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LCP Team Effectiveness
Programme

With Deloitte

Speaker’s Notes:
Prompt: What is a Team Effectiveness Programme?

A Team Effectiveness Program is an initiative to drive project success by improving the
way teams work together on large and complex projects. The programme is a series
of activities, events and strategies that:

- drive for clear and common understanding of roles and accountabilities
- help establish effective operating behaviours and practices
- help integrate diverse individuals into one team

The effort is spearheaded by experts in team effectiveness and championed by project
leadership.

Both of us (Ron and Normand) have had past success leveraging team effectiveness
initiatives on project teams. We recognize opportunities for this team which is why,
together with Senior Management, we have made the decision to engage in a team
effectiveness programme for the LCP Team.

Ron: East Coast examples
Normand: Other examples
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Lower Churchill Project Team Effectiveness Programme
What its all about

Programme Purpose

» To optimize our team culture and how we work together to drive project success.

Programme Overview

« Acontinuous programme throughout the life of the project

+ A commitment to investing in you and your role on the project team
» Endorsed by all Senior Management

« Everyone will be in involved — the solution is in all of our hands!

“One fully functional, fully aligned
Lower Churchill Project Team”

Speaker’s Notes:

- You have seen emails from us (Ron and Normand) providing you with background
on the Team Effectiveness Programme

- We wanted to take the time today, while you are all together to remind you about the
details of the programme, as well as provide you with an overview of what has been
done to date and where we are going.

- Itis absolutely critical for project success that we become one fully functional Lower
Churchill Project Team
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Lower Churchill Project Team Effectiveness Programme
Where we 've come from

o Deloitte Assessment Phase
Deloitte was selected in a competitive process to run the team effectiveness
process. Phase 1 included:
* Deloitte Team Assessment surveys

Leadership Interviews

Leadership Focus Groups

Predictive Project Analysis

Observations (i.e. Meetings)

' Speaker’s Notes:

* Deloitte Team Assessments surveys conducted to determine the current state of
the Lower Churchill Project’s team dynamics, performance, culture and
interdependencies. (45 participants)

* Leadership Interviews (11 Participants)

*  Leadership Focus Groups (10 Participants)
*  Project Predictive Analysis (5 Participants)
*  Observations (i,.e Meetings)

The output of this phase was that the assessment uncovered consistent themes and
opportunities for improvement that were endorsed by the Steering Committee
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Lower Churchill Project Team Effectiveness Programme
Where we re going

Satting the Bassline and Increasing Momantum

Leadership Team
Effectiveness Lab-
(TEL)

T

Deloitte Team Assessments (DTA's)
| DebriefiTeam sessions fcomps 1, 3,4 & other [ raieet
it S | ; 3 ihaliogs
"DTA Suvey's ( Leadership. E “Team Coaching. e J
fcomp 1,3, Swategy } . BN /
OTA Suvey's

© | Acfivities that will involve the full project team

Speaking Notes:

« This programme involves everyone... you are a part of the solution ... The results will
impact everyone

« What you are seeing on the screen is a series of activities to drive Team
Effectiveness

» These activities address opportunities on a project wide, team, and individual level
« The items in “Green” are project wide initiatives

The programme is divided into two phases:

« Setting the baseline and increasing momentum - The first step of this program is
to achieve a common understanding and awareness of where we sit as a project
with respect to team effectiveness and take the initial actions necessary to address
opportunities for improvement.

« Getting to the next level - With a clear strategy in place for team effectiveness,
these activities and initiatives focus on taking this team from good to great, by
focusing not only on what has to get done, but the most effective way for this team to
do so.
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Details for each of the components:

Setting the Baseline and Increasing Momentum

All Hands Feedback Session and/or Survey — Method of assessing team member
engagement through a self-assessment.

Internal Communication Plan — The communication plan will help drive effective
information and knowledge sharing and foster consistent awareness and
understanding of internal criteria.

Sponsor Alignment Summit and Leadership Strategy— A multi-day meeting to ensure
a cohesive and aligned team effectiveness strategy among leadership. This summit
will help to drive a common understanding of roles and responsibilities for the Lower
Churchill Project on the road ahead.

Deloitte Team Assessment - The Deloitte Team Assessment (DTA) will help teams
gain a shared understanding of gaps in their current performance level and identify
opportunities for improvement.

LCP Branding — Develop a brand for the Lower Churchill Project that can be used on
internal communication

New hire orientation — The programme will support the development of up-to-date
and consistent new hire orientation materials and protocols to drive effective on-
boarding of new team members

Shared Space — The Team Effectiveness programme will address opportunities to
bring the team together by removing physical barriers in the workspace where
appropriate

Recognition and Celebration Ideas — Identify opportunities to recognize and celebrate
project wide successes and milestones.

Social Committee — The social committee will help to foster opportunities for team
members to interact, get to know each other and spend time together in fun and
creative ways beyond project specific work

Team focused activities — A number of custom activities will be created and engaged
that focus on specific teams within the LCP

Getting to the Next Level

Team Effectiveness Labs - TEL®s are unique facilitated team sessions consisting of
a customized series of agenda items specifically designed and selected for teams to
make consensus decisions on both the task and relationship elements of executing
their role within the organization. TEL’s will start at the leadership team and cascade
throughout the project teams.

Alignment Meeting - following the initial series of TELs, the leadership team will
reconvene to ensure that the decisions made in the various team sessions are
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consistent and there are no gaps or redundancies.

Checkpoint Meetings — To ensure that the project is monitoring results and looking
for continuous improvement opportunities, the teams will gather at regularly
scheduled checkpoints to assess the status of their team objectives and take
corrective actions where appropriate

Talent Strategies — The programme will establish best practice strategies for bringing
on and developing talent

Skills development workshops - The programme will develop a series of workshops
to develop and train for skills that will help to drive team effectiveness

Team/Individual Coaching - The programme will utilize leadership coaching experts
to work with teams and selected leaders to develop and leverage effective
management techniques and styles. Coaching will employ a series of personality,
skill and management assessments and work with teams to custom strategies that
are most appropriate for each team and leader.

Action Learning Projects - The programme will apply leadership and coaching
learning to project deliverables. These actions are coordinated through coaching
sessions and action learning workshops and can be applied at both team and
individual levels.



CIMFP Exhibit P-01887 Page 8

LCP Team Effectiveness Programme Contacts

LCP Team Effectiveness Programme Champion's Steering Committee

« Derek Owen » Normand Bechard
« Paul Harrington + Alfy Hanna

+ Joe Salim + Jason Kean

« Lance Clark + Jose Gillis

» Bernard Gagne + Faustina Cornick
* Ron Power + Alex Twells

Team Effectiveness Programme Team

+ Derek Owen

+ Deloitte
« Alex Twells
» Catherine Parsons Dhamija
» Tami MacDonald
+ Stephanie Campbell
+ David Axler

« ...Or stop by the “Puddle Room"”

Key closing remarks:

We have a Steering Committee in place to support this program and monitor
progress

This program is critical to driving project success and project leadership is committed
to making it work

This programme will be a continuous part of the team'’s project operating model




Deloitte CIMFP Exhibit P-01887 Page 9
©

Lower Churchill Project
July 315t Team Assembly Survey Results

August 28, 2012
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Survey Results Overview

* Participants: The survey was sent to the LCP Project Team
« Respondents:
« 132 team members responded to the multiple choice questions
* 41 team members provided written feedback on the open-ended
guestion
« Duration: The survey was open for 9 days, from August 10" to
August 19t
* Results:
« 80% in top 2 boxes (agree and somewhat agree) for all 4
multiple choice questions
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Question 1: | have a better understanding of the Question 2: | have a better understanding of the
Lower Churchill Project Lower Churchill Project’s status.
Results for Somewhat Agree and Agree: 87.1% ‘ Results for Somewhat Agree and Agree: 81%
0.8% 2.3%

3.0%

E Disagree V. | ‘
B Somewhat disagree ‘ '

; . - -
ONeither agree nor disagree Somewhat disagree

OSomewhat agree | pNeither agree nor disagree

‘:/},gree ‘ OSomewhat agree |

BAgree ’ ;
| z
\
Suggestions/Comments: Suggestions/Comments:
* Include updates from Health & Safety, Environment, Human . Too General for audience. For example: What generator was
Resources and Quality picked and why?
* Fly over video was effective, like to have it updated as project . Good at informing us how the greater project is advancing

progresses
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Survey Results

Question 3: The information was presented at Question 4: This assembly will contribute to our
the right level of detail project team'’s effectiveness.

| [ f
Results for Somewhat Agree and Agree: 84.9% ' | Results for Somewhat Agree and Agree:81%

0.8%
1.5%

B Disagree =] Disagrree |

B Somewhat disagree . BSomewhat disagree
ONeither agree nor disagree ONeither agree nor disagree

OSomewhat agree OSomewhat agree

it e . A e S | MAgree .
Suggestions/Comments: Suggestions/Comments:
+ Send e-mail with presentation & video afterwards for reference . The positive thinking from top managers will have a positive
*+ The assembly was very informative downward affect on the whole team

. Unclear of the goal and measures defining TE success
. Would like more detail on the programme
- Additional comments on next slide
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Category

Meeting preparation
and Design

Content

Team Effectiveness
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Feedback from the Participants

Participants:

Include other members of the LCP team who are located in St. John's in future events

Pre and Post Team Assembly:

Allow participants to send questions in advance
Send e-mail with presentation & video afterwards for reference

Logistics:

Host session at beginning or end of the day

Frequency:

This needs to be held on a REGULAR basis

Survey participants provided ideas on possible topics and presenters for future Team Assemblies
. Include an update of the overall project schedule
. Have Ed Martin speak next time
. It would be beneficial to have different departments give a briefing on their tasks in addition to
the component managers (HR, Finance, Health and Safety, Environment)
«  Going forward, focus on “hot topics” like: sanction details
Survey participants provided feedback on presentation design
. High level with graphics and pictures rather that tables and lists
. Short, concise presentation, of a shorter duration

Acknowledged that recognition and support for one team was positive
The participants used the survey as an opportunity to make general comments on the situation, aside
from the Team Assembly
»  Get rid of negativity and the feelings that we are no good or are not capable of being productive
* The atmosphere has been toxic
» Empower people to do their jobs
Participants provided ideas on future activities that could help with Team Effectiveness
* Host a session on procedures
» Diversity and Cultural Awareness training (Lunch & Learn)
* Ahandout or a small pamphlet with updated information or team effectiveness strategies would
help in creating an open communication environment.
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Lower Churchill Project
July 315t Team Assembly Survey Results

August 28, 2012
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Survey Results Overview

* Participants: The survey was sent to the LCP Project Team
* Respondents:
+ 132 team members responded to the multiple choice questions
« 41 team members provided written feedback on the open-ended
question
- Duration: The survey was open for 9 days, from August 10t to
August 19t
* Results:
* 80% in top 2 boxes (agree and somewhat agree) for all 4
multiple choice questions
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Question 1: | have a better understanding of the Question 2: | have a better understanding of the
Lower Churchill Project Lower Churchill Project’s status.

Results for Somewhat Agree and Agree: 87.1% Results for Somewhat Agree and Agree: 81%

08% 23%
3.0%

i IDisaé}ee } -
‘ | @Somewhat disagree 1 | SOagren
| 5 : | @BSomewhat disagree
| | ONeither agree nor disagree ‘ .
ONeither agree nor disagree |
| DSomewhat agree |
! mAgree O Somewhat agree
S S \WAgree
Suggestions/Comments: Suggestions/Comments:
* Include updates from Health & Safety, Environment, Human . Too General for audience. For example: What generator was
Resources and Quality picked and why?
» Fly over video was effective, like to have it updated as project . Good at informing us how the greater project is advancing

progresses
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Survey Results

Question 3: The information was presented at Question 4: This assembly will contribute to our
the right level of detail project team’s effectiveness.
Results for Somewhat Agree and Agree: 84.9% Results for Somewhat Agree and Agree:81%

0.8%

1.5%

' _I_Dis.‘;g_ree | @Disagree

B Somewhat disagree | @ Somewhat disagree

ONeither agree nor disagree | ONeither agree nor disagree | ]

| BSomewhat agree | BSomewhat agree

A B Agree
Suggestions/Comments: Suggestions/Comments:
* Send e-mail with presentation & video afterwards for reference . The positive thinking from top managers will have a positive
* The assembly was very informative downward affect on the whole team

. Unclear of the goal and measures defining TE success
. Would like more detail on the programme
. Additional comments on next slide
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Feedback from the Participants

Participants:

Include other members of the LCP team who are located in St. John's in future events

Pre and Post Team Assembly:

Allow participants to send questions in advance
Send e-mail with presentation & video afterwards for reference

Logistics:

Host session at beginning or end of the day

Frequency:

This needs to be held on a REGULAR basis

Survey participants provided ideas on possible topics and presenters for future Team Assemblies
. Include an update of the overall project schedule
. Have Ed Martin speak next time
. It would be beneficial to have different departments give a briefing on their tasks in addition to
the component managers (HR, Finance, Health and Safety, Environment)
. Going forward, focus on “hot topics” like: sanction details
Survey participants provided feedback on presentation design
. High level with graphics and pictures rather that tables and lists
: Short, concise presentation, of a shorter duration

Acknowledged that recognition and support for one team was positive
The participants used the survey as an opportunity to make general comments on the situation, aside
from the Team Assembly
» Get rid of negativity and the feelings that we are no good or are not capable of being productive
* The atmosphere has been toxic
« Empower people to do their jobs
Participants provided ideas on future activities that could help with Team Effectiveness
* Host a session on procedures
« Diversity and Cultural Awareness training (Lunch & Learn)
» Ahandout or a small pamphlet with updated information or team effectiveness strategies would
help in creating an open communication environment.
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Deloitte.

Supply Chain Team
Team Effectiveness
Solutioning Session

August 2012
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Session and process overview

Process

Deloitte Team Team Member Team Effectiveness Team Alignment and
Assessment Interviews '/ Solutioning Session # Milestones Session

Session Objectives Session Agenda

* To gain an understanding of the
common issues raised during the

Meeting Intro and Overview
DTA Review

Interview Themes

Identify Solutions

interviews

| [ B

* To identify actionable solutions and
3 owners to continue to improve team
effectiveness

» To work together as the Supply Chain
team
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Your DTA results - Workgroup and Team Models

Workgroup Team Workgroup versus Team
A
3
e e S

Real
Team

o

Potential

LT T

Business peers Our people Pseudo Team Team
g
team effectiveness
Attributes of Workgroups: Attributes of Teams:
Source: Katzenbach and Smith - The Wisdom of Teams

* Independent * Interdependent
« Separate goals « Common goals
« Sharing helps members » Working together is

individually perform necessary to achieve goals
* Run efficient meetings that * Encourage open-ended,

get tasks done by clear exploratory discussion to

delegation create alignment around

shared purpose

2 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment

3 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - team functional scores

- Your team

— 9
=
frad
=
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s| 8 |
b =
= |
* 7
2
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> 3
=
= |
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= 2
S
|

Direction Infrastructure Innovation Resourcefullness

Team Functional Scores

© Deloitte & Touche LLP and affiliated entities.

4 Deloitte Team Assessment for Supply Chain Procurement Team(Confidential)
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Your DTA results — team competency scores (polar diagram)

Il Your team

=== Highest performing teams
Interdependence

Communication Execution

Ownership

Decision-making
Problem solving Learning

5 Deloitte Team Assessment for Supply Chain Procurement Team(Confidential) © Deloitte & Touche LLP and affiliated entities.
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What we heard — interview key themes

Noted incremental improvements since stating that supply chain would work as one
o team

* Culture

* Processes are getting stronger, but not all the way there

* Increased speed of decision making

«  Working better since the DTA debrief session

e Effort is required to improve the way Processes and Procedures are executed within
the team
* Need more clarity on which processes to use and where to find them
* Processes change often
« Lack of communication when processes change(e.g. Project Manual)
« Standard Processes are limited
« Sometimes driven by personal/ organization preference

* Alot of the processes used by this team are dictated by other partners and therefore the change is
out of our control.

o Common impression that the Supply Chain team is still operating as two teams
*  Multiple “Us vs. Them” statements
* Integration has started but has ways to go

« Internally recognize that Pat is the leader of the Supply Chain, however this message hasn’t been

: clearly communicated to the rest of the project team O Bt el T ittt maiing.
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What we heard — interview key themes

° Team is operating in an high stress, high pressure environment that is derailing
professional behavior

* Aggressive management

» Lack of respect for career experience

*  Micro-management

« Confrontational

« Toxic communication (e.g. blame, defensiveness, stonewalling)

Communication was the most frequently voiced issue
« Gap in communication (project wide & team information)
« Communication is disjointed and informal
* Inefficient meetings
« Lack of clarity on roles, responsibilities and priorities
* Sometimes driven by personal/ organization preference

o Team expressed an opportunity to develop onboarding, training and support
 New hires expressed opportunity for quicker and smoother integration to team
* Not a clear direction of what individuals are supposed to do when they start on day 1
« Expressed gap in required competencies and existing skill set

© Deloitte & Touche LLP and affiliated entities.
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What we heard - interview key themes

o Uncertainty of working relationship between Nalcor and SLI in the future
» Lack of clarity of what the partnership looks like in the short and long term horizons
* Fearthat SNC is ‘getting tossed’

o Broad consensus that in early stages that SLI was not performing
» Didn’t execute on agreement

Team recognizes the benefits and are open to finding opportunities to come together
o and voice opftions.

» Expressed value of debrief sessions

» [dentified additional opportunities to come together more frequently

© Deloitte & Touche LLP and affiliated entities.

8 Supply Chain Solutioning Session
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What we heard — ideas on what we can do

Issue Ideas from the interviews

\
:
|
Processes and Procedures | * Document, Standardize, Formalize and Communicate Processes

* Process Implementation cheat sheet / shortcut document

* Put processes, schedule, status in visible and accessible areas

* Cascading meetings from Leadership down to Supply Chain to
define priorities and roles

Impression that the Supply |« Continue the formal integration process
Chain team is still operating
as two teams

* Team building opportunities

« Social outings

* Reward and Recognition

Communication * One-on-One access to leadership

* Updates/reports on project and team status

* Regular meetings with defined agendas including issues log

« Common drive/repository of information

Onboarding, Training and * Buddies for new hires
Support

* Training and skill development opportunities (e.g. eConnects)

9 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Solution generation - breakout groups

1. Work in your breakout groups to identify actionable solutions (e.g. initiatives, actions)
to address the issue assigned to your group

1) Processes and Procedures

2) Supply Chain team is still operating as two teams
3)Team Communication

4) Onboarding, Training and Support

2. As you are coming up with ideas consider:

* What changes do you need to make personally to increase the team’s
effectiveness?

