Company: Southern California Gas Company (U 904 G)/ San Diego Gas & Electric
Company (U 902 M)

Proceeding: 2028 General Rate Case

Application:  A.26-06-014/015

Exhibit: SCG-16.1/ SDGE-20.1

REVISED PREPARED DIRECT TESTIMONY OF LISA G. MCCUE

(COMPENSATION & BENEFITS)

BEFORE THE PUBLIC UTILITIES COMMISSION
OF THE STATE OF CALIFORNIA

MSoCaIGasm — SDGE

September2026



II.

I1I.

IV.

TABLE OF CONTENTS

INTRODUCTION ...ttt ettt ettt ettt et ebe et enteseeeaeeneas 1
A. Summary of Compensation & Benefits Costs and Activities.........ccceevuveerrreennnenn. 1
B. Organization Of TEeStIMONY .....cccuieiiiiiiieiieiiieiie ettt eaeens 4
C. Support To and From Other WithesSes.......cccuveeruiieriiieiiiieeeiieeeiie et 5
AFFORDABILITY & EFFICIENCY ...ovitiiiiiieeee ettt 5
TOTAL COMPENSATION OVERVIEW .....ccciiiiiiiiiiiiienieeeseeeee e 6
A. OVETVIEW ..ttt ettt ettt e s bttt e s bt st e sbb e et esaaeebeenaeeens 6
B. Labor Market Conditions and Workforce Risk ..........ccccoviiiiiiiiniiniis 6
C. Compensation Modernization INTHAtIVE ........ccceeiirieriiriinienienieneceeecseeeeens 11
SUMMARY OF WTW TOTAL COMPENSATION STUDY ...covoiiviiiiiiienieeiesceeeneen 12
A. WTW Study RESUILS ..ot 13
COMPENSATION ...ttt ettt ettt ettt e e sse e s e essesseenseensessaenseensenseenns 14
A. Bas@ Pay ..o et s 14
B. Variable Pay/Incentive Compensation Plan (ICP).........ccccccoevvvieiiiiiiiiiiiieee. 15
1. NON-EXECUtIVE TCP ...oooiiiiiiiieeeeeeeee e 15
a. Performance Measures........c...coveerieenieeiiienienieesieeieeseeeee e 16
b. Emphasis on safety measures..........ccceccveeeviieeeiieeniiieeniie e 18
2. EXCECULIVE ICP ..o 20
ICP Performance Goals Benefit Customers and the Community............. 20
a. Safety Performance Measures...........ccueeeevveeeciveeeeieeeiieesieeeeieeenns 20
b. Customers and Stakeholders.............cccveeeiiieiiiieiiieeieeceeeeee 24
c. Financial Performance Measures...........ccoceevverienieeienieneeniennene 25
4. Financial Performance Measures Support Prudence and
Ratepayer ValUe.........cociiiiiiiiiiieieeeee e 25
5. How 2026 ICP Performance Measures Support Affordability,
Reliability, and Safety.......ccccooveviiiiniiniiiiceeeen 27
6. ICP Efficiency StUAY .....cooveeiieiiieeiieeieeieeeee ettt 30
a. Background and Purpose of the Study..........ccccvvveviiiiiiiiiennen. 30
b. Meridian Study — Analytical Approach..........ccceecevvievieneniicnnne. 30
c. Study Observations and Application to the 2026 ICP Design...... 31
7. Non-Executive and Executive ICP COStS ......cocceevviieiiiiiiiiiiiiieieeieeee, 32
ICP Should Be Fully Recoverable: Costs are Reasonable and
Performance Is Tied to Goals That Benefit Ratepayers..........c..cccceeuvnee. 33
C. Long-Term Incentive COMPENSALION ......cccvvieeiieeeiiieeeiieeeiieeeieeeeieeeseveeesaeeeneneens 35



1. A Long-Term Incentive Program Benefits SoCalGas and SDG&E

L3 1] 10)110 1<) £ SR PSRRI 36
2. Long-Term Incentive Program Design.........ccccueeviiieniieeniiieeniie e 36
3. Long-Term INcentive COStS ......c.eeviieiiieiiieiiesieeieeeie et 36
D. Special Recognition AWATdS...........ccuveeeieiiierieeiieriieeieeseeeieesieeeveeieeeveeseeeaneens 37
1. Spot Cash and Employee Recognition Programs ..........c.cccccvvevevveenneennee. 37
2. Special Recognition Award Cost Forecasts.........ccocuvevvieniiniiienieeieennnnne 38
E. Summary — Compensation Programs.............ccceceerieeiiieniieniienie e eveesve e 38
VI.  EMPLOYEE BENEFITS. ...t 39
A. OVETVICW ...ttt ettt eeitee ettt ettt e et e e et e e e teeeeteeesasaeessbaeesssaeessseessaeanssaeensseesssseessseaenns 39
B. Health BENETits......coovieiiiiiiciiecie ettt s 40
1. IMEAICAL ..ot e e 40
a. Medical Plan OVeIrVIEW.........cccuieeciiieciieeciee et 41
Health Maintenance Organizations............cceevvveeveenreenveeneennenns 41
c. Health Care Plus+ High-Deductible Health Plan with Health
SaVINGS ACCOUNL .....eeiiieiiieiieeiieiie et 42
d. Anthem Out-of-Area Plan..........c.ccooevviieiiiiiiiiicieceeceee e 42
e Medical Plan Enrollment ............cccoveeeiiiiiiiiiciieeiee e, 42
f. Medical Cost Trends.......ccveeevieriieiieiieeiieeie et 44
g Employee ContribUtions ..........cccceeeveerieeriienieerieenieeieesreenieeeeneens 45
2 DENtal.....oiiiiiiicieee e e 45
a. Dental Plan OVervIEW: ........cccvieviieiiieiieeiieiiecie et 46
b. Dental Cost Trends ........cooovieeiiieeiiieeieeeieeceeeee e 47
3. Y3 o) § DU SRS TR SRR 47
a. Vision Plan OVerVIEW: ........cccieiiieiiieiiieiieeieeieeeee e 47
b. Vision Cost Trends: ........occvverieriiieiiecieeieeie e 47
4. WEIINESS ..ttt ettt e e e et e e enaeeeaaeesnnee s 48
a. Wellness Programs OVErVIEW:.........ccccveevierieeiiienieeiiesiieeiee e 48
5 Employee Assistance Plan (EAP).......ccooveeiiiiiiiiiiieceeeeeeeeeee, 50
a. EAP Program OVEIrVIEW: ......ccccuieeviireeiieeeiieeeiie e eeveeeeree e 50
C. Weltare BEneTits .....c..ieiuiiiiieiiecii ettt et 51
1. Accidental Death and Dismemberment .............c.ccceeeieeiienienieenieeieenen. 52
2. Business Travel INSUTanCe ..........ccccvveeriieeiiieeiee e 52
3. Life INSUTANCE ....vveeiiieiiieiiecieeee et 52
D. Retirement PIans .........ccoooiiiiiiiiice et 53

1



1. Retirement SAVINGS ....c...ooieviiriiriiiiinieeieeeeese ettt

a. Retirement Savings Plan OVerview ..........ccccceevveviiieniieeiienneeneens

b. Retirement Savings Plan CostsS........ccevveeeviieeeiieeeieecieeeee e,

2. Non-qualified Savings Plan ..........cccccooiniiiiiiniincec

3. Supplemental Pension...........ccceeviieiiiniiiiiieiieeeee e

E. Other Benefit Programs and FEes ..........coovuiiiiiiiiiiieiiiieeeeeee e
1. Benefit Administration Fees and Services.........ccoevvveevveeecieeecieeecieeeenen.

