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I. INTRODUCTION AND PURPOSE

Please state your name, position, and business address.

My name is Angela L. Pino. I am Director of Total Rewards for PNMR Services
Company, the service company for PNM Resources, Inc. ("PNMR") and its
subsidiaries. A description of my position and background is included in PNM
Exhibit ALP-1. The exhibit also includes a list of cases in which I have provided
testimony before the New Mexico Public Regulation Commission (“Commission”
or “NMPRC”). 1 am testifying on behalf of Public Service Company of New
Mexico (“PNM” or “Company”). My business address is 414 Silver Ave. SW,

Albuquerque, NM 87102.

What is the purpose of your direct testimony in this case?

The purpose of my testimony is to detail PNMR's compensation and benefits
philosophy, along with the basis for determining the compensation and benefits
program. This philosophy is applied across all of PNMR's subsidiaries including
PNM. Additionally, I discuss how customers benefit from the compensation and
benefits earned by employees. PNMR uses benchmarking to determine
compensation and benefits offerings that align with industry practices. I detail what
benchmarking is and how PNMR utilizes objective third-party data to determine

employee compensation.
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Further, I describe and support the employee compensation and benefits for which
PNM seeks cost recovery in this case, including certain incentive plans, employee
base salaries, and PNM’s employee benefits package for union and non-union
employees. I also identify incentive compensation plans for which we are not

seeking rate recovery. Lastly, I confirm PNM’s cost savings efforts as required in

Case No. 2529 relating to Post Retirement Benefits Other than Pensions (“PBOP”).

COMPENSATION AND BENEFITS PHILOSOPHY AND POLICY

What is the PNMR’s “Total Rewards” approach to compensation and
benefits?

“Total Rewards” is the combination of all remuneration offered to all employees,
including base pay, incentive pay for non-union employees, time off, healthcare,
and retirement benefits. A market-based Total Rewards program allows the
Company to attract qualified employees who may otherwise seek employment at
other organizations. The program also allows the Company to retain its
experienced workforce, reducing the cost and time it takes to recruit and train new
employees. Further, having a strong Total Rewards program, especially
encompassing incentive compensation, will motivate employees, supporting

customer service, safety, and reliability.
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I Q. Why is it important for PNM to maintain a qualified and trained workforce?

2 A Attracting and retaining well-qualified employees with expertise in their fields
3 allows the Company to focus on achieving a high level of safe and reliable service
4 for our customers. Reducing employee turnover results in our employees
5 developing expertise in their jobs and cuts down on the cost and amount of time
6 needed to recruit, hire, and train new employees to fill vacancies.

7

8 Q. What are the principles of PNMR’s compensation philosophy?

9 A. The PNMR compensation philosophy, which encompasses PNM, is designed in

10 accordance with the following principles:

11 1. Externally competitive

12 2. Strategically aligned with business objectives

13 3. Internally equitable

14 4. Personally motivating

15 5. Cost-effective

16 6. Legally compliant

17

18 I11. BASE SALARY AND ANNUAL SALARY ADJUSTMENTS
19

20 Q. What are the components of employee salary?

21 A Employee salary is broken into two key areas: base salary and incentive
22 compensation. I discuss incentive compensation in Section V below.

23
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What is base salary?

Base salary is the fixed pay paid to each employee. It is earned by performing the

functions of the job, which are identified by job descriptions.

How are Non-Union employees awarded annual salary increases?

Non-Union employees receive annual merit-based increases. Merit increases are
based on the employee’s performance and are budgeted based on benchmarking.
Merit increases averaged 3.5% in 2022 and increased to 4% in 2023 and 2024.
Based on the 2023 WTW Salary Budget Survey and the 2023 World at Work Salary

Budget Survey, PNM has projected a merit increase pool of 4% in 2025 and 2026.

How are salaries adjusted for Union employees?

Union employees receive annual salary adjustments in accordance with the
Collective Bargaining Agreement. Per the terms of the Collective Bargaining
Agreement, Union employees received a 7% adjustment in 2023 and 5% in 2024

and 2025.

Why are annual salary adjustments necessary?
Annual salary adjustments are necessary in order to stay market-competitive and to

attract and retain top talent.
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BENCHMARKING OF EMPLOYEE COMPENSATION AND BENEFITS

What is compensation benchmarking?

Benchmarking is a process that PNMR uses to gather factual data related to
employee compensation and benefits to determine where it stands compared to
other companies in our industry for specific job duties and skills. Highly-qualified,
independent, third-party vendors solicit, compile and prepare survey data that
provides quantifiable and objective compensation data points. Factors that
generally influence compensation benchmarking can include the level of job
responsibility, industry type, company size (e.g., revenues between $1.0 billion and
$3.0 billion), and geographical area (e.g., local market, regional market or national

market).

Why is benchmarking important?

Benchmarking is essential to assess the alignment of PNMR’s compensation
program with the relevant market. Being market-competitive allows PNM to hire
and retain highly qualified employees who may otherwise choose employment at

other organizations.

What sources does the Company use to obtain benchmarked data?
Benchmarking is performed by qualified, third-party vendors and is based on
survey participation that is purchased by PNMR from WTW, formerly Willis

Towers Watson plc, and AON, PLC (“AON”). These third-party survey vendors
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are highly-qualified and recognized experts in their fields. WTW is a leading global
professional company that, as an independent, third-party firm, conducts regional,
national and industry surveys and provides consulting and other services in the
areas of benefits, talent management, rewards and risk and capital management.
AON is among the world’s top global human capital and management consulting
firms and also provides human capital and management consulting services,
including compensation survey data. Both of these vendors conduct surveys of

other participating companies on an annual basis to gather confidential

compensation information.

How often is compensation benchmarking conducted?

Benchmarking is done on an annual basis, which follows best practices.
Additionally, benchmarking may be performed outside of the annual review when
any new roles are being created or an existing job has undergone significant

changes.

What is PNMR’s benchmarking process for employee compensation and
benefits?

PNMR determines whether survey data are available for the particular job
classification or classifications being evaluated. If survey data are available, the
data are used to benchmark a particular job classification or group of job

classifications. The appropriate market data are identified by assessing the market
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in which PNM competes for talent. The appropriate markets may be different for
each job classification. By assessing the appropriate market for each job
classification, a determination is made whether to use utility and/or general industry
survey data and whether to use local, regional or national survey data. Due to an

increase in companies offering remote work, PNM is now competing nationally for

talent. The job classification is matched to applicable survey data.

Compensation survey data typically provide a range of compensation, which is
generally presented in percentile format. PNM’s compensation philosophy is to
utilize the market median (or 50 percentile) when benchmarking. If survey data
are not available for a job classification or group of job classifications, the job(s)
are slotted into a pay grade with other jobs that have a similar scope or similar

characteristics.

Does Benchmarking ensure competitive compensation?
Yes. Benchmarking is necessary to ensure that PNMR and its subsidiaries are not
only compensating employees competitively, but that the compensation is

reasonable.
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V. PNMR INCENTIVE COMPENSATION PLANS

What is incentive compensation?

Incentive compensation is variable and is based on performance factors, both at the
Company and at the employee level. Incentive compensation is not guaranteed pay;
it is “at risk” in that performance metrics must be met or exceeded before it is paid

to employees.

Are PNM’s incentive compensation plans consistent with industry practice?

