR: Increase budget analyststafing | 457 | o1-du-12 | 30Sept3 | |HAASEEEEE I I o o | | e | e u AR
BUD-01 BUD-01-R: Increase budget analyst staffing 457d 01-Jul-12 30-Sep-13 Ee———————j——————-8 BUD-01-R: Inclease budget analyst staffing
‘ BUD-01-01  Define Position with HR 92d 01-Jul-12 30-Sep-12 GCP-03-01, GCP-02-01 Define Positpnwith HR
‘ BUD-01-02  Announce/Advertise 92d 01-Oct-12 31-Dec-12 BUD-01-01 Announce/Adlértise
| BUD-01.03 | Select 90d 01-Jan-13 31-Mar-13  BUD-01-02 select | i [
‘ BUD-01-04  Train New Staff 183d 01-Apr-13 30-Sep-13 BUD-01-03 s f - Train New Staff
BUD-02-R: Better customize (or utilize) systems to generate proactive budgets, across all functiona ; E
BUD-02 BUD-02-R: Better customize (or utilize) systems to generate proactive budgets, across all functional groups 639d 30-Jun-12 30-Mar-14 BUD-02-IR: Better customize (or utilize) systems td generate proactive budgets, across all functional groups
‘ BUD-02-01  Define Required Support Budgets 92d 30-Jun-12 29-Sep-12 GCP-02-01 _Define Requjfed Support Budd
‘ BUD-02-02  Determine Best Approach for Cost Allocation or WCF 92d 30-Sep-12 30-Dec-12 BUD-02-01 } Determine Bt Approach for flost Allocation ofWEF 1L
| BUD-02.03  Implement Preferred Approach 90d 31-Dec-12 30-Mar-13  BUD-02-02, BUD-02-01 tpfeferred Approact] ¢ 1|
‘ BUD-02-04 | Train Functional Group Managers to do Bottoms-Up Estimates 91d 31-Mar-13 29-Jun-13 BUD-02-03 - Train Functignal Group Managers to do Bottoms-Up Estimate$
‘ BUD-02-05  Grand Coulee Prioritizaiton 91d 31-Mar-13 29-Jun-13 BUD-02-04 Grand Couleg Prioritizaiton
‘ BUD-02-06 | Tie Back to Budgets 92d 30-Jun-13 29-Sep-13 BUD-02-05 J Tie Back to Budgets
‘ BUD-02-07 | Review and Improve Budgetting Reporting Back to Group Managers 182d 30-Sep-13 30-Mar-14 BUD-02-06 Review aphd Improve Budgetting Reporting Back to:Group Managers
BUD-03-R: Leverage project managers to report actual performance _ 7777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777777
BUD-03 BUD-03-R: Leverage project managers to report actual performance 275d 01-Apr-12 31-Dec-12 = = BUD-03-R: erage project [pdnagers to repolt actual performance
‘ BUD-03-01  Continue PRB Process 275d 01-Apr-12 31-Dec-12 Continue PR Process
BUD-04-R: Implement training and materials to encourage more consistent budget development _
BUD-04 BUD-04-R: Implement training and materials to encourage more consistent budget development 275d 01-Jul-13 01-Apr-14 plement training and materials to encourage more consistent budget development ;.
| BUD.04-01  Define Knowledge Required o1d 01-Ju-13 29-Sep-13  GCP-08-04 | T T T T e == ge Requred | | T
‘ BUD-04-02  Develop Training 92d 30-Sep-13 30-Dec-13 BUD-04-01 Develop Training
‘ BUD-04-03 | Implement Training 92d 31-Dec-13 01-Apr-14 BUD-04-02, BUD-04-01 t Implement Training
BUD-05-R: Better justify/track labor needs _ T
BUD-05 BUD-05-R: Better justify/track labor needs 184d 30-Sep-13 01-Apr-14 e ——— 1 BUD-05-R: Better justify/track laborneeds & & 4
‘ BUD-05-01  Increase Manager Awareness/Train 92d 30-Sep-13 30-Dec-13 BuD-04-01 |y ey e ] Increase Manager Awarengss/Train
‘ BUD-05-02 | Assess and Develop Tools and Clear Reporting 92d 30-Sep-13 30-Dec-13 BUD-05-01 Assess and Delvelop Toold and Clear Reporting
‘ BUD-05-03  Train on Updated Tools and Reporting 92d 31-Dec-13 01-Apr-14 BUD-05-02, BUD-05-01 Train on Ppdated Tools and Repbrting
‘ BUD-05-04 | Implement Updated Tools and Reporting 92d 31-Dec-13 01-Apr-14 BUD-05-03 [ Implement Updated Tools and Reporting
* Cultural Resources 548d 01-Apr-12 30-Sep-13 |
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Grand Coulee Power Office - Staffing and Processes - Implementation Master Schedule Printed on: 27-Apr-12

Activity ID Duration Finish Predecessors

Activity Name

2012 2013 | 2014 | 2015 | 2016
Qt | @ | @ | a4 ot [ e [ o3 u [ o« Q2 Q3 u |« Q2 @ [ e [

B CRA-01-R: Integrate regulatory approvals into standardized project life cycle 01-Apr-12 31-Dec-12 T T ! ! ! ! ! ! ! ! | | | | 1
CRA-01 CRA-01-R: Integrate regulatory approvals into standardized project life cycle 275d 01-Apr-12 31-Dec-12 % CRA-0L-R: | :egrale regulatofly 3appr0va|s into "laindardized project life cycle
CRA-01-01  ID and Develop Standard Project Lifecycle 183d 01-Apr-12 30-Sep-12 GCP-05-01
CRA-01-02 | Create CR Milestones within Lifecycle 92d 01-Oct-12 31-Dec-12 CRA-01-01, GCP-05-02 : '} Create CR Jestones within fécyde : : : : : : : : : : ]

J ID and Deve pfStandard Proj cé Lifecycle

CRA-02-R: Add junior archaeologist role to support manager with associated reporting and Plan updat

CRA-02 CRA-02-R: Add junior archaeologist role to support manager with associated reporting and Plan updates 457d 01-Jul-12 30-Sep-13 %

pupport manager with associated reporting and Plan updates

‘ CRA-02-01 | Define Position with HR 92d 01-Jul-12 30-Sep-12 GCP-02-01 j Define Posit| |
‘ CRA-02-02 ' Announce/Advertise 92d 01-Oct-12 31-Dec-12 CRA-02-01 E Announce/a ertise

CRA-02-03 | Select 90d 01-Jan-13 31-Mar-13 | CRA-02-02 : : 0 Select

: : ; = :
CRA-02-04  Train 183d 01-Apr-13 30-Sep-13 | CRA-02-03 ' : : {
~ Public Affairs 1095d 01-Jul-12 30-Jun-15 Y

PAF-0LR: Implement a Reguest Monitoring System and increasestaffing _________________________|__273d 01-Jul-12 30-Mard3 | M ; ; v

PAI

PAF-01-R: Implement a Request Monitoring System and increase staffing 273d 01-Jul-12 30-Mar-13 I ———— R wﬁlemenl a Requl
Evaluate/Choose Appropriate Tracking System 92d 01-Jul-12 30-Sep-12 GCP-03-01 { Eval hibose Appropriate ffiracking System||

‘ PAF-01-02  Determine Workload 90d 01-Oct-12 29-Dec-12 PAF-01-01 ': Determine Wgrkload
‘ PAF-01-03 | ID Staff Skills to Implement 181d 01-Oct-12 30-Mar-13 PAF-01-02 _! ID Staff Skill§] to Implement