2. Educational ASSISTANCE ......c..ccveriierieriiniieieeiesieeie et

3. Emergency Care........coouviieiiiiiiieeeiiiee et

4. Green Transportation INCENTIVE .......cceevuiriiriiniiiiiicecceeee e

5. Retirement ACLIVITIES .....eveeuereieiieieniieieeie ettt

6. Service RECOGNILION .....cccuviiiiiiieiiieeiieeeeeeeee e

7. Special EVENtS.......cocuoiiiiiiiiiiiiiiiceeeceee e

VII.  COMPENSATION CONTROLS ......ooiitiiiieieniteteeesteee ettt
A. External Compensation SUIVEYS .......ccccuiieriiieriieeiiie ettt
1. NON-EXECULIVE JODS ..eoiiiiiiiiiiiiie et

2. EXECULIVE JODS ..ottt st

B. External Benefits SUTVEYS.....ccoiiiiiiiieiiiieeciie ettt
1. Methodology for BENVAL Study.......ccccooiiiiniiiiniiiiiiniceccneceee,

C. Internal Review and Governance ControlS.........cccoeveviererieneniienieneeieneeneeens

VIII. SEMPRA CORPORATE CENTER - COMPENSATION & BENEFITS

IX.  CONCLUSION. ... .ottt ettt sttt st e e st e e sanees
X. WITNESS QUALIFICATIONS ..ot
APPENDICES

Appendix A — Glossary of Terms

Appendix B — Meridian Compensation Partners Incentive Compensation Plan
Cost Efficiency Metrics

Appendix C — Compensation Modernization Initiative Pay Mix Adjustments

Appendix D — WTW 2028 General Rate Case Total Compensation Study —
Southern California Gas Company

Appendix E — WTW 2028 General Rate Case Total Compensation Study —
San Diego Gas & Electric

111



SUMMARY

COMPENSATION & BENEFITS (in 2025%)

2025 Adjusted- Estimated TY 2028
0&M Recorded (5000) (3000) Change ($000)

SoCalGas $ 284,949 $ 290,710 | $ 5,761
SDG&E $ 204,548 | $ 195,951 | $ (8,597)
$

Total O&M $ 489,497 $ 486,661 (2,836)

Summary of Requests
o Maintain short-term and long-term incentive programs that focus the organization

on goals related to safety, reliability, operational efficiency, and financial

stewardship, and provide recognition programs that reward exemplary

performance.

o Maintain comprehensive benefit programs for health, welfare, retirement and

other benefits critical to retaining a stable and effective workforce.
o Southern California Gas Company’s (SoCalGas) forecasted Test Year (TY) 2028
General Rate Case (GRC) request for Compensation and Benefits is $290.710

million, compared to 2025 adjusted recorded Compensation and Benefits of

$284.949 million, reflecting an increase of $5.761 million.
J San Diego Gas and Electric Company’s (SDG&E) forecasted TY 2028 GRC

request for Compensation and Benefits is $195.951 million, compared to 2025

adjusted recorded Compensation and Benefits of $204.548 million, reflecting a

decrease of $8.597 million.

v
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PREPARED DIRECT TESTIMONY OF LISA G. MCCUE
COMPENSATION & BENFITS

L. INTRODUCTION
A. Summary of Compensation & Benefits Costs and Activities

My testimony supports the Test Year (TY) 2028 forecasts for compensation and benefits
programs of Southern California Gas Company (SoCalGas) and San Diego Gas & Electric
Company (SDG&E) (collectively, the Companies). Compensation and benefits programs are a
critical component of a competitive employee value proposition that enables the Companies to
attract and retain a high-performing workforce.

As summarized in Table LM-1 and Table LM-2 below, projected TY 2028 compensation
and benefit program costs (excluding base pay and benefits covered in other witness areas) are

$291 million for SoCalGas and $196 million for SDG&E.!

Forecasts exclude executive officer costs, as defined under Resolution (Res.) E-4963 (December 13,
2018), pursuant to California Public Utilities (Pub. Util.) Code Section (§) 706 (as modified by Senate
Bill (SB) 901 (Dodd, 2018), available at:
https://leginfo.legislature.ca.gov/faces/billNavClient.xhtml?bill id=201720180SB901), and Decision
(D.) 24-12-074.



TABLE LM-12

SoCalGas
Compensation
Variable Pay/ICP
Spot Cash
Employee Recognition
Subtotal - Compensation
Health Benefits
Medical
Dental
Vision
Wellness
Employee Assistance Program
Subtotal - Health Benefits
Welfare Benefits
AD&D Insurance
Business Travel Insurance
Life Insurance
Subtotal - Welfare Benefits
Retirement Benefits
Retirement Savings Plan
Non-Qualified Savings Plan
Supplemental Pension

Subtotal - Retirement Benefits
Other Benefit Programs and Fees

Benefit Administration Fees
Educational Assistance
Emergency Care

Green Transportation
Retirement Activities
Service Recognition
Special Events

Subtotal - Other Benefit Programs and Fees

Total

2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast

($000) ($000) ($000) ($000)
$ 107,517 $ 80,841 $ 83,592 $ 86,343
$ 1,725 $ 3,526 $ 3,526 $ 3,526
$ 307 $ 335§ 347§ 358
$ 109549 $ 84,702 $ 87,465 $ 90,227
$ 116303 $ 114464 $ 128,890 $ 143,913
$ 3,049 $ 4334 $ 4714 $ 5,118
$ 426 $ 466 $ 510 $ 556
$ 395§ 1,300 $ 1316 $ 1,349
$ 624 $ 159 $ 167 $ 176
$ 121,697 $ 120,723 $ 135597 $ 151,112
$ 162 $ 158 $ 173§ 189
$ 42 3 42 3 43 8 44
$ 1,431 $ 1421 3 1,559 $ 1,704
$ 1,635 $ 1,621 $ 1,775 $ 1,937
$ 32910 $ 32287 $ 35283 $§ 38,397
$ 341§ 355§ 369 $ 383
$ 13,703 $ 1,670 S 1,690 S 1,810
$ 46954 $ 34312 $ 37,342 $ 40,590
$ 1,588 $ 1,558 $ 1,588 $ 1,616
$ 1,938 $ 1,867 $ 2,002 $ 2,137
$ 268 $ 390 $ 406 $ 422
$ 766 $ 853 $ 1,260 S 1,323
$ 358§ 268 $ 114 8 70
$ 196 $ 223§ 225§ 276
$ -8 1,000 $ 1,000 $ 1,000
$ 5114 $ 6,159 $ 6,595 $ 6,844
$ 284,949 $ 247,517 $ 268,774 $ 290,710