Yes. Incentive compensation plans are a prominent component of total rewards
plans throughout the electric industry. Incentive compensation plans are intended
to incentivize employees to meet or exceed specific performance metrics. Incentive
compensation is a common component of many organizations’ total rewards
program. Incentive compensation undergoes the same benchmarking process as
described above. Being that incentive compensation is a common component of
any total rewards program, it furthers allows the Company to be market competitive

to attract and retain employees.

How does incentive compensation benefit customers?

Incentive compensation plan metrics are customer-focused in that they measure
things which benefit PNM customers in some way, such as increased safety,
reliability, or improved customer service. Specific goals include J.D. Power ratings

(customer service), PRC complaints (customer service), potential and high-energy
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significant injury and fatality (“P-SIF” and “H-SIF”’) scores (safety), and System
Average Interruption Duration Index (“SAIDI”) metrics (reliability). Incentivizing
and motivating employees to meet or exceed these goals therefore supports safety
and reliability for our customers. The same scorecards are used for the Annual
Incentive Plan (““AIP”’) and the Business Group Incentive Plan (“GIP”), holding all

eligible employees to the same metrics. Please see PNM Exhibit ALP-2 for the

AIP and GIP scorecards, which details the incentive metrics.

A. PNM Wholesale Power Marketing Plan (“WPM Plan”)

What are the responsibilities of the Wholesale Power Marketing group?

The Wholesale Power Marketing (“WPM”) group is responsible for all wholesale
purchases and sales of electricity and purchases and sales of natural gas used by
PNM in electric generation. The group is also responsible for generation dispatch,
for acquiring ancillary services for the Balancing Authority, and for complying with

all North American Electric Reliability Corporation requirements.

What is the WPM Plan?

The WPM Plan is the incentive compensation plan applicable to employees in
PNM’s WPM group. Awards are only paid to employees if they achieve or exceed
the performance targets identified in the WPM Plan. The maximum amount that is
eligible for payout under the WPM Plan is capped at market median. Market

median is determined using benchmark data. Employee WPM Plan payouts are
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based on individual employee performance during the WPM Plan year, the WPM

Plan cap, and the level of overall pool funding.

What is the purpose of the WPM Plan?

The purpose of the WPM Plan is to motivate and reward employees in the WPM
group to meet performance metrics that benefit customers. These metrics include
achieving system reliability targets, controlling fuel costs for the customer,
maximizing return from optimizing PNM’s power resources while complying with
carbon emission standards as outlined in the Energy Transition Act, and generating
jurisdictional value with the participation in the Western Energy Imbalance Market

(“WEIM”).

The system reliability performance targets include compliance with the Reserve
Sharing Group member requirements, compliance with the Disturbance Control
Performance Recovery standard, forecasting accuracy performance, minimizing
penalties and encouraging safety. Jurisdictional financial targets include controlling
costs and maximizing off-system sales margins for the benefit of customers while
ensuring carbon emissions goals are within the threshold standards indicated in the
Energy Transition Act. Moreover, the WEIM performance target incentivizes the
WPM group to maximize the WEIM Gross Benefit from WEIM participation,

which results in overall savings that benefit customers.

10
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Which employees are eligible to participate in the WPM Plan?
As of December 31, 2023, all 30 employees in the WPM group are eligible,
including the director, managers, traders, pre-schedulers and administrators.
Employees eligible for the WPM Plan are not eligible for any other Company

incentive plan, and employees outside of the WPM group are not eligible under the

WPM Plan.

What is the history of the WPM Plan?

Since 2008, incentives under the WPM Plan have been awarded to WPM group
employees achieving the incentive performance targets. It is reasonable to
anticipate that the WPM Plan will be earned and paid to employees in 2024 and
thereafter. Therefore, it is reasonable to include this incentive plan in the Test
Period cost of service. Please see PNM Table ALP-1 for historical pools and cost.

PNM Table ALP-1 — Historical WPM Plan Costs

Performance Year Pool Accf)l;?l % Payout
2019 $715,432 | $398,617 56%
2020 $738,390 | $405,565 55%
2021 $758,966 | $413,076 54%
2022 $834,876 | $483,762 58%
2023 $815,796 | $535,322 66%

What is the requested amount for the WPM Plan?
The amount requested for the WPM Plan is $535,322 and is based on the actual

cost of the plan for calendar year December 31, 2023.

11



10

11

12

13

14

15

16

17

18

19

20

21

22

DIRECT TESTIMONY OF
ANGELA L. PINO
NMPRC CASE NO. 24-00089-UT

Is the WPM Plan necessary, reasonable, and beneficial to customers?

The cost of the WPM Plan is reasonable in relation to the experience necessary for
the job classifications and the compensation provided for comparable work by other
companies. The WPM Plan is necessary to stay competitive with the market pool
and helps retain employees with the needed skillset and experience to operate the
PNM system and maximize the value for our customers. Because the Company’s
proposed cost recovery is based on the actual payout as opposed to the market-
based cap, the budget remains below market. This plan benefits PNM customers by
encouraging employees to meet operational goals primarily related to providing
safe, reliable and cost-effective services to customers. If the achievement of goals
exceeds the requested amounts, employees will still receive the payout of the

program. However, any additional cost incurred would be borne by the Company

and not recovered from customers.

B. Business Unit Group Incentive Plan (“GIP”)

What is the GIP?

The GIP is designed to motivate and reward eligible Non-Union employees for
achieving operational metrics and to promote collaboration and teamwork to
achieve specified business area performance metrics. This plan provides benefits to
customers by encouraging employees to meet operational, customer-focused goals,
such as reliability and customer service, that are primarily related to the provision

of safe, reliable, and cost-effective service to customers. The GIP does not have an

12
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earnings per share performance metric. Further, the GIP is a key component of the

Total Rewards package that is offered to our employees.

Which employees are eligible to participate in the GIP?

Non-Union employees in pay-grade levels generally categorized at a manager level
and below are eligible for participation in the GIP. A total of 830 employees were
eligible to participate on December 31, 2023, and approximately 871 employees
will be eligible to participate in the GIP in the Test Period. Employees eligible for
the GIP are not eligible for incentive compensation under any other program or

plan.

What is the history of the GIP?

The GIP was introduced in 2015 and was significantly below market median. Over
the next several years, PNM funded the pool over the amount that was recovered,
bringing the plan up to market median. In the 2022 Rate Case (Case No. 22-00270-
UT), PNM sought to recover, and was allowed to recover, $6,262,795, which

brought the plan up to market median. Please see PNM Table ALP-2 for historical

GIP Costs.
PNM Table ALP-2 — Historical GIP Costs
1)
Year Pool Amount Awarded %o of Pool
Awarded
2020 $ 5,267,000 $ 5,075,128 96.36%
2021 $ 5,467,000 $ 5,116,933 93.60%
2022 $ 6,787,457 $ 6,718,654 98.99%
2023 $ 5,526,751 $ 5,491,348 99.36%

13



10

11

12

13

14

15

DIRECT TESTIMONY OF
ANGELA L. PINO
NMPRC CASE NO. 24-00089-UT
What amount has been included in this rate request related to the GIP?
The anticipated cost of the GIP in the Test Period is calculated by utilizing the
actual employee headcount and base salary as of December 31, 2023, plus the
expected increase in headcount in 2024 and 2025 described by PNM witnesses
Larese, Warner and Mendez. Each individual employee’s base salary was annually
escalated 4% in 2024, 2025, and 2026 and then multiplied by the eligible employee
award, at the target award level, based on their job grade, as reflected in the
following PNM Table ALP-3. Eligible employees will only receive an award at the

end of the performance period if the specified performance targets are achieved.