PAF-02-R: Add aresource to update plans 730d 31-Mar-13 30-Mar-15 | | v : v

PAF-02 PAF-02-R: Add a resource to update plans 730d 31-Mar-13 30-Mar-15 : : : PAF-02-R: Add a resource to update plans

PAF-02-01  ID Plans o1d 31-Mar-13 29-Jun-13  PAF-01-03 | H 1D Plans

} PAF-02-02  Determine Workload 92d 30-Jun-13 29-Sep-13 | PAF-02-01 | | ; ; ———
\ PAF-02-03  Prioritize Plans 92d 30-Sep-13 30-Dec-13 | PAF-02-02 R :
‘ PAF-02-04  Define Position with HR 91d 31-Dec-13 31-Mar-14 PAF-02-03 sition with HR
‘ PAF-02-05  Announce/Advertise 91d 01-Apr-14 30-Jun-14 PAF-02-04 — Annot dvér(ise
‘ PAF-02-06 | Select 92d 01-Jul-14 30-Sep-14 PAF-02-05 Select '
| PAF-02-07  Train 181d 01-Oct-14 30-Mar-15  PAF-02-06 : : : : ] Train
PAF-03-R: Proactively maintain communication with the outside entities and increase staffing to sup _ y : M : | :

PAF-03 PAF-03-R: Proactively maintain communication with the outside entities and increase staffing to support 182d 01-Oct-12 31-Mar-13 ‘ PAF-03-R: rdactively maintaj H H ‘ H ]
| PAF-03.01 | ID Eniiies 92d 01-Oct-12 31-Dec-12  GCP-03-01 : N ! 1D Entities {| | : 1 1 1 : :
‘ PAF-03-02  ID Level of Involvement 182d 01-Oct-12 31-Mar-13 PAF-03-01 ID Level of Ifval it
‘ PAF-03-03  Prioritize Plans 90d 01-Jan-13 31-Mar-13 PAF-03-02 Prioritize Plajjis

PAF-04-R: Develop and implement an education outreach program to local schools —— R ——— ————— e

PAF-04 PAF-04-R: Develop and implement an education outreach program to local schools 1003d 01-Oct-12 30-Jun-15 = = ‘ PAF-04-R: Develop and implement an education
\ PAF-04-01 | ID Service Area 92d 01-Oct-12 31-Dec-12  GCP-03-01 ID Service Afpa | ; ; ; ; ; : :
| PAF-0402  Hire Education Specialist 273d 01-Jan-13 30-Sep-13 | PAF-04-01 : : Hire Education Specialist
‘ PAF-04-03  ID Interface Between Reclamation Mission and School Benchmarks 182d 01-Oct-13 31-Mar-14 PAF-04-02 ID Interfgce Belween Reclamatidn Mission and School Benchmarks
‘ PAF-04-04  Develop Program with Schools Involvement 456d 01-Apr-14 30-Jun-15 PAF-04-03 B E W —(— ——————— D evelopProgramwnhSchools Irvolvemen! 777777

Engineering 821d 01-Apr-12 30-Jun-14 v

ENG-01-R: Increase staff; integrate as-built process into standard closeout procedures. Identify ba _ ' ' ' ' ' '
ENG-01-R: Increase staff; integrate as-built process into standard closeout procedures. Identify backlog and g 640d 01-Apr-12 31-Dec-13 % ENG-01-R: Indrease staff{ integtate as-built proceiss into standard closeout procedures. Identify backldg and q

‘ Hire O&M Sup Engineer 183d 01-Apr-12 30-Sep-12 Hire O&M SHfp Engineer
| ENG01.02  Start Hiring Techs 184d 15-Aug-12 14-Feb-13  ENG-01-01 ‘ I stfliing Techs || ||
‘ ENG-01-03  Establish Procedure 92d 01-Oct-12 31-Dec-12 ENG-01-01 E Establish Prdftedure
‘ ENG-01-04 | Establish Tracking System 92d 15-Nov-12 14-Feb-13 ENG-01-03 F Estgllish Tracking System
‘ ENG-01-05 Measure/Reduce Turn-around Time 365d 01-Jan-13 31-Dec-13 ENG-01-03 - - - Measure/Redute Turn-around Time

ENG-02-R: Leverage Planning Group to understand work prioritization _ ,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

ENG-02 ENG-02-R: Leverage Planning Group to understand work prioritization 593d 01-Oct-12 16-May-14 2-R: Leverage Planning Group to understand work prioritization

‘ ENG-02-01 | Hire Asset Manager 182d 01-Oct-12 31-Mar-13 GCP-02-01 Hire Asset Manager i
‘ ENG-02-02  Establish Enterprise Planning Group 181d 01-Oct-13 30-Mar-14 GCP-04-01 Establi nterprise Planning Group
‘ ENG-02-03  Establish Planning Tools 228d 01-Oct-13 16-May-14 GCP-04-01 : ] Establish Planning Tool:

ENG-03-R: Rotate engineers through plants 01-Oct-12 3iMar3 | D | Tt Ot SO O MO SO H ot NN SN S A A
ENG-03 ENG-03-R: Rotate engineers through plants 182d 01-Oct-12 31-Mar-13 E=———=F———"1#1 ENG-03-R: [Rotate engineers thrpugh plants

ENG-03-01 | Assign Mentors 92d 01-Oct-12 31-Dec-12 ENG-01-01 Assign Mentf
ENG-03-02  Assign New Engineers to Plants 90d 01-Jan-13 31-Mar-13 ENG-03-01 Assign New [Engineers to Plants

ENG-04-R: Increase staffing to improve purchasing support _
ENG-04 ENG-04-R: Increase staffing to improve purchasing support 274d 01-Jul-12 31-Mar-13 E=———F—————#———4#" ENG-04-R: |nqrease staffing to improve purchasing support
‘ ENG-04-01  Create Specialized Procurement Tech Position 184d 01-Jul-12 31-Dec-12 GCP-02-01 Create Specjglized ProcuremdintTech Positon 1|
‘ ENG-04-02  Establish Standard Specs/Procedures 90d 01-Jan-13 31-Mar-13 ADM-03-02, ENG-04-01 Establish Specs/Procedures
ENG-05-R: Integrate environmental review into the standard project life cycle | 275d | o1Apr12 | 31Deci2 [ ]
ENG-05 ENG-05-R: Integrate environmental review into the standard project life cycle 275d 01-Apr-12 31-Dec-12 % ENG-05-R: environiiental review into the standard project life cycle