2

Totals and sub-totals throughout this testimony may reflect minor rounding differences compared to
data from General Rate Case Integrated Database and in corresponding workpapers.
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TABLE LM-2

2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast

SDG&E (5000) (5000) (5000) (5000)
Compensation
Variable Pay/ICP $ 105,158 $ 72,203 $ 74,489 $ 76,776
Spot Cash $ 2,398 § 3,045 $ 3,045 $ 3,045
Employee Recognition $ 426 % 267 3 276 3 285
Subtotal - Compensation $ 107,982 $ 75,515 $ 77,810 $ 80,106
Health Benefits
Medical $ 64,532 $ 66,861 $ 73,471 $ 80,473
Dental $ 3,306 $ 3,563 % 3,827 $ 4,106
Vision $ 252§ 281 $ 302§ 324
Wellness $ 548 $ 1,301 $ 1,282 $ 1,298
Employee Assistance Program $ 508 $ 92 $ 93 $ 96
Subtotal - Health Benefits $ 69,146 $ 72,096 $ 78,975 $ 86,297
Welfare Benefits
AD&D Insurance $ 136§ 135 § 144 % 154
Business Travel Insurance $ 24 3 24 3 24§ 24
Life Insurance $ 555 % 532 % 568 $ 604
Subtotal - Welfare Benefits $ 715§ 691 $ 736 $ 782
Retirement Benefits
Retirement Savings Plan $ 21,487 $ 21,184 $ 22,594 $ 24,028
Non-Qualified Savings Plan $ 289 $ 299 § 309 $ 318
Supplemental Pension $ 2,789 % 2,100 $ 2,190 $ 2,250
Subtotal - Retirement Benefits $ 24,565 $ 23,583 $ 25,093 $ 26,596
Other Benefit Programs and Fees
Benefit Administration Fees $ 995 $ 1,025 % 1,039 $ 1,055
Educational Assistance $ 670 $ 656 $ 686 $ 718
Emergency Care $ 201 S 200 S 203§ 205
Green Transportation $ 22 3 21 S 21 S 22
Retirement Activities $ 173 $ 212 $ 77 $ 43
Service Recognition $ 79 S 105 3 115 3 127
Special Events $ - $ - $ - $ -
Subtotal - Other Benefit Programs and Fees $ 2,140 $ 2219 $ 2,141 $ 2,170
Total $ 204548 §$§ 174,104 § 184,755 §$§ 195,951

SoCalGas’s and SDG&E’s projected TY 2028 compensation and benefits program costs
are based on:
o Base Pay: Base pay is a foundational element of the Companies’ compensation
and benefits programs. Costs for the base pay component of total compensation

are included in the labor forecasts contained in other witness areas.
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B.

Variable Pay/ICP: Requesting recovery of Incentive Compensation Plan (ICP)
costs tied to achievement of ICP goals related to safety, reliability, operational
efficiency, and financial stewardship.

Long-term incentives:®> The Companies have voluntarily elected to exclude long-
term incentive compensation costs from their request.

Special recognition awards: Continuing to recover the cost of special recognition
awards as described in section V.

Health and welfare benefits: Continuing to recover health and welfare benefits
expense as described in section VI.

Retirement benefits: Continuing to recover retirement benefits as described in
section VI.

Other benefit programs and fees: Continuing to recover the costs of other benefit
programs, such as educational assistance, emergency care and green
transportation, and the cost of benefit administration fees and services as

described in section VI.

Organization of Testimony

My testimony is organized as follows:

Introduction

Affordability & Efficiency

Total Compensation Overview

Summary of WTW Total Compensation Study
Compensation

Employee Benefits

Compensation Controls

Sempra Corporate Center — Compensation & Benefits
Conclusion

Witness Qualifications

3

Long-term incentive plan costs were not included in the Companies’ forecasts.
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C. Support To and From Other Witnesses

My testimony also references the testimony and workpapers of several other witnesses,
either in support of their testimony or as support for mine. A reference list is detailed below:

o Headcount forecast and long-term disability and workers’ compensation are
covered in the SoCalGas and SDG&E Safety & Culture testimonies (Ex. SCG-18
and Ex. SDGE-22).

. Broad-based pension benefits and post-retirement benefits are covered in the
Pension and PBOP testimony (Ex. SCG-17/SDGE-21).

o Post-test year compensation and benefits costs, including post-test year medical
escalation, are covered in the Post-test Year Ratemaking testimonies (Ex. SCG-28
and Ex. SDGE-33).

I1. AFFORDABILITY & EFFICIENCY

Affordability and cost efficiency principles guide the design and oversight of SoCalGas’s
and SDG&E’s Compensation and Benefits programs. As more fully explained below, the
Companies structure total compensation to support the safe, reliable, and efficient delivery of
utility service while managing costs prudently on behalf of customers.

Incentive compensation plays an important role in advancing these objectives. As
described later in this testimony, the Incentive Compensation Plan (ICP) aligns employee
performance with outcomes that benefit ratepayers across the key areas of affordability,
reliability, and safety. Through clearly defined performance goals and accountability
frameworks, the ICP reinforces behaviors and execution discipline that support safe operations,
reliable service, and cost-effective system performance.

As described in Section V.B.5, 2026 ICP performance measures include goals that
deliver both immediate benefits—such as improved operational efficiency and faster service
restoration—as well as cumulative benefits achieved over time through sustained investment,
disciplined execution, and risk mitigation. Together, these measures demonstrate that ICP is
aligned with Commission priorities and provides value to customers by supporting long-term

system performance and prudent cost management.
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Consistent with the Commission’s directive in the 2024 GRC Decision,* the Companies
also engaged an independent compensation expert to assess ICP cost efficiency and examine
approaches to strengthening cost-effectiveness without compromising safety. That assessment,
discussed in Section V.B.6 and included as Appendix B to this testimony, provides additional
context for evaluating ICP design within the California regulatory environment and validates that
the Companies’ incentive plans are broadly consistent with industry peers.