« What has to change in the way the team works together to address the issue?
+ What does the team need to create and implement in order to address the issue?
« Who is the person that is going to take ownership of implementing this idea?

3. For each idea assign an owner and appropriate due dates

4. Document your ideas on the flip chart and be prepared to present your top two ideas
back to the team.

© Deloitte & Touche LLP and affiliated entities.

10 Supply Chain Solutioning Session
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Breakout Groups
Group 1 Group 2 Group 3 Group 4
« Pat Hussey  Ed Over  Roy Lewis « Tim Morrill
* Line Tremblay * Clarence Hewitt » Fabien C-Raynal * Tony Jackman
« Jerry Pittman * Ron Adamcyk * Andrew Clayton » Shauna Crosbie
« Sylvain Marsan « Joselyn Grant * Paul Kennedy * Micah Sze
* Cathy Chandler  Chris Woodmass

11 Supply Chain Solutioning Session

© Deloitte & Touche LLP and affiliated entities.
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Appendix

(back pocket for meeting)

13 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — highest and lowest overall statement

SCOores
Statements: 5 Highest Overall Scores Statements: 5 Lowest Overall Scores
Statement Competency Score Statement Competency Score
This team has the ‘intellectual Every team member knows a
power it needs to consistently  Decision-Making 5.3 great deal about every other T
= : : rust 2.9
make sound decisions. team member ‘as a person
This team is resilient and outside of their work life.
bounces back quickly from set- Optimism 5.3 There are formal mechanisms
backs. for regularly evaluating the
This team leader challenges the effectiveness of each team Learning 2.7
team to accomplish stretch goals P 5 1 member’s contribution to team
and keeps the team completely ’ performance.
aligned to those goals. This team is the “right size”,
Team members believe the Tiﬂiﬂg it is big engugf} to get
team’s performance has a . all the opinions needed for -
signiﬁcapnt impact on the Ownership 4.9 effective dialogue and small Composition 3.0
organization’s performance. enough to consistently make
This team embraces change and  good, timely decisions.
does an excellent job at P——— 49 For this team, meetings are
managing change to achieve Y ' highly anticipated as the
results. meetings are seen as key to Meetings 3.1
achieving individual and team
goals.
Team members really feel like
they are part of a tight, cohesive -
team and it is very clear who is a Compasiion 5.1
‘full’ member of this team.

© Deloitte & Touche LLP and affiliated entities.

14 Supply Chain Solutioning Session
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Your DTA results — highest and lowest scoring

competency

Statements: Highest Scoring Competency

Statements: Lowest Scoring Competency

Statement Competency Score Statement Competency Score

This team is able to ‘face the Every team member knows a

grutal facts’ gnd will quickly Adaptability 49 great deal aboyt every othe:r kit 25
evelop and implement a new team member ‘as a person

course of action when required. outside of their work life.

This team embraces change Every team member can

and does an excellent job at = confidently share vulnerabilities Trust 3.2

¥ y Adaptability 4.9 :

managing change to achieve with every other team member.

results. Team members never break

This team effectively reads and confidences or talk behind the Trust 3.7

adjusts quickly and Adaptability 4.8 backs of other team members.

appropriately to new situations. Team members are able to

Team members effectively manage their emotions very Trust 4.6

adapt to one another and can - effectively.

use different styles to interact RERpiy e

successfully.

15 Supply Chain Solutioning Session

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results — highest and lowest communication
sub-competency scores

Communication — 2 Highest Scores Communication — 2 Lowest Scores
Statement Sub - Score Statement Sub - Score
Competency Competency

members is open, honest and Dialogue 6.5 policies or procedures they have iy s
forthright. developed for effectively dealing e '
The team does not avoid topics with conflict.

iRt tare d'ff'cu't' or that m'f%htt General 52 This team takes the time to
create controversy or contlic effectively explore issues Dialogue 3.6
between team members. broadly and deeply

© Deloitte & Touche LLP and affiliated entities.

16 Supply Chain Solutioning Session
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Deloitte.

Debrief Output
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Why trust score

 No common goal

» Always us and them in a contract environment

* Rocky roads — baggage

« Top management has not clarified and/or endorsed roles of our team

» Turnover of key roles (e.g. project director procurement manager project
cost control manager

« Lack of continuity breeds lack of confidence
* Top management alignment (SNC/Nalcor)
 Lack of collective buy-in

* Physical barriers

18 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Top 3 Suggestions for Change

* Regular effective group meetings

« Communication of team structure and role endorsement — This team +
wide, 2 (x 3)

* Nimble and effective in service delivery — streamlining

* Process procedures templates clarity

* Town hall meeting — venting mechanism for communicating up
« Resources planning

« Conscious effort to bring team together — lead by example

19 Supply Chain Solutioning Session © Deloitte & Touche LLP and affiliated entities.
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Deloitte.

Supply Chain Team
Alignment & Team Building
Session

August 2012

» Click to edit Master text styles

— Second level
* Third level
— Fourth level
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Please sit at your assigned table

Table 1 Table 2 Table 3
+ Pat Hussey » Ed Over * Roy Lewis
* RonAdamcyk « Jerry Pittman « Fabien Cuisinier
Raynal
+ Sylvain Marsan + Shauna Crosbie « Daniel Tousignant
+ Paul Kennedy * Micah Sze

Table 4 Table 5

« Tony Jackman +  Tim Morrill

+ Chris Woodmass + Clarence Hewitt

+ Line Tremblay « Joselyn Grant
+ Bill Norberg

1 Supply Chain Alignment & Team Building Session © Deloifte & Touche LLP and affiliated entities.
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Session and process overview

~ Session Objectives

« Ensure the Supply Chain teams
alignment to the greater Lower
Churchill Project

+ Gain a common understanding of the
key accountabilities for Supply Chain
in the near term

+ Have some fun getting to know each

Safety Message

Icebreaker

O

— Project Plan (T

Meeting Kickoff and Overview

Project Overview

ony Scott)

— Supply Chain Work Packages

other 5. Mousetrap Race Car Challenge
6. Supply Chain Operating Principles
and Behaviours
2 Supply Chain Alignment & Team Building Session 15 Deloe & Touche LLP and affiloted entiies.

DTA - 16 people participated
Interviews — 17 people participated
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Project Plan Overview

Page 42
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Supply Chain Work

Packages
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Mousetrap Race Car Challenge

Purpose: To work together to build a ‘competition ready’ Mousetrap race car

Process:
1. Using the supplies provided to you on the table build a Mousetrap race car

Guidelines:

1. You can only use the supplies provided to you in the envelop

2. The mousetrap has to be included as part of the body of the race car
3. You have to incorporate a pipe cleaner

4. Be creative

5. Have fun

Prizes will be awarded to the team that builds:
+ The fastest race car
+ The most creative race car

5 Supply Chain Alignment & Team Building Session @ Deloifte & Touche LLP and affiliated entities.

Did you decide before hand which prize you were going for?
General observations on the exercise?
What worked well in working as a team? What were some of the challenges you faced?
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Supply Chain Operating Principles

Purpose: To agree on the operating principles and behaviors for the Supply Chain team that
will help govern the way this team works together

Process:

1. As ateam, discuss what the Supply Chain team should start, stop or continue to do to
successfully work together

2. Based on your input document 1 — 3 operating principles that will help govern how this
team will work together

An Operating Principle is an executable statement on how you want to function together as a team.

3. Be prepared to present your top operating principle to the team

6 Supply Chain Alignment & Team Building Session @ Deloifle & Touche LLP and affiliated entifies

Purpose: To agree on the operating principles and behaviors for the Supply Chain team that will
guide the way this team works together.

Process: In your breakout groups discuss what the supply chain either start, stop or continue to
do that you

Consideration: how you worked together in your breakout groups, the conversation you had in
Friday’s session

Introduction (5 min)

Breakout Group (20 min)

Presentation (15 min)

Agreement (15 min)

Signing of the frame (5 min)

How are you going to hold yourself to these principles?
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Detailed overview of the agenda

ng Agenda ltem D 5
*approximate timing
11:30 a.m. - 12:00 p.m. Lunch Past up to the slide with the breakout groups
12:00 p.m. - 12:15 p.m. _ Meeting Kickolf and
Overview
. Ron
. Pat
. Deloitte
12:15 p.m. ~ 12:45 p.m. Ice Breaker (Alex]
12:45 p.m. - 2:00 p.m. Project Overview Project Plan

. Project Plan (Pat or
project planner)

. Supply Chaln Work
packages (Pat)

Stephanie to introduce this agenda item.
Purpose: To understand how Supply Chain’s plan aligns with the overall project plan.

Process: Pat {or project planner] 1o review, Participants to ask questions for clarification

Details: have the plan projected on the screen

Supply Chain Work Packages

Stephanie to introduce this agenda item

Purpose: To confirm a common understanding of the awnership of the various work packages
Process: People will have already seen this. Ask if there are any questions in terms of ownership?
Qutstanding items?

Details: Have printed copies of the work package ownership and project it on the screen.

2:00 p.m. - 2:15 p.m. Break

Details: Put out the team building activity [Tami, Stephanie)

2:15 p.m. = 4:00 p.m, Team Building Activity

{Stephanie)

Stephanie lo introduce this agenda item
Introduction {10 minutes)

Building (60 minutes)

Race (15 minutes)

Debrief (20 minutes)

Tami, Alex, hanie circulate as the team is building

4:00 p.m. = 5:00 p.m. Team Ag;

(Operating
Principles)

8 Supply Chain Alignment & Team Building Sessibami; Alex,

ie to introduce this agenda item

Purpose: To agree on the operating principles and behaviors for the Supply Chain team that wii
guide the way this team works together.

Process: In your breakout groups discuss what the supply chain either start, stop or continue to do
that you

Consideration: how you worked together in your breakout groups, the conversation you had in
Friday's session

Introduction {S min)

Breakout Group (20 min)

Presentation (15 min)

Agreement (15 min)

Signing of the frome (5 min)

ie circulate during breakout groups @ Deloitte & Touche LLP and affiliated entities|
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Leadership and team development imperative
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ﬂ‘l
n\_
TJ
":1
ﬂJ
=

QA | CEOs epend as much as 40% of their time supporting |
— a0 ang LS Dena MUch as auyn O L%:"-::Ek: Hine !:‘.L.‘;}JL" 5.’"!5.., f"(::d

laTatsTa
Bl
AEAS S8

many would levy a ¢

T iz Na 11 R e Taile
premium on g Company wiin pard

"i"éi as ineffective

!L"‘

» Senior team development imperative...

— Senior team performance is a better indicator of organizational/project performance than performance
of the leader

| — High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company’s valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership

1 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

A team is a group of people mobilized to achieve common results by
working interdependently.

Teams are critical to organizational performance...

- Most orgagizational results are achieved through teams — leaders achieve most of their results through
teams; an

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....
- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.

2 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - Conscious/Competence Model

AT Conscious Conscious Conscious
Incompetence Competence Choice
)]
N
()
e
7))
=
k=,
2 Unconscious Unconscious ’ Habit
S Incompetence Competence i
o
\ 4
- Competence ¥
< sy , P
”90% of decisions are unconscious.”
Robert Cialdini

3 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - Workgroup and Team Models

Workgroup Team

Clients & Other
citizens communities

Business peers Our people
Attributes of Workgroups: Attributes of Teams:
* Independent * Interdependent
+ Separate goals + Common goals
» Sharing helps members * Working together is
individually perform necessary to achieve goals
* Run efficient meetings that « Encourage open-ended,
get tasks done by clear exploratory discussion to
delegation create alignment around

shared purpose

4 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential)

performance

AN

Workgroup versus Team

>

High
I Performing
Team

Real
Team

o

Potential

Pseudo Team Team

team effectiveness

Source: Katzenbach and Smith - The Wisdom of Teams

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

« The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their
current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

* High performing teams are very good at 4 primary functions:
- Direction — set and implement goals and strategies towards a desired direction;
- Infrastructure — establish shared processes and procedures to increase productivity;
- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

« Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a
definition of each function and competency.

e The DTA model is shown on slide 6.

5 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment

6 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887 Page 55

Your DTA results - introduction

. Deloittefmeasures team performance on a scale ranging from 1-9. Teams with an average
rating of...

- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

- 7-9 have a high level of maturity and are high performing teams.

* Your Overall Team Score/Individual Ratings, shown on slide 8, is a high level view of
| overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

* Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.

7 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.



CIMFP Exhibit P-01887 Pager 56

Your DTA results - overall team score/individual ratings

|:] Highest performing teams

s Your team

- Individual team members

High Maturity

|
BN WA VO N W

Low Maturity  \joderate Maturity

Overall Team Score/lndividual Ratings

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results - team functional scores

- Your team

[ Highest performing teams
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Direction Infrastructure Innovation Resourcefullness

Team Functional Scores
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Your DTA results - introduction

 The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

* The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

- Interdependence — team members retain a mutual reliance on one another;
- Goals & Strategies — team shares appropriate goals and strategies;

- Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

- Alignment — the degree of agreement on key decisions and actions; and,
- Context — consistently understanding and navigating circumstances surrounding the team.

* From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

« Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

* Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.

10 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential)
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Your DTA results — team competency scores (polar diagram)

Il Your team
msm Highest performing teams

Decision-making
Problem solving Learning

1 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - team competency scores

» The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

. Your team

"~ Highest performing teams

Direction

High
Maturity

Moderate
Maturity

Low
Maturity

Team Competency Scores

12 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - communications

+ Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

S5 Your team

D,

 Highest performing teams

7.4 7.4
7.0

High
Maturity

Moderate
Maturity

Low
Maturity
r

General Dialogue Conflict

Team Communication Results

13 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — highest and lowest overall statement
scores

Statements: 5 Highest Overall Scores Statements: 5 Lowest Overall Scores

Statement Competency Score Statement Competency Score
This team has the ‘intellectual Every team member knows a

power’ it needs to consistently  Decision-Making 7.5 great deal about every other Trust 39
make sound decisions. team member ‘as a person’ ’
Team members bring all the key outside of their work life.

skills and knowledge needed for There are formal mechanisms

the team to achieve its goals and Composition 73 for regularly evaluating the

to successfully execute effectiveness of each team Learning 4.2
strategies. member’s contribution to team

This team has a rich mix of performance.

differing views and opinion and This team is willing to push into

is able to generate a wide range Diversity 73 the unknown and take risks and Energy 4.8
of alternatives when faced with a gambles to achieve big results.

problem. This team is willing to use new

This team has lots of drive and is and untested ideas to achieve Energy 49
confident it will be successful at Obtimi | big results.

b o ptimism 6.9

achieving its goals and Team members are regularly

objectives. engaged in formal learning

This team never uses fear to Respect 6.8 programs aimed at developing Learning 5.0
motivate behaviour. ' their individual and team

competencies.

14 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — highest and lowest scoring
competency

Statements: Highest Scoring Competency

Statement

Team members are able to
strongly challenge one another
and still maintain a high level of
respect.

Respect

Competency

Score

6.8

This team never uses fear to
motivate behaviour.

Respect

6.8

Page 63

Statements: Lowest Scoring Competency

Statement

There are formal mechanisms
for regularly evaluating the
effectiveness of each team
member’s contribution to team
performance.

Learning

Competency

Score

4.2

The different views and
opinions of team members are
consistently listened to in an
open and non-judgmental
manner.

Respect

6.4

Team members are regularly
engaged in formal learning
programs aimed at developing
their individual and team
competencies.

Learning

5.0

Even in private, this team is
never disrespectful of people
outside the team, particularly of
those they report to or those
that report to them.

Respect

6.0

Every team member is learning
and growing as a person
through involvement with this
team and putting new learnings
into practice.

Learning

6.1

15

Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential)

RN

This team has insatiable
curiosity, and every team
member is open to new ideas
and the exploration of new
concepts.

Learning

6.4

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question One:
In your own words, describe the “culture” needed to support project success.

* The ability of individuals not to worry about who gets the credit for accomplishment of the team.

+ Inform the team on a regular basis how the project is progressing and the expectations for the next period. Encourage more
interdisciplinary dialogue to know how your portion of the work fits into the overall project. Provide opportunities for team building
outside the office environment.

+ Technical Ownership of subcomponents should be established.

+ Complete the assembling and integration of team members coming from different organization in such a way to achieve total
confidence from the client

+ Collaborative; respectful; shared "drive"; strong leadership; exceptional communication; accountability.

« Everyone working towards an agreed and common goal. Respect for all team members. People who will take responsibility and get
it done.

+  We need to care about the quality of the product that is delivered, the health & safety of those that deliver it and the financial impact
to the customers that receive it.

+ This survey is much to long and the questions are way too detailed and repetitive to possibly be completed in a meaningful way. |
suggest you take that into consideration in your survey design. | have participated in many of these and the shorter ones get the
best results.

* Open and transparent.
+ A team culture with defined roles and responsibilities that contribute to the successful completion of tasks and goals.
« Ateam culture.

16 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Two:
What are the two things this team needs to work on to support its development as a performing team?

* Wild ducks make a lot of noise, but they also have the sense to benefit from occasionally flying in formation.

* To have adequate resources to complete tasks on time, a fully integrated EPCM / Owners team that work together
as one and not on an engineering vs. owners team and reduce the cycle times of review after review of the same
document because people don't know what is in a package or document. To have the opportunity to carry out
dialogue with outside regulatory agencies to determine the best methods for constructability and the less costs
options.

* Recruitment of staff with a hydro background would be a big plus. Much time is wasted educating the less
knowledgeable staff and defending technical solutions. At times there are too many meetings which are very
lengthily. Shorter meetings can be achieved if staff come prepared.

+ Complete the recruiting of team key position Reduce the turn over among team key position.

+ Improve effectiveness of communications (meeting effectiveness; focus on team communication - minimize
separate client/consultant collaboration; improve availability of key personnel). Challenge established
formal/informal process to achieve more timely results/resolution to issues.

+ Trust of each other. Better communication in the groups. Empower small teams to get things done and not requiring
going up the line.

+ Collaboration and Good Efficient Decision Making.

» Information sharing, better meetings. v AVuRRSAe] Mol

o . - y »  Stability of the team

+ Clearly defined roles/responsibilities, and being proactive not reactive.

A fully integrated team working together
* Number one, be aware of the issues and number two, be proactive on issues. +  More effective meetings and decision making

+ Clearly defined roles and responsibilities
Streamlined team — wide communication
Trust and empowerment

17 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

* | use this quote from Andrew Carnegie "Teamwork is the ability to work together toward a common vision. The
ability to direct individual accomplishments toward organizational objectives. It is the fuel that allows common
people to attain uncommon results."

» To work as a fully integrated team to complete the project on or ahead of the planned schedule and on or below
the proposed budget to provide the owner the best value for the cost incurred.

+ To establish optimum solutions using sound engineering principles while maintaining schedule, cost and quality
assurance.