‘ ENG-05-01 | Establish Procedure to Run Through Safety/Env 183d 01-Apr-12 30-Sep-12 GCP-05-01 Establish Prflceldure to Run THifough Safety/Eny
| ENG-0502  Incorporate into Project Lifecycle 92d 01-0ct-12 31-Dec12 | ENG-05-01 Incorporate ifito Project Lifecyfile L
ENG-06-R: Assign a dedicated protection engineer for PSCC support and coordination with TSC | 456d | o1Apr13 | 30wn-14 [ ]
ENG-06 ENG-06-R: Assign a dedicated protection engineer for PSCC support and coordination with TSC 456d 01-Apr-13 30-Jun-14 ENG-06-R: Assign a dedicated protection engineer for PSCC suppgrt and coordinatign with TSC
‘ ENG-06-01  Define Position with HR 91d 01-Apr-13 30-Jun-13 ENG-01-01 Define Positioniwith HR
‘ ENG-06-02  Announce/Advertise 92d 01-Jul-13 30-Sep-13 ENG-06-01 Annot dvertise
| ENG-06:03  Select 92d 01-Oct-13 31-Dec-13  ENG-06-02 1 E— Select | iy
‘ ENG-06-04 | Train 181d 01-Jan-14 30-Jun-14 ENG-06-03 o Train
Fire and Physical Security 1370d 01-Apr-12 31-Dec-15
FPS-01-R: Explore staffing through new positions and/or transfer of inspectors to firefighters _
FPS-01 FPS-01-R: Explore staffing through new positions and/or transfer of inspectors to firefighters 1370d 01-Apr-12 31-Dec-15 = ==~ & FPS-01-R:_Exf
‘ FPS-01-01  Justify/Budget/Space Requirements 91d 01-Apr-12 so-un-2 T | —— = Justify/Budg ; pace Requirefhents
\ FPS-01-02  Advertise 92d 01-Jul-12 30-Sep-12 | FPS-01-01 :é Advertise
‘ FPS-01-03 | 2012 Hire 2 Firefighters 182d 01-Oct-12 31-Mar-13 FPS-01-02 2012 Hire 2 firefighters
‘ FPS-01-04 2013 Hire 2 Firefighters 182d 01-Oct-13 31-Mar-14 FPS-01-03 2013 Hirg 2 Firpfighters
‘ FPS-01-05 | 2014 Hire 2 Firefighters 182d 01-Oct-14 31-Mar-15 FPS-01-04 2014 Hire 2 Firefighters
| FPS01.06 2012 Train 2750 01-Apr-13 31Dec13  FPS-01-03 | — 20127rain | ¢ | o [ T
‘ FPS-01-07 | 2013 Train 275d 01-Apr-14 31-Dec-14 FPS-01-04 2013 Train
‘ FPS-01-08 2014 Train 275d 01-Apr-15 31-Dec-15 FPS-01-05 2014 Train
FPS-02-R: Separate existing role of Fire Chief; split into two functional groups _
FPS-02 FPS-02-R: Separate existing role of Fire Chief; split into two functional groups 456d 01-Oct-12 30-Dec-13 FPS-02-R: existjng role of Fire Chief; split into two functiohal groups
FPS-02-01  Define Position with HR 92d 01-0ct-12 31Dec12  GCP-02-01 I Define positgnwin ik | - Tes-——L———————e——eeyy
— . ; - Page 30of 7
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[Activity ID Activity Name Duration Predecessors 2012 2013 | 2014 | 2015 | 2016
| QL [ @ ] [ s [ Q2 Q3 u |« Q2 @ [ e [
FPS-02-02  Announce/Advertise FPS-02-01 | | rtise ! | | | ' ' ' i i |
FPS-02-03 | Select FPS-02-02 : : Select : i
FPS-02-04 | Train FPS-02-03

FPS-03-R:

Investigate optimal solution to increase safety precautions
FPS-03-R: Investigate optimal solution to increase safety precautions

-01 D Training Level Required

FPS-03-02 D Training Provider

FPS-03-03  Train

FPS-04 FPS-04-R: Add staff to address resource issue
FPS-04-01  Define Position with HR

FPS-04-02  Announce/Advertise

FPS-04-03 | Select

FPS-04-04 | Train

Hungry Horse
HHD-01-R: Increase staff levels and degree of self-direction

HHD-01 HHD-01-R: Increase staff levels and degree of self-direction

HHD-01-01 | Define Position with HR

HHD-01-02  Announce/Advertise

HHD-01-03 | Select

HHD-01-04 | Train
HHD-02-R: Investigate better cross-training opportunities
HHD-02 HHD-02-R: Investigate better cross-training opportunities
HHD-02-01  Identify Cross-Training Needs and Goals
HHD-02-02  Utilize GCPO Training Officer to Create Plan
HHD-02-03  Deliver Training
HHD-03-R: Train mid-level CARMA users; leverage complete team for work order and SOP creation
HHD-03 HHD-03-R: Train mid-level CARMA users; leverage complete team for work order and SOP creation
HHD-03-01 | Identify Additional CARMA Users and Training Level Needed
HHD-03-02  Coordinate Training with CARMA User Group and Owner
HHD-03-03  Deliver Training
HHD-04-R: Assign one operator to assist with SOP development

HHD-04 HHD-04-R: Assign one operator to assist with SOP development

‘ HHD-04-01 | Train Operator on SOP formats and standards
‘ HHD-04-02  Operator Develops/Updates SOPs

HHD-05-R: Temp/contractor support for conversion and consolidation of as-builts

HHD-05 HHD-05-R: Temp/contractor support for conversion and consolidation of as-builts

HHD-05-01  Utilize (through Service Agreement) GCPO Engineering process

HHD-06-R: Investigate support agreements and/or service contract
HHD-06 HHD-06-R: Investigate support agreements and/or service contract

HHD-06-01 | Identify Security Needs and Delivery Mechanism (GS, Contract, or Support Agreement)
HHD-06-02 | Develop Budget Justification
HHD-06-03  Implement

HHD-07-R: Assign a project manager to HH

HHD-07 HHD-07-R: Assign a project manager to HH

HHD-07-01 | Utilize (through Service Agreement) GCPO Project Delivery staff
Maintenance

MNT-01-R: Rotate craftsmen on each crew on a regular basis; rotate across areas as well
MNT-01 MNT-01-R: Rotate craftsmen on each crew on a regular basis; rotate across areas as well

‘ MNT-01-01 | Improve Consistency Between Powerhouses (Job Plans)
‘ MNT-01-02 | Identify Employees to Rotate
‘ MNT-01-03 | Coordinate with Union
‘ MNT-01-04 | Coordinate Schedules Between Powerhouses; Decide on Frequency of Rotation
| MNT-01-05 | Start Rotations
MNT-02-R: Build time and resources into every job plan for closeout documentation
MNT-02 MNT-02-R: Build time and resources into every job plan for closeout documentation
\ MNT-02-01  Define Position with HR
‘ MNT-02-02  Announce/Advertise
| MNT-02-03 | Select
\ MNT-02-04 | Recruit and Hire
\
\

MNT-02-05  Plan Jobs/Add Time to Job Plans for Closeout
MNT-02-06 | Define Standard Closeout Procedure
MNT-03-R: Increase staffing levels to keep up with the routine PMs
MNT-03 MNT-03-R: Increase staffing levels to keep up with the routine PMs
‘ MNT-03-01  Determine Who to Hire First
\ MNT-03-02  Define Position with HR
‘ MNT-03-03  Announce/Advertise
| MNT-03-04  Select
| MINT-03-05  Train New Staff
MNT-04-R: Adjust staffing levels in Procurement and Project Delivery
MNT-04 MNT-04-R: Adjust staffing levels in Procurement and Project Delivery
‘ MNT-04-01 | Define Position with HR
‘ MNT-04-02 | Announce/Advertise
| MNT-04-03  Select
| MNT-04-04  Train
MNT-05-R: Estimate the cost of unit outages to justify adding resources and/or adjusting shift sche
MNT-05 MNT-05-R: Estimate the cost of unit outages to justify adding resources and/or adjusting shift schedules