PNM Table ALP-3 — Test Period GIP Costs

Target

Grade Employee Award Cost
Count

Level
Gl14 15 5% $31,063
G13 19 5% $42,893
G12 26 5% $69,278
G11 25 6% $90,917
G10 32 6% $121,157
G09 60 7% $306,770
GO08 94 7% $568,002
GO07 111 8% $869,454
Go06 239 8% $2,113,961
GO05 249 9% $3,011,094
Total 871 Total $7,224,590

The available pool of awards for the GIP will be $7,224,590. The available pool for
each business area will be based on eligible employees and the eligible earnings of

those employees during the performance period.

14
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How was the requested amount of the GIP calculated?
The amount of GIP included in the Test Period is based on benchmarked data. The
Target Award Level shown in Table ALP-3 above is market median for the

corresponding grade level. The Target Award Level was applied to escalated

employee salaries as described above.

What are the performance metrics for the GIP?
Performance metrics for the GIP are operational and customer-focused. See PNM

Exhibit ALP-2 for 2024 AIP and GIP goals.

Is the cost of the GIP necessary and reasonable?

Yes. The Company’s proposal for the GIP recognizes the need to maintain the
incentive plan funding close to market levels. The proposal is in alignment with
market studies and is consistent with PNM’s current incentive plans. The cost is
reasonable and will assist PNM in attracting, motivating, and retaining qualified
employees and should be included in the determination of the Test Period revenue

requirement.

C. Annual Incentive Plan (“AIP”)
What is the AIP?
The AIP was initially implemented in 2011 and is designed to motivate and reward

eligible Non-Union, management-level employees for achieving operational and

15
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customer-focused metrics. The plan benefits customers by encouraging employees
to meet operational goals with a focus on reliability, safety, and customer service,

translating into safe, reliable, and cost-effective service for customers. The AIP is

a key component of the Total Rewards package offered to eligible employees.

Has PNM previously sought to include the costs of the AIP in rates?
No. PNM has not previous sought to include the cost of the AIP in rates because
previous plans included an earnings per share component and were both financially-

driven as well as being customer-focused.

Why is PNM now seeking recovery of the costs of the AIP in rates?

The AIP has been restructured and, beginning in 2024, the plan excludes an
earnings per share metric up to the target award amount. The plan is aligned to the
goals included in the GIP. PNM has included in this rate request the target award

amount under the AIP.

Is any of the AIP compensation based on PNMR earnings?

Yes. However, in order for an eligible employee to receive an AIP award above the
target amount, PNMR will need to meet a minimum earnings per share. However,
due to the earnings component, only the target amount of AIP has been included in
this rate request. Said differently, payout up to the target amount of AIP is not

contingent upon hitting any earnings goals.

16
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What is the requested amount for the AIP in the Test Period?
PNM has included $5,798,738 in the Test Period for the AIP. This amount was
determined using the actual headcount on December 31, 2023, and escalating
employee salaries 4% for 2024, 2025, and 2026 and then multiplying by the eligible
employee award, at the target award level, based on their job grade, as reflected in
the following PNM Table ALP-4. Eligible employees will only receive an award at

the end of the performance period if the specified performance targets are achieved.

PNM Table ALP-4 — Test Period AIP Costs

Grade Employee Target Award Cost
Count Level
G04 122 10% $1,894,520
GO03 39 15% 1,035,214
G02 28 20% 1,156,857
GO01 26 25% 1,712,148
Total 215 Total $5,798,738

What are the performance metrics for the AIP?

Performance metrics for the AIP are operational and customer-focused. Scorecards
are shared between the AIP and the GIP, holding all eligible employees to the same
metrics, including customer service metrics, reliability metrics, and safety metrics.

See PNM Exhibit ALP-2 for 2024 AIP goals.

Is the AIP necessary and reasonable?
The Company’s proposal for the AIP recognizes the need to maintain the incentive
plan funding close to market levels. The proposal is in alignment with market

studies. The cost is reasonable in amount and will assist PNM in attracting,

17
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motivating, and retaining qualified employees and should be included in the

determination of the Test Period revenue requirement.

D.

PNMR Excluded Incentive Compensation Plans from this Rate Request

Does the Company have any additional incentive compensation plans?

Yes, the Company has four additional incentive compensation plans that have been

excluded from the rate request:

1.

Subsidiary Vice President Annual Incentive Plan — The Company offers an
Annual Incentive Plan to subsidiary vice presidents. The plan is similar to
the AIP and is paid upon the subsidiary vice president meeting operational
and customer-focused goals, however it has an earnings per share
component and has not been included in PNM’s Cost of Service.

Officer Annual Incentive Plan — The Company offers a short-term Officer
Incentive Plan (“OIP”) to corporate officers. The OIP is similar to the AIP
and is paid upon the officer meeting operational and customer-focused
goals, however it has an earnings per share component and has not been
included in PNM’s Cost of Service.

Long-Term Incentive Plan — The Company offers a long-term, stock-based
incentive plan to corporate officers (“LTIP”). The LTIP is based on a three-
year performance period and focuses on the Company meeting financial

goals. It has not been included in PNM’s Cost of Service.

18
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4. Discretionary Non-PNMR Officer Restricted Stock Rights Award Plan —
The Company offers a stock-based incentive plan to non-officer, director-
level employees. The plan is discretionary and awarded by senior

management. Stock awards vest over a three-year period. This plan has not

been included in PNM’s Cost of Service.

VI. EXECUTIVE COMPENSATION

What do you address in this section of your direct testimony?
I address executive compensation. In its last two rate cases, PNM was directed to
file supplemental testimony on executive compensation. Accordingly, we are

including this section on executive compensation.

What are the amounts of executive compensation, by position, that PNM
includes for recovery in its cost of service?

PNM recovers a portion of base salary for its executive officers as shown in PNM
Table ALP-5, below. As discussed earlier in this testimony, PNM applied a
benchmarked escalation percentage of 4% annually to salaries in the Base Period
to estimate base salaries in the Test Period. A portion of the Test Period salaries
was allocated to PNM in accordance with the Cost Allocation Manual, as described
by PNM witness Sanders in his direct testimony. The PNM retail share of the Test
Period salaries was included in the Company’s cost of service, as described by

PNM witness Sanders.

19
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PNM Table ALP-5 — Executive Base Salaries Included in Test Period

Test Period Salary
. . Test Period Salary |Included in Cost of

Title Test Period Salary | M Allocation) |  Service (PNM

Retail Share)
CHIEF EXECUTIVE OFFICER $ 1360935 | § 916,590 | § 806314
PRESIDENT & COO 5 660133 | $ 407368 | § 3773537
SVP, GENERAL COUNSEL 5 504118 | § 339524 | § 298.675
SVP & CHIEF FINANCIAL QOFFICER 5 499294 | § 336275 | $ 295817

Is any executive incentive compensation included in PNM’s rate request?
No. There are no amounts under the OIP or LTIP that are included in PNM’s rate

request.

How is the base compensation for executive officers determined?
Base salaries for executive officers follow the same process used for all employees,
which is included in the section of my testimony that addressed compensation

benchmarking.