III. TOTAL COMPENSATION OVERVIEW
A. Overview

SoCalGas and SDG&E employees are essential to the delivery of safe, efficient, and
reliable service to customers. The Companies’ total rewards programs are designed to attract,
motivate, and retain a high-performing, skilled, and safety-focused workforce capable of
performing high-hazard, mission-critical work under increasingly complex regulatory,
environmental, and operational conditions. These programs include base pay, incentive
compensation, long-term incentives, recognition awards, benefits, and retirement plans.
Compensation and benefits provided to SoCalGas and SDG&E employees, retirees, and their
dependents reflect market conditions, collective bargaining requirements, and applicable
government regulations.

B. Labor Market Conditions and Workforce Risk

Like other employers, SoCalGas and SDG&E are operating in a labor market
characterized by persistent workforce shortages and heightened competition for skilled workers.
California utilities, however, face particularly acute and sustained staffing challenges driven by
aging workforce demographics, increasingly complex regulatory requirements, including
expanded wildfire mitigation and related safety mandates, accelerating electrification and grid
expansion, constrained training and apprenticeship pipelines. Industry surveys indicate that
utilities are experiencing difficulty filling mission-critical, hands-on roles even when offering

competitive compensation and benefits. In the transmission and distribution sector alone, nearly

% D.24-12-074 at 742 and Ordering Paragraph (OP) 54 at 1102-1103. As part of this directive, the
Companies also engaged an independent management consulting firm, Accenture, to conduct broader
organizational efficiency studies. The results of these studies are presented in the Compliance
testimony (Ex. SCG-30/SDGE-36).
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90 percent of employers report difficulty hiring qualified workers, and these shortages are
expected to intensify as infrastructure investment and clean energy deployment accelerate.’
These labor market conditions translate into persistent, structural workforce challenges
for California utilities. The factors described below explain why competitive, market-aligned
compensation and benefits are necessary to mitigate safety, reliability, and execution risks.

* Aging workforce and imminent retirements create structural labor risk:
Electric and natural gas utilities face elevated workforce risk as approximately 25%—40%
of the utility workforce is expected to become retirement-eligible within the next five to
ten years, with higher exposure in skilled trades, field operations, system operations,
safety-critical field roles, and engineering roles that require extensive training,
certification, and system-specific experience. Retirement exposure exceeds that of the
broader U.S. workforce, skilled workforce replacement pipelines are insufficient to offset
projected retirements, and the resulting loss of institutional knowledge increases
operational, reliability, and safety risk, particularly in environments involving energized
equipment, pressurized systems, excavation, and emergency response. Sustained
investment in competitive, market-aligned compensation supports knowledge retention,
effective succession planning, and workforce readiness, all of which are foundational to a
strong safety culture.®

* Wildfire mitigation mandates have materially increased labor demand:
CPUC-approved and Office of Energy Infrastructure Safety-enforced wildfire mitigation
requirements have materially increased the scope, frequency, and complexity of safety-
critical work, particularly within High Fire Threat Districts, driving sustained demand for
lineworkers, inspectors, engineers, and safety professionals. These mandates require
trained and experienced personnel capable of executing inspections, vegetation
management, system hardening, emergency response, and compliance activities under

See Power Magazine, Bridging the Gap: How the Power Industry Is Tackling Its Workforce Crisis
(January 2, 2026), available at: https://www.powermag.com/bridging-the-gap-how-the-power-
industry-is-tackling-its-workforce-crisis/;US Dept. of Energy, 2025 United States Energy &
Employment Report (August 2025), available at: https://www.energy.gov/documents/2025-useer-
national-report;The Int’l Energy Agency, Energy employment has surged, but growing skills
shortages threaten future momentum (December 5, 2025), available at:
https://www.iea.org/news/energy-employment-has-surged-but-growing-skills-shortages-threaten-
future-momentum; Power Magazine, Help Wanted: Staffing Strategies for the Power Industry
(February 25, 2026), available at: https://www.powermag.com/partner-content/help-wanted-staffing-
strategies-for-the-power-industry/.

See Center for Energy Workforce Dev., Gaps in the Energy Workforce, 2021 Pipeline Survey Results,
available at: https://cewd.org/wp-content/uploads/2022/02/Gaps-In-Energy-Careers-Report-

2022 Final-pages.pdf; Power Magazine, Addressing the Challenges Presented by a Retiring Utility
Workforce (June 22, 2022), available at: https://www.powermag.com/addressing-the-challenges-
presented-by-a-retiring-utility-workforce/; US Census Bureau, Firms in Production Sectors and
Northen States Have Some of the Highest Shares of Older Workers (December 2, 2025), available at:
https://www.census.gov/library/stories/2025/12/older-workers.html.
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dynamic field conditions. Many of these activities cannot be readily automated or
outsourced without compromising safety oversight, hazard recognition, or institutional
accountability. Maintaining competitive total compensation supports workforce stability
in these safety-critical roles and reduces reliance on short-term or inexperienced labor
that could elevate safety and execution risk.’

* Electrification and grid expansion are outpacing labor supply:

Clean energy policies, electrification, and load growth continue to drive rapid expansion
and modernization of electric and gas infrastructure, increasing labor demand faster than
training and apprenticeship pipelines can respond. Industry and government analyses
estimate that the U.S. power sector will require hundreds of thousands of additional
workers by 2030, with acute shortages in transmission and distribution roles, including
lineworkers, as transmission development accelerates and retirement rates among
experienced workers remain elevated.®

* Technology modernization and advanced analytics are increasing demand for
highly specialized roles:

Ongoing modernization of utility operations—including advanced grid management
systems, operational technology, cybersecurity, and data-enabled safety and asset
monitoring—has increased the need for specialized skills in systems engineering,
information technology, data science, and advanced analytics. The deployment of
artificial intelligence and automation tools to improve operational efficiency, predictive
maintenance, safety oversight, and decision-making further drives demand for
capabilities that are relatively new to the utility sector and not widely available within
traditional utility workforce pipelines. As a result, utilities must recruit externally for
these roles in highly competitive labor markets where demand exceeds supply and
competition extends beyond the utility industry. Maintaining competitive,
market-aligned compensation is necessary to attract and retain this specialized talent,

See NARDAC Insurance Services, LLC, Wildfire Mitigation In The Utility Industry: Technology,
Investment And The Shift To Resilience (December 17, 2025), available at:
https://nardac.com/wildfire-mitigation-in-the-utility-industry-technology-investment-and-the-shift-to-
resilience/; Washington Workforce Training & Education Coordinating Board, Study of the
Feasibility of a Transition to Retirement Program for Workers Close to Retirement Facing Job Loss
or Transition Due to Energy Technology Sector Changes (June 2025), available at:
https://wtb.wa.gov/wp-content/uploads/2025/06/W TB-Transition-to-Retirement-Feasibility-
FINAL.pdf; ICF International, Inc., 6 actions utilities can take to mitigate wildfire risks (October 25,
2023), available at: https://www.icf.com/insights/climate/6-actions-utilities-mitigate-wildfire-risks;
Performance Services, The Disappearing Utility Workforce (December 8, 2025), available at:
https://www.performanceservices.com/resources/the-disappearing-utility-workforce/.