365d 01-Oct-12 30-Sep-13

arsa | owapriz | woeer |

FPS-03-01
FPS-03-02

Sognis |~

FPS-04-01
FPS-04-02
FPS-04-03

457d 01-Jul-12 30Sepd3 [ |

GCP-02-01
HHD-01-01
HHD-01-02
HHD-01-03

690 | otosiz | oiiia |

GCP-08-02

GCP-08-03, HHD-02-01

HHD-02-02

549d 30-Sep-12 oLAprid | |

GCP-06-02
HHD-03-01
HHD-03-02

dseo | Oz | 0w |

HHD-04-01

Sesd | Oldanis | wbeer: |

ENG-01-03

730d 01-Apr-12 3iMarid | |

HHD-06-01
HHD-06-02

GCP-05-06

Sid | ouapriz | oseprs |

MNT-01-01
MNT-01-02
MNT-01-03
MNT-01-04

Sid | ouaple | oSep1s |

MNT-02-01
MNT-02-02
MNT-02-03
MNT-02-04
MNT-02-05

MNT-03-01
MNT-03-02
MNT-03-03
MNT-03-04

GCP-03-01
MNT-04-01
MNT-04-02
MNT-04-03

[ 7a0 | lrMa1s | doMayss | |

v

Eee——F——+——8- rPsmr |
ID Training Uevel Required :

——

B Train

Define Posit :
1] byert |
t = Annol vertise :
 — :
3 select !
: ' Train
Y
niwith HR

- . .
= Define Posit|
—

H Announce/A

of self-direction

4

" Utilize GCPO T:raimng Officer to :Creale Plal

HHD-02-R: Inv:esngate better crdss—!raining oppoilunities

Deliver Training

i \

: % HHD-03-R: Train mid-level CARMA users; leverage complete team; for work order arid SOP creation | : ]
[
of

hal CARMA Useré and Training Le\xjel Needed

J Coordinate Training with CARM,

IA User Group and:Owner

v i i i i i i |

v

e HHD-04R As

r pn SOP format

Operator Devel

bps/Updates SOR

ito assist with SOP developnjent

v

EBee————p———————————] HHDO5R: T

Deliver Taining

Utilize (through; Service 1t) GCPO Er process

np; or support for conversion and consolidation of as-builts

HHD-06-R: Investigate support agreements and/or service contract

ril\,j/ Needs and Dgi

ge

GS, Contract, or
t Justification

Implement

% HHD-07{R: Assign a project mahager to HH

] Utilize (through Service Agreement) GCPO Project Delivery staff

it VNT-0lR Ro

istency Between P¢

to Rotate

C Scl

=

$ Start Rotations

Define Pc

ve

rtise

Yt VINT-02R: Bu

Recruit and Hire

ate craftsmen onieach crew(on a regular basis; rotate across areas as well
Plans)

»owerhouses; Decide on Frefjuency of Rotation

Time to Job Plan:
Closeout Proceglure

Determine Wha

with HR

eYeYe—r—r———————————————————————————————— VNT-03R:

ncl

Train New Staff

rox

ease staffing levels to keep up with the routine PMs;

for Closequt

MNT-05-R: Estimate thé cost of unit outages to justify addi

| MNT-05-01 | Set Up Enterprise Planning Group GCP-04-02 le$et Up Enterprise Planning Group
‘ MNT-05-02 | Evaluate Schedule Alternatives/Tasks to Eliminate GCP-04-02, MNT-05-01 lefvaludte Schedule Al ives/Tasks to Eliminate
‘ MNT-05-03  Coordinate with Union MNT-05-02 [ ] Coordinate with Union
MNT-06-R: Contract out ring seal and drum gate maintenance | | | |
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[ ] ‘ MNT-06 MNT-06-R: Contract out ring seal and drum gate maintenance 1370d 01-Apr-12 31-Dec-15 - - - - - - - - - - - MNT-06-R: Cof
\ MNT-06-01  Scope the Job 183d 01-Apr-12 30-Sep-12 Scope the Jglb : : : : : : : : ; ; ; ; |
‘ MNT-06-02 | Hire the Contractor 638d 01-Oct-12 30-Jun-14 MNT-06-01 f - - — Hire the Contractor

[Activity ID Activity Name Duration Start Finish Predecessors 2012 | 2013 | 2014 | 2015 2016
| Q1 [ Q3 [ Q4 [ Q1 [ Q2 [ Q3 Q4 [ Q1 Q2 Q3 Q4 [ Q1 Q2 Q3 [ Q4 QL
‘ MNT-06-03 | Start Contractor Working 549d 01-Jul-14 31-Dec-15 MNT-06-02 | | | | | | ! ! 4
~ Operations 867d 01-Apr-12 15-Aug-14 v : : : : : : ‘
OPS-01-R: Improve enterprise-wide work planning, including clearances, to better coordinate advance _ v : : : v :
OPS-01 OPS-01-R: Improve enterprise-wide work planning, including clearances, to better coordinate advanced pla... 273d 16-Nov-13 15-Aug-14 % OPS-01-R: Improve enterprise-wide work planning, including clearances, to better coordinate advanced placen
| OPS-01-01 | Planning Group Establishment/Implementation 182d 16-Nov-13 16-May-14  GCP-04-02 ; ; ; ; ; : —=Planning Group Establishment/implementation : : : : ]
‘ OPS-01-02 ' Communications with Outage Dispatch 91d 17-May-14 15-Aug-14 OPS-01-01 : : : : : : | | Communications with Outage Dispatch | | | 1
OPS-02-R: Adjust sign-off procedures to require Operations to review completed work orders after be _ v : : : :
OPS-02 OPS-02-R: Adjust sign-off procedures to require Operations to review completed work orders after being bri... 456d 01-Apr-12 30-Jun-13 = = = OPS-02-R: Adjust sign-off procedures to require Operations to review completed work orders after being briefed
‘ OPS-02-01  Place Ops Review in Policy for Job Plans 91d 01-Apr-12 30-Jun-12 4: Place Ops Revwfew in Policy fol _'l(:)b Plans : : : : : :
‘ OPS-02-02 | ID Which Types Require Ops Review 184d 01-Jul-12 31-Dec-12 OPS-02-01 { } ID Which Typps Require Ops JRe
‘ OPS-02-03 | Update Job Plans 182d 01-Oct-12 31-Mar-13 OPS-02-02 [ | - _! Update Job Hlans : :
| OPS-02-04 | Use CARMA to Track and Enforce 91d 01-Apr-13 30-Jun-13  OPS-02-03 : : : E————1 Use CARMA toiTrack and Enforce
OPS-03-R: Set policies for SOP requirements and staff accordingly | 640d | o1ppr12 | 31Dects3 | | : : : : : : M : : : :
OPS-03 OPS-03-R: Set policies for SOP requirements and staff accordingly 640d 01-Apr-12 31-Dec-13 OPS-03-R: Set policies for SOP requirements and staff accordingly:
‘ OPS-03-01 | Policy review and setting 183d 01-Apr-12 30-Sep-12 Policy revie: ahd setting : : : L L o L :
‘ OPS-03-02  Contract Support where appropriate 92d 01-Oct-12 31-Dec-12 OPS-03-01 I} Contract Support where app’r: riate
| OPS:03-03 | Define New Staff Positions with HR 92d 01-Oct-12 31-Dec-12  OPS-03-01 ] 5} Define New Htdff Positions wifh HR
| OPS-03-04 | Announce/Advertise 90d 01-Jan-13 31-Mar-13  OPS-03-03 '— ] Annol vértise
\ OPS-03-05  Select 91d 01-Apr-13 30-Jun-13  OPS-03-04 : : : f
| OPS-03-06  Train 184d 01-Jul-13 31-Dec-13 | OPS-03-05 ; ; ; ;
OPS-04-R: Integrate Operations into review of capital project design requirements and submittals _ : : : : :
OPS-04 OPS-04-R: Integrate Operations into review of capital project design requirements and submittals 458d 01-Apr-12 02-Jul-13 OPS-04-R: Integrate Opera[ions: into review of capilal project des‘gfn requirements a'?d submittals
OPS-04-01  Add to Standard Project Lifecycle and Policy 183d 01-Apr-12 30-Sep-12 GCP-05-01, GCP-05-05 - j Add to i Project Lifec) |é and Policy : : : :
OPS-04-02  Staff to Review Projects 183d 01-Jan-13 02-Ju-13  GCP-05-01, GCP-05-05 : ] Staff to Review!Projects : : : ; ; ; ; |
OPS-04-03  Staff QA Manager Positions 182d 01-Jan-13 01-Jul-13 GCP-05-01, GCP-05-05 : : ] Staff QA Manager Positions | 7777777777777777 L L L L L L L ]