VII. PNMR EMPLOYEE BENEFITS

What employee benefits are offered by PNMR and its subsidiaries?
A variety of benefits are available to employees as part of the Total Rewards
program. The following benefits are offered to full-time employees:

1. Retirement Savings Plan (401k)

2. Medical plan with a preferred provider (PPO) or high deductible plan choice

3. Dental

20
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4. Vision
5. Life insurance and Accidental Death & Dismemberment insurance
6. Short-term disability
7. Long-term disability
8. Flexible spending accounts
9. Health savings accounts
10. Educational assistance program
11. Employee assistance program
12. Paid time off
13. Holiday pay
14. Severance pay
15. Wellness program

16. PNM Retirement plan — for those employees who were hired before

December 31, 1997.

Are the PNMR benefits consistent with relevant benchmarking data and
necessary and reasonable?

Yes. The PNMR Benefits Department benchmarks the benefits to ensure they are
market competitive. As of the last benefits benchmark survey in 2024, the employee
benefits portfolio was determined to be within the market median, although PNMR
closed the defined benefit plan for employees in 1997 while other utilities continued

to provide a defined benefit. The benefits benchmarking survey, completed by
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AON, determines the relative value by comparing PNMR’s benefits value to the
average benefit value for 22 utilities participating in the comparison. Key benefits
for the PNMR PPO plan relative to the electric utility benchmark include lower
deductibles and coinsurance than market medians. It is estimated that PNMR’s

medical benefit will cover, on average, 87% of an employee’s medical claims costs,

which is in line with industry averages.

Overall, the PNMR employee benefit portfolio is within market, thus making it

competitive.

A. PNM Medical and Dental Benefits

How are medical and dental premiums split between PNM and the employee?
Currently employee participants pay 24% on average toward their overall medical
premium, with the Company paying the remaining 76%. By comparison, the utility
industry trend is to have employees pay 20% on average toward their overall
medical premium. Although slightly more on a percentage basis, single coverage
PPO wellness enrollees pay $159 per month, which is in line with the electric utility
average of $142 per month. PNMR non-single employee coverage pays $515 per
month, which is also in line with industry average of $484. Participants, on average,
pay 50% toward their overall dental premium. The employee dental contribution,
as per the utility trend, is considered to be market practice. The medical and dental

premiums contributed by employees are both benchmarked.
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What are current cost trends for medical and dental benefits?
National trends show that medical costs continue to increase year-over-year. On a
national level, for mid-sized to large employers, medical costs increased in 2023
and 2024, on average, 6.5% and 8.5%, respectively. For 2025, medical costs are
expected to increase again, on average, 8.5% nationally for mid-sized to large
employers. Based on those trends, and as shown by PNM witness Sanders, PNM is
using an escalation factor of 6% for its medical costs from the Base Period to the

Test Period. For other benefits, no other significant changes are expected from the

end of the Base Period to the end of the Test Period.

Has PNM made any efforts to control or reduce medical and dental costs?

Yes. In an effort to reach long-term objectives, effective January 1, 2018, the
Company changed medical network providers and claims administrators to help
streamline the administration. The design is a two-tier network that is intended to
stabilize and reduce claims costs through competitive contracted rates and
improved efficiencies in administrating healthcare. In addition, in 2019 the
Company changed its pharmacy benefit manager. The new manager offers highly
competitive rates through its programs, contracted discounts, rebates, and mail
order program, including an additional program targeting chronic disease and

specialty drugs to manage cost trends that went into effect in 2023.
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Additionally, as of 2020, PNM has implemented a wellness program that is
available to all employees. The program focuses on bettering the health of all
employees, which has a positive impact on the cost of health benefits, as well as on
the lives of our workforce. The wellness program offers various seminars on a
multitude of health-related items, such as reducing high blood pressure, introducing

exercise, and reducing stress. In 2023, 74% of employees participated in the

wellness program, resulting in overall improved employee wellbeing.

B. Post-Retirement Benefits Other Than Pensions

What are PBOP benefits?

PNM provides medical benefits to retired employees. These are commonly referred
to as PBOP benefits. The PBOP benefits were offered to employees during their
tenure as active employees, and in conformity with those commitments, PNM has
continued to pay for and recover the cost of the PBOP benefits from customers.
These PBOP benefits are a reasonable and necessary cost of doing business in that
they helped attract and retain qualified employees necessary to serve PNM'’s

customers.

Does PNM have any requirements to control PBOP costs?

Under the final order in Case No. 2529, PNM is required to report on its cost-saving

efforts relating to its PBOP plan.
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What efforts is the Company taking to control PBOP costs?

The following actions have been implemented to reduce PBOP expenses: (1)
eligibility for plan participation has been discontinued (i.e., retiree medical benefits
do not apply to employees hired after December 31, 1997); (2) for retirees over age
65, the retiree medical programs were modified to utilize medical benefits provided
under Medicare Part A & B for retirees not covered under the Hartford Medicare
Supplemental Plan (“The Hartford”) which reduces Company costs; (3) Wellness
and Disease Management Programs, which focus on prevention and reduce the high
dollar claims and long-term plan expense, have been expanded to cover retirees
participating in the retiree medical plan; (4) since 2014, all eligible retirees are
enrolled in a Medicare supplement insured plan through The Hartford, which has
limited the premium increase exposure over the long term; (5) for eligible retirees
over age 65, who retired on, or after, January 1, 1988, the Company’s contributions
toward the premiums under the plan have been capped at $100 per month for
medical and $35 per month for prescription drugs; (6) since 2014 all eligible retirees
are enrolled in a Part D through Express Scripts; (7) PNM contracted with Benistar
Administrative Services, Inc. for the administration of these services to further
reduce administration costs; (8) in 2017, the Premium and Value medical plan
options provided to retirees collapsed into the Standard plan; (9) PNM implemented
a 5% future cost escalation cap for pre-65 retiree medical expenses in 2018; and

(10) the Company also implemented the Express Scripts Advanced Utilization
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Management program, which reduces pharmacy costs through prior authorization,

step therapy, and drug quantity limits.

VIII. CONCLUSIONS

Do you have any concluding remarks?

Yes. PNMR’s overall Total Rewards program, including employee compensation
and benefits, is based on benchmarked data, ensuring they are both competitive and
reasonable in cost. A strong Total Reward program benefits PNM’s customers by
allowing the Company to attract and retain a well-qualified workforce that can, in
turn, provide safe and reliable service. Additionally, the WPM Plan, GIP, and AIP
provide cost-effective incentives for employees to attain goals beneficial to
customers. The Company’s compensation and benefits programs are reasonable
and in accordance with industry practices. Lastly, PNM has taken appropriate

actions to control PBOP costs.

Does this conclude your Direct Testimony?

Yes.

GCG#532494
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Angela L. Pino, CCP

Summary

Human Resources professional with over 20 years of experience and expertise in Human Resources
specializing in Compensation, Incentive Plans, Equity Plans, Job Evaluation and Classification, Salary
Administration and Benefits in Regulated and Government organizations. Focus in strategic planning,
design, implementation/execution and administration of various compensation and equity programs,
HRIS/HR systems, regulatory compliance, and Executive Leadership, Senior Management and Board of
Director interaction. Successful record of developing and enhancing programs and communications,
implementing cost effective administration, and developing creative solutions in support of the
organization’s human capital and business objectives. Demonstrated track record in cross-functional team

building and collaboration to achieve business objectives.