See Goldman Sachs, The Power Industry May Need More Than 750,000 New Workers by 2023 (July
23, 2025), available at: https://www.goldmansachs.com/insights/articles/power-industry-may-need-
more-workers-by-2030; Power Magazine, Bridging the Gap: How the Power Industry Is Tackling Its
Workforce Crisis (January 2, 2026), available at https://www.powermag.com/bridging-the-gap-how-
the-power-industry-is-tackling-its-workforce-crisis/; California Independent System Operator
(CAISO), Large Load Considerations Issue Paper (January 20, 2026), available at:
https://www.caiso.com/documents/issue-paper-large-load-consideration-jan-20-2026.pdf.
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which is increasingly integral to safe operations, regulatory compliance, operational
efficiency, and long-term system resilience.’

* California-specific labor constraints limit workforce scalability:

Utility workforce challenges in California are more difficult to address than in other
regions due to a combination of high housing and cost-of-living pressures, particularly in
coastal and wildfire-prone areas; predominantly unionized, apprenticeship-based career
pathways that require multi-year development; stringent certification and safety
requirements for electric utility work; intense competition for skilled labor from
construction, renewable energy, and private infrastructure projects; and geographic
constraints that require most transmission and distribution work to be performed locally
by qualified personnel. These constraints limit workforce scalability and make retention
of qualified employees more cost-effective than continual turnover and retraining.

See US Dept. of Energy Grid Modernization Initiative, Grid Modernization Strategy 2024 (July
2024), available at chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.energy.gov/sites/default/files/2024-
09/Grid%20Modernization%20Strategy%202024.pdf; Int’l Energy Agency, World Energy
Employment 2025 (December 2025), available at: chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://iea.blob.core.windows.net/assets/e5b9e908-
261fe-4228-8978-edee36¢555ed/WorldEnergyEmployment2025.pdf; GE Vernova, Complimentary
Gartner® Report: How to Drive Operational Excellence as a Utility (October 2025), available at:
https://www.gevernova.com/software/resources/report/gartner-utilities-operational-excellence-report:
McKinsey & Company, The Al-enabled utility: Rewiring to win in the energy transition (September
2023), available at: chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.mckinsey.org/~/media/mckinsey/industri
es/electric%20power%20and%?20natural%20gas/our%?20insights/the%20ai%20enabled%20utility %2
Orewiring%20t0%20win%20in%20the%20energy%?20transition/mck_utility compendium-final.pdf;
Deloitte, 2026 Power and Utilities Industry Outlook (October 29, 2025), available at:
https://www.deloitte.com/us/en/insights/industry/power-and-utilities/power-and-utilities-industry-
outlook.html; Deloitte, In the Al age, data centers and power companies compete for the same core
workforce (March 31, 2026), available at: https://www.deloitte.com/us/en/insights/industry/power-
and-utilities/data-centers-power-companies-compete-for-workforce.html; Bain & Company, Utilities
Must Reinvent Themselves to Harness the AI-Driven Data Center Boom (October 2024), available at:
https://www.bain.com/insights/utilities-must-reinvent-themselves-to-harness-the-ai-driven-data-
center-boom/; Black & Veatch, 2025 Electric Report: What utilities must know about data center
growth and more, (2025) ,available at: https://www.bv.com/en-US/perspectives/powering-ai-what-
utilities-must-know-about-data-center-growth.
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Market-based compensation supports long-term workforce stability, preserves
institutional knowledge, and helps mitigate safety and reliability risks while avoiding
higher downstream costs associated with attrition and reduced productivity. '

To mitigate systemic risks associated with workforce scarcity—including delays to grid
hardening and electrification projects, loss of institutional knowledge affecting safety and
reliability, and reduced emergency and extreme-weather response capability—it is necessary for
SoCalGas and SDG&E to maintain competitive compensation and benefits. These programs
support the attraction, retention, and motivation of a skilled and experienced workforce required
to safely and reliably serve customers and communities.

The Companies’ compensation programs function as part of a broader risk management
framework. By aligning pay with safety accountability, disciplined execution, and workforce
engagement, compensation reinforces employee focus on the Companies’ key operational
priorities, foremost among them safety. Safety is a core value of SoCalGas and SDG&E, and a
strong safety culture is a critical driver of organizational safety performance. Consistent with
that framework, SoCalGas and SDG&E use compensation metrics and key performance
indicators to align employee behavior with safety objectives and to promote continuous
improvement in safety outcomes.

Safety-related measures comprise a substantial portion of short-term incentive design,
representing 66% of the non-executive ICP company performance component for SoCalGas and
68% for SDG&E. This weighting reflects an intentional program design choice to prioritize
safety outcomes and reinforce accountability at multiple organizational levels. In addition,
benefit and wellness programs that support employee health and well-being contribute to

workforce readiness, risk awareness, and the continuation of a strong safety culture.

10" See 29 CFR § 1910.269; Public Policy Institute of California, California’s Energy Workforce: Needs
and Opportunities (August 2025), available at: https://www.ppic.org/publication/californias-energy-
workforce-needs-and-opportunities/; US Int’l Trade Comm’n, Skilling Up for a Sustainable Future: A
Look at the Labor Shortage in Renewable Energy (June 2024), available at: chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.usitc.gov/publications/332/executive_bri
efings/ebot_labor shortage renewable energy.pdf; Public Policy Institute of California, Policy Brief:
California’s Energy Workforce (August 2025), available at: https://www.ppic.org/publication/policy-
brief-californias-energy-workforce/; Int’l Brotherhood of Electrical Workers, Education Department,
available at: https://ibew.org/our-departments/education/; US Dept. of Energy, U.S. Energy and
Employment Report — 2023 (California), available at. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.energy.gov/sites/default/files/2023-
06/USEER23-CA-v2.pdf.
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Compensation and benefits programs are also structured to support the Companies’
commitment to responsible and sustainable business practices. The ICP includes performance
goals related to business transformation and operational efficiency, customer and community
service, and the advancement of organizational culture. Complementary benefits programs—
including educational assistance that supports career development and an employee assistance
program offering access to a broad range of mental-health providers—further support employee
engagement and organizational effectiveness.