|__ssed ] _ovApriz ] s0unis | ; ' : — ‘

OPS-05-R: Schedule and implement all FAC 02-01 required testing
OPS-05 OPS-05-R: Schedule and implement all FAC 02-01 required testing 456d 01-Apr-12 30-Jun-13 OPS-05-R: Schedule and implement all FAC 02.0:1 required testing

| OPS-05-01 | Write W.O.s 91d 01-Apr-12 30-Jun-12 H witew.os | | | | | | : : : : : |
‘ OPS-05-02  Complete W.O.s 365d 01-Jul-12 30-Jun-13 OPS-05-01 Complete W.0.5 : : : : : : : : : ]
OPS-06-R: Track and fix automation issues as a performance goal _ | | | I | ; 77777777777777777 ‘ 7777777777777777 e e ] e e e e e ‘
‘ OPS-06 OPS-06-R: Track and fix automation issues as a performance goal 640d 01-Apr-12 31-Dec-13 10— OPS-06-R: Trackand fix automation issues as a performance goal
‘ OPS-06-01 | ID Trouble Report Issues 91d 01-Apr-12 30-Jun-12 = ID Trouble Report Issues
‘ OPS-06-02 | ID Start/Stop Permissions 92d 01-Jul-12 30-Sep-12 OPS-06-01 ID Start/Stop) Permi
‘ OPS-06-03  Have Engineer Update a New Project 184d 01-Jul-13 31-Dec-13 OPS-06-02 Have Engineer:Update a New Pfoject
OPS-07-R: Coordinate to determine root cause and test after rectification _ M | S S S A A
OPS-07 OPS-07-R: Coordinate to determine root cause and test after rectification 91d 30-Dec-12 30-Mar-13 E==——=5 0Ps-07-R: lobrdinate to deterniine root cause and test after rectifi¢ati
‘ -01  Implement Ops Review of TR Work Orders 91d 30-Dec-12 30-Mar-13 GCP-02-03 = it Review of TR Wadrk Orders
OPS-08-R: Increase engineering support to conduct root cause analysis _
OPS-08 OPS-08-R: Increase engineering support to conduct root cause analysis 457d 31-Mar-13 30-Jun-14 OPS-08-R: Increase engineering support to conduct root cause anglysis
‘ OPS-08-01  Define Position with HR 92d 31-Mar-13 30-Jun-13 0OPsS-07-01 Define Positionwith HR 1
| OPS-08:02  AnnouncelAdvertise 92d 01-Jul-13 30-Sep13 | OPS-08-01 [ — Announce/Advertise
‘ OPS-08-03 | Select 90d 01-Oct-13 29-Dec-13 OPS-08-02 #; Select
‘ OPS-08-04 | Train 183d 30-Dec-13 30-Jun-14 OPS-08-03 Train
~ Project Delivery 1005d 01-Apr-12 31-Dec-14
| _PDL-0L-R: Continue with ongoing formation of GCPO Project Delivery organization | 9ld | __olAprl2 | __s0awi2 | _____________| |15 A R S S . O OO SOOI SRS AP
‘ PDL-01 PDL-01-R: Continue with ongoing formation of GCPO Project Delivery organization 91d 01-Apr-12 30-Jun-12 E==—=——== PDL-01-R: Continue with ongping formation of §GPO Project Ddlivery organization
‘ PDL-01-01  (Ongoing, already started) 91d 01-Apr-12 30-Jun-12 (Ongoing, already started)

PDL-02-R: Improve coordination between COTR and Project Delivery 550d 01-Apr-12 02-Oct-13 _

PDL-02 PDL-02-R: Improve coordination between COTR and Project Delivery 550d 01-Apr-12 02-Oct-13 @ PDL-02-R: Improve coordination between COTR and Project Delivery
PDL-02-01 | 2012 ID Roles of PM, CO, COTR in Project Delivery 91d 01-Apr-12 30-Jun-12 f PM, CO, CO[TR!

‘ = 2012 ID Roles [ s = | I T A A A S S A P S A A
‘ PDL-02-02 2012 Define Authorities 91d 01-Apr-12 30-Jun-12 PDL-02-01 L>=H 2012 Define Authorities
‘ PDL-02-03 | 2012 Establish Priorities 92d 01-Jul-12 30-Sep-12 PDL-02-02 2012 Establish Priorities
‘ PDL-02-04 2012 Implement and Train 184d 01-Jul-12 31-Dec-12 PDL-02-02 2012 Implen|ert and Train
‘ PDL-02-05 2013 ID Roles of PM, CO, COTR in Project Delivery 91d 01-Jan-13 01-Apr-13 PDL-02-04 2013 ID Rolgs pf PM, CO, COTR in Project Delivery
‘ PDL-02-06 2013 Define Authorities 91d 01-Jan-13 01-Apr-13 PDL-02-05 (] 2013 D L R T S S A A S S A A
| PDL0207 2013 Establish Priorities 92d 02-Apr-13 02-u-13  PDL-02-06 I 2013 Establish Priorities ¢+ 1
‘ PDL-02-08 | 2013 Implement and Train 184d 02-Apr-13 02-Oct-13 PDL-02-06 . 2013 and Train
PDL-03-R: Implement project and program-level reporting capabilities _ : :
PDL-03 PDL-03-R: Implement project and program-level reporting capabilities 1005d 01-Apr-12 31-Dec-14 PDL-03-R: Implement project and program-level reporting capabilities
‘ PDL-03-01 2012 Identify Reporting Requirements 91d 01-Apr-12 30-Jun-12 2012 Identify Reporting Requil L | B | 1 T T R A S A T S T A A
‘ PDL-03-02 2012 Define Alternatives 91d 01-Apr-12 30-Jun-12 PDL-03-01 B 2012 Define Altematives |+ ||+ |7
‘ PDL-03-03 2012 Automate as far as Practical 92d 01-Jul-12 30-Sep-12 PDL-03-02 > 2012 Automateias far as Pracfital
‘ PDL-03-04 | 2012 Coordinate with Region 184d 01-Jul-12 31-Dec-12 PDL-03-03 2012 Coordifpte with Region
‘ PDL-03-05 2013 Implement and Train 365d 01-Jan-13 31-Dec-13 PDL-03-04 2013 and Train
‘ PDL-03-06 | 2013 Identify Reporting Requirements 91d 01-Apr-13 30-Jun-13 PDL-03-05 2013 Identify Reporting Requirerhents 1
| PDL-03-07 | 2013 Define Alternatives 91d 01-Apr-13 30-dun-13  PDL-03-06 —I] 2013 Define Alternatives
‘ PDL-03-08 2013 Automate as far as Practical 92d 01-Jul-13 30-Sep-13 PDL-03-07 - 2013 Automateias far as Practical
‘ PDL-03-09 | 2013 Coordinate with Region 184d 01-Jul-13 31-Dec-13 PDL-03-08 2013 Coordinate with Region
‘ PDL-03-10 2014 Implement and Train 365d 01-Jan-14 31-Dec-14 PDL-03-09 - - - 2014 and Train
PDL-04-R: Engage in up-front project planning | _547d | 02Apr13 | 30Sepld | | | PO U SOt AU SO S S SO SO NN SO
PDL-04 PDL-04-R: Engage in up-front project planning 547d 02-Apr-13 30-Sep-14 _——————————————3 PDI-04-R: Endage in up-front pfoject planning
‘ PDL-04-01  Develop Planning Model 92d 02-Apr-13 02-Jul-13 GCP-04-01 = Develop Planning Model
‘ PDL-04-02  Identify Roles and Responsibilities 90d 03-Jul-13 30-Sep-13 PDL-04-01 [ Identify Roles aind Responsibilities
‘ PDL-04-03 | Hire AM and Estimator 183d 01-Oct-13 01-Apr-14 PDL-04-02 Hire AM and Estimator
‘ PDL-04-04 | Implement Planning Model and Train 182d 02-Apr-14 30-Sep-14 PDL-04-03 | D D Implement Planning Model and fran . oo
PDL-05-R: Establish system to record decisions, priorities, and justifications _ '
PDL-05 PDL-05-R: Establish system to record decisions, priorities, and justifications 640d 01-Apr-13 31-Dec-14 f - - - - - - » PDL-05-R: Establish system to fecord decisions, priorities, and justifications
‘ PDL-05-01 | Identify Documentation Need and Type 91d 01-Apr-13 30-Jun-13 SYS-13-04 i Identify Documéntation Need and Type
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Grand Coulee Power Office - Staffing and Processes - Implementation Master Schedule
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PDL-06-R: Implement industry standard QA/QC program and coordinate with Construction