« No time lost injury in the project. Respect of schedule milestone dates. Respect of budget minimal or no changes
on established scope. Minimal comments and review on technical documents

« On time execution of planned activities. Decisions that stand the test of time.

« Agree and maintain a schedule. On time and budget. Measured benefits for Labrador as per the IBA.
» Maintaining Schedule and good HSE statistics

» Engineering deliverables and decisions.

« Engineering documentation is clearly defined and understood by construction contractors. No communication
issues between engineering and construction. Every member knows their role and duties. Clearly defined path
forward, with set goals and milestones that change little.

» Schedule Cost.

18 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential)
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Appendix — definitions

Resourcefulness

The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve’ and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the
more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction The goal or line along which everything faces or moves towards. The extent to which team
members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.

Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to
develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.

Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people
and/or facts surrounding the team in any and all situations.

19 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential)
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Appendix — definitions

Innovation The ability to transcend traditional or existing rules, ideas, patterns and relationships and
put new and better ones into practice.

Learning The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.

Problem Solving The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.

Trust Reliance on the integrity, strength and surety of oneself and others.

Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.

Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and
dignity of others.

Infrastructure The arrangement of key parts, elements and processes to facilitate efficient and effective
function and delivery of expected results.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.

Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get
desired results.

Accountability The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making The act or process of making a determination as a group after adequately contemplating various course of
action.

20 Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Appendix — Communication

Sub-Competencies Descriptions

21

Communication

The imparting or interchange of thoughts, opinions or information by speech, writing or signs.

General Communication

The ability of the team to create the environment for effective communication within the team and between the
team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.
Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.

Deloitte Team Assessment for Lower Churchill Project Component 1 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Post DTA Initiatives

Thursday August 16, 2012
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Reacuidons to Results

« General agreement with results of the DTA

* Noted that result discrepancy could have occurred from some assessing the
broader project team while others focusing on the component 1 team

* Indicated strong respect for the team’s collective knowledge and expertise

* Trust, while relatively lower than other competencies was described as having
improved within the immediate component 1 team.

« Team described trust in each others’ skill sets but little social interaction

« Learning — some felt that this was naturally low do the “project based” nature of
the team




Last - Months CIMFP Exhibit P-01887

« Growth in many aspects, notably trust and conflict resolution
* On a positive trajectory
» Change in perception of team from Us v. Them

» Room for improvement going forward
— Become more proactive
— Empower Team members
— Support performance of overall project team
— Avoid repetition and/or recreation of processes where applicable
— Boost energy and proactivity as we get closer to sanction
— Team Building = requires time and effort, doesn’t happen by chance

Page 73
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2 CIMEPR Exhibjt P-0188
Component 1 Experience with * dreat Teams”

« No distinction between owners and contractors

* Integrated team

* Honesty/Support/Realism

» Collaborative team work

* Organized structure

* Recognized benefits

 Effective, open Leadership throughout the Project



Oppui tunity Post-DTA InitidtiveS™ "%

1. Better communication at a broad level and among/between SLI and Nalcor -
Openness to others’ ideas v'v/

2. Team Buildingv’ v/ %
I.  Activities outside of work
ii. Shared Space + Removal of barriers
iii. Co-location

3. Define Roles and Responsibilities

4. Project Infrastructure
.  Manage immediate
ll.  Set up or Fix missing/ ineffective processes

5. Staffing

v" = multiple votes
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Leadership and team development imperative
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« Leader development imperaiive. ..

-~ QOrganizations with strong leader development practices have been shown to deliver higher
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many would levy a discount where lead

pgremiurm on a company with particularly effective leadership —
dership is perceived as ineffective
« Senior team development imperative...

Senior team performance is a better indicator of organizational/project performance than performance
of the leader

— High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company's valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership

1 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - Conscious/Competence Model

A Conscious Conscious Conscious
Incompetence Competence Choice

Unconscious Unconscious

Incompetence Competence ' Habit

Consciousness

\ 4
- Competence +
4 = : i
”90% of decisions are unconscious.”
Robert Cialdini
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Your DTA results - Workgroup and Team Models

Workgroup

Attributes of Workgroups:
* Independent
+ Separate goals

» Sharing helps members
individually perform

* Run efficient meetings that
get tasks done by clear
delegation

3 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential)

Team

Clients &
citizens

Other
communities

I

Business peers Our people

Attributes of Teams:
* Interdependent
+ Common goals

* Working together is
necessary to achieve goals

* Encourage open-ended,
exploratory discussion to
create alignment around
shared purpose

performance

Workgroup versus Team

High

, Performing
. Team
. Real
. Team
Work
Group
. Potential
. Pseudo Team 'eam

>

team effectiveness

Source: Katzenbach and Smith - The Wisdom of Teams

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

A team is a group of people mobilized to achieve common results by
working interdependently.

Teams are critical to organizational performance...

- Most orgacrjlizational results are achieved through teams — leaders achieve most of their results through
teams; an

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....

- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.

4 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

* The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their
current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

« High performing teams are very good at 4 primary functions:
- Direction — set and implement goals and strategies towards a desired direction;
- Infrastructure — establish shared processes and procedures to increase productivity;
- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

» Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a
definition of each function and competency.

« The DTA model is shown on slide 6.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment
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Your DTA results - introduction

* Deloitte measures team performance on a scale ranging from 1-9. Teams with an average
rating of...

- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

7-9 have a high level of maturity and are high performing teams.

* Your Overall Team Score/Individual Ratings, shown on slide 8, is a high level view of
overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

* Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.
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Your DTA results - overall team score/individual ratings
1
Overall Team Score/lndividual Ratings 1
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Your DTA results - team functional scores

- Your team
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Your DTA results - introduction

10

The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

Interdependence — team members retain a mutual reliance on one another;
Goals & Strategies — team shares appropriate goals and strategies;

Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

Alignment — the degree of agreement on key decisions and actions; and,
Context — consistently understanding and navigating circumstances surrounding the team.

From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.

Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887 Page 87

Your DTA results — team competency scores (polar diagram)

Il Your team
mmm Highest performing teams

Interdependence

Communication Execution

Goals & Strategies

Decision-making

Problem solving Learning
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Your DTA results - team competency scores

» The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

- Your team
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Your DTA results - communications

+ Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

7.4 7.4
7.0

High
Maturity

Moderate
Maturity
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Low
Maturity

General Dialogue Conflict

Team Communication Results
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Your DTA results — highest and lowest overall statement
scores

Statements: 5 Highest Overall Scores Statements: 5 Lowest Overall Scores
Statement Competency Score Statement Competency Score
This team never uses fear to Respect 6.8 This team has developed
motivate behaviour. i effective, formal and repeatable
Achieving team goals is highly processes for communicating Context 4.9
dependent on team members Interd J 6.7 with, reporting to and influencing
working very closely with one i s ol key stakeholders.
another on a regular basis. Every team member knows a
Team members believe their great deal about every other Trust 48
individual performance has a RN 6.5 team member ‘as a person’ ‘
significant impact on the team’s P : outside of their work life.
performance. Team members are regularly
When recruiting new members, engaged in formal learning
this team actively seeks programs aimed at developing Learning 4.7
candidates with different — their individual and team
backgrounds, orientations, ey - competencies.
experiences and cultures than Team members are regularly
current team members. engaged in formal learning
The individual success of team programs aimed at developing Learning 4.7
members is highly dependenton | o . o their individual and team
the full support and cooperation P : competencies.
of other team members. There are formal mechanisms
for regularly evaluating the
effectiveness of each team Learning 4.3
member’s contribution to team
performance.
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Your DTA results — highest and lowest scoring
competency

Statements: Highest Scoring Competency

Statement Competency

The team leader’s style is
highly flexible and she/he
consistently adapts her/his
behaviour in a way that is most
effective in every situation.

Leadership

Score

6.4

This team leader challenges
the team to accomplish stretch
goals and keeps the team
completely aligned to those
goals.

Leadership

6.4

Statement Competency

There are formal mechanisms
for regularly evaluating the
effectiveness of each team
member’s contribution to team
performance.

Learning

Statements: Lowest Scoring Competency

Score

4.3

This team leader consistently
manages her/his emotions in
such a way as to have a
positive impact on the team

Leadership

6.3

Team members are regularly
engaged in formal learning
programs aimed at developing
their individual and team
competencies.

Learning

4.7

This team leader is highly
attuned to the emotions of
others and is able to predict
how others might feel in
different situations.

Leadership

6.1

Every team member is learning
and growing as a person
through involvement with this
team and putting new learnings
into practice.

Learning

5.8

15
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This team has insatiable
curiosity, and every team
member is open to new ideas
and the exploration of new
concepts.

Learning

6.1
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Your DTA results

Open-Ended Questions
Question One:

In your words, describe the "culture" needed to support project success. Culture refers to the atmosphere,
team dynamics and interpersonal conditions present in the team.

A culture where this project team can leverage the diversity and experience of it's team members
» Present clear and effective communication channels

» Formal outlet for training, mentoring and coaching

* Innovative problem solving

* A more fair and efficient balance of workload, especially given resource constraints
* Friendly atmosphere among team members

* Work as an integrated team rather than as siloed individuals

+ Alignment on goals and accountability and structure

» Openness and mutual trust is required.

» Afocus on timely deliverables supported by tmonthly status updates.

» Open, respectful, trusting and collaborative work atmosphere.

16 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Two:
What are the two things this team needs to work on to support its development as a performing team?

» Team Building Activities.

+ Clear team and individual objectives and accountabilities

» Trust between organizations

* More open communication to speed problem solving and decision making.
+ Reward and Recognition for individuals who contribute to success of project
+ Effective, open communication

» Train and manage for resource shortages

» Remove compensation discrepancy

« Collaborative working style to avoid constant re-work

» Clear processes and procedures

+ Effective leadership and decision making

* Regular updates

+ Continue the Integration of team with clear lines of accountability and responsibility and promote
knowledge transfer for better results

17 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

Page 94

» Project schedules, cost and performance objectives are measured effectively and met.
» Leadership and decision making of Project Manager, Engineering Manager and Area Managers.

» Trust and openness between team members

» Defined roles and responsibilities

» Solving problems as effectively and efficiently as possible.
» Established clear and effective procedures

18 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential)
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Appendix — definitions

Resourcefulness

The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve' and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the
more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction

The goal or line along which everything faces or moves towards. The extent to which team

members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.
Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies

Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to
develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.
Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people

and/or facts surrounding the team in any and all situations.

19 Deloitte Team Assessment for Lower Churchill Project Component 3 Team (Confidential)
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Appendix — definitions

Innovation The ability to transcend traditional or existing rules, ideas, patterns and relationships and
put new and better ones into practice.

Learning The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.

Problem Solving The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.

Trust Reliance on the integrity, strength and surety of oneself and others.

Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.

Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and
dignity of others.

Infrastructure The arrangement of key parts, elements and processes to facilitate efficient and effective
function and delivery of expected results.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.

Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get
desired results.

Accountability The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making The act or process of making a determination as a group after adequately contemplating various course of
action.
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Appendix — Communication

Sub-Competencies Descriptions
Communication The imparting or interchange of thoughts, opinions or information by speech, writing or signs.
General Communication The ability of the team to create the environment for effective communication within the team and between the

team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.

Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.
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Feedback

* Nalcor and SLI should be one team with clear roles and responsibilities and
trust each other

* Processes and procedures should be frozen and user friendly
» Rework is “killing” us

« Host Lunch and Learns for knowledge transfer

» Get to know individuals, their backgrounds, and experiences
* Increase visibility to project goals

» Celebrate the goals on the team

» Highlight each individuals roles and responsibilities with respect to achieving
team success

 Host social events

« Sharing of knowledge: implement specific mechanism or formal method of
learning

« Communication: Interpersonal: Getting to know one another outside the context
of work.

1 © Deloitte & Touche LLP and affiliated entities.



CIMFP Exhibit P-01887 Page 101

DTA Debrief Action Plan

Action Owner Due date Status
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Deloitte.

Deloitte Team Assessment
Lower Churchill Project
Component 4 Team
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Leadership and team development imperative
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» Senior team development imperative...

— Senior team performance is a better indicator of organizational/project performance than performance
of the leader

— High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company’s valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership

1 Deloitte Team Assessment for Lower Churchill Team Component 4 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887 Page 104

Your DTA results - Conscious/Competence Model

e

& ¥ Conscious Conscious Conscious
Incompetence Competence Choice

Unconscious Unconscious

Incompetence Competence ’ Habit

Consciousness

\ 4
- Competence +
&% === . B
”90% of decisions are unconscious.”
Robert Cialdini

2 Deloitte Team Assessment for Lower Churchill Team Component 4 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887

Page 105

Your DTA results - Workgroup and Team Models

Workgroup

Attributes of Workgroups:
* Independent
» Separate goals

» Sharing helps members
individually perform

* Run efficient meetings that
get tasks done by clear
delegation

3 Deloitte Team Assessment for Lower Churchill Team Component 4 Team (Confidential)

Team

Clients & Other
citizens communities

Business peers Our people

Attributes of Teams:
* Interdependent
* Common goals

* Working together is
necessary to achieve goals

* Encourage open-ended,
exploratory discussion to
create alignment around
shared purpose

performance

T ]

Workgroup versus Team

>

High
/ Performing
Team

Real
Team

o,

Potential

Pseudo Team Team

team effectiveness

Source: Katzenbach and Smith - The Wisdom of Teams
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Your DTA results - introduction

* Ateam is a group of people mobilized to achieve common results by
working interdependently.

» Teams are critical to organizational performance...

- Most organizational results are achieved through teams — leaders achieve most of their results through
teams; and

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

» Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....

- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.
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Your DTA results - introduction

« The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their
current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

» High performing teams are very good at 4 primary functions:
- Direction — set and implement goals and strategies towards a desired direction;
- Infrastructure — establish shared processes and procedures to increase productivity;
- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

« Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a
definition of each function and competency.

« The DTA model is shown on slide 6.

5 Deloitte Team Assessment for Lower Churchill Team Component 4 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment
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Your DTA results - introduction

« Deloitte measures team performance on a scale ranging from 1-9. Teams with an average
rating of...
- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

- 7-9 have a high level of maturity and are high performing teams.

* Your Overall Team Score/Individual Ratings, shown on slide 8, is a high level view of
overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

* Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results - overall team score/individual ratings

I:l Highest performing teams
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Your DTA results - team functional scores
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Your DTA results - introduction

10

The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

Interdependence — team members retain a mutual reliance on one another;
Goals & Strategies — team shares appropriate goals and strategies;

Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

Alignment — the degree of agreement on key decisions and actions; and,
Context — consistently understanding and navigating circumstances surrounding the team.

From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.
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Your DTA results — team competency scores (polar diagram)

Bl Your team

mmm Highest performing teams
Interdependence
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Energy Leadership
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Problem solving Learning
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Your DTA results - team competency scores

* The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

. Your team

" Highest performing teams

Direction

Maturity

Team Competency Scores
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Your DTA results - communications

« Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

% Highest performing teams

8 7.4 7.4
7.0

High
Maturity

Moderate
Maturity

Low
Maturity
N

General Dialogue Conflict

Team Communication Results
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Your DTA results — highest and lowest overall statement

SCcores
Statements: 5 Highest Overall Scores Statements: 5 Lowest Overall Scores
Statement Competency Score Statement Competency Score
Achieving team goals is highly There are formal mechanisms
dependent on team members Intsedependenics 7.3 for regularly evaluating the
working very closely with one : effectiveness of each team Learning DL
another on a regular basis. member’s contribution to team
This team never uses fear to Respact 73 performance.
motivate behaviour. ; Every team member knows a
This team leader consistently great deal about every other Trust 54
manages her/his emotions in Caatnrit 24 team member ‘as a person’ '
such a way as to have a positive » 3 outside of their work life.
impact on the team This team consistently pushes
This team has lots of drive and is itself into the unknown to Goals & 56
confident it will be successful at = develop the most ambitious Strategies ’
achieving its goals and Optimism 7.1 | goals and strategies that it can.
objectives. Team members are regularly
This team has the ‘intellectual engaged in formal learning
power it needs to consistently  Decision-Making 7.0 programs aimed at developing Learning 5.7
make sound decisions. their individual and team
competencies.
This team is willing to push into
the unknown and take risks and Energy 57
| gambles to achieve big results.
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Your DTA results - highest and lowest scoring

competency
Statements: Highest Scoring Competency Statements: Lowest Scoring Competency
Statement Competency Score Statement Competency Score
This team has lots of drive and There are formal mechanisms
is confident it will be successful o 71 for regularly evaluating the
at achieving its goals and - ‘ effectiveness of each team Learning 5.2
objectives. member’s contribution to team
This team typically has a performance.
positive, ‘glass half full’ Optimism 7.0 Team members are regularly
attitude. engaged in formal learning
This team is resilient and programs aimed at developing Learning 57
bounces back quickly from set- Optimism 6.8 their individual and team
backs. competencies.
Even in times of hardship, this Every team member is learning
team maintains a strong focus Optimism 65 and grovying asaperson -
on the achievement of goals : through involvement with this Learning 6.5
and views crisis as opportunity. team and putting new learnings
into practice.
This team has insatiable
curiosity, and every team
member is open to new ideas Learning 6.5
and the exploration of new
concepts.
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success.

16

A culture that is receptive to original thought, results driven, but able to apply and stick to procedures as a rule.
Adherence and respect for procedures will in most cases reduce wasteful and conflicting efforts.

In those Huge project, The patience is strongly required.
Developed communicational framework no matter where he is born: verbal skill, gestures, actions, time, space
and material handling, way of work or play...

Positive reinforcement and reward oriented results help to drive the team towards the common goal. It would
be great to see more formal recognition for achieved results and when employees go beyond and above their
expectations.

Open, honest communication is critical to a project's success. Support in considering all opinions, even if they
don't align with the direction of the team is also important. Finally, strong leadership mainly at the top as well
as middle levels is necessary to drive a project's success.

Engaging. People need to feel their contributions are real and respected. Regular and consistent engagement
of team members is critical.

Need to get out of the "Silo" mentality. Culture which promotes that we all work for the project first and then for
organization. We don't work for an individual. Try to help each other whenever possible even if sometime you
may have to go little out of your way or put little more efforts.

| think it needs to get more formalized, with authority matching accountability.

1. The whole team has clear vision to support project success; sets and meets clear requirements for the
project. The project team has to be strong with clear and open communication; every team member has proper
skills to support project success.

Deloitte Team Assessment for Lower Churchill Team Component 4 Team (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success.