Professional Experience

Director Total Rewards December 2019-Current
PNM Resources, Inc.
Lead the Compensation, Benefits and HRIS teams responsible for the strategic design and management of
enterprise-wide Compensation, Equity Programs, Benefits and HR systems. Provide leadership and strategic
direction and serve as an internal consultant to help drive business outcomes, including:

Review, design, implement, communication and management of the company’s general compensation

& benefits plans, policies and structures to support business strategy and that are externally competitive

and internally equitable, cost-effective and perceived as valuable by employees.

Review and analyze benefits, compensation and equity competitive markets to determine employee

needs, trends, regulations and best practices. Develop recommendations, build stakeholder alignment,

and make strategic modifications to programs to meet the changing marketplace and company goals.

Collaborate with other Human Resources leaders in talent acquisition, learning and leadership

development, Employee and Labor Relations and the business to ensure rewards are aligned with desired

performance, workforce development and succession planning efforts.

Manage vendor contracts and service delivery to ensure cost-competitiveness, quality and compliance.
Advise, consult with and serve as a member of the Human Resources leadership team in the development
and execution of short-term and long-term plans and budgets based on broad corporate goals, and strategic
planning.

Collaborate with Finance, Legal, Corporate Tax and other corporate functions to ensure alignment with
strategic plans and regulatory compliance.

Manage benefits and compensation programs to ensure alignment with shareholder and regulatory
stakeholder interests.

Research and prepare Board of Director related materials for presentation to the Compensation Committee.
Lead the development and execution of the CD&A and proxy disclosures and ensure compliance with all
regulatory requirements.

Prepare annual budgets including financial analysis and cost/benefit analysis.

Establish and maintain long-term networking relationships through active involvement and participation in
business, community and external boards activities.

Serve as an expert resource to the business, including the company’s executive management and HR teams
concerning benefits, compensation and equity strategies and the impact of those on the business.

Served as a company expert in the preparation of direct, rebuttal testimony and interrogatories for public
utility commission regulated rate cases.

Analyze the effectiveness of current programs as to their ability to attract, motivate and retain critical talent
in support of the Total Rewards model.
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Compensation Manager September 2015-December 2019
PNM Resources, Inc.

Lead a team responsible for the strategic design and management of enterprise-wide compensation, Equity

Programs, and HR systems. Provide leadership and strategic direction and serve as an internal consultant to

help drive business outcomes, including:

e Review, design, implementation, communication and management of the company’s compensation
plans, policies and structures to support business strategy and that are externally competitive and
internally equitable, cost-effective and perceived as valuable by employees.

e Review and analyze the compensation and equity competitive markets to determine employee needs,
trends, regulations and best practices. Develop recommendations, build stakeholder alignment, and make
strategic modifications to programs to meet the changing marketplace and company goals.

e Evaluate and analyze the results of programs; report findings to the leadership and develop the business
case and rationale for recommended changes.

e (Collaborate with other Human Resources leaders in talent acquisition, benefits, learning and leadership
development, Employee and Labor Relations and the business to ensure rewards are aligned with desired
performance, workforce development and succession planning efforts.

e Manage vendor contracts and service delivery to ensure cost-competitiveness, quality and compliance.

e Advise, consult with and serve as a member of the Human Resources leadership team in the development
and execution of short-term and long-term plans and budgets based on broad corporate goals, and strategic
planning.

e Collaborate with Finance, Legal, Corporate Tax and other corporate functions to ensure alignment with
strategic plans and regulatory compliance.

e Manage compensation programs, including cash compensation, incentive and variable pay programs, merit
programs, and equity programs. Ensure alignment with shareholder and regulatory stakeholder interests.

e Research and prepare Board of Director related materials for presentation to the Compensation Committee.

e Lead the compensation related portions of the CD&A and proxy disclosures and ensure compliance with all
executive compensation matters and regulatory requirements.

e Prepare annual budgets including financial analysis and cost/benefit analysis.

e Oversee the HR technology infrastructure to ensure the company has the necessary systems in place to meet
objectives and operational effectiveness.

e Establish and maintain long-term networking relationships through active involvement and participation in
business, community and external boards activities.

e Serve as an expert resource to the business, including the company’s executive management and HR teams
concerning compensation equity strategies and the impact of those on the business.

e Served as a company expert in the preparation of direct, rebuttal testimony and interrogatories for public
utility commission regulated rate cases.

e Analyze the effectiveness of current programs as to their ability to attract, motivate and retain critical talent
in support of the Total Rewards model.

Compensation Supervisor October 2011-September 2015
PNM Resources, Inc.
Led a team responsible for the design, strategy and administration of the organization’s employee
compensation, programs. Provided leadership and strategic direction and served as an internal consultant to
help drive business outcomes.
e Designed, implemented and managed compensation plans, policies and structures to support the business
strategy and that were competitive and cost-effective to meet current and future business needs.
e Managed the enterprise-wide benchmarking processes, salary structure review and maintenance and job
evaluation processes.
e Managed the company’s salary administration and annual merit program.
e Managed the annual and long-term incentive programs.
e Partnered with Finance & Accounting, Legal, Corporate Tax, Regulatory and other functions on
compensation or other data and information for analysis and reporting purposes.
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Served as a company expert in the preparation of direct, rebuttal testimony and interrogatories for public
utility commission regulated rate cases.

Analyzed the effectiveness of current programs as to their ability to attract, motivate and retain critical
talent.

Managed budgets in compliance with business objectives. Proven experience in the areas of accounting,
finance, budget management and audit aspects for compensation programs.

Senior Compensation Analyst August 2004-October 2011
PNM Resources, Inc.

Responsible for the planning, administration and implementation of organization-wide annual and long-
term incentive plans.

Responsible for the planning and administration of organization-wide annual Merit process.
Responsible for the review, administration, and implementation of annual salary structure review.
Responsible for the oversight of day-to-day compensation issues including job evaluation, classification
and documentation, market analysis, new hire and internal salary administration, organization structure
issues, and policy interpretation.

Responsible for the implementation, testing, oversight and maintenance of compensation module and
tables of PeopleSoft system.

Represent the compensation function as a member of the company’s bargaining team for union
negotiations.

Responsible for day-to-day oversight of lower level permanent and temporary staff.

Assist in the planning, administration and execution of executive compensation programs, equity plans,
and preparation of board materials.

Assist in the development and implementation of compensation guidelines, policies and procedures.

Compensations Analyst September 2003-August 2004
PNM Resources, Inc.

Assist in the planning, administration and implementation of organization-wide annual and long-term
incentive plans.

Assist in the planning and administration of organization-wide annual Merit process.

Assist in the review, administration, and implementation of annual salary structure review.

Responsible for the oversight of day-to-day compensation issues including job evaluation, classification
and documentation, market analysis, new hire and internal salary administration, organization structure
issues, and policy interpretation.

Responsible for the implementation, testing, oversight and maintenance of compensation module and
tables of PeopleSoft system.

Support the compensation analysis and recommendation in support of Labor negotiations.