[Activity ID Activity Name Duration Start Finish Predecessors 2012 | 2013 | 2014 | 2015 | 2016
. | Q1 Q2 Q3 [ Q4 [ Q1 [ Q2 [ Q3 [ Q4 [ Q1 [ Q2
PDL-05-02 | Research Available Tools 183d 01-Apr-13 30-Sep-13 PDL-05-01 | H | ! ! Research Available Tools
PDL-05-03  Coordinate with BOR Systems 184d 01-Jul-13 31-Dec-13 PDL-05-02 : : : j Coordinate with BOR Systems
PDL-05-04  Select Tool 182d 01-0ct-13 31-Mar-14  PDL-05-03 N S E— Select Tool ; ‘
PDL-05-05  Implement and Train 275d 01-Apr-14 31-Dec-14 PDL-05-04 : [ I} Implement and{Train
v . .

PDL-06 PDL-06-R: Implement industry standard QA/QC program and coordinate with Construction 365d 01-Jul-13 30-Jun-14
PDL-06-01  Define Project Needs (lifecycle) 92d 01-Jul-13 30-Sep-13
PDL-06-02 | Research Available Programs 182d 01-Jul-13 29-Dec-13
PDL-06-03  Coordinate with CO, COTR, PM and O&M 182d 01-Jul-13 29-Dec-13
PDL-06-04  Select and Test 181d 01-Oct-13 30-Mar-14
PDL-06-05 | Implement and Train 183d 30-Dec-13 30-Jun-14

PDL-07 PDL-07-R: Increase ion through cc 548d 01-Apr-12 30-Sep-13
PDL-07-01  Identify Need 136d 01-Apr-12 14-Aug-12
PDL-07-02  Communicate 139d 15-Aug-12 31-Dec-12
PDL-07-03  Policy/Procedure 92d 15-Nov-12 14-Feb-13
PDL-07-04  Checklists and Signoffs 273d 01-Jan-13 30-Sep-13

PDL-08-R: Implement a closeout and turnover process

PDL-08 PDL-08-R: Implement a closeout and turnover process 365d 01-Apr-12 31-Mar-13
PDL-08-01 | ID Need 136d 01-Apr-12 14-Aug-12
PDL-08-02  Communicate 139d 15-Aug-12 31-Dec-12
PDL-08-03  Policy/Procedure 92d 15-Nov-12 14-Feb-13
PDL-08-04  Checklists and Signoffs 92d 15-Nov-12 14-Feb-13
PDL-08-05  Establish OMI 365d 01-Apr-12 31-Mar-13
Safety 1370d 01-Apr-12 31-Dec-15

er to each plant

ssign safety officer to each plant 546d 04-Jul-13 31-Dec-14
‘ Define Position with HR 181d 04-Jul-13 31-Dec-13
‘ SAF-01-02  Announce/Advertise 90d 01-Jan-14 31-Mar-14
‘ SAF-01-03  Select 91d 01-Apr-14 30-Jun-14
‘ SAF-01-04  Train 184d 01-Jul-14 31-Dec-14

SAF-02-R: Evaluate and align contractor safety and GCPO safety policies

SAF-02 SAF-02-R: Evaluate and align contractor safety and GCPO safety policies 365d 01-Apr-12 31-Mar-13
SAF-02-01  Define Differences Between Contractor and GCPO Policies 91d 01-Apr-12 30-Jun-12
SAF-02-02 | Meet with Construction/Contractor Reps to Negotiate Policy Standard Language 365d 01-Apr-12 31-Mar-13
SAF-02-03 | Define Method to Track/Measure Compliance 90d 01-Jan-13 31-Mar-13

SAF-03-R: Encourage cultural shift toward acceptance

’T SAF-03-R: Encourage cultural shift toward acceptance .~ 1279d  01-Ju-12 | 31-Dec-15 |
SAF-03-01  Add Deadline to Existing Incident Reporting Policy/Procedure 91d 01-Jul-12 29-Sep-12
SAF-03-02 | Investigate Ways to Decouple Incidents and Performance Management 365d 01-Jul-12 30-Jun-13
SAF-03-03  Train/Shift Culture 1005d 01-Apr-13 31-Dec-15

SAF-04-R: Implement revised Stop Work policy and train plant leadership and staff accordingly

‘ SAF-04 SAF-04-R: Implement revised Stop Work policy and train plant leadership and staff accordingly 183d 01-Apr-12 30-Sep-12
‘ SAF-04-01 | Finalize Policy 91d 01-Apr-12 30-Jun-12
‘ SAF-04-02  Train 183d 01-Apr-12 30-Sep-12