This holistic, market-based approach to total rewards, including periodic program updates
and pay-mix adjustments in response to changing labor market conditions, has enabled SoCalGas
and SDG&E to retain an experienced and productive workforce while maintaining competitive
labor costs. The Sempra Corporate Center applies the same market-based discipline to ensure
that total compensation costs associated with services provided to SoCalGas and SDG&E are
reasonable, support operational needs, and remain consistent with prevailing market practices.

C. Compensation Modernization Initiative

After more than two decades of operating under largely unchanged compensation
structures, SoCalGas and SDG&E are implementing a Compensation Modernization initiative
designed to create pay practices that remain competitive, market-aligned, and responsive to
evolving labor market and operating conditions. The initiative was undertaken to support
workforce stability and retention across the enterprise in response to sustained labor scarcity and
evolving market conditions.

The modernization initiative includes updates to job architecture, salary structures, and
standardized job profiles for non-represented employees, consistent with industry best practices.
These changes were designed to promote consistency, equity, and alignment with external labor
markets, across the enterprise.

As part of this effort, pay mix for certain roles was adjusted, effective January 2026, to
more closely align with prevailing market practices. For some positions, a portion of target
incentive compensation was shifted into base pay, increasing the share of fixed compensation
and improving pay predictability. These changes represent a rebalancing of compensation
components, not an increase in total cash compensation. See Appendix C for information on

these adjustments.

11
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Incentive compensation remains an important component of the total rewards framework
and continues to be tied to safety, operational, financial, and organizational culture objectives.
The pay-mix adjustments were redistributive in nature and were implemented to support labor
market competitiveness and workforce stability while maintaining disciplined, market-based
total compensation levels.

IV.  SUMMARY OF WTW TOTAL COMPENSATION STUDY

A total compensation study was conducted as part of SoCalGas’s and SDG&E’s TY 2028
GRC submission in compliance with Commission Decisions D.87-12-066, D.89-12-057, and
D.96-01-011. For over 29 years, a total compensation study has been prepared in connection
with each SoCalGas and SDG&E GRC, and the California Public Advocates Office (Cal
Advocates) jointly sponsored and participated in several of the past studies. SoCalGas and
SDG&E invited Cal Advocates to participate in the total compensation study for the TY 2028
GRC as well, but Cal Advocates declined to participate.

The Companies engaged WTW (formerly known as Willis Towers Watson), a nationally
recognized compensation and benefits consulting firm, to conduct an independent compensation
and benefits study. The results of the study are included as Appendices D and E (WTW Study).

The WTW Study evaluated SoCalGas’s and SDG&E’s total compensation relative to the
external labor market. It includes a detailed analysis of “total compensation,” which is defined
as the aggregate value of annualized base pay, short-term incentive compensation, and benefits
programs. For short-term incentive compensation, both actual and target data were analyzed.
Long-term incentive compensation was included in the WTW Study but excluded from
SoCalGas’s and SDG&E'’s cost forecasts.

The WTW Study includes a detailed description of the study methodology. Although Cal
Advocates did not participate in the WTW Study for the TY 2028 GRC, the methodology
applied by WTW was generally consistent with total compensation studies in past GRCs in
which Cal Advocates participated. The WTW Study should be viewed as a conservative
assessment of the market, as it is based on 2025 market survey data that may not fully capture
current market conditions. As the WTW Study notes:

The U.S. labor market continues to evolve, reflecting a combination of economic
factors, demographic shifts, changing workforce participation patterns, and
sustained demand for new and emerging skill sets. Although volatility has
moderated from peak post-pandemic levels, structural dynamics affecting talent

12
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supply and demand remain present. Therefore, the survey data utilized in this
assessment represents a snapshot in time and may trail current market trends to a
certain extent.!!

A. WTW Study Results

The Companies’ overall market positioning, including SoCalGas, SDG&E, and
Corporate Center, for actual total compensation (defined as base salaries, short-term incentives,
and benefits) is within 4.5 percent of market (based upon actual ICP) and target total
compensation is within 3.4 percent of market (based upon target ICP). SoCalGas’s total
compensation is within 2.1 percent of market based on actual total compensation and within 1.4
percent of market based on target total compensation. SDG&E’s total compensation is within
9.4 percent of market-based on actual total compensation and within 7.6 percent of market-based
on target total compensation. '

Compensation professionals, including WTW, typically consider a range of plus or minus
10% of the average of the external market data to be competitive, and broader ranges are
common and expected for long-term incentive plans and benefits.

WTW considers plus or minus 10 percent of the average or mean of the

competitive market to be the range of competitiveness. While some organizations

define the competitive market zone as plus or minus 10 percent of the market,

other organizations elect to target competitive pay with plus or minus 20 percent.

However, a range of plus or minus 10 percent is generally considered by

compensation professionals, including WTW, as appropriately accounting for

variations related to individual employee, tenure, and organizational factors that

naturally occur between an organization’s total compensation levels and survey
data."?

Per the World at Work Handbook of Total Rewards, “In some organizations, the
competitive or market zone is defined as plus or minus 10 percent of the market; other
organizations elect to target competitive pay with plus or minus 20 percent.”'* As referenced

above, using this competitive range takes into account differences in employee tenure,

" WTW Study at 15.

Results include a representation of Corporate Center jobs that support SoCalGas and SDG&E.
Corporate Center jobs were included in the WTW Study because SoCalGas and SDG&E would need
to hire employees to perform these jobs if not performed by the Corporate Center.

B WTW Study at 8.
4 World at Work, The World at Work Handbook of Total Rewards, Second Edition (2021), at 38.
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experience, and performance, as well as potential job matching, sample size, and data quality
issues.

As shown in Table LM-3 below, actual total compensation and target total compensation
for the Companies falls within the competitive range of plus or minus 10% that is widely used by

compensation professionals.

TABLE LM-315

SoCalGas/SDG&E vs. Market (Including Corporate Center)
Total # of Employees Base Target Actual Target Total Actual Total
Employees  in Study Salary  Total Cash Total Cash Benefits Compensation Compensation
SoCalGas & Corporate Center 8,432 5,629 -0.02% 0.34% 1.31% 4.23% 1.39% 2.08%
SDG&E & Corporate Center 4,816 2,545 4.11% 6.39% 8.88% 10.87% 7.63% 9.42%
SoCalGas, SDG&E & Corporate Center 12,876 7,991 1.37% 2.33% 3.80% 6.38% 3.44% 4.49%

V. COMPENSATION

SoCalGas’s and SDG&E’s compensation packages include base pay, short-term incentive
compensation, long-term incentive compensation (for key management employees only), and
special recognition awards. It is essential that SoCalGas and SDG&E maintain their market
competitiveness to attract, retain, and motivate their employees; and compensation is the most
straightforward element of the total rewards package for employees to evaluate the value of their
job or a job offer. Maintaining competitive compensation also supports the Companies’ ability
to deliver safe, reliable, and cost-effective service to customers. SoCalGas and SDG&E, like
other employers, are competing for talent.