Senior Compensation/HRIS Analyst July 2003-September 2003
Lovelace Sandia Health System
o Responsible for the administration and implementation of organization-wide incentive plans and annual

Merit process.

e Responsible for day-to-day compensation issues including job evaluation, classification and documentation,

market analysis, new hire and internal salary administration, organization structure issues, and policy
interpretation.

e Responsible for the maintenance of Compensation and Job Classification data in Lawson HRIS system.
e Responsible for day-to-day oversight of lower level permanent and temporary staff. Assist in the

development and implementation of compensation guidelines, policies and procedures.
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Senior Compensation Analyst July 2001-July 2003
University of New Mexico Hospital

e Responsible for the planning and administration of organization-wide annual Merit process.

e Responsible for the review, administration, and implementation of the annual salary structure review.

e Responsible for the oversight of day-to-day compensation issues including job evaluation, classification and
documentation, market analysis, new hire and internal salary administration, organization structure issues,
and policy interpretation.

e Responsible for all compensation related issues including representation on the company’s bargaining team
in annual contract negotiations for local Nurses union.

e Responsible for day-to-day oversight of lower level permanent and temporary staff.

o Assist in the development and implementation of compensation guidelines, policies and procedures.

Senior Compensation Analyst April 1999-July 2001
City of Albuquerque
e Responsible for the oversight of day-to-day compensation issues including job evaluation, classification and
documentation, new hire and internal salary administration, organization structure issues, and policy
interpretation.
e Responsible for the planning and administration of organization-wide annual review process.
e Responsible for the review, administration, and implementation of the annual salary structure review for
multiple salary structures.
o Responsible for day-to-day oversight of lower level permanent and temporary staff.
e Assist in the development and implementation of compensation guidelines, policies and procedures.

Education

Bachelor of Business Administration, Graduated: May1998
Concentration in Accounting and Human Resources

University of New Mexico — Albuquerque, NM

Certified Compensation Professional Completed: May 2008
World at Work

Testimony Filed
In the Matter of the Application of Public Service Company of New Mexico for Revision of its Retail
Electric Rates Pursuant to Advice Notice No. 595, NMPRC Case No. 22-00270-UT
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NM Operations Business Unit Scorecard
2024 Annual Incentive Plan

GO01 - G04

Includes PNM Regulatory

2024 Achievement

Goals Weight Threshold Target Maximum 2024 Results Percent
PSIF and HSIF per year 15% 4 PSIFs and O HSIF 3 PSIFs and 0 HSIF 1 PSIFs and 0 HSIF
Achieve Rational level for overall Achieve Industry Average level for | Achieve Responsible level for overall
feM Resul 10%
SafeMap Survey Results 0% PNMR 2024 SafeMap survey overall PNMR 2024 SafeMap survey PNMR 2024 SafeMap survey
Customer Service
(Year End JD Power 10U Industry Rank of PNM's 20% 67 out of 94 63 out of 94 55 out of 94
Overall CSI score)
SAIDI 20% 94 90 86
Clear completed projects withinat | Clear completed projects within at Clear completed projects within at
Project Completions 15% least 7% under AOP budgeted capital | least 5% under AOP budgeted capital | least 2% under AOP budgeted capital
clearing clearing clearing
. i Total PRC Complaints - 160 Total PRC Complaints - 150 Total PRC Complaints - 130
Total PRC Complaints and Merited PRC Customer P P P
c laint 20% and and and
omplaints
P Merited PRC Complaints - 45 Merited PRC Complaints - 38 Merited PRC Complaints - 25
Total Results 100% 50% 100% 200%
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Overall 2024 Score

0%
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PNM Customer Experience & Marketing Business Unit Scorecard
2024 Annual Incentive Plan
GO01 - GO4
2024
. . Achievement
Goals Weight Threshold Target Maximum 2024 Results
Percent
PSIF and HSIF per year 15% 3 PSIFs and 0 HSIF 2 PSIFs and 0 HSIF 1 PSIFs and O HSIF
Achieve Rational level for Achieve Industry Average level Achieve Responsible level for
SafeMap Survey Results 10% overall PNMR 2024 SafeMap | for overall PNMR 2024 SafeMap overall PNMR 2024 SafeMap
survey survey survey
Customer Service
(Year End JD Power I0U Industry Rank of PNM's Overall CSI 20% 67 out of 94 63 out of 94 55 out of 94
score)
Total PRC Complaints - 160 Total PRC Complaints - 150 Total PRC Complaints - 130
Total PRC Complaints and Merited PRC Customer Complaints 20% and and and
Merited PRC Complaints - 45 Merited PRC Complaints - 38 Merited PRC Complaints - 25
First Contact Resolution (Web, Phone and Chat) 20% 73% 75% 80%
Business Customer Satisfaction
. 15% 7.9 8.1 8.5
(Average of 2 surveys in 2024)
Total Results 100% 50% 100% 200%
Overall 2024 Score
0%
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Shared Services Business Unit Scorecard

G01-G04
2024 Annual Incentive Plan (CFO, BTS, HR, Safety, Environmental, NERC Complaince, Public Policy, Supply Chain, Corporate Communications and General Counsel)
2024
) ) Achievement
Goals Weight Threshold Target Maximum 2024 Results
Percent
Average Results of Operations (TNMP, PNM NM Ops, 100% Calculated as the average goal achievement of the TNMP, NM Ops and
PNM Customer Experience) overall scorecard results 5 Customer Experience Scorecards
Total Results 100% 50% 100% 200%
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Overall 2024 Score

0%
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TNMP Operations Business Unit Scorecard
2024 Annual Incentive Plan
GO01 - G04
" . 2024
Goals Weight Threshold Target Maximum 2024 Results .
Achievement
PSIF and HSIF per year 15% 4 PSIFs and 0 HSIF 3 PSIFs and 0 HSIF 1 PSIFs and O HSIF
Achieve Rational level f Il Achieve Industry A level f Achieve R ible level f I
safeMap Survey Results 10% chieve Rational level for overa chieve Industry Average level for chieve Responsible level for overa
PNMR 2024 SafeMap survey overall PNMR 2024 SafeMap survey PNMR 2024 SafeMap survey
SAIDI
20% 140 133 123
(exceptions per IEEE Standard) 0
CAIDI 20% 88 85 80
Clear completed projects within at Clear completed projects within at Clear completed projects within at
Project Completions 15% least 7% under AOP budgeted capital | least 5% under AOP budgeted capital | least 2% under AOP budgeted capital
clearing clearing clearing
TNMP Rep Satisfaction 20% 4.0 4.3 4.7
Total Results 100% 50% 100% 200%
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Overall 2024 Score

0%




BEFORE THE NEW MEXICO PUBLIC REGULATION COMMISSION

IN THE MATTER OF THE APPLICATION )
OF PUBLIC SERVICE COMPANY OF NEW )
MEXICO FOR REVISION OF ITS RETAIL )
ELECTRIC RATES PURSUANT TO ADVICE )

NOTICE NO. 625 ) Case No. 24-00089-UT
)
PUBLIC SERVICE COMPANY OF NEW )
MEXICO, )
)
Applicant )
)

SELF AFFIRMATION

Angela L. Pino, Director of Total Rewards for PNM Shared Services, upon penalty of
perjury under the laws of the State of New Mexico, affirm and state: 1 have read the
foregoing Direct Testimony of Angela L. Pino and it is true and accurate based on my
own personal knowledge and belief.

Dated this 14" day of June, 2024.