SAF-05-R: Make the Foreman 1 clearance holder also the inspector
SAF-05 SAF-05-R: Make the Foreman 1 clearance holder also the inspector 1279d 01-Jul-12 31-Dec-15
‘ SAF-05-01 | Change DOI Policies to Require Inspectors to be PAL-2 Trained 184d 01-Jul-12 31-Dec-12
‘ SAF-05-02 | Train Inspectors as PAL-2 1095d 01-Jan-13 31-Dec-15
gYSTEMS 1370d 01-Apr-12 31-Dec-15
SYS-01-R: Define O&M key performance indicators 365d 30-Dec-12 29-Dec-13
SYS-01 SYS-01-R: Define O&M key performance indicators 365d 30-Dec-12 29-Dec-13
SYS-01-01 ID Key Players 91d 30-Dec-12 30-Mar-13
SYS-01-02 Compare to BPA PI's 91d 30-Dec-12 30-Mar-13
SYS-01-03 ID Mission Critical Areas/Drivers 92d 31-Mar-13 30-Jun-13
SYS-01-04 Find What Other FCRPS Are Doing + Industry 92d 31-Mar-13 30-Jun-13
SYS-01-05 Implement and Train 182d 01-Jul-13 29-Dec-13
SYS-02-R: Establish CARMA system ownership, user group, and training 274d 01-Jul-12 31-Mar-13
SYS-02 SYS-02-R: Establish CARMA system ownership, user group, and training 274d 01-Jul-12 31-Mar-13
SYS-02-01 ID Key Players, Create User Group 92d 01-Jul-12 30-Sep-12
SYS-02-02 ID Gaps that Exist 92d 01-Jul-12 30-Sep-12
SYS-02-03 Implement Training 182d 01-Oct-12 31-Mar-13
SYS-03-R: Implement enterprise version of Primavera P6 274d 01-Jul-12 31-Mar-13
SYS-03 SYS-03-R: Implement enterprise version of Primavera P6 274d 01-Jul-12 31-Mar-13
SYS-03-01 Identify Requirements 92d 01-Jul-12 30-Sep-12
SYS-03-02 Purchase Hardware/Software Licenses 92d 01-Jul-12 30-Sep-12
SYS-03-03 Hire Contractor to Implement 92d 01-Oct-12 31-Dec-12
SYS-03-04 Implement 92d 01-Oct-12 31-Dec-12
SYS-03-05 Train 90d 01-Jan-13 31-Mar-13
SYS-04-R: Implement Primavera ERD 274d 01-Jul-12 31-Mar-13
SYS-04 SYS-04-R: Implement Primavera ERD 274d 01-Jul-12 31-Mar-13
SYS-04-01 Identify Requirements 92d 01-Jul-12 30-Sep-12
SYS-04-02 Define Reporting Output 92d 01-Jul-12 30-Sep-12
SYS-04-03 Hire Contractor to Implement 92d 01-Oct-12 31-Dec-12
SYS-04-04 Implement 92d 01-Oct-12 31-Dec-12
SYS-04-05 Train 90d 01-Jan-13 31-Mar-13
SYS-05-R: Integrate Primavera P6 and CARMA (dependent on integration needs + CARMA upgrade from Den 1370d 01-Apr-12 31-Dec-15
SYS-05 SYS-05-R: Integrate Primavera P6 and CARMA (dependent on integration needs + CARMA upgrade from ... 1370d 01-Apr-12 31-Dec-15
SYS-05-01 Coordinate with Adam in Denver About Upgrade to CARMA 1370d 01-Apr-12 31-Dec-15
SYS-05-02 ID Integration Requirements 1370d 01-Apr-12 31-Dec-15

365d 01-Jul-13 unid |

GCP-05-06
PDL-06-01
PDL-06-02
PDL-06-03
PDL-06-04

5484 01-Apr-12 30Sepd3 [ |
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sesd | onpriz | GWaris |

PDL-08-01
PDL-08-02

v

Research Available Programs
J Coordinate with CO, COTR, PM and O&M

f Select and Tesé

PDL-06-R: Impilemem industry standard QAIQC p}ogram and coordinate with Constriction

)| "
Identify Need
=

E; Poli /;Procedure
[

PDL-07-R: Incre

Checklists and S\gnoﬁs

ID Need

L E Poli /

PDL-08-R: ||

Procedure

PDL-08-03

Sid | Onws | woeew |

GCP-03-03
SAF-01-01
SAF-01-02
SAF-01-03

365d 01-Apr-12 3iMar1d | |

SAF-02-01
SAF-02-02

12750 | ovwe | srpeers |

SAF-04-01
SAF-03-01
SAF-03-02

osepiz |~

SAF-04-01

1279d 01-Jul-12 dldec:ts | |

SAF-04-01
SAF-05-01

GCP-02-01
SYS-01-01
SYS-01-02
SYS-01-03
SYS-01-04

] Checkiisls and Sigr{t; s

(o)

ase coordinati

n through commissioning

1t and Train

i Y

on\::ractor and GCHO

. d

Policies

EBeVeY—"TFb———————+——"x- sAF02R

Define D\fferenjCes Between G

Vi

luate and align cd

Meet with C
efine Methe

d

nstruction/Contractq

o Track/Measure:

e sAFOLR Asbignsaleyofficerioeachplant | | |

Define Position with HR

each plant

ntractor safety a

r Reps to Negotie
Compliance

Announc

d GCPO safety policies

te Policy Standard Language

Select

| [\ Deadlin

¢ tq Existing Inci

Reporting Pol

Finalize Policy
o

SAF-04-R:

1t revised B

Train

op Work poli’c’ )

cY)

al

YProcedure
Investigate Way

's to Decouple Ind

sidents and Perfol

nd train plant

ip and staff

‘mance Managenel

E

licies to Requi

Ire

inspectors to be

ID Key Playdrs

Compare to

BP;

A Pl's

ID Mission Criti

Find What Othe

al Areas/Drivers
r FCRPS Are Doi
]

SYS-01-R: De

g + Industry
it and

GCP-06-01
SYS-02-01
SYS-02-02

ID Key Players
ID Gaps that E;

EBeVe—"r——————1 sYsR:

, Create User Glol

ist

up

GCP-02-01
SYS-03-01
SYS-03-02
SYS-03-03
SYS-03-04

GCP-02-01
SYS-04-01
SYS-04-02
SYS-04-03
SYS-04-04

SYS-05-01

Ee————————"r1 SYS-03R: |
 —

Identify Req

g Purchase Hardy

1t

1t Taihi

ware/Software Licenses
Hire Contractpr: to Implement | -
it
Train

dentify Requi

1t

% SYS-04-R: |
= ! -

H Define Reporting Output

Hire Contractor

to Implement

Train

Train

ine O&M key performance indicators

SAF-03-R: En

Train/Shift Cults

SAF-05-R: Mal

Coordinate wit!
ID Integration R

= Project Baseline Bar
I Actual Work

[C—1 Remaining Work

I Critical Remaining Work € € Milestone

———= WBS Summary & Lvl Effort V=== Symmary

Page 6 of 7




Grand Coulee Power Office - Staffing and Processes - Implementation Master Schedule