» Awork culture is needed that:- communicates ideas effectively- has a good balance and variety of experience
and expertise- ambitious and motivated

» A strong team atmosphere is needed in order to succeed. A friendly and collaborative team culture is needed.
» Everyone needs to be a team player and work together to complete the necessary tasks.
* Professional career development program with different trainings

« Collaborative behavior - working together as a cohesive team with an aligned focus and well established
targets and objectives

» -respect to each other, -good communication between the team members, -availability of the team members.
* Involvement at the highest level to make informed decisions that are required to move forward
« cooperation and respect

» Focused (i.e. clearly defined roles, responsibilities and process/procedures and clear, well thought out decision
making) collaborative and supportive with open communication.

* We need understand that the target is for all team, and each one must know all issue concerned at their area,
working together for get the goal.

+ team building support from high level management better communication channels more efficient processes
+ behaviors, belief and way to do things within the organization

» A culture of communication, proper role definition and delegation, and respect. It presently feels that we are
not following the "proper" channels of communication and work assignment / delegation. The various leaders
and managers seem to assign tasks themselves to junior members of the team rather than going through their
sub-managers / technical leads. This makes it hard to plan work effectively.
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Your DTA results

Open-Ended Questions
Question One (cont.):
In your words, describe the "culture" needed to support project success.

» Move from a culture of engineering towards a culture of project management.

« The "one team" will be biggest cultural change required to support project success. This is not just component
wide but across all component including Nalcor. Also accountability level across other functional disciplines are
very low.

» The "culture" required to support project success is to have an unity feel within the group. Meaning everyone
understands and acknowledges that their own work is important and aiding the project along. Also, the
philosophy of "We" not "I" or "he/she" needs to be maintained to ensure no one feels unsupported in times of
urgent matters.

* Team building culture and retaining the resources

» Communication is key to success. We have a widely varied team, with local, national and international design
and execution experience. No one way is right, but there is a combination of methods that will be optimum for
this area. We need to keep the communication lines open to effectively determine what is closest to optimum.

» Leadership needs to be evident and promoted at all levels. People need to feel empowered to do their work.

» The team's make-up requires a large proportion of members to have a significant amount of experience that |
can be applied to the project. At the same time, there needs to be a willingness to do things differently when
necessary.

« full dedication to achieve the goals set out
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Your DTA results

Open-Ended Questions
Question One (cont.):
In your words, describe the "culture" needed to support project success.

+ Help each member of the team to have a good personal development plan, by identifying technical course
appropriate for their work (not only administrative training).E-Learning is a very good and important tool to
describe the administrative tasks and the general rules to do good work, but it is enough for the technical
aspects. The same way the organization has people to take care of the computer service for email, payroll,
follow of documents, it would be important to have people dedicated to technical aspect for each department
(people not assigned to production).As an example, tower and foundation design requires a very high level of
technical skill and experience, but the average experience of the team members on tower and foundation
design for transmission lines is less than five years, when the recommended should be about 10 years.

« Communication, and the ability to help and take anybody advice.

* Astrong team that is flexible to overcome daily challenges cost effective and efficiently.

* The team members should be open in admitting their shortcomings and reaching out for help to others in the
team who have enhanced skills on that particular field of their shortcoming. Likewise those members with
superior skills in particular subject should be ready and willing to help the ones with shortcomings. Thus
everyone should foster an environment of recognition of the skills of the other team members and also ready to
help others with their strong skills in certain areas.

+ #NAME?
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Your DTA results

Open-Ended Questions
Question Two:
What are the two things this team needs to work on to support its development as a performing team?

» Recognition of the roles of the team members, the importance of those roles, and how the team collectively
represents a cohesive and functional group.

» Shared accountability.

* Human resource management and better Planning

+ Better flow of information and interdisciplinary communication. More formal channels of communicating the final

decisions and a chain reaction to adapt to those changes. We often come to hear of changes to something in
passing or after a weekly update not immediately when they are made.

« Stronger top level management and a better balance in responsibility in construction management.

« Make decisions and move on - do not re-visit decisions simply because individuals refuse to agree. This team
consists of diverse cultures and backgrounds; while certainly a strength, it needs to be managed carefully to build
a challenged yet cohesive team.

» 1) Communication - Super clear communication is a key. Avoid ambiguous communcation.2) Clarity in roles and
responsibilities

* 1)More formalized expectations2)Authority/systems/support to match the expectations

» 1. Motivating goals; 2. A mix of skills, experience and expertise to meet the challenges of the team tasks.

* 1) The team should ensure that the documentation control infrastructure is effective as possible. Sometimes it
seems that unnecessary amounts of paper work are created for minor changes.2) Team members in non-
management positions are not invited to meetings often enough. While it is counter-productive to include all team
members in all meetings, it would be effective to have bi-weekly or monthly meetings to provide a high level view
of the project for all members of a component.
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Your DTA results

Open-Ended Questions
Question Two (cont.):
What are the two things this team needs to work on to support its development as a performing team?

| 1. More communication on current progress and status of contract packages. 2. Decision making on nailing down
| design aspects in order to further detail design

« Communicate and listen to other people's opinions/ideas. Understand and accept if a mistake has been made
and steer them in the right direction to fix things.

» Organized and recognition of performance

» Continue focus on bonding SLI and Nalcor personnel into a single entity. Communicate direction, issues and
progress to others.

* learning sessions
* Work with other Components to ensure all needs are being met and communicate those needs to others.
» do not be afraid to ask questions let get it right first time

+ Communication with outside stakeholders. Meetings should have clear actions and dates and team members
should be held accountable to meet deadlines.

* we need to be strong in our communication, in technical issues, planning, and resources.
» team building activities and award process team better communication channels
+ decision making process communication

« 1. Stick to the proper delegation channels to improve our effectiveness and efficiency.2. The leads should have
more communication and consensus on decisions before assigning tasks. Currently the team may waste time by
doing a task assigned by one lead, only to have it rebuked later by another.

» Ensure that accountability is accompanied by the requested authority for the achievement of objectives. Review
the organization for a full integration of the two existing structures. This will facilitate a forward direction with the
authority and accountability required for a project of this magnitude.
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Your DTA results

Open-Ended Questions
Question Two (cont.):
What are the two things this team needs to work on to support its development as a performing team?

22

Hiring necessary Civil and Infrastructural engineers to support the development as a performing team. Aim to
achieve high quality error free deliverables with focus on zero error in order to sustain the status as a "Top
performing team".

The team needs to have an improved channel of communication from the top down. Scheduling conflicts
between deliverables needs improvement.

Improve the communication and interfaces protocol

1) There needs to be an understanding that deadlines are in place for a reason, and that they need to be realistic
and attainable. Once set, they need to be hit, or the ripple effect causes a wide range of issues.2)
Communication can never be over done. Keeping the responsible people informed will ensure that rework is
minimized, and the direction is always forward. Although setbacks are going to happen, an informed team is
better able to respond and adjust.

In my opinion, this team functions very well.

The team needs to put more focus on execution of the project - award of contracts, management of materials and
management of construction. A more clearly defined schedule is required - what needs to be completed by what
time.(Both items are difficult to establish when the timing of project sanction isn't known.)

1) more communication between team members2) more personal contact

Always investigate for themselves the technical aspects of their works (how to do the work and why to do the
work by using a specific approach instead of another one. Trying to share experience with others, by talking and
listening the others. Engineers could learn a lot of thing to and from the technicians.

The language maybe, its not an issue just time to improve.
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Your DTA results

Open-Ended Questions
Question Two (cont.):
What are the two things this team needs to work on to support its development as a performing team?

» Learn and utilize the Document Control system to help plan and organize their documents Work closely with
document control to keep the Transmission register and data up-to-date

 Helping each other with their knowledge. If a member falls in cracks others should sincerely help to put him/her
back on track. The team members should compliment each others skills. The individual team members coming
from the cross functional groups shall be provided more liberty by their functional managers to be integrated with
this team.

« -communication between components, HS and Environment-ensuring expertise that is required is obtained and
ensuring enough staff to complete the work so employees don't get "burned out"

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

* Providing the product on time and within budget.
* Investing in member professional skill development Keep preciously the valuable and perspective members

» Meeting the schedule, on budget with few issues or concerns to execute in construction.

* Meeting the timelines of the project, under budget while executing the work in a safe and high quality manner.
* Quality of design. Installed cost Schedule of deliverables. Maintaining construction schedule

* One cohesive team working towards one goal. Deliver the project in time within budget.

+ 1) Schedule (on time)2) Cost (On budget)3) Scope (fit for purpose)4) Respect/Respectful/Professional work
environment5) Appreciated (Your contribution to team is valuable)6) Fun (beyond professional - actually to have a
very pleasant/enjoyable environment)7) Employer transition plan for the end of project for each team member.
(Being able to focus on job at hand - not keeping one eye opened for other opportunities because of an uncertain
future)

+ 1. Good professional skills, experience and expertises2. Clear and open communication among team members
» Success of the project, with respect to:- Schedule- Budget- Environment- Safety

» Alignment on hot-topic issues. Engineering completion and package issuing

* Being a team player, working well together as a group, and willing to take on new challenges.

+ Dedication, timely manner, hard working

CIMFP Exhibit P-01887 Page 126
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Your DTA results

Open-Ended Questions
Question Three (cont.):
What are the key measures of success for this team?

« *execution in a timely manner* working cohesively and effectively together* good communications
« communication between the team members and the availability of the team

* Collaboration and Implementation of key processes for project success

* no more than 2 documents cycles to get client acceptance on engineering documents/drawings

» Safe, reliable design that can be executed within the project schedule and budget.

* have easy comunication.Every day meeting. Share all technical information. All team must know all goal, time and
resources to be used for get there.

» team total commitment in the project
» Engineering completed as scheduled and readiness for project execution (construction)

» 1. Project deliverables are our main measure for success.2. The team obtaining a level of personal growth and
development.

» Now, our success is measured according to the delivery of work packages in engineering. To ensure the success
of the project, we must review the organization and empower the planning and cost control and ultimately
prioritize an effective deployment of resources to the work sites.

» Right now the focus is on getting the commitment packages completed on time, quality of documents produced
and readiness for construction phase

» Meet our deliverable deadlines or properly manage delays in schedule.

» Deliver safe and on time and least cost project

* 1) We maintain our timelines2) The project gets built safely3) We have fun doing it!
* No comment.
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Your DTA results

Open-Ended Questions
Question Three (cont.):
What are the key measures of success for this team?

+ Achievement of milestone dates, particularly the awarding of the important contracts. Client acceptance of design
and construction management plans.

 getting the job done on schedule/budget

* The key issue is to produce the drawings, the previous step is to do the design and the first step is to use the
appropriate criteria for the design. The last step is to produce clear documents: drawings from the technicians and
clear design brief (including calculation criteria, results and reports. Also, the drawings revision and follow up has
to respect a very high discipline level from each of the team members.

« Communication, and ability to respect others who are new employees.
« Working as a strong team within transmission and all others on the LCP project.

+ Timely Finalizing Delivery of Engineering deliverables which are acceptable to the client. Producing designs which
are easy to construct. Maintain acceptable productivity. Good construction planning.
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Appendix — definitions

Resourcefulness The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve' and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the

more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction The goal or line along which everything faces or moves towards. The extent to which team
members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.

Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to

develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.

Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people
and/or facts surrounding the team in any and all situations.
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Appendix — definitions

Innovation The ability to transcend traditional or existing rules, ideas, patterns and relationships and
put new and better ones into practice.

Learning The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.

Problem Solving The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.

Trust Reliance on the integrity, strength and surety of oneself and others.

Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.

Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and
dignity of others.

Infrastructure The arrangement of key parts, elements and processes to facilitate efficient and effective
function and delivery of expected results.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.

Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get
desired results.

Accountability The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making The act or process of making a determination as a group after adequately contemplating various course of
action.
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Appendix — Communication

Sub-Competencies Descriptions

29

Communication

The imparting or interchange of thoughts, opinions or information by speech, writing or signs.

General Communication

The ability of the team to create the environment for effective communication within the team and between the
team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.
Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.
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Deloitte.
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Lower Churchill Project
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September 7th, 2012
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Ideas for Improvement from DTA Debrief

Action Owner

Due date

Page 134

Status

* Carlos Fernandez

Initiate Monthly Social Events for
* KeenanHealey

Component 4

+ Michael (Belanger or O’Keefe)

September 14, 2012

» Survey launched
September 10,
2012

Speak to communications about a
LCP Newsletter/Journal and include:

- C4 updates on a monthly bases
(John Walsh or Cooper and Ananth
Rao to support due September 28,
2012)

Whole project updates including:
change management changes/input,
interaction, feedback

* Kyle Tucker

September 7, 2012

+ David Green sent
forward a sample

Role reinforcement, value, and

authority for Component 4 * Afzal Hussain

September 14,2 012 * Unknown

« Caulde Daneau
« David Green
» Jackie Drover

Client/Owner Surveys and Peer
reviews

September 14,2 012 * Unknown

Technical gap closure via new hires « Afzal Hussain

In progress &
ongoing

Unknown
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Ideas for Improvement from DTA Debrief

Lunch and Learn ideas include:

- Communicate process changes
(Document Control, Change
Management, Procurement, Project
controls

Show and tell ,
Technical sharing,
Lessons learned

Get to know one another (i.e. I'm
different because?, Bio’s, Spot
Light on Team Member, etc.)

* Note: Lunch and Learns need to be
in a board room and offer an
opportunity to share experiences,
learn, and get to know one another.

Action Owner

Due date Status

Carlos Fernandez

» September 14, 2012 + Unknown

« Caude Daneau

» September 14, 2012 -+ Unknown
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Deloitte.
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Leadership and team development imperative
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« Senior team development imperative...

— Senior team performance is a better indicator of organizational/project performance than performance
of the leader

— High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company’s valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership
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Your DTA results - introduction

A team is a group of people mobilized to achieve common results by
working interdependently.

Teams are critical to organizational performance...

- Most organizational results are achieved through teams — leaders achieve most of their results through
teams; and

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....
- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.
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Your DTA results - Conscious/Competence Model
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”90% of decisions are unconscious.”
Robert Cialdini
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Page 140

Your DTA results - Workgroup and Team Models

Workgroup

Attributes of Workgroups:
* Independent
+ Separate goals

+ Sharing helps members
individually perform

* Run efficient meetings that
get tasks done by clear
delegation

Team

Clients & Other
citizens communities

Business peers Our people

Attributes of Teams:
* Interdependent
« Common goals

« Working together is
necessary to achieve goals

* Encourage open-ended,
exploratory discussion to
create alignment around
shared purpose

4 Deloitte Team Assessment for SNC Document Control Team (Confidential)

performance

Workgroup versus Team

>

High
I Performing
Team

Real
Team

Potential
Team

Pseudo Team

team effectiveness

Source: Katzenbach and Smith - The Wisdom of Teams
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Your DTA results - introduction

* The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their

current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

» High performing teams are very good at 4 primary functions:
- Direction — set and implement goals and strategies towards a desired direction;
- Infrastructure — establish shared processes and procedures to increase productivity;
- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

« Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a
definition of each function and competency.

« The DTA model is shown on slide 6.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment
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Your DTA results - introduction

» Deloitte measures team performance on a scale ranging from 1-9. Teams with an average
rating of...

- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

- 7-9 have a high level of maturity and are high performing teams.

»  Your Overall Team Score/Individual Ratings, shown on slide 8, is a high level view of
overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

« Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.
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Your DTA results - overall team score/individual ratings
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Overall Team Score/Individual Ratings
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Your DTA results - team functional scores

[ Your team
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Team Functional Scores
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Your DTA results - introduction

10

The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

- Interdependence — team members retain a mutual reliance on one another;
- Goals & Strategies — team shares appropriate goals and strategies;

- Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

- Alignment — the degree of agreement on key decisions and actions; and,
- Context — consistently understanding and navigating circumstances surrounding the team.

From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results — team competency scores (polar diagram)

Bl Yourteam
= Highest performing teams
Interdependence
Communication Execution
Ownership Goals & Strategies
Optimism Alignment
Adaptability Context
Pro-activity Composition
Energy Leadership
Respect Accountability
Diversity Meetings
Trust Decision-making
Problem solving Learning
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Your DTA results - team competency scores

« The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

. Your team
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Your DTA results - communications

* Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

s Your team
"t Highest performing teams

8 7.4 7.4
7.0

High
Maturity

Moderate
Maturity

Low
Maturity

General Dialogue Conflict

Team Communication Results
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Your DTA results — highest and lowest overall statement
scores

Statements: 5 Highest Overall Scores Statements: 5 Lowest Overall Scores
Statement Competency Score Statement Competency Score
The meeting chair-person does a Team members never break
very good job of managing all confidences or talk behind the Trust 1.4
meetings, i.e. meetings start and Meetings 44 backs of other team members.
end on time, stick to the agenda ' Team members are able to
and dialogue is managed strongly challenge one
effectively. anott'?e)rl and still maintain a Respact 18
Team members bring all the key high level of respect.
skills and knowledge needed for i Team members really feel like
the team to achieve its goals and Comprstion 42 they are part of a tighy;,
to successfully execute strategies. cohesive team and it is very Composition 1.8
This team leader consistently clear who is a ‘full' member of
manages her/his emotions in such L ; this team.
= eadership 4.0 :
a way as to have a positive impact There is a strong sense of
on the team. cohesion among team Interdependence 2.0
The team leader’s style is highly members.
flexible and she/he consistently Team members are able to
adapts her/his behavior in a way Leadership 4.0 manage their emotions very Trust 2.0
that is most effective in every effectively.
situation.
This team consistently provides
epough time fpr the level of Decision-Making 38
dialogue required to make clear,
decisive decisions.
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Your DTA results — highest and lowest scoring

competency

Statements: Highest Scoring Competency

Statement Competency Score

This team is able to ‘face the

brutal facts’ and will quickly

develop and implement a new Adaptability 3.4
course of action when

required.

Statements: Lowest Scoring Competency

Statement Competency

Team members never break
confidences or talk behind the
backs of other team members.

Trust

Page 151

Score

1.4

Team members effectively
adapt to one another and can
use different styles to interact
successfully.

Adaptability 3.4

Team members are able to
manage their emotions very
effectively.

Trust

2.0

This team embraces change
and does an excellent job at
managing change to achieve
results.

Adaptability 3.4

Every team member can
confidently share vulnerabilities
with every other team member.

Trust

2.4

This team effectively reads and
adjusts quickly and Adaptability 32
appropriately to new situations.

Every team member knows a
great deal about every other
team member ‘as a person’
outside of their work life.

Trust

2.6

15 Deloitte Team Assessment for SNC Document Control Team (Confidential)
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success.

16

Good Communication, proper training of processes and good leadership to provide
the proper direction. We need to use one system; using 2 systems is very labour
intensive.

Same comments as in the LCP Document Control team survey plus Management
support of the document control processes is required and should enforced
throughout the company - no exceptions.

Team working together as one working towards achieving one common goal.
Learning to listen, respecting and to value their team members for their thoughts,
words and actions.