At SoCalGas and SDG&E, employee groups are described as Executive, Director,
Management, Associate, and Represented employees. Depending on the particular employee
group, compensation and benefit plans may vary based on overall compensation strategy, market
pay, and collective bargaining agreements.

A. Base Pay

Base pay is the foundation of SoCalGas’s and SDG&E’s compensation programs.
SoCalGas’s and SDG&E’s base pay programs are structured to be competitive, internally
equitable, and cost-effective. Base pay structures are designed to support disciplined control of
compensation costs while maintaining competitiveness for required skills and experience. Pay

structures for non-represented jobs allow for individual differentiation based on an employee’s

5 See, supra, note 12.
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performance, skills, and experience. Base pay and pay grades for represented jobs are subject to
collective bargaining agreements and are adjusted consistently with contract negotiations.

To ensure market pay ranges reflect the markets in which SoCalGas and SDG&E
compete for labor, the Company participates in several compensation and benefit surveys
sponsored by major human resources consulting firms. Additional information on the
compensation and benefits review process is provided in Section VII.

B. Variable Pay/Incentive Compensation Plan (ICP)

Variable pay, or short-term incentive compensation, is an essential component of a
competitive total compensation package for a number of reasons. Short-term incentive
compensation creates focus on and accountability for achieving strategic goals and operational
results, increasing operational efficiencies, and facilitating ideas and operational improvements.
Variable pay plans are a prevalent utility and critical-infrastructure industry market practice and
are a key component of a competitive compensation package.

SoCalGas’s and SDG&E’s short-term ICPs have been a longstanding part of their total
compensation strategies for their non-represented workforce. ICP places a portion of employee
compensation at risk, subject to achievement of the plan’s performance measures, motivating
employees to meet or exceed important safety, customer service, operational, and financial goals.

1. Non-Executive ICP

Eligible non-represented employees participate in the ICP. Performance measures are
reviewed, refined, and updated annually by the respective Company boards of directors through
a structured governance process reflecting oversight and rigor. Management develops the
proposed goals for each performance year based on a comprehensive evaluation of internal and
external factors, including regulatory commitments and guidance, safety and operational
priorities, historical performance, identified performance gaps, budget considerations, and
evolving customer expectations. These inputs are used to create annual goals that remain
responsive to changing conditions while continuing to reinforce core operational and customer-
focused objectives. These ICP goals are then reviewed against actual performance results in the
following year by Sempra’s Audit Services department prior to board approval. This review
confirms that performance outcomes are measured accurately and consistently with the approved
framework. As an illustration, the 2025 ICP performance results underwent this independent

review and were approved by each Company’s board in early 2026. Collectively, this
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comprehensive process — from goal-setting through independent validation and board approval —
results in ICP payouts that are tied to verified performance and remain aligned with delivering
tangible value to customers.

a. Performance Measures

The SoCalGas and SDG&E ICP plans include a company performance component,
which incentivizes employee focus on the achievement of company goals related to safety and
safety management systems, operating efficiencies, cost control, strategic priorities and
stakeholders, and financial health. In addition, the plans include an individual performance
component, which is based on the employee’s contributions toward these company goals and the
achievement of their individual performance objectives. The company performance component
and individual performance component are each weighted at 50% of employees’ target ICP
awards. This balanced design reinforces both collective accountability for enterprise outcomes
and individual responsibility for effective execution.

/1
/1
/1
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The performance measures for the 2026 SoCalGas ICP are shown in Table LM-4 below:

TABLE LM-4

2026 SoCalGas ICP

Performance Measures

Company Performance Component

Safety/Safety Management Systems

Customer, Public & Infrastructure Safety

Al Gas Leak Order Response Time

Damage Prevention - Damages per USA Ticket Rate

Gas System Methane Emission Reductions

Gas Transmission Safety - Percent Completion of Regulatory Test/Replace
Requirements

Distribution Integrity Management Program - Percent Completion of Bare Steel

Replacement Program

Cyber Safety

Safety Culture Enhancements

Employee Impact Through WE LEAD Base Visits and Executive/Director
Completed and Documented Field/Desk Rides

Number of Near Miss/Stop the Job/Good Catch Reports Conforming to Best
Practices

Employee Safety

Lost Time Incident Rate

Safety Observation Rate

Driving Observation Rate

Strategic Priorities and Stakeholders

Strategic Initiatives

Business Transformation

Resiliency/Ready for Tomorrow

Customer and Community Service

Touchpoint Action Program (T AP): Ease of Doing Business with SoCalGas
Emplovee and Community Partnership

Employee and Community Engagement

Financial Health

SoCalGas Earnings

SoCalGas Balance Sheet Health

Sempra Earnings

Total Company Performance Component

Total Individual Performance Component

Weighting

Non-Executive

33%

3%
3%
3%

3%

3%
3%

3%

3%

3%

3%

3%
13%

3%
3%

3%

4%
4%
2%
1%
1%
50%
50%

Executive

54%

5%
5%
5%

5%

5%
4%

5%

5%

5%

5%

5%
19%

5%
5%

4%

5%
27%
17%

3%

7%

100%
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The performance measures for the 2026 SDG&E ICP are shown in Table LM-5 below:

TABLE LM-5
2026 SDG&E ICP Weighting
Performance Measures Non-Executive Executive
Company Performnance Component
Safety Management Systems 34% 57%
Electric Safety
Wildfire and PSPS System Hardening 3% 5%
Vegetation Contacts within the High Fire Threat District during Elevated or 204 50,
Extreme Fire Potential Index
PSPS Average Circuit Restoration Time 1% 5%
Electric Overhead Fault Rate During Elevated Fire P otential 1% 5%
Cyber Safety 2% 4%
Gas Safety
Gas Integrity Management 3% 5%
Damage Prevention - Damages per USA Ticket Rate 3% 5%
P1 Gas Response Time 3% 5%
Employee Safety
Lost Time Incident Rate 4% 5%
Driving Observations 3% 3%
Field Safety Observations 4% 5%
Near Misses Reported (w/Actionable Follow-Up Timely Completed) 5% 5%
Strategic Priorities and Stakeholders 12% 16%0
Systemn Average Duration Interruption Index 2% 3%
Customer Service Value 4% 4%
Business and Technological Transformation 3% 5%
Advancing Organizational Culture 3% 4%
Financial Health 4% 27%
SDG&E Earnings 2% 17%
SDG&E Balance Sheet Health 1% 3%
Sempra Earnings 1% 7%
Total Company Performance Component 50% 100%
Total Individual Performance Component 50%

b. Emphasis on safety measures
Safety measures represent the largest category of performance measures in the SoCalGas
and SDG&E ICP plans. Safety is a foundational value for SoCalGas and SDG&E, and this is
reflected in the weighting of safety measures in the 2026 ICP. Safety measures comprise 66% of
the ICP’s company performance component for SoCalGas and 68% for SDG&E. The strong
emphasis on employee and operational safety measures in the SoCalGas and SDG&E ICP plans,

in turn, supports and reinforces the Companies’ safety culture and safety performance.
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FIGURE LM-1