Printed on: 27-Apr-12

[Activity ID Activity Name Duration Start Finish Predecessors 2012 | 2013 | 2014 | 2015 | 2016
| | | Q1 Q1
SYS-05-03 ID Scope of Integration 1370d 01-Apr-12 31-Dec-15 SYS-05-02 - ID Scope of Intg
SYS-06-R: Integrate SharePoint and P6/ERD 273d 01-Oct-12 30-Jun-13 : |
SYS-06 SYS-06-R: Integrate SharePoint and P6/ERD 273d 01-Oct-12 30-Jun-13 3 i : SYS-06-R: Intégrate SharePointiand P6/ERD
SYS-06-01 Define Integration Requirements 92d 01-Oct-12 31-Dec-12 SYS-03-01, SYS-03-02, SY... : 1 Define \ Requirements; : :
SYS-06-02 Define Scope for Contractor 92d 01-Oct-12 31-Dec-12 | SYS-06-01 | Define Scoph{for Contractor | |
SYS-06-03 Integrate into Contract 90d 01-Jan-13 31-Mar-13 SYS-06-02 ;a Integrate int donlracl
SYS-06-04 Implement 90d 01-Jan-13 31-Mar-13  SYS-06-03 : i8] n
SYS-06-05 Train 91d 01-Apr-13 30-Jun-13 SYS-06-04 ; { Train : ; ; ;
SYS-07-R: Develop a Document Management Plan 549d 01-Jul-12 31-Dec-13 Y j j j j j M : : : 1 |
SYS-07 SYS-07-R: Develop a Document Management Plan 549d 01-Jul-12 31-Dec-13 ; SYS-07-R: Develop a Document Management Plan : : : :
SYS-07-01 ID Needs 92d 01-Jul-12 30-Sep-12  GCP-07-01 ID Needs : : : :
SYS-07-02 Categorize Document Types 92d 01-Oct-12 31-Dec-12 SYS-07-01 E———1 categorize QpcumentTypes | : ¢+ i
SYS-07-03 Find/Obtain Tool, Considering USBR Standards 181d 01-Jan-13 30-Jun-13 SYS-07-02 L ' - ] Find/Obtain Tool, Considering U$ R Standards
SYS-07-04 Implement and Train 184d 01-Jul-13 31-Dec-13 SYS-07-03 [ ' Implement andirrain
SYS-08-R: Initiate scanning/archiving process 914d 07-Apr-13 07-Oct-15 A
SYS-08 SYS-08-R: Initiate scanning/archiving process 914d 07-Apr-13 07-Oct-15 =
SYS-08-01 ID Project Manager 92d 07-Apr-13 07-Jul-13 GCP-07-03 =T D Project Manager
SYS0802  ID Which Documents, Inventory, User Access 273d 08-Jul-13 06-Apr-14 | SYS-08-01 | — § ] ID Which Doc{iments, Inventory; User Access
SYS-08-03 Generate Organization/Hierarchy 91d 06-Jan-14 06-Apr-14 SYS-08-02 : %@eneme Org‘anization/Hierarch:y ;
SYS-08-04 Execute 549d 07-Apr-14 07-Oct-15 SYS-08-03 : g : ] Execute
SYS-09-R: Streamline/improve drawing management 1278d 01-Apr-12 30-Sep-15
SYS-09 SYS-09-R: Streamline/improve drawing management 1278d 01-Apr-12 30-Sep-15
SYS-09-01 Implement Project Delivery Group Standard Process 183d 01-Apr-12 30-Sep-12 ] 1t Project Delivery Grpup Standard Prc cess 77777777777 : : | | |
SYS-09-02 Review/Update (2013) 92d 01-Jul-13 30-Sep-13 SYS-09-01 : : [ ] Review/Updatef(ZOlS) :
SYS-09-03 Review/Update (2014) 92d 01-Jul-14 30-Sep-14  SYS-09-02 : : : 1 | Review/Update!(2014) ; : : ; 1
SYS-09-04 Review/Update (2015) 92d 01-Jul-15 30-Sep-15 | SYS-09-03 LE—— ReviewUpdate|(2015)
SYS-10-R: Standardize project and construction management document control 274d 01-Jul-12 31-Mar-13 M ' ' M ; ; : : ; L L L e e e |
SYS-10 SYS-10-R: Standardize project and construction management document control 274d 01-Jul-12 31-Mar-13 = .S SYS-10-R: §
SYS-10-01 ID Tools and Best Practices that Exist 92d 01-Jul-12 30-Sep-12 | GCP-05-03 1 D Tools and Bést Practices tHat{Exist
SYS-10-02 Establish Key Players 92d 01-Jul-12 30-Sep-12 | SYS-10-01 1 Eqtalish Key Flayers ; : : : : : : : : : : ‘
SYS-1003 | ID Other BoR Best Practices 92d 01-Jul-12 30-Sep-12 | SYS-10-02 ‘ D Other BoR Best Practices
SYS-10-04 Implement and Train 182d 01-Oct-12 31-Mar-13  SYS-10-03 | ] tahdTrain | L L L L L L L L L L |
SYS-11-R: Create a SharePoint implementation and governance plan 183d 01-Apr-12 30-Sep-12 '
SYs-11 SYS-11-R: Create a SharePoint implementation and governance plan 183d 01-Apr-12 30-Sep-12 E=——1=———""—"- 5ys.11-R: Créate a SharePojnt implementatioh and governance plan
SYS-11-01 Assess Current Use 91d 01-Apr-12 30-Jun-12 Assess Current Use
SYS-11-02 Determine Required Level of Standardization 91d 01-Apr-12 30-Jun-12 SYS-11-01 [ Determine Required Level of Stahdardization
SYS-11-03 Define Standard Governance Plan 92d 01-Jul-12 30-Sep-12 SYS-11-02 Define Governance Plan L R S A S R T S S A
SYS-12-R: Create a centralized repository of identified needs/projects 182d 01-Jul-13 29-Dec-13 Y " v
SYS-12 SYS-12-R: Create a centralized repository of identified needs/projects 182d 01-Jul-13 29-Dec-13 E=———"—"2 svS-12-R: Create a centralized repository of identified needs/projects
SYS-12-01 ID What Needs to be Captured 92d 01-Jul-13 30-Sep-13 GCP-02-01 ID What Needs:to be Captured
SYS-12-02 ID Type of Tool/Requirements 92d 01-Jul-13 30-Sep-13 SYS-12-01 ] ID Type of Tool/Requirements
SYS1203 | ID Lead/PM 92d 01-Jul-13 30-Sep-13 | SYS-12-02 =—————p D Lead P e
SYS-12-04 Implement and Train 90d 01-Oct-13 29-Dec-13 SYS-12-03 ] 1t and iTrain
SYS-13-R: Support project proritization with more robust technology 457d 01-Jul-12 30-Sep-13
SYS-13 SYS-13-R: Support project proritization with more robust technology 457d 01-Jul-12 30-Sep-13 SYS-13-R: Support project prorifization with more: robust technology
SYS-13-01 Define Requirements 92d 01-Jul-12 30-Sep-12 GCP-02-01 Define Requirements
SYS-13-02 Assess What's On the Market 92d 01-Jul-12 30-Sep-12 SYS-13-01 - Assess What's Onthe Market| |
SYS-13-03 Define Evaluation Criteria 92d 01-Jul-12 30-Sep-12 SYS-13-02 [ Define Evaluation Criteria
SYS-13-04 Advertise and Select 182d 01-Oct-12 31-Mar-13 SYS-13-03 Advertise and Select
SYS-13-05 Implement 91d 01-Apr-13 30-Jun-13 SYS-13-04 1t
SYS-13-06 Train 92d 01-Jul-13 30-Sep-13 SYS-13-05 ] Train
SYS-14-R: Upgrade the GCPO network 640d 01-Apr-12 L E T A S A e S A A T T A T S A A
SYS-14 SYS-14-R: Upgrade the GCPO network 640d 01-Apr-12 3tbecz SYS-14-R: Upgrade the GCPO network
SYS-14-01 ID What's Currently in Use 91d 01-Apr-12 30-Jun-12 ID What's Curréntly in Use
SYS-14-02 ID Requirements for Next 10 Years 91d 01-Apr-12 30-Jun-12 SYS-14-01 ] ID Requil for Next 10 Years
SYS-14-03 Scope of Work Development 91d 01-Apr-12 30-Jun-12 SYS-14-02 [ Scope of Work Development
SYS-14-04 Assign to a PM 91d 01-Apr-12 30-Jun-12 SYS-14-03 E ASSIgN 10 @ P
SYS1405  Implement 549d 01-Jul-12* 31-Dec-13  sys-4-04 | T s — mplement | Ly
SYS-15-R: Separate Hungry Horse network from GCPO 91d 01-Apr-12 30-Jun-12 yr—
SYS-15 SYS-15-R: Separate Hungry Horse network from GCPO 91d 01-Apr-12 30-Jun-12 } SYS-15-R: Separate Hungry Horse network from GCPO
SYS-15-01 Verify Current Situation 91d 01-Apr-12 30-Jun-12 jVerify Current Situation
SYS-15-02 Determine Any Action Required 91d 01-Apr-12 30-Jun-12 SYS-15-01 Determine Any Action Required
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