It is the culture of teamwork, a culture that values the work of each. An
environment where you feel you are contributing and recognized for that. Where
everybody have the same goal and the project goad kept in our focus. Individual
ambition shouldn’t compromise the team goal.

Belief, behavior to do things whiting the organization.
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Your DTA results

Open-Ended Questions

Question Two:
What are the two things this team needs to work on to support its development as a performing team?

» Clear definition of our roles: | feel that | am all over the place with the processing of
documentation. | feel that | had a better handle on my work when | was responsible
for a component. | think we would produce better results if we had roles for a vendor
document controller and engineering document controller to ensure excellent results
are achieved. | see the importance of vendor documentation (contractual
requirements/timelines) - can be quiet frustrating juggling both as all documentation
should be processed in a timely manner.

« Same comments as in the LCP Document Control team survey.

* Learn to respect other team members and honor their ideas and talents they can
bring forward to help the team to achieve their common goal. Fairness - Every team
member to be treated fairly and with equality.

» Avoid a competition between the team members and promote the collaboration
between them. The team manager should share their information with all the team
together.

« Team work and communication.
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Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

Communication, training of processes/systems and good leadership to provide the
proper direction.

Same comments as in the LCP Document Control team survey.

Work together to achieve the common goal Team Spirit Team work Open
communication Respecting Team members Equality Fairness.

Have a document control lead. Have enough resources in document control.
Time to process documents.
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Appendix — definitions

Resourcefulness The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve’ and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the

more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction The goal or line along which everything faces or moves towards. The extent to which team
members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.

Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to

develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.

Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people
and/or facts surrounding the team in any and all situations.

19 Deloitte Team Assessment for SNC Document Control Team (Confidential) ©Daloilta: & Touche LLP and affiiated entities.




CIMFP Exhibit P-01887 Page 156

Appendix — definitions

Innovation The ability to transcend traditional or existing rules, ideas, patterns and relationships and
put new and better ones into practice.
Learning The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.
Problem Solving The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.
Trust Reliance on the integrity, strength and surety of oneself and others.
Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.
Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and |
dignity of others. i

Infrastructure The arrangement of key parts, elements and processes to facilitate efficient and effective
function and delivery of expected resulits.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.

Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get
desired results.

Accountability The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making The act or process of making a determination as a group after adequately contemplating various course of
action.
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Appendix — Communication

Sub-Competencies Descriptions

Communication The imparting or interchange of thoughts, opinions or information by speech, writing or signs.

General Communication The ability of the team to create the environment for effective communication within the team and between the
team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.

Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.
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Your DTA results - introduction

A team is a group of people mobilized to achieve common results by
working interdependently.

Teams are critical to organizational performance...

- Most orgagizational results are achieved through teams — leaders achieve most of their results through
teams; an

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....

- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.
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Leadership and team development imperative
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* Senior team development imperative...

— Senior team performance is a better indicator of organizational/project performance than performance
of the leader

— High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company’s valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership
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Your DTA results - Conscious/Competence Model

AT Conscious Conscious Conscious
Incompetence | Competence Choice
7))
7))
o
c
2]
=
9
o Unconscious ' Unconscious ’ it
§ Incompetence Competence e
A 4
- Competence +
< - _ >
”90% of decisions are unconscious.”
Robert Cialdini
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Page 163

Your DTA results - Workgroup and Team Models

Workgroup

Attributes of Workgroups:
* Independent
+ Separate goals

+ Sharing helps members
individually perform

* Run efficient meetings that
get tasks done by clear
delegation

4 Deloitte Team Assessment for Nalcor Information Management Team (Confidential)

Team

Clients & Other
citizens communities

Business peers Our people

Attributes of Teams:
* [Interdependent
+ Common goals

» Working together is
necessary to achieve goals

* Encourage open-ended,
exploratory discussion to
create alignment around
shared purpose

performance

T T

Workgroup versus Team
A

High
I Performing
Team

Real
Team

o

Potential
Team

Pseudo Team

team effectiveness

Source: Katzenbach and Smith - The Wisdom of Teams

@© Deloitte & Touche LLP and affiliated entities.



CIMFP Exhibit P-01887

Your DTA results - introduction

Page 164

* The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their
current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

* High performing teams are very good at 4 primary functions:

- Direction — set and implement goals and strategies towards a desired direction;

- Infrastructure — establish shared processes and procedures to increase productivity;

- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

« Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a

definition of each function and competency.

e The DTA model is shown on slide 6.

5 Deloitte Team Assessment for Nalcor Information Management Team (Confidential)
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Your DTA results — the Deloitte Team Assessment Model

Resourcefuiness - Communication _

Deloitte Team Assessment
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Your DTA results - introduction

» Deloitte measures team performance on a scale ranging from 1-9. Teams with an average
rating of...

- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

- 7-9 have a high level of maturity and are high performing teams.

* Your Overall Team Score/lndividual Ratings, shown on slide 8, is a high level view of
overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

* Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.
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Your DTA results - overall team score/individual ratings

8

I:] Highest performing teams

- Individual team members

High Maturity

Moderate Maturity
= MW D U N 00 W

Low Maturity

1 2 3 4 5 6
Overall Team Score/individual Ratings
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Your DTA results - team functional scores

Page 168

- Your team

I Highest performing teams
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Team Functional Scores
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Your DTA results - introduction

« The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

« The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

10

Interdependence — team members retain a mutual reliance on one another;
Goals & Strategies — team shares appropriate goals and strategies;

Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

Alignment — the degree of agreement on key decisions and actions; and,
Context — consistently understanding and navigating circumstances surrounding the team.

From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results — team competency scores (polar diagram)

Bl Your team

=== Highest performing teams
Interdependence

Communication Execution

X
KW

2,

Decision-making

Problem solving Learning
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Your DTA results - team competency scores

* The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

. Your team

Highest performing teams

Direction
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) SOV .@O
« O‘x&@ r
&
oy

Team Competency Scores
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Your DTA results - communications

13

Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

¥ Your team

9 "% Highest performing teams
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General Dialogue Conflict

Team Communication Results
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Your DTA results — highest and lowest overall statement

scores
Statements: 5 Highest Overall Scores

Statement Competency

This team never uses fear to

motivate behaviour. Respect

Score

7.5

This team typically has a

positive, ‘glass half full’ attitude. Optimism

T-2

Statements: 5 Lowest Overall Scores

Statement Competency

Team members never break
confidences or talk behind the
backs of other team members.

Trust

Score

4.5

This team feels a strong sense of
collective ownership for the
results it is pursuing.

Ownership

6.8

This team believes it has a
significant level of control over
the issues and events that might
impact results.

Ownership

4.8

Team members bring all the key

skills and knowledge needed for

the team to achieve its goals and Composition
to successfully execute

strategies.

6.8

For this team, meetings are
highly anticipated as the
meetings are seen as key to
achieving individual and team
goals.

Meetings

5.0

This team effectively reads and
adjusts quickly and appropriately  Adaptability
to new situations.

6.8

This team addresses challenges
in a way that fully taps into the
strengths of every individual.

Interdependence

14 Deloitte Team Assessment for Nalcor Information Management Team (Confidential)

On all decisions, this team is

able to get fully aligned quickly Alignment

and efficiently.

5.2

© Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887

Your DTA results — highest and lowest scoring

competency

Statements: Highest Scoring Competency

Statement Competency Score
This team typically has a

positive, ‘glass half full’ Optimism .2
attitude.

This team has lots of drive and
is confident it will be successful
at achieving its goals and
objectives.

Optimism 6.3

Page 174

Statements: Lowest Scoring Competency

Statement

Team members never break
confidences or talk behind the
backs of other team members.

Competency

Trust

Score

4.5

Even in times of hardship, this
team maintains a strong focus
on the achievement of goals
and views crisis as opportunity.

Optimism 6.0

Every team member knows a
great deal about every other
team member ‘as a person’
outside of their work life.

Trust

5.2

Team members are able to
manage their emotions very
effectively.

Trust

5.3

This team is resilient and
bounces back quickly from set- Optimism 5.8
backs.

Every team member can
confidently share vulnerabilities
with every other team member.

Trust

5.3

15 Deloitte Team Assessment for Nalcor Information Management Team (Confidential)
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success.

» Clear understanding of the objectives and the processes to be followed to achieve them.

* The culture needed to succeed depends on the leadership and trust in getting the job done. It
is critical to have clear direction and control over your success in order to meet goals and
objectives. Each and every person (on cross-functional teams) on this project need to feel
involved and know that they individually contribute to the success of that project and to learn
and be aware of other areas and how each is affected if not involved.

» Open, supportive work environment - ongoing skills enhancement - enabling employees to be
the best they can be.

+ Open communication with available project information. Information on the project should be
available to all "levels" in order for everyone to have a complete understanding of the direction
the project is on or is taking. This will allow for more sound decision making.

« Strong well balanced open communication across all levels of the organization and including all
levels - management and on down.

* | think a team needs to work together and respect each other no matter what the situation or
issue at hand and communicate all decisions to the team.
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Your DTA results

Open-Ended Questions
Question Two:
What are the two things this team needs to work on to support its development as a performing team?

* How to gain support for ideas/opportunities from management how to gain greater
implementation of the Information Management processes from management.

+ We need to work on team building as a core group and also to challenge others not to feel
discouraged by the things that are out of our control. Often as a group it is difficult when you
know the best practices and what to align groups with you but we are often challenged because
others outside of our control don't want to follow those processes/procedures.

« Team building Effective conflict resolution.

* Have more trust and confidence in the people working on the project. Better definition of role and
responsibilities for better accountability. Eliminate micro management as it is unnecessary if goals
are set and results are expected and achieved.

» Positive attitude and more team building exercises.

17 Deloitte Team Assessment for Nalcor Information Management Team (Confidential) © Deloitte & Touche LLP and affiliated entities.



CIMFP Exhibit P-01887 Page 177

Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

18

Timely completion of IM processes. Full implementation of IM processes progressive handover of
documentation. Minimal staff turn over.

A team needs to know how they contribute to the overall success of any project (shared vision).
The quality of the information and customer service that they output to others that depend on
them. Feedback from each other and our customers to help improve on our customer service
and process improvement.

Client satisfaction. Efficiency/Timeliness
Productivity/Results oriented.
Ability to tackle a problem and identify the source and produce a solution.

Communication is a necessity so we are all aligned and a respectful work place, especially within
our team.
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Appendix — definitions

Resourcefulness The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve’ and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the

more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction The goal or line along which everything faces or moves towards. The extent to which team
members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.

Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to

develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.

Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people
and/or facts surrounding the team in any and all situations.
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Appendix — definitions

Innovation

The ability to transcend traditional or existing rules, ideas, patterns and relationships and

put new and better ones into practice.

Learning

The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.

Problem Solving

The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.

Trust Reliance on the integrity, strength and surety of oneself and others.

Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.

Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and

dignity of others.

Infrastructure

The arrangement of key parts, elements and processes to facilitate efficient and effective

function and delivery of expected results.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.
Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get

desired results.

Accountability

The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting

An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making

The act or process of making a determination as a group after adequately contemplating various course of
action.
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Appendix — Communication

24

Sub-Competencies

Communication

Descriptions

The imparting or interchange of thoughts, opinions or information by speech, writing or signs.

General Communication

The ability of the team to create the environment for effective communication within the team and between the
team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.
Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.
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Information Management
Post-DTA Debrief

August 16th, 2012



2 i CIMFP Exhibit P-01887
Expc.ience with Great Teams

« Personal and team incentives
* Synchronized

« 6! sense

» Success feeds the morale

* One vision

* Passion

* Mutual reliance and support

* Hard work

« Knew each other well

* Open

» Leadership and decision making

Page 183
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 Geographic separation creates challenge

Goals and Strategies

External groups inconsistencies and internal challenges hinder this team’s
clarity on goals and implementation

Need a forum and rigour to address gaps
No Formal mechanism for inter-team communication or issue resolution
Processes and Procedures change and/or are unclear

Communication
* No Performance Appraisal for Contractors
* No formal process for providing feedback
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Ideas for This Team

Clarify Team and Team member expectations

Closer line of sight to day-to-day activities

David to Participate in Vicki’'s meeting

4. Alignment on tools and processes. Need Project decision on 1 system
( Requires senior level support)

5. Work on Feedback in Team environment

— Workshops

— Skill Development

— Formal feedback forum/mechanism

D =
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Deloitte Team Assessment
Lower Churchill Project
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Leadership and team development imperative

Some Boards and CECs spend a

. Senlor team development imperative...

— Senior team performance is a better indicator of organizational/project performance than performance
of the leader

— High performing senior teams are critical for high CEO performance

— Financial markets place a 10%-15% premium on a company’s valuation if it has particularly effective
senior leadership team, compared to a 20% discount when presented with ineffective leadership

1 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and ffiliated entities.
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Your DTA results - introduction

A team is a group of people mobilized to achieve common results by
working interdependently.

Teams are critical to organizational performance...

- Most orgagizational results are achieved through teams — leaders achieve most of their results through
teams; an

- The performance of senior teams, i.e. executive teams, senior project teams, etc. have been shown to
have as great an impact on results as the performance of individual leaders.

Despite their importance to organizational and project performance, most teams underperform.
Further, most teams....

- Are unaware of how they are performing; and

- Greatly benefit from initiatives aimed at addressing gaps in performance once they determine where to
focus their development efforts.

The DTA recognizes that many groups of people are not teams at all — they are work groups.

- Generally, as the difficulty of achieving results increases — either the goals become bigger or the
complexity and level of change in the environment rises — teams are more effective than work groups,
especially over the long term.

- Teams and work groups function very differently and the DTA gives you insight into whether you are
functioning as a work group or a team. Both work groups and teams are very viable models for group
function under the right circumstances.

2 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - Conscious/Competence Model

A Conscious | Conscious Conscious
Incompetence Competence Choice
7]
7]
Q
c
73]
= .
i)
s Unconscious _; Unconscious ’ Habit
5 Incompetence ' Competence a
&) _
v
- Competence %
s e : P
”90% of decisions are unconscious.”
Robert Cialdini

3 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - Workgroup and Team Models

Workgroup Team Workgroup versus Team

A

Clients & Other
citizens communities

High
I Performing
Team

performance

R

Real

" 93
Leader Team

W
Group
- . Potential
Business peers Our people . Pseudo Team  162M
&
team effectiveness
Attributes of Workgroups: Attributes of Teams:
Source: Katzenbach and Smith - The Wisdom of Teams
* Independent * Interdependent
+ Separate goals « Common goals
* Sharing helps members * Working together is
individually perform necessary to achieve goals
* Run efficient meetings that * Encourage open-ended,
get tasks done by clear exploratory discussion to
delegation create alignment around

shared purpose

4 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

* The Deloitte Team Assessment (DTA) help teams gain a shared understanding of gaps in their
current performance level and supports them to improve performance.

« Communication is at the core of the model because our experience tells us it underpins
everything the team does and is necessary for effective team function.

» High performing teams are very good at 4 primary functions:
- Direction — set and implement goals and strategies towards a desired direction;
- Infrastructure — establish shared processes and procedures to increase productivity;
- Innovation — effectively create and implement solutions to problems along the way; and
- Resourcefulness — maintain the positivity and momentum required to succeed.

« Each function is supported by five team competencies. In our experience, high performing
teams are better than low performing teams in every competency. See the Appendix for a
definition of each function and competency.

e The DTA model is shown on slide 6.

5 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitts & Touche LLP and afisiatad sniities.
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Your DTA results — the Deloitte Team Assessment Model

Resourcefulness Communication

Deloitte Team Assessment

6 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - introduction

* Deloitte measures team performance on a scale ranging from 1-9. Teams with an average
rating of...
- 1-3 have a low level of maturity and are a low performing team or (possibly) a workgroup;

- 4-6 have a moderate level of maturity and are a medium performing team or (possibly) making the
transition from work group to team; and

- 7-9 have a high level of maturity and are high performing teams.

« Your Overall Team Score/lndividual Ratings, shown on slide 8, is a high level view of
overall team performance. It is based on the total points your team accumulated from
the scores of all statements in the DTA.

* Your Team Functional Scores, shown on slide 9, represents your view of how well the
team is performing in each of the four team functions.

7 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - overall team score/individual ratings

[:l Highest performing teams

© Your team

- Individual team members

High Maturity
N 00 W

o

Moderate Maturity

RN W D U

Low Maturity

1 2 3 - o 6 7 8 9 10 11 12

Overall Team Score/Iindividual Ratings

8 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - team functional scores

- Your team

High Maturity
(8]

T

2

5[ 6 |
(1]

L .
(]

® B

[

=]

(=]

= L. 4

> 3

=

s |

©

= 2

2

o

£ |

Direction Infrastructure Innovation Resourcefullness

Team Functional Scores
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Your DTA results - introduction

« The DTA measures 21 competencies that are important to creating and maintaining high
team performance over the long term.

* The competencies are aligned to specific team functions. For instance, there are 5
competencies that enable a team to set and maintain an appropriate Direction:

10

Interdependence — team members retain a mutual reliance on one another:
Goals & Strategies — team shares appropriate goals and strategies;

Execution — the ability of the team to establish clear, repeatable processes for putting strategies
and plans into action;

Alignment — the degree of agreement on key decisions and actions; and,
Context — consistently understanding and navigating circumstances surrounding the team.

From our experience, all competencies are not equal — some are more important than
others. For instance, for a team to function to set and maintain an appropriate
direction, we believe the competencies of Goals & Strategies and Alignment are
particularly important.

Some of your competency scores are benchmarked against the average scores of
high performing teams in our data base — these are shown in green on the next slide.

Your Team Competency Scores, shown on slides 11 and 12, represent your view of
how well the team is performing in each of the 21 competencies.

Deloitte Team Assessment for Lower Churchill Project Environment (Confidential)

© Deloitte & Touche LLP and affiliated entities.
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Your DTA results — team competency scores (polar diagram)

Bl Your team

mmm Highest performing teams
Interdependence

Communication Execution

Adaptability Context
Pro-activity Composition
Energy Leadership
Respect Accountability

Problem solving Learning

11 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Moderate

Maturity
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Your DTA results - team competency scores

« The chart below provides you with another view of the competency scores for each of the
four functions and provides the specific average score for each competency.

. Your team

Highest performing teams

Direction

Maturity

Team Competency Scores

12 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results - communications

» Because Communication is so vital to the performance of a team, the DTA provides an
overall measure of communication within a team and measures the team’s ability to
effectively and consistently undertake three specific types of communication that are key to
high performance: general communication, dialogue and conflict.

I

EEE Your team

9 £ Highest performing teams
5 z 8 74 7.4
3
3 . 7.0
~ 6
Q
w® =
g5 | °
[v]
S= L 4
£
% 2
=
L1

General Dialogue Conflict

Team Communication Results
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Your DTA results — highest and lowest overall statement

scores

Statements: 5 Highest Overall Scores

Statement

This team never uses fear to
motivate behaviour.