2026 SoCalGas Non-Executive ICP
Company Performance Component

Financial
8%

Strategic Priorities
and Stakeholders Safety/Safety

26% Management
Systems
66%

FIGURE LM-2

2026 SDG&E Non-Executive ICP
Company Performance Component

Financial
8%

Strategic Priorities
& Stakeholders
24%

Safety/Safety
Management
Systems
68%

As shown in Figures LM-1 and LM-2 above, the ICP weighting for performance

measures related to safety helps provide strong alignment between SoCalGas’s and SDG&E’s
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safety programs, strengthen the Companies’ safety culture, and signal to employees that safety is
the number one priority. As the Commission stated in D.16-06-054:

One of the leading indicators of a safety culture is whether the governance of a
company utilizes any compensation, benefits, or incentive to promote safety and
hold employees accountable for the company’s safety record. '

A safety-focused organization provides a strong foundation for achieved cost control.
Fewer accidents, hazard awareness, and preventative measures to reduce public and
property damage, and planned operations rather than emergency actions minimize costs

and inure to the benefit of customers.

2. Executive ICP
As shown above in Tables LM-4 and LM-5, SoCalGas’s and SDG&E’s executive ICP

plans generally include the same performance measures as the non-executive ICPs and goals are
similarly reviewed and updated annually. The executive plans do not include an individual
performance measure, although the SoCalGas and SDG&E boards of directors may adjust
individual executive ICP awards in consideration of individual performance. Executive ICP
design aligns leadership incentives with the same safety, operational, strategic, stakeholder, and
financial outcomes applicable to the broader workforce. Costs for SoCalGas and SDG&E
executive officers are excluded, pursuant to SB 901 and D.24-12-074.

3. ICP Performance Goals Benefit Customers and the Community
a. Safety Performance Measures

The safety of the customers, employees, and communities served by SoCalGas and
SDG&E has been and will always be the Companies’ highest priority. The ICP safety goals
support the Companies’ safety culture by focusing on employee, customer, public, and
infrastructure safety. The benefits of ICP performance goals extend across safety and reliability
outcomes that can directly impact the costs ultimately borne by ratepayers. These goals are
established to effectively manage operational outcomes that support long-term ratepayer value,

as summarized below. Safety and safety management system goals include:

' D.16-06-054 at 153.
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Customer, Public, and Infrastructure Safety

Gas Safety:

Al Gas Leak Order Response Time (SoCalGas): Measures the response time for
customer service field technicians to respond to Al gas leak orders. Rapid
response minimizes the severity of leaks, reducing repair costs, property damage,
and customer impacts while supporting public safety. Preventing escalation
avoids high-cost emergency events.

P1 Gas Response Time (SDG&E): Measures the response time for customer
service field or gas operations to respond to a Priority 1 gas emergency. Prompt
response limits the severity and duration of gas incidents, reducing safety and
property risks.

Damage Prevention (SoCalGas and SDG&E): Focuses on reducing the number of
damages to SoCalGas or SDG&E below-ground facilities caused by excavation
that can result in a release of gas. This is a standard industry metric for measuring
operator performance for damage prevention. Improved thirty-party damage
prevention lowers safety risk and may reduce repair expenses and unplanned
outages that can increase costs.

Distribution Integrity Management Program (DIMP) (SoCalGas): Tracks the
annual percent completion in alignment with the 2026 capital plan for the non-
state-of-the-art main replacements under the Bare Steel Replacement Program,
prioritized through quantitative risk assessment under the Distribution Integrity
Management Program. Risk-based prioritization to replace identified pipeline
segments reduces risk of leaks and potential for incidents that increase costs.
Allows cost-efficient replacement of pipeline segments that most reduce risk.

Gas Integrity Management (SDG&E): Tracks the number of miles of Tier 1 and 2
Dupont Aldy-A plastic pipe mains and services replaced. Replacing Aldyl-A pipe
reduces leak and ignition risk, avoids emergency repairs and lowers long-term
maintenance costs while improving gas system reliability.

Gas System Methane Emissions Reduction (SoCalGas): Focuses on reducing

methane emissions associated with venting of high-pressure transmission

21



O 0 I AN Wn b~ W N =

[SS EEVCIEE \° I \S I S (S R\ N2\ S R (S N S N o e e e e e e e e
—_ O O 0 9 O »n kA WD = O O NN N R WD~ O

pipelines during planned gas blowdown events. Reducing vented gas prevents
loss of commodity costs and lowers emissions.

Gas Transmission Safety (SoCalGas): Focuses on enhancing gas pipeline system
safety by measuring the percentage of pipeline miles planned, tested, replaced,
constructed, or abandoned. Proactive, planned pipeline testing and replacement is
more cost-effective and reduces the risk of catastrophic failures that can drive

significant emergency and unplanned replacement costs.

Electric Safety (SDG&E):

Wildfire and Public Safety Power Shutoff (PSPS) System Hardening: Focuses on
mitigating the risk of wildfire and minimizing the impact of PSPS through
undergrounding portions of the distribution circuits or hardening the overhead
distribution system to known local wind conditions. Risk-based project selection
and lower lifecycle maintenance costs, as well as timely project completion,
reduce outages, site visits, and long-term costs to customers while improving
safety and reliability.

Vegetation Contacts in High Fire Threat Districts (HFTD) with Fire Potential
Index (FPI): Measures the number of outages or ignitions on the primary voltage
system caused by vegetation contacts in the HFTD during periods of elevated or
extreme fire potential, as measured by SDG&E’s FPI. Proactive vegetation
management measures reduce outage risk and potential wildfire impacts, avoiding
costly incidents, service disruptions, and restoration activities, which supports
long-term cost containment for ratepayers.

PSPS Average Circuit Restoration Time: Measures timely service restoration
following de-energization events. Faster restoration reduces service impacts for
ratepayers while improving workforce efficiency and helping to minimize
additional labor cost.

Electric Overhead Fault Rate During Elevated Fire Potential: Measures overhead
faults in the HFTD leading to an interruption of service during elevated threat
conditions. Preventing faults during high-wind conditions reduces wildfire risk
and associated costs, including emergency repairs, expedited troubleshooting, and

materials mobilization.
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Cyber Safety:

Cyber Safety Tests (SoCalGas and SDG&E