/s/Angela L. Pino
Angela L. Pino




BEFORE THE NEW MEXICO PUBLIC REGULATION COMMISSION

IN THE MATTER OF THE APPLICATION )
OF PUBLIC SERVICE COMPANY OF NEW )
MEXICO FOR REVISION OF ITS RETAIL )
ELECTRIC RATES PURSUANT TO ADVICE

NOTICE NO. 625 Case No. 24-00089-UT

MEXICO,

)

)

)

PUBLIC SERVICE COMPANY OF NEW )
)

)

Applicant )

)

CERTIFICATE OF SERVICE

I hereby certify that a true and correct copy of the Public Service Company of New Mexico’s
Application for Revision of Its Retail Electric Rates Pursuant to Advice Notice No. 625 was
emailed to parties listed below on June 14, 2024.

I further certify that a true and correct copy of Public Service Company of New Mexico’s
USB Drive: 2025 PNM Rate Change Models was mailed by first class mail, postage prepaid, to

individuals with mailing addresses listed below on June 14, 2024.

PRC Records Management Bureau

Prc.records@prc.nm.gov;

Anthony Medeiros

Anthony.medeiros@prc.nm.gov;

Ana Kippenbrock

Ana.kippenbrock@prc.nm.gov;

Arthur O’Donnell

Arthur.O'Donnell@prc.nm.gov;

Alejandro Rettig y Martinez

Alejandro.martinez@prc.nm.gov;

Christopher Ryan Christopher.Ryan@state.nm.us;
PRC ADVISORY STAFF

Robert Lundin robert.lundin@prc.nm.gov;
Scott Cameron Scott.cameron@prc.nm.gov;
ABCWUA

Andrew Harriger akharriger@sawvel.com,;
Charles Kolberg ckolberg@abcwua.org;
Christopher Melendez cmelendrez@abcwua.org;
Dahl Harris dahlharris@hotmail.com;
David Garrett dgarrett(@resolveuc.com;

Ed Farrar edfarrarcpa@outlook.com;

Keith Herrmann

kherrmann@stelznerlaw.com;

L. Erica Flores

eflores@stelznerlaw.com;

Mark Garrett

mgarrett@garrettgroupllc.com;
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Nann M. Winter

nwinter@stelznerlaw.com;

BERNALILLO COUNTY

Emma Douglas

Emma(@Jalblaw.com;

Jeffrey H. Albright

JA@JalbLaw.com;

Mateo Dunne

Mateo@transformconsulting.com;

Marah deMeule

mdemeule@bernco.gov;

Maureen Reno

mreno(@reno-energy.com;

Natalia Sanchez Downey

ndowney@bernco.gov;

Valarie Joe

vjoe@bernco.gov;

W. Ken Martinez

Kenmartinez@bernco.gov;

CCAE

Cara Lynch Lynch.Cara. NM@gmail.com;
Charles de Saillan desaillan.ccae@gmail.com;
Don Hancock sricdon@earthlink.net;

Justin Brant

jbrant@swenergy.org;

COALITION FOR COMMUNITY

SOLAR ACCESS (CCSA)

Jacob Schlesinger jschlesinger@keyesfox.com;
Joseph Yar joseph@velardeyar.com;

Kevin Cray kevin@communitysolaraccess.org;
Shawna Tillberg shawna@velardeyar.com

CITY OF ALBUQUERQUE

Bryan Rowland browland@cabq.gov;

Devon King dking@cabq.gov;

Jennifer Lucero

jenniferlucero@cabq.gov;

Larry Blank Ib@tahoeconomics.com;
KROGER

Jody Kyler Cohn jkylercohn@BKLIlawfirm.com;
Joseph Yar joseph@velardeyar.com;

Justin Bieber jbieber@energystrat.com;

Kurt J. Boehm kboehm@bkllawfirm.com;
NEE

Christopher Sandberg cksandberg@mac.com;

Mariel Nanasi mariel@seedsbeneaththesnow.com;
Stephanie Dzur Stephanie@dzur-law.com
NMDOJ

Andrea Crane

ctcolumbia@aol.com;

Courtney Lane

clane@synapse-energy.com;

Doug Gegax dgegax(@nmsu.edu;
Gideon Elliot gelliot@nmag.gov;
Jocelyn Barrett jbarrett@nmag.gov:
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Maria Oropeza

| Moropeza@nmag.gov;

NM AREA

Brian Andrews bandrews(@consultbai.com;
Christopher Walters cwalters@consultbai.com;
Gerard Ortiz gortiz1229@gmail.com;

Greg Meyer gmeyer@consultbai.com;
James R. Dauphinais jdauphinais@consultbai.com;
Katrina Reid office@thegouldlawfirm.com,;
Kelly Gould kelly@thegouldlawfirm.com;
Peter J. Gould peter@thegouldlawfirm.com;
PRC ADVOCACY STAFF

Agata Malek agata.malek@prc.nm.gov;
Bryce Zedalis bryce.zedalis1 @prc.nm.gov;
Christopher Dunn Christopher.Dunn@prc.nm.gov;
Ed Rilkoff ed.rilkoff@prc.nm.gov;

Elisha Leyba-Tercero Elisha.leyba-tercero@prc.nm.gov;
Elizabeth Jeffreys elizabeth.jeffreys@prc.nm.gov;

Elizabeth Ramirez

Elizabeth.Ramirez@prc.nm.gov;

Evan Evans evan.evans@integritypower.net;
Gabriella Dasheno gabriella.dasheno@prc.nm.gov;
Georgette Ramie georgette.ramie@prc.nm.gov;
Jack Sidler Jack.Sidler@prc.nm.gov;

John Bogatko john.bogatko@prc.nm.gov;
Jonah Mauldin Jonah.Mauldin@prc.nm.gov;
Marc Tupler Marc.tupler@prc.nm.gov;

Peggy Martinez-Rael

Peggy.Martinez-Rael@prc.nm.gov;

PNM

Carey Salaz Carey.Salaz@pnm.com;

Christopher Atencio Christopher.Atencio@pnmresources.com;
Debrea Terwilliger dterwilliger@wbklaw.com,;

John Verheul John.verheul@pnmresources.com;

Justin Rivord Justin.Rivord@pnm.com,;

Mark Fenton Mark.Fenton@pnm.com;

Phillip Metzger Phillip.metzger@pnm.com,;

PNM Regulatory pnmregulatory@pnm.com;

Raymond L. Gifford rgifford@wbklaw.com;

Rick Alvidrez ralvidrez@mstlaw.com;

Stacey Goodwin, Esq.

Stacey.Goodwin@pnmresources.com;

Steve Schwebke

Steven.Schwebke@pnm.com;

SIERRA CLUB

Jason Marks

lawoffice@jasonmarks.com;
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Matt Gerhart |

matt.gerhart@sierraclub.org;

WAL-MART

Andrew D. Teague

Andrew.Teague@walmart.com;

Randy S. Bartell

rbartell@montand.com;

Sharon T. Shaheen

sshaheen@montand.com;

Steve W. Chriss

Stephen.chriss@wal-mart.com;

WRA

Clare Valentine

clare.valentine@westernresources.org;

Cydney Beadles

Cydney.Beadles@westernresources.org;

Caitlin Evans

caitlin.evans@westernresources.org;

NMPRC

PRC Records Management Bureau

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Anthony Medeiros

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Anna Kippenbrock

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Arthur O’Donnell

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Alejandro Rettig y Martinez

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Christopher Ryan

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Robert Lundin

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Scott Cameron

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

ABCWUA

Dahl Harris
2753 Herrudura Road
Santa Fe, NM 87505

Charles W. Kolberg, General Counsel
Albuquerque Bernalillo County Water Utility
Authority

P.O. Box 1293

Albuquerque, NM 87103
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Keith Herrmann

Stelzner, Winter, Warburton, Flores & Dawes,
P.A.