Competency

Respect

Score

7.3

This team has the ‘intellectual
power it needs to consistently
make sound decisions.

Decision-Making

6.8

Statements: 5 Lowest Overall Scores

Statement

Every team member knows a
great deal about every other
team member ‘as a person’
outside of their work life.

Competency

Trust

Score

3.5

This team leader consistently
manages her/his emotions in
such a way as to have a positive
impact on the team

Leadership

6.7

There are formal mechanisms
for regularly evaluating the
effectiveness of each team
member’s contribution to team
performance.

Learning

4.4

This team is able to ‘face the
brutal facts’ and will quickly
develop and implement a new
course of action when required.

Adaptability

6.6

This team consistently pushes
itself into the unknown to
develop the most ambitious
goals and strategies that it can.

Goals &
Strategies

4.5

The team leader’s style is highly
flexible and she/he consistently
adapts her/his behaviour in a
way that is most effective in
every situation.

Leadership

6.5

Team members are regularly
engaged in formal learning
programs aimed at developing
their individual and team
competencies.

Learning

4.7

14 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential)

Every team member can
confidently share vulnerabilities
with every other team member.

Trust

4.7
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Your DTA results — highest and lowest scoring
competency

Statements: Highest Scoring Competency Statements: Lowest Scoring Competency
Statement Competency Score Statement Competency Score
This team never uses fear to Respect 73 Every team member knows a

motivate behaviour. ) great deal about every other T

; = ¢ ' rust 2.5

The different views and team member ‘as a person

opinions of team members are outside of their work life.

consistently listened to in an Respect 6.3 Every team member can

open and non-judgmental confidently share vulnerabilities Trust 4.7
manner. with every other team member.

Even in private, this team is Team members never break

never disrespectful of people confidences or talk behind the Trust 5.5
outside the team, particularly of Respect 6.3 backs of other team members.

those they report to or those Team members are able to

that report to them. manage their emotions very Trust 6.3
Team members are able to effectively.

strongly challenge one another

and still maintain a high level of e .

respect.

15 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success,

* The culture required to achieve project success includes inter- and intraorganizational open communication
and collaboration. Additionally, respect for the goals of each team is required.

» Positive team building and acceptance of an alternative approach.
* Maintain a positive attitude, communicate openly and often, and never be afraid to ask questions.

* In order to support the success of the project, it is important to have a sense of pride and ownership of the
work we complete. As project persennal we should strive for excellence and at the end of the day we need to
feel that the efforts we put in are in the best interest of the project.

* Everyone needs to be open and communicate with each other more.
» Team-oriented, focused with a positive outlook.

* More open discussion on alternatives as solutions rather than this is the way we have done things before. Be
able to talk and discuss requirements and solutions with regulatory bodies and express your interpretation of
the requirements for the problem. Accept new ideas with an open mind and not try to totally adapt old solutions.

» Ateam culture with open communication and understanding between SLI office staff and SLI field staff
including Construction Manager, On Site Environmental Coordinator and On Site Environmental Monitors.

* Project success depends on collaboration between group members and an open and honest line of
communication. It is important for all members to understand their role and how it affects other members of the

group.
* Open minded team members; being able to speak freely without feeling judged.
» All team members working together.

16 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question One:
In your words, describe the "culture" needed to support project success,

* The culture required to achieve project success includes inter- and intraorganizational open
communication and collaboration. Additionally, respect for the goals of each team is required.

+ Positive team building and acceptance of an alternative approach.

+ Maintain a positive attitude, communicate openly and often, and never be afraid to ask questions.

* In order to support the success of the project, it is important to have a sense of pride and ownership of the
work we complete. As project persennal we should strive for excellence and at the end of the day we need to
feel that the efforts we put in are in the best interest of the project.

+ Everyone needs to be open and communicate with each other more.
» Team-oriented, focused with a positive outlook.

| * More open discussion on alternatives as solutions rather than this is the way we have done things before. Be
| able to talk and discuss requirements and solutions with regulatory bodies and express your interpretation of
the requirements for the problem. Accept new ideas with an open mind and not try to totally adapt old solutions.

+ Ateam culture with open communication and understanding between SLI office staff and SLI field staff
including Construction Manager, On Site Environmental Coordinator and On Site Environmental Monitors.

* Project success depends on collaboration between group members and an open and honest line of

communication. It is important for all members to understand their role and how it affects other members of
the group.

* Open minded team members; being able to speak freely without feeling judged.
» All team members working together.

17 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Two:
What are the two things this team needs to work on to support its development as a performing team?

» Acceptance of alternative solutions, and not always going by the book.

» Technical expertise Report writing

» Communication Definition of individual roles and responsibilities

* More communication around problems Set the goals and follow them.

» Team building sessions. Discussion of the team roles and responsibilities with the other teams within the project.
* 1. Communication 2. Being proactive instead of reactive

» 1. The team needs to communicate more frequently as a complete group (on-site and office staff) so everyone is
on the same page with regards to activities and goals.2. More interfacing with other departments/components to
make sure they include the environmental department in the changes that may affect our work.

« 1. Communication between site office and the St. John's office. 2. Communication between different departments
to ensure the team is aware of relevant changes.

* More formal contact and more direction.

18 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Your DTA results

Open-Ended Questions
Question Three:
What are the key measures of success for this team?

» This team should be highly proactive and anticipate the needs other teams.

* Know their roles. Work with Engineering, not demand input. Enforce environmental measures at the construction
site.

» Meeting delivery schedules Others showing confidence in our work
+ On time contract completion. World class environmental record!
» Ensuring all regulatory and permitting requirements have been met without impacting schedule/

» To identify Environmental issues before they cause delays, have all necessary permits in place in advance of the
scheduled requirement dates. Inform regulatory agencies of the project requirements concerning Environmental
issues.

+ Completing the project with no unacceptable impacts on the environment. Completing the project with no delays
related to environmental issues and permits.

* 1. Good environmental practices being consistently used on-site.2. Having regulators pleased with on site
activities.3. Having very few incidents on site because of good practices.

* Provide on site personnel with the documents and mitigation measures needed to complete construction is an
environmentally friendly manner while following the regulations and conditions set out by the regulators.

* Working together.

19 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Appendix — definitions

Resourcefulness The will and ability to deal skillfully and promptly with new situations, difficulties, people,

etc.. The ability to optimize what the team has to work with and develop strategies to do
more with existing resources.

Energy The capacity for vigorous activity. Having lots of power available.

Pro-activity Ability to prepare for, intervene in or control unexpected occurrences or situations, especially difficult ones.
Showing a passion for ‘staying ahead of the curve’ and showing continuous improvement in results.

Adaptability Ability to adjust oneself readily to different situations, especially difficult ones.

Optimism Disposition or tendency to look on the positive side (perspective) of events or conditions and to anticipate the

more favorable outcome. Happiness.

Ownership Degree to which people believe or feel that a process, decision, or outcome belongs to them.

Direction The goal or line along which everything faces or moves towards. The extent to which team
members have a clearly specified idea of their purpose and what needs to be accomplished.

Interdependence The quality or condition of being interdependent or mutually reliant on one another. The team is collectively
responsible for the achievement of goals and objectives.

Execution The ability of the team to establish clear, repeatable processes for putting strategies and plans into action.

Goals & Strategies Degree to which goals and strategies are understood, communicated and deliver intended results. Ability to

develop and implement sound goals and strategies successfully.

Alignment Degree to which a group of people see a goal, strategy, problem or process in the same way. The degree of
agreement and/or cooperation among a group or team of people.

Context Ability to effectively discern, navigate and develop a shared understanding of the circumstances, people
and/or facts surrounding the team in any and all situations.

20 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Deloitte & Touche LLP and affiliated entities.
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Appendix — definitions

Innovation The ability to transcend traditional or existing rules, ideas, patterns and relationships and
put new and better ones into practice.

Learning The act or process of systematically adopting new ideas, knowledge and capabilities by putting them into
practice.

Problem Solving The act or process of solving a problem. In its broadest terms, a problem is any situation that you want to
change.

Trust Reliance on the integrity, strength and surety of oneself and others.

Diversity The open expression of different experiences, knowledge and perspectives. Working to continuously increase
knowledge and understanding through different backgrounds, orientations, experiences, cultures, etc.

Respect Esteem and/or a sense of worth or excellence for oneself and others. Placing a value on the humanity and
dignity of others.

Infrastructure The arrangement of key parts, elements and processes to facilitate efficient and effective
function and delivery of expected results.

Composition The arrangement of key parts, elements to facilitate efficient and effective function. The degree to which the
size, membership and skills of the team are appropriate to achieve desired results.

Leadership The effective purpose and function of the person leading the group. The ability to mobilize the team to get
desired results.

Accountability The act or process of being answerable for a responsibility conferred and accepted. Every team member is
responsible for the team’s results and behavior.

Meeting An assembly or conference of people for a specific purpose. To come together for action, conference or other
common purpose.

Decision-Making The act or process of making a determination as a group after adequately contemplating various course of
action.

21 Deloitte Team Assessment for Lower Churchill Project Environment (Confidential) © Delaitts & Touche LLP and afilisied entities.
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Appendix — Communication

Sub-Competencies Descriptions

2

Communication

The imparting or interchange of thoughts, opinions or information by speech, writing or signs.

General Communication

The ability of the team to create the environment for effective communication within the team and between the
team and stakeholders

Dialogue The ability of the team to communicate in a way that consistently exposes the wisdom of team members and
generates team wisdom.
Conflict To come into collision or disagreement; be contradictory, at variance or in opposition.

Deloitte Team Assessment for Lower Churchill Project Environment (Confidential)
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Ideas for Improvement from DTA Debrief

Action Owner

Page 211

Due date

Accountability: Role Clarity (Day to day and specific) .« ??

Restart weekly meetings . Agenda to include:
Round table discussion
help items, * David
role clarity
Creation of a team charter

September 10, 2012

Lunch and learns

; : * Marion + October 2012
- New fisheries act
Team Building to build trust: e e
- BBQ at David’s house for smoked food o o
Everyone visit site at some point in time:
- Rotate o« 7?7 « 27
- Joint Audit
On-call list is good to have . ?? . ?7?

© Deloitte & Touche LLP and affiliated entities.
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Ideas for Improvement from DTA Debrief

Action Owner Due date
Plan some events or activities to foster socializing . ?? *« ?7?
Host weekly meeting with site (30 min). Agenda includes:
Discuss last weeks activities and issues
Discuss plans for current or next week :
F.’ ; : » Marion » September 7, 2012
Involved into daily meeting
Conference call
Identify single point of contact for particular topics
2 © Deloitte & Touche LLP and affiliated entities.
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MacDonald, Tami (CA - St. Johns)

‘rom: Campbell, Stephanie (CA - Toronto)
Sent: Monday, August 27, 2012 6:25 PM
To: Salim, Joseph (Joseph.Salim@snclavalin.com); pharrington@nalcorenergy.com;

lanceclarke@nalcorenergy.com; bernard.gagne@snclavalin.com;
ronpower@nalcorenergy.com; normand.bechard@snclavalin.com; Dumas, Marie-Claude
(Marie-Claude.Dumas@snclavalin.com) (Marie-Claude.Dumas@snclavalin.com)

Cc: Derek Owen (rdowen Gl Parsons Dhamija, Catherine (CA - Toronto); Twells,
Alex (CA - St. Johns); MacDonald, Tami (CA - St. Johns); Axler, David (CA - Toronto)

Subject: Preread for Aug 29th meeting

Attachments: Aug 29 Leadership Strategy Deck.pptx

Hello all,

In advance of the August 29" Leadership Strategy meeting (8:00 a.m. — 12:00 p.m. NFLD) we have put together a short
deck to help in preparing for the session.

As discussed in last week’s Steering Committee meeting one of outstanding decisions is the structure of the Project
Leadership Team. We would like to use this time that you have together as a group to have some of the fundamental
conversations required to make the decisions on the structure (i.e. what is the purpose of this team and what principles
need to be followed when designing the structure).

The attached PPT includes some background slides and some prework that should be completed before the session.

The ask of you is:
1. Review the pre-read slides(slide 3 — 7 // 5 minutes prep time) — we will talk these through at the start of the
session
2. Complete the pre-work (slide 8 — 12 // 20 — 30 minutes prep time) — please be prepared to share your thoughts in
the meeting.

The purpose of sending this in advance of the meeting is to ensure a productive session on Wednesday.
Please let me know if you have any questions regarding this.

Thanks!
Stephanie

Stephanie Campbell
Managerial Design™
Deloitte

Mobile: 416 599
www.deloitte.ca

Deloitte is proud to be an Official Supplier
of the Canadian Olympic team (optional) (Arial 8 pt)

Please consider the environment before printing. (optional)
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August 29t Leadership Strategy Session overview

Session Objectives

To better understand the roles of each
company in supporting the project’s success

To agree to the purpose of the LCP
Leadership Team

To provide input on how to structure the
leadership team to support the project’s
ultimate success

O - B

~ Session Agenda

Safety Moment

Meeting Kickoff and Overview

Setting the Stage

Owner and EPCM Key Accountabilities

Defining the Leadership Team
* Purpose
» Structure Design Principles

Project Leadership Team Org Structure — if
time

Prepare for the Session
ltem Slide Number
Pre-REAM. .. ... con iisiinvis cvsimaissonssns oo o sieasians assiose ied sis sus aaais P —— T |
P e R R il indeimmses = 10

Aug 29 Leadership Strategy Session
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Time will be spent at the start of the session reviewing these slides
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LCP Leadership Team Current Situation

Page 217

 Clarity needed on structure / membership (i.e. who is on the Leadership team)

» Clarity needed on mandate / charter
 Clarity needed on governance framework
 Definition of team is linked to meeting attendance

» Deloitte’s observation
— Infrequent meetings, poor process
— Parallel decision making forums exist

— Membership is driven by personality, contract, history, desire not to be left out

3 Aug 29 Leadership Strategy Session
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Leadership Team General Assumptions

« Ateam is a group of people mobilized to achieve common results by
working interdependently.

* A leadership team is a senior team in an organization / project with
accountability for delivering the strategy

» Leadership of a project has the advantage that the goal is clear and
unambiguous

* Form follows function
* There will be more than one team needed to deliver this complex project

« Ateam is not a meeting

— meetings are important venues for communication and decision making — but plenty of
leadership team work goes on between meetings

4 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Work Group or team?

Workgroup

Attributes of Workgroups:

L]

Independent
Separate goals

Sharing helps members
individually perform

Run efficient meetings that
get tasks done by clear
delegation

Clients &
citizens

Business peers

Team

Other

\_ / “Leader” \

Our people

Attributes of Teams:

Interdependent
Common goals

» Working together is

Aug 29 Leadership Strategy Session

necessary to achieve goals

Encourage open-ended,
exploratory discussion to
create alignment around
shared purpose

communities

Page 219

The Deloitte PPA shows a high
level of complexity

Complex environments and
tough objectives are best
supported by teams rather than
work groups

In teams, results depend upon
interdependence

Collaboration
Consultation
Support
Communication

No one succeeds unless
everyone succeeds

© Deloitte & Touche LLP and affiliated entities.
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Structure Design Considerations: Size of a team

Big enough to include input from key success drivers
Big enough to include a diverse range of perspectives

Small enough to be able to act quickly and be flexible and responsive to
changes in the environment

Best practice = 7 to 11 team members

6 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Existing Guiding Principles for Nalcor and SLI

Consultant and Company negotiated the Agreement with the following principles
as consideration for guidance during execution:

Successful delivery of the Project is paramount;

Unwavering corporate and staff commitment is fundamental to Project success;
Parties will be solution oriented, not problem focused;

Parties will be mutually collaborative and supportive;

Philosophically, contract changes between the Parties will not be a focus item;

Engineering will be executed in Newfoundland and Labrador. Specialized
Engineering may occur outside the Province subject to Company approval and
in compliance with the terms of Exhibit 9.

Management of the Agreement between the Parties to be kept separate from
Project execution.

Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Prework #1: Owner and EPCM Key Accountabilities

Purpose: To agree on the key accountabilities for Nalcor and SLI in successfully delivering the Lower
Churchill Project

Prework:

1. Based on your knowledge of the contract, how Mega-projects operate, and any decisions that have
been made since starting to work together, document what you believe the key accountabilities
should be for both Nalcor (owner) and SLI (EPCM), in the delivery of the Lower Churchill Project.

Accountabilities thought starters: Project Oversight, Project Governance, Financial, Execution,
Health & Safety, Define priorities

Accountabilities

Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Prework #2: Defining the LCP Leadership Team —
Purpose

Purpose: To agree fundamentally on the purpose of having a LCP leadership team
Before a structure can be defined this group has to agree on the purpose of the Leadership Team.

Prework:

1. Using the draft purpose found on the next slide make any updates (modifications to wording,
deletions or additions) based on what you believe the purpose of the Project Leadership team to be.

2. As you are developing the purpose consider the fact that a Project Sponsor Group is also emerging
and is likely to include the following people.

— Paul, Joe, Bernard, Lance, Ron, Normand Alfy, Jason

** The purpose, mandate, charter for this Sponsor group will be defined at the sponsor summit Sept 11 /
12.

10 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Defining the LCP Leadership Team — Purpose

(prework #2 continued)

Draft Purpose of the Leadership Team

This is a project execution team
» To direct / allocate the resources to deliver the project
+ To make decisions to optimise the project delivery

To create the conditions for success of the teams supporting them
* Provide clear direction on priorities and strategy
« Define and demonstrate the culture needed to succeed
» Develop and grow the team members on the project
« Shield the team from organizational noise and politics

This team is NOT formed to address contractual, commercial issues
Contractual, commercial issues are addressed by other groups including the sponsor group

1 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Prework #3: Defining the LCP Leadership Team -
Structure Design Principles

Purpose: To agree on the principles for developing the structure for the Project Leadership Team
Before agreeing on a structure this team must agree on the fundamental principles to follow to structure it

Prework:

1. Using the draft principles below make any updates (modifications to wording, deletions or additions)
based on what you believe should be followed when designing the structure for the Project
Leadership team.