P.O. Box 568

Albuquerque, NM 87103

Nann M. Winter

Stelzner, Winter, Warburton, Flores & Dawes,
P.A.

P.O. Box 568

Albuquerque, NM 87103

Andrew Harriger

Sawvel and Associates, Inc.

100 E. Main Cross Street, Suite 300
Findlay, OH 45840

David Garrett

Resolve Utility Consulting
101 Park Ave Ste 1125
Oklahoma City, OK 73102

L. Erica Flores

Stelzner Law

302 8" St NW Suite 200
Albuquerque, NM 87102

Mark Garrett

Garrett Group Consulting LLC
4028 Oakdale Farm Circle
Edmond, OK 73013

BERNALILLO COUNTY

Emma Douglas
201 Third Street NW, Suite 500
Albuquerque, NM 87102

Mateo Dunne
8701 Camden Street
Alexandria, VA 22308

Jeffrey H. Albright

JAlbright Law, LLC

201 Third St. NW, Suite 1880
Albuquerque, NM 87102

Marah deMeule

Bernalillo County

415 Silver Ave SW 6™ Floor
Albuquerque, NM 87102

Maureen Reno

Reno Energy Consulting Services, LLC
19 Hope Hill Road

Derry, NH 03038

Valarie Joe

Bernalillo County

415 Silver Ave SW 6 Floor
Albuquerque NM 87102

Natalia Sanchez Downey
Deputy County Attorney
415 Silver Ave SW

Albuquerque, NM 87102

W. Ken Martinez

Bernalillo County

415 Silver Ave SW 6™ Floor
Albuquerque NM 87102

CCAE

Charles de Saillan
25 Wildflower Way
Santa Fe, NM 87506

Don Hancock c/o Cara Lynch
3305 Lykes Drive NE
Albuquerque, NM 87110

Cara Lynch
3305 Lykes Dr. NE
Albuquerque, NM 87110

Justin Brant
2334 Broadway, Suite A
Boulder, CO 80304

COALITION FOR COMMUNITY SOLAR
ACCESS (CCSA)
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Joseph Yar

Velarde & Yar, P.C.

4004 Carlisle Blvd NE, Ste S
Albuquerque, NM 87107

Shawna Tillberg

Velarde & Yar, P.C.

4004 Carlisle Blvd NE, Ste S
Albuquerque, NM 87107

CITY OF ALBUQUERQUE
Bryan Rowland Jennifer Lucero
City of Albuquerque City of Albuquerque

1 Civic Plaza NW
Albuquerque, NM 87102

1 Civic Plaza NW
Albuquerque, NM 87102

Larry Blank
Tahoeconomic, LLC
6061 Montgomery Rd
Midlothian, TX 76065

Devon King
1 Civic Plaza NW
Albuquerque, NM 87102

KROGER

Jody Kyler Cohn

Boehm, Kurtz, & Lowry

36 East Seventh Street, Suite 1510
Cincinnati, OH 45202

Joseph Yar

Velarde & Yar, P.C.

4004 Carlisle Blvd NE, Ste S
Albuquerque, NM 87107

Kurt J. Boehm

Boehm, Kurtz, & Lowry

36 East Seventh Street, Suite 1510
Cincinnati, OH 45202

Justin Bieber

Energy Strategies LLC

111 East Broadway, Suite 1200,
Salt Lake City, Ut, 84111

NEE

Mariel Nanasi
600 Los Altos Norte Street
Santa Fe, NM 87501-1260

Stephanie Dzur
5724 Nugget Ct NE
Albuquerque, NM

Christopher Sandberg
2324 14™ Street SE
Rio Rancho, NM 87124

NMDOJ
Andrea Crane Doug Gegax
The Columbia Group Inc. Doug Gegax Consulting

2805 East Oakland Park Blvd, #401
Ft. Lauderdale, FL 33306

4805 Sage Road
Las Cruces, NM 88011

Gideon Elliot

New Mexico Department of Justice
Office of the Attorney General
P.O. Drawer 1508

Santa Fe, NM 87504

Jocelyn Barrett

New Mexico Department of Justice
408 Galisteo St

Santa Fe, NM 87501
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Courtney Lane Maria Oropeza

485 Massachusetts Ave Suite 3 New Mexico Department of Justice
Cambridge, MA 02139 408 Galisteo St
Santa Fe, NM 87501
NM AREA
Peter J. Gould Kelly Gould
The Gould Law Firm The Gould Law Firm
P.O. Box 34127 P.O. Box 34127
Santa Fe, NM 87594 Santa Fe, NM 87594
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Christopher Walters

Brubaker & Associates, Inc.

16690 Swingley Ridge Road, Suite 140
Chesterfield, MO 63017

Brian Andrews

Brubaker & Associates, Inc.

16690 Swingley Ridge Road, Suite 140
Chesterfield, MO 63017

Greg Meyer

Brubaker & Associates, Inc.

16690 Swingly Ridge Road, Suite 140
Chesterfield, MO 63017

Gerard Ortiz

GT Ortiz Energy Consulting. LLC
4219 Via de Luna NE
Albuquerque, NM 87110

Katrina Reid
P. O. Box 34127
Santa Fe, NM 87594

James R. Dauphinais

Brubaker & Associates, Inc.

16690 Swingly Ridge Road, Suite 140
Chesterfield, MO 63017

PRC ADVOCACY STAFF

Bryce Zedalis

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Ed Rilkoff

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Elizabeth Jeffreys

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Elisha Leyba-Tercero

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Elizabeth Ramirez

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Gabriella Dasheno

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Georgette Ramie

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Jack Sidler

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

John Bogatko

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Jonah Mauldin

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Marc Tupler

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Peggy Martinez-Rael

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504
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Christopher Dunn

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Agata Malek

New Mexico Public Regulation Commission
P.O. Box 1269

Santa Fe, NM 87504

Evan Evans

Integrity Power Consulting
101 Merlot Drive

Abilene, TX 79602

SIERRA CLUB

Jason Marks

Jason Marks Law, LLC
1011 Third Street NW
Albuquerque, NM 87102

Matt Gerhart
2215 Lead Ave SE,
Albuquerque, NM 87106

WALMART

Andrew D. Teague

Wal-Mart Stores, Inc. Energy Services
2608 SE J St, MS 5530

Bentonville, AR 72716

Randy S. Bartell
325 Paseo de Peralta
Santa Fe, NM 87501

Shannon Shaheen
325 Paseo de Peralta
Santa Fe, NM 87501

Steve W. Chriss

Wal-Mart Stores, Inc. Energy Services
2608 SE J St, MS 5530

Bentonville, AR 72716

WRA

Cydney Beadles

Western Resource Advocates
343 East Alameda Street
Santa Fe, NM 87501

Clare Valentine
343 E. Alameda St
Santa Fe, NM 87501

Caitlin Evans
343 E. Alameda St
Santa Fe, NM 87501

Dated this 14" day of June, 2024.

/s/ Carey Salaz

Carey Salaz, Director
PNM Regulatory Planning and Policy
Public Service Company of New Mexico

GCG#532525v2
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