Consider the Guiding Principles on slide 7 as you develop these design principles

Draft Design Principles for the Leadership Team Structure

« The team has the authority and ability to make strategic decisions in support of execution
« The team integrates Nalcor and SLI staff to optimise project delivery
« Optimal size (e.g. define the maximum number of members of the leadership team)
« The team is supported by other teams and work groups
« The team holds cabinet responsibility for execution and delivery
« Clear accountability of deliverables exist across the team
* No duplication of roles
» The structure enables team members to leverage interdependence

12 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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August 29t Leadership Strategy Session overview

Session Objectives Session Agenda

* To better understand the roles of each
company in supporting the project’s success

* To agree to the purpose of the LCP
Leadership Team

Safety Moment
Meeting Kickoff and Overview
Setting the Stage

Pl Owner and EPCM Key Accountabilities
* To provide input on how to structure the

leadership team to support the project’s Defining the Leadership Team
ultimate success * Purpose
» Structure Design Principles

6. Project Leadership Team Org Structure — if
time

o5 B o

Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Key Accountabilities

Page 230

Key Accountabilities

e

Successful delivery of the project
Project Oversight (budget, schedule)
Project Governance

Project Financials (approving & CapEx)
Contracting Strategy

Managing Stakeholders

Overall Integrated Project Management
(integrated schedule, cost reporting)

SR o e g g

©

Achieving regulatory compliance e.g.
environment

9. Financing

Successful delivery of the project

Deliver EPCM services — meaning project
execution

Provide people, processes, and systems to
enable project execution

Project controls (e.g. cost, schedule)

Work closely with Nalcor to ensure priorities are
communicated

Support Nalcor in fulfilment of its accountabilities

Compliance to Nalcor’s rules

SLI corporate compliance

This is also represented in the Project Execution LACTI

Aug 29 Leadership Strategy Session

© Deloitte & Touche LLP and affiliated entities.
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Leadership Team Purpose

Purpose of the Leadership Team

1. Provide and take a big picture view
2. Project Execution; successful delivery of project
3. Make best-for-project decisions
4. Set clear direction in the medium and long term (1 year)
» Goals and objectives
* Priorities
5. Ensure alignment, communication and guidance through the project; watch and realign as
required
6. Demonstrate and implement culture required to succeed
* Oneteam

7. Develop pride of ownership in the project and in the team

> Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Design Principles for the Leadership Structure

Design Principles

1. Structure supports the purpose
2. The team has authority and ability to make recommendations and strategic decisions within the 3
defined accountabilities and established processes \
The team integrates Nalcor and SLI staff to optimise project delivery }
Optimal size (e.g. define the maximum number of members of the leadership team)
The team is supported by other teams and work groups

The team holds cabinet responsibility for execution and delivery

N o a0 AW

Clear accountability of deliverables exist across the team

*  No duplication of roles

@

The structure enables team members to leverage interdependence

9. Broad managerial and functional alignment and engagement is an accountability of this team
which is delegated to other groups and forums

10. The structure of the team does not supersede any pre-existing authority levels

11. Draw upon corporate knowledge

12. Representation to reflect accountabilities

4 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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LCP Leadership Team

Ron

(GPM
Nalcor)

Normand
(GPM SLI)

Lance

Leadership
Coordinator

Serge
(PM Deputy
(PM Deputy SLI)
Nalcor)

Jason

Also represents Business Services
including: HR/LR, Finance, Land,
Benefits

Also represents Business Services
including: Quality, HSE, Supply Chain,
Doc Control, Environment

5 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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What is the role of the Leadership Coordinator?

The Team Lead’s Role is:

« To orchestrate the success of the Leadership Team
« To achieve the stated purpose

« To augment the project management execution

« To be the interface with Nalcor corporate

The Team Lead is not/does not:

* a more senior project manager

* Represent the reporting structure
» Exert leadership through authority

6 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Outstanding Decisions

Purpose of the Leadership Team

« September 11/12 meeting
* Feedback Session participation
 Current: TEP Steering Committee

« Communication Plan

74 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Lower Churchill Project
Team Effectiveness
Programme

Leadership and Project Management Team Structure
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Furthering Team Effectiveness with Team Definition

Purpose of the document: To present the purpose and structures for the LCP Leadership Team and Project Management
Team

A key element of team
effectiveness is having defined

teams with clear accountabilities

To ensure we have the right
people talking about the right
things, in the appropriate forums,

on a regular basis

Recognized a need to define and
put structure around a project

leadership team

Approach Taken

Purpose followed by structure.

1. Project sponsor team (Lance,
Bernard, Ron, Normand, Joe and
Paul) agreed to the purpose of the
Leadership Team and the principles

by which it would be defined

2. Sponsor team identified a structure

based on the purpose and
principles

3. Lance, Ron and Normand agreed to
the draft purpose of the Project
Management Team and confirmed

the Project Team Members

Fundamental Design Considerations

» Team structures were developed

using the following design
assumptions (among others)

« Structure supports the purpose

* The structure enables team
members to leverage

interdependence

» Structure promotes
interconnectivity and

communication

* The structure does not

represent a reporting structure

© Deloitte & Touche LLP and affiliated entities.
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LCP Leadership Team

Purpose of the Leadership Team
1. Provide and take a big picture view Ron
(GPM

2. Project execution; successful delivery of the Nalcor)

project

Normand
(GPM SLI)

3. Make best-for-project decisions

4. Set clear direction in the medium and long
term (1 year+)

; 5 Lance

* Goals and objectives : :
e Prioriti Leadership
riorities : Coordinator

5. Ensure alignment, communication and
guidance through the project; watch and
realign as required

6. Demonstrate and implement culture required Yaden
to succeed -_ (Deputy
* Oneteam Nalcor)

7. Develop pride of ownership in the project
and in the team Also represents Project Functions
i including: Quality, HSE, Doc Control,
Environment

Also represents Business Services

including: HR/LR, Finance, Land,

Benefits, IT and Supply Chain

2 © Deloitte & Touche LLP and affiliated entities.
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LCP Project Management Team

Purpose of the Project Management Team —
Draft Version

1.

Have oversight of the day-to-day project
execution

Track the progress of the project and have
an accurate view of the status of each
deliverable

A forum for raising issues impacting project
delivery

Make decisions on high priority issues
impacting project delivery and identify take-
away decisions/actions as needed

Set clear direction in the short term and
medium term (1 day — 6 months)

* Barrier removal

«  Cross functional problem solving

Enable high level alignment across the
project team (component leads and function
leads)

Facilitate cross-project coordination and
communication

Page 240

Team Members

General Project Manager(s)
Deputy Project Manager(s)
Component Lead(s)

Finance Manager(s)

Heath, Safety, & Environment
Manger(s)

Information Technology Manager(s)
Quality Manager(s)

Information Management Manager(s)
Supply Chain Manager(s)

Human Resource Manager(s)
Labor Relations Manager(s)
Document Control Manager(s)
Environment Manager(s)

Lands Manager

Benefits Manager

© Deloitte & Touche LLP and affiliated entities.
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Deloitte.

Lower Churchill Project
LCP Execution Leadership Team
(Torbay Road)
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Furthering Team Effectiveness with Team Definition

Purpose of the document: To present the purpose and structures for the LCP Leadership Team and Project Management
Team

» A key element of team effectiveness is having

defined teams with clear accountabilities, T o e ——

responsibilities, rol ity. .
PEpaLGiiNies, toine and alhanty 1. Project sponsor team (Lance, Bernard, Ron, Normand,

 To ensure we have the right people talking about Joe and Paul) agreed to the purpose of the Leadership
the right things, in the appropriate forums, on a Team and the principles by which it would be defined
regular basis 2. Sponsor team identified a structure based on the

purpose and principles
» Recognized a need to define and put structure
3. Lance, Ron and Normand agreed to the draft purpose of

around a project leadership team
Pro} P the Project Management Team and confirmed the

Project Team Members

1 © Deloitte & Touche LLP and affiliated entities.
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Leadership Team Purpose

Purpose of the Leadership Team

Provide and take a big picture view
Project Execution; successful delivery of project

Ensure best-for-project decisions are made

. S sk

Set clear direction in the medium and long term (1 year)

* Goals and objectives

* Priorities
5. Ensure alignment, communication and guidance through the project; watch and realign as
required
6. Demonstrate and implement culture required to succeed
*+ One team

7. Further develop pride of ownership in the project and in the team

2 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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Design Principles for the Leadership Structure

Design Principles

1. Structure supports the purpose

2. Representation to reflect budgetary accountabilities

The team has authority and ability to make recommendations and strategic decisions within the
defined accountabilities and established processes

The team integrates Nalcor and SLI staff to optimise project delivery

Optimal size (e.g. define the maximum number of members of the leadership team)

The team is supported by other teams and work groups

The team holds overall group responsibility for execution and delivery

@ N o o s

Clear accountability of deliverables exist across the team
*  No duplication of roles
9. The structure enables team members to leverage interdependence — non-heirarchical
10. Broad managerial and functional alignment and engagement is an accountability of this team
which is delegated to other groups and forums
11. The structure of the team does not supersede any pre-existing authority levels
12. Draw upon corporate knowledge

13. Others invited as necessary - adhoc

3 Aug 29 Leadership Strategy Session © Deloitte & Touche LLP and affiliated entities.
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LCP Execution Leadership Team (Torbay Road)

Aug 29 Leadership Strategy Session

Ron

(GPM

Nalcor) Normand

(GPM SLI)

Lance

(Leadership
Coordinator)

Darren
(PM Jason TBD
(Deputy PM |  (Deputy PM
Nalcor) SLl)

Comp 3)

© Deloitte & Touche LLP and affiliated entities.
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LCP Project Management Team (Torbay Road)

Purpose of the Project Management Team —
Draft Version

1

Have oversight of the day-to-day project
execution

Track the progress of the project and have
an accurate view of the status of each
deliverable

A forum for raising issues impacting project
delivery

Make decisions on high priority issues
impacting project delivery and identify take-
away decisions/actions as needed

Set clear direction in the short term and
medium term (1 day — 6 months)
 Barrier removal
*  Cross functional problem solving

Enable high level alignment across the
project team (component leads and function
leads)

Facilitate cross-project coordination and
communication

|
|
\
5

Team Members

General Project Manager(s)

Deputy Project Manager(s)
Project/Component Manager(s)
Human Resource Manager(s)

Labor Relations Manager(s)

Finance Manager(s)

Heath, Safety, & Environment
Manager(s)

Information Technology Manager(s)
Quality Manager(s)

Information Management Manager(s)
Supply Chain Manager(s)

Document Control Manager(s)
Environment Manager(s)

Project Controls Manager(s)

Lands Manager

Benefits Manager

Technical Design and Integrity Manager

© Deloitte & Touche LLP and affiliated entities.
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BACK UP

Back Up

6 Deloitte Team Assessment for Supply Chain Procurement Team(Confidential) © Deloitte & Touche LLP and affiliated entities.




Purpose of the Leadership Team
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LCP Leadership Team

2.

Provide and take a big picture view

Project execution; successful delivery of the
project

Ensure best-for-project decisions are made

Set clear direction in the medium and long
term (1 year+)

« Goals and objectives

* Priorities

Ensure alignment, communication and
guidance through the project; watch and
realign as required

Demonstrate and implement culture required
to succeed
* Oneteam

Develop pride of ownership in the project
and in the team

Page 248

Ron

(GPM
Nalcor)

Normand
(GPM SLI)

Lance

(Leadership
Coordinator)

Jason TBD

(Deputy Pm |  (Deputy PM

Nalcor) SLI)

© Deloitte & Touche LLP and affiliated entities.
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Key Accountabilities by Company

Key Accountabilities

1. Successful delivery of the project Successful delivery of the project
2. Project Oversight (budget, schedule) Deliver EPCM services — meaning project
3. Project Governance execution
4. Project Financials (approving & CapEx) Provide people, processes, and systems to
5. Contracting Strategy enable project execution
6. Managing Stakeholders Project controls (e.g. cost, schedule)
7. Overall Integrated Project Management Work closely with Nalcor to ensure priorities are

(integrated schedule, cost reporting) .
8. Achieving regulatory compliance e.g. GRIFURICASH

; Support Nalcor in fulfilment of its accountabilities
environment
: . Compliance to Nalcor’s rules
9. Financing
SLI corporate compliance
This is also represented in the Project Execution LACTI
8 © Deloitte & Touche LLP and affiliated entities.
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Deloitte.

Lower Churchill Project
Team Effectiveness
Programme

“All Hands
Session

September 5 & 10, 2012
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GJ Cahill Personnel Working Near 138kv line

August 20, 2012

1 September 2012 Lower Churchill Project “All Hands" Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Tigercat Processor Working At Accommodations Complex
August 20, 2012

- September 2012 Lower Churchill Project “All Hands" Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Installed Temporary Culvert At C10 (10+572)

August 22, 2012

September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche: LLP>-and alfilisind entilies.
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Accommodation Complex — 23-Aug-12

4 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Station 14+100_ C13 Crossing_23-Aug-12

5 September 2012 Lower Churchill Project “All Hands" Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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CH-0048 Road Clearing Progress 23-Aug-12

September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Construction Power_ Pole line Southside of Public Access Road_24-Aug-12

7 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.




CIMFP Exhibit P-01887 Page 259

SSAR_ Preparation for Blasting on ROW_ 24-Aug-1

September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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SSAR_ Preparation of Cribbing at C7 Caroline Brook_ 24-Aug-12

9 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.




August 25, 2012

10 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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C7 Caroline Brook East side Abutment Completed 26-Aug-12

1 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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View from SSAR at Station 13+000 Looking towards Muskrat Falls

Note: Look over the top of the dozer just above the tree line and slightly to the right you will
notice a small hilitop with the mountain range behind it. This is the North Spur where the
construction power activities are ongoing on the North Side of Churchill Falls

August 26, 2012

12 September 2012 Lower Churchill Project “All Hands” Feedback Sessions ittt 3 Tonche: LI moll wissteisnties.
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View from The Tap Station oking Sotwest On Thv ine

Note: SLI office trailer is just visible as the road curves in the distance

August 28, 2012

13 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Road onstruction Activity Looking East From 13+800

August 28, 2012

14 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.




“All Hands” Feedback Session
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* To identify the key
opportunities to further improve
the way we work together as
the Lower Churchill Project
Team

e To propose recommendations
for how we might continue to
improve team effectiveness

» To have fun working together
as the Lower Churchill Project
Team

1.
2.

s

Safety Message

Welcome and Session
Overview

. Project Update

Artic Survival

Feedback Session Break-out
Groups

. Presentation and Project

Leadership Question and
Answer Period

15

September 2012 Lower Churchill Project “All Hands” Feedback Sessions

© Deloitte & Touche LLP and affiliated entities.
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LCP Team Effectiveness Programme

| Programme Purpose

» To optimize our team culture and how we work together to drive
project success.

Programme Overview

A continuous programme throughout the life of the project

« A commitment by Project Leadership to invest in you and your role on
the project team

* Endorsed by all Senior Management
« Everyone will be in involved — the solution is in all of your hands!

“One fully functional, fully aligned
Lower Churchill Project Team”

18 September 2012 Lower Churchill Project “All Hands” Feedback Sessions © Deloitte & Touche LLP and affiliated entities.
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Key Team Effectiveness Programme Activities

Action Plan Key Activities that impact the full project team

Setting the Baseline and Increasing Momentum

Organization
Effectiveness Legdership
Program Alignment

Deloitte Team Assessments (DTA’s)

Key Activities Status

Pl e Internal Communication In progress
Plan
e g
L eaershin = “All Hands” Feedback In progress
Effectiveness =
Program T Sessions
(other functions)
LCP Logo In progress
- New Hire Orientation In progress
S Social Committee Kicked off
Additional » wg .
e Team Focused Activities Ongoing

Opportunities

B Activities that will involve the full project team

17 September 2012 Lower Churchill Project “All Hands” Feedback Sessions
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LCP Team Effectiveness Programme Scorecard

Measurement Method Objective
Area

1.1 Independent project review 1.1.1 Positive feedback at DG3 on team
Team effectiveness
Effectiveness
1.2 Deloitte Team Assessment Results 1.2.1 Improve results over previous
survey
1.3 LCP Team Engagement Survey Results 1.3.1 Improve results over previous 1
survey
1.4 # of social activities 1.4.1 2 social activities per month
2.1 Retention of key project team members 2.1.1 <6% of annual turnover of key team
members
2.2 % of offers accepted 2.2.1 80% of offers accepted
3.0 3.1 LCP project milestones 3.1.1 Meet project milestones
Project Delivery « Start bulk excavation * December 31, 2012
* Road Completion
» Sanction

18 September 2012 Lower Churchill Project “All Hands” Feedback Sessions
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LCP Team Effectiveness Programme Contacts

LCP Team Effectiveness Programme Champion’s Steering Committee

» Derek Owen * Normand Bechard
 Paul Harrington « Alfy Hanna

* Joe Salim « Jason Kean
 Lance Clark » Jose Gillis

* Bernard Gagne Faustina Cornick

* Ron Power Alex Twells

Team Effectiveness Programme Team
 Derek Owen
« Deloitte
* Alex Twells
» Catherine Parsons Dhamija
« Tami MacDonald
» Stephanie Campbell
 David Axler
e ...Or stop by the “Puddle Room”

19 September 2012 Lower Churchill Project “All Hands” Feedback Sessions
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session

Session: September 5% A.M
Table #:

PARTICIPANTS
R AR T RIS P R R R
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Role of the

Spokesperson

1. Act as timekeeper

2. Make sure all ground rules are
being followed

3. Present to the Steering
Committee:

a) #1 Challenge for the Project
Team and recommendation(s)

b) #1 Communication Challenge
and recommendation(s)

c) One thing the LCP team must
continue doing

© Deloitte & Touche LLP and affiliated entities.
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Ground Rules

1. Decisions made using
consensus

2. Participation by all
3. All ideas are good ideas

4. Suggestions must be helpful and
must be specific

5. What is said here, stays here

© Deloitte & Touche LLP and affiliated entities.



CIMFP Exhibit P-01887 Page 274

Role of Scribe

1. For each task, record all brainstormed
ideas on the flipchart

2. Record decisions with consensus e.g.:
e Challenge #1 and
recommendation(s)
e Challenge #2 and
recommendation(s)
e One thing the LCP team must
continue doing

3. Record what you will present back to
the Steering Committee, on a
separate flipchart page

a) #1 Challenge and
recommendation(s)

b) #1 Communication Challenge and
recommendation(s)

b) One thing the LCP team must
keep doing

© Deloitte & Touche LLP and affiliated entities.
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To-Do List

1. Elect a scribe
2. Elect a spokesperson

3. Work through all the tasks found
In the prework:
a) Brainstorm ideas
b) Ask questions for clarification
c) Make consensus decisions

© Deloitte & Touche LLP and affiliated entities.
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Meeting Agenda

Morning Session

8:00 - 11:30

8:00 a.m.

o.oam.

8:40 a.m.
9:00 a.m.
10:00 a.m.

11:00 a.m.

© Deloitte & Touche LLP and affiliated entities.

d.m.

Light Breakfast —
Continental

Welcome and Session
Overview

Project Update
Artic Survival

Feedback Session
Break-Out Groups

Presentations and
Project Leadership
Question and Answer
Period
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Purpose

1. To identify the key
opportunities to further
improve the way we work
together as the Lower
Churchill Project Team

2. To propose
recommendations for how
we might continue to
Improve team effectiveness

3. To have fun working together
as the Lower Churchill
Project Team

© Deloitte & Touche LLP and affiliated entities.
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Consensus

Everyone comes with an opinion
Opinions probably vary
Everyone shares opinions

A decision is proposed

o B W o =

A consensus decision is made:
“You may still like your opinion
but you are willing to commit to
and support the proposed
decision”

© Deloitte & Touche LLP and affiliated entities.
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Subarctic

Survival Situation

Participant’s Booklet

Changing

the World -

One

Organization

ataTime™

X2 human
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CHALLENGE
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It is approximately 2:30 p.m., October 5, and you have just crash-landed in a
float plane on the east shore of Laura Lake in the subarctic region of the
northern Quebec-Newfoundland border. The pilot was killed in the crash, but
the rest of you are uninjured. Each of you is wet up to the waist and perspiring
heavily. Shortly after the crash, the plane drifted into deep water and sank
with the pilot's body pinned inside.

The pilot was unable to contact anyone before the crash. However, ground
sightings indicated that you are 50 km south of your intended course and
approximately 22 air miles east of Schefferville, your original destination and
the nearest known habitation. (The mining camp on Hollinger Lake was
abandoned years ago when a fire destroyed the buildings.) Schefferville

(pop. 5,000) is an iron ore mining town approximately 300 air miles north of the
St. Lawrence, 725 km east of the James Bay/Hudson Bay area, 1,290 km
south of the Arctic Circle, and 500 km west of the Atlantic Coast. It is reach-
able only by air or rail, all roads ending a few miles from town. Your party was
expected to return from northwestern Labrador to Schefferville no later than
October 19 and filed a Flight Notification Form to that effect with the Depart-
ment of Transportation via Schefferville radio.

The immediate area is covered with small evergreen trees (4 to 10 cm in di-
ameter). Scattered in the area are a number of hills with rocky and barren
tops. Tundra (arctic swamps) makes up the valleys between the hills and
consists only of small scrubs. Approximately 25 percent of the region is
covered by long, narrow lakes which run northwest to southeast. Innumerable
streams and rivers flow into and connect the lakes.

You are all dressed in insulated underwear, socks, heavy wool shirts, pants,
knit gloves, sheepskin jackets, knitted wool caps, and heavy leather hunting
boots. Collectively, your personal possessions include: $153 in bills and 2 half
dollars, 4 quarters, 2 dimes, 1 nickel and 3 new pennies; 1 pocket knife (2
blades and an awl which resembles an ice pick); one stub lead pencil, and an
air map (shown on opposite page).

Before the plane drifted away and sank, you were able to salvage the 15 items
listed on page 3. Your task is to rank these items according to their impor-
tance to your survival, starting with “1” as the most important to “15” as the
least important.

You may assume -

1. the number of survivors is the same as the number on your team;
2. you are the actual people in the situation;

3. the team has agreed to stick together;

4. all items are in good condition.

Step 1: Each member of the team is to individually rank each item. Do
not discuss the situation or survival items until each member
has finished the individual ranking.

Step 2: After everyone has finished the individual ranking, rank order the
15 items as a team. Once discussion begins, do not change
your individual ranking.

Your team will have until __ o’clock to complete this step.
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STEP -I
Your
Individual

STEP 2
The
Team’s

Ranking Ranking

Magnetic Compass

4 litre Can of Maple Syrup

1 Sleeping Bag Per Person  (41¢ Ve down-

Bottle of Water Purification Tablets

7m ‘ n Piece of Heavy Duty Canvas
F13 Wooden Matches bl ki

75 m of Rope (0.5 cm braided nylon, 25 kg test)

1 Operating 4 Battery Fiashlight

3 Fairs of Snowshoes |

S 1 v

|

/50 m! of Bacardi Rum (151 Proof)

satety Hazor Shaving Kit with Mirror

Wind-Up Alarm Clock

Hand Ax

1 Aircraft inner Tube (punctured - for a 35 cm wheel)

Book Entitled, Northern Star Navigation

Page 282 %O
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em Solving Mode

S ' tgI Prob
Synergy occurs when the interactive efforts of two or more people have a greater impact than the sum of their
independent efforts. Synergistic problem solving is achieved when groups maximize their use of available
resources, knowledge, and task skills by exhibiting Constructive (as opposed to Defensive) interaction styles. It is

further promoted when members approach problems in a rational, interpersonally supportive manner.* The

outcome is an effective solution—one that is both accepted by members and of higher quality than their
individual solutions.

( Effective Solutions \

k Quality Acceptance j

Vol %

Rational Skills ) " Interpersonal Skills
and Processes and Processes
¢ Analyzing the Situation * Listening
¢ Setting Objectives Task Skills ® Supporting
* Simplifying the Problem Knowledge * Differing
« Considering Alternatives Resources * Participating
L * Discussing the Consequences * Striving for Consensus

f 12. SELF-ACTUALIZING: )
Members are optimistic, enthusiastic, /SA“SFAZ(I): ;:_:DS
and interested. 2 e

11. ACHIEVEMENT:
Members are concerned with getting
things done and performing well.

1. HUMANISTIC-ENCOURAGING:
Members are constructive, sensitive, and
supportive of one another.

2. AFFILIATIVE:
Members are friendly, cooperative,
and relaxed.

10. PERFECTIONISTIC / 3. APPROVAL

9. COMPETITIVE 4. CONVENTIONAL

<ASK ORIENTATION
ENSIVE STYLES
w

8. POWER \ 5. DEPENDENT

"-____ . - . /
NOILv) N30 316039

7. OPPOSITIONAL 6. AVOIDANCE

K SECURITY NEEDS*

\

{
|

o

* Rational and interpersonal skills and processes can be assessed through the use of Human Synergistics’ Observer’s Guides. Constructive and
Defensive styles can be measured using Human Synergistics’ Group Styles Inventory.

ABOUT The experts for the Subarctic Survival Situation are the Canadian Para Rescue Specialists of the 413

Transport and Rescue Squadron. This squadron, which was stationed at Summerside, Prince Edward
THE was responsible for air and sea operations in Quebec, Newfoundland

EXPERTS specialists have received rescue and survival training in both the sub

© Copyright 2003, 1

r ed, S

973, 1974, 1887 Human Synergisti
n | systern cribed
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Please complete the following steps and insert the scores TEAM NUMBER
under your team'’s number.

STEP AVERAGE INDIVIDUAL SCORE  Add up the
individual team member’s scores (Step 4) and divide
by the number on the team.

STEP 7
TEAM SCORE  (Step 5)

STEP GAIN (LOSS) SCORE The difference between the
8 Team Score and the Average Individual Score. (Step

6 minus Step 7) If the Team Score is lower, then
there is a gain (“+"); if higher, then there is a loss (*-").

the Average Individual Score.

STEP PERCENTAGE CHANGE Divide the gain (loss) by
(Step 8 divided by Step 6)

STEP LOWEST INDIVIDUAL SCORE The best score on
the team.

STEP NUMBER OF INDIVIDUAL SCORES The number
that are lower than the team score.

Synergistic Decision Making

Effective human action in dealing with any kind of crisis or problem is dependent on two key factors: (1) The Resources,
both human and material, which can be brought to bear on the situation, and (2) The Process, how the resources are
utilized in dealing with the situation.

If either one of these two factors is missing, the chance of success is nil. But, if people work together utilizing their
resources rationally and humanely, they can produce results beyond the mere sum of their individual inputs. In the Desert
Survival Situation, team’s, on the average, score eight points better than the average individual score. In fact, nearly half
of the teams score better than even their most knowledgeable individuals. This is what is called ‘synergy’ - two or more
achieving an effect which exceeds anything they could do individually.




Human Synergistics Products

Individual
Development

Life Styles Inventory™ -8
(LSI)* :
Encourages personal development and
lasting change by increasing self-
awareness of one’s thinking styles and
behaviour. Available as a Self, and / or
a 360°-feedback assessment.

LSI Conflict™*

LSI STYLUS® *

An in-depth, customized report that
provides detailed information on
strengths and developmental needs,
with common-sense recommendations
for improving performance. Available
as a Self and / or a 360° assessment.

Leadership Impact® (L/I) B
A multi-faceted report that shows a
leader’s impact on followers’ thinking,
leadership strategies used and overall
effectiveness: A Self and 360°
assessment.

Management Effectiveness
Profile System™(MEPS) * 8
Provides graphic feedback on fourteen
management competencies and a
generic, self-development guide. A
Self and 360° assessment.

AMA DISC Survey™

A four-dimension psychometric based
on Marston’s DiSC

Stress Processing Report™*
A confidential assessment that
measures one’s thinking styles and
their impact on stress.

English V.3.1
Re-order No. 12421
SP/01/12

Team
Development

Group Styles Inventory™*
Used with a Human Synergistics
simulation or to assess a real meeting,
this inventory measures the behaviour
styles used by the group in reaching
decisions.

Survival Simulations

The world-famous series of
simulations that “places” participants
in a mock survival situation where only
effective groups will “survive”.

«  Desert Survival™*

*  Desert II Survival™

*  Subarctic Survival™*

*  (Cascades Survival™*

*  Jungle Survival™*

*  Bushfire Survival™

*  Sea Survival™*

«  Reef Survival™

Business Simulations

This series measures group decision-

making practices while learning

various business strategies.

*  Meeting Effectiveness™*

*  Project Planning™*

*  Customer Complaint ™"

*  Envisioning a Culture for
Quality™F

Leadership Simulations

These simulations can be used to help
develop leadership skills.

*  Coach™*

*  Turnaround™

»  (ultural Change Situation™

Challenge Series Simulations
This series tests groups on challenging
business issues.

+  Constructive Negotiations™

»  Critical Thinking™

»  Ethical Decision™

*  Organizational Change™

*  Performance Management™

*  Project Management™

»  Strategic Planning™

Organizational
Development

Organizational Culture %
Inventory® (OCI) and Report*
Provides a valid and reliable
measurement of how members of an
organization perceive its culture and
helps them define and create their
preferred culture.

Organizational Effectiveness
Inventory™(OEI) /8

An ideal follow-up to an
Organizational Cultural Report, this
report measures the causes and effects
of a culture,

Training Workshops

Contact us on how to best use our
materials to conduct workshops in a
number of key areas.

*  Leadership Development

*  Professional Selling

*  Time Management

«  Stress Management

*  Building Teams that Work

For our current catalogue, please call,
fax, mail or email:

45,&'_, human
¥ synergistics:

246 James Street South

P.O Box 2380

St. Marys, Ont. N4X 1A2

Telephone: (519) 284-4135

Fax: (519) 284-4272

Email: info@hscanada.ca

Web: www.hscanada.com

“B On-line assessments available

*Available in French
* Disponible en francais
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LOWER CHURCHILL PROJECT

“All Hands™ Feedback Session
Session: September 5™ A.M
Table #: 1
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session
Session: September 50 A M

Table #:

PARTICIPANTS
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session

Session: September 5" A.M
Table #: 2

PARTICIPANTS
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session
Session: September 5™ A.M

Table #: 4
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LOWER CHURCHILL PROJECT
“All Hands Feedback Session

Session: September 5% AM
Table #: £
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session

Session: September 5" A.M

Table #: &
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session ?

Session: September 5" A.M
Table #: ¢

PARTICIPANTS
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LOWER CHURCHILL PROJECT
“All Hands” Feedback Session

Session: September 5™ A.M

Table #: 1©

PARTICIPANTS
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Deloitte.

Managerial Design™
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Lower Churchill Project
Team Effectiveness
Programme

“All Hands” Feedback
September 5 AM Session
Output
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Meeting Logistics, Purpose and
Agenda

Meeting Logistics

: D.été;_ Septerﬁber 5, 2012 = AIVI Seséion
Location: Holiday Inn, Salon C and D
Consultants: Alex Twells, Stephanie Campbell, Tami Macdonald

Meeting Purpose

1.  To identify the key opportunities to further improve the way we work together as the Lower Churchill
Project Team.

2. To propose recommendations for how we might continue to improve team effectiveness.
3. To have fun working together as the Lower Churchill Project Team.

Meeting Agenda

1.  Welcome and Session Overview

2. Project Update

3. Arctic Survival Challenge

4. Feedback Session Break-Out Groups

5. Presentation and Project Leadership Question and Answer Period

Lower Churchill Project Team Effectiveness Programme “All Hands” September 5 AM Feedback Session output 1
14-Sep-12 C:\Users\tamacdonald\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\81EMN1V2\Sep 5
AM FDBK OUT.DOCX
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General Challenges / Opportunities
and Recommendations

Sep. 5 AM General challenges / opportunities Recommendations

Table # '
P B :
1 | Nalcor requirement / influence on managing

‘ Define level of team integration
| project
2 Project required blending of several cultures on | o A suite of awareness and sensitivity training /
many levels: activities including: gender, etc.
« Disciplines (eng., tech, social, etc.) | « More events off site or in office — social
¢ Corporates (includes multiple companies/ | pjending / sports / volunteering together on
contractors) . projects (e.g. Walk for Breast Cancer, etc. at
¢ Workplace - professional and managerial /| banks)
construction has distinct geographic issues |
(Torbay / HVGB / site / Hydro Place, etc.)
* Interpersonal cultural (Aboriginals / NL local /

international / Québec and Canadian)

3 . Numerous document control systems | « Should be only one system, or, if two, both
(VYY) | updated equally

5 Duplication of work / tasks by Nalcor and SLI | » A single organization made up of personnel
| VYY) | from both who are best suited for the job —
| » SLlto approach external agencies | they should have both responsibility and
| « Site management : authority (v)

6 Maintain productivity (v'v'v'v') » Prepare team to transition from engineering
| e In office to construction
| * Dnaite "« Begin with the end in mind
: e« Team / manpower readiness for execution

| phase

| » Improve / establish team familiarity to
improve comfort level

7 | Need a defined agreed schedule for the project  Need the management to accept, recognize
| giving the priorities for each package according | the problem and monitor it with the managers
to construction needs (v'v') / drive this process

e Recruit more coordinates to communicate the
schedule out to the groups and standardize
the priorities

8 Meeting staffing requirement (v) e Develop specified staff plan — if already

¢ Individuals with the correct skills developed — communicate to group

¢ Retention schemes

Legend:
v' = Votes for top challenge / opportunity

Lower Churchill Project Team Effectiveness Programme “All Hands” September 5 AM Feedback Session output 2
14-Sep-12 C:\Users\tamacdonald\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\81EMN1V2\Sep 5
AM FDBK OUT.DOCX
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General Challenges / Opportunities
and Recommendations coninea

Sep. 5 AM
Table #

10

11

Legend:

General challenges / opportunities

To have all component and support personnel
work as a team to produce the best product

| Too many decision makers — causes

| inconsistencies between components and SLI

i and Nalcor
| (VYA AASASA A A S

: Attracting and maintaining the right resources —
| manage staff turnover (v'v'v'v'vv'v'v)

v = Votes for top challenge / opportunity

| Recommendations

Regular formal meetings
Identify interface between components
Sharing the specialists

One team = one leader

Organization chart
Staffing Plan and Recruitment Plan
Sanction

Site conditions ‘project of choice’

Lower Churchill Project Team Effectiveness Programme “All Hands” September 5 AM Feedback Session output 4
14-Sep-12 C:\Users\tamacdonald\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\81EMN1V2\Sep 5
AM FDBK OUT.DOCX
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Communication Challenges /
Opportunities and Recommendations

Sep. 5 AM
Table #

O R e W

Communication challenges / opportunities

| Recommendations

o JW%%%WMWMWW%%%%i%%“%% drhi i s ]

1 ' Too many meetings, no flow down of information | e Less meetings / more delegation
2 Structure of communication from leadership s Efficiency in processes
| down to all components members | .
| GO AALALALEALALA ALY e it;gr;gr;steams with strong managers and
3 Integration of people working in different * Video conferencing
. locations (Torbay, MTL, Labrador...) (+'v) e Monthly updates of different offices
5 Communication between component teams for \ e Improved interface management at all levels
i sharing of design information (v'v'v") ’
6 On site communication — people from various e Education programs
- cultures and backgrounds, languages, must | o Training
| come together as a team | = Site rules
: | » Social activities as a group
7 ' The flow of information is stuck somewhere. We | e Update the matrix distribution to enable
don't get required and very needed information | individuals to receive the information
on time. (v'v'v) automatically
e Create a task force to reassess if our
communication procedures are working or not
8 Access to current contact information between | o Create one integrated electronic list
SLI and Nalcor ' containing: email, phone number, title,
location
9 Clear individual job description '+ Havea person assign specific tasks to each
| individual (location of specific data)
e Have regular employee training
10 a) Finding decision-makers when needed to | ® Tell receptionist / AA whereabouts
make high-level decu.smns |« Keep calendars up to date and open
b) Weekly update me_etmgs —lack of for the * Place note on door; enforce use of signin/ at
team and for certain teams b
oard
e Weekly update meeting for SLI and Nalcor
11 Working level communications (v'v'v'v'v'v'v'v'v) e Regular meetings
| « Promote open discussions (less email)
¢ Ownership / decision-making
¢ Big picture outlook (puzzle)
Lower Churchill Project Team Effectiveness Programme “All Hands" September 5 AM Feedback Session output 5

14-Sep-12 C:\Users\tamacdonald\AppData\Local\MicrosoftWindows\Temporary Internet Files\Content.Outlook\81EMN1V2\Sep 5
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Legend:
v = Votes for top challenge / opportunity

Lower Churchill Project Team Effectiveness Programme “All Hands” September 5 AM Feedback Session output 6
14-Sep-12 C:\Users\tamacdonald\AppData\Local\Microsoft\Windows\Temporary Internet Files\Content.Outlook\81EMN1V2\Sep 5
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Things That Are Working Well...And
We Should Continue To Do

Sep. 5 AM Things that are working well
Table # !

R S RS S
1 i o Integration of SNG and Nalcor departments
2 '« (Good) Diverse and talented teams

e “State of the art’ opportunity (tools, staff, expertise, green energy)
e Safety is #1

e Environmental awareness

e Commitment driven (passion, etc.)

e Bringing the best talent and keeping it

3 e Daily site reports

e Safety

¢ Friendly environment

5 e Information sessions

| o Project updates

e Good team relations and interaction

e Share same commitments regarding health and safety issues

6 e Positive feedback from independent reviews

e Project update sessions

| o Team effectiveness sessions

* Integration of Nalcor and SLI teams

7 ¢ These sessions are working and need to be rescheduled on a permanent basis (e.g. every 8-12
weeks)

e The team merger (SLI/ Nalcor) and the sharing of the information

8 e Informal review process between SLI and Nalcor has better engaged the proper lines of
communication to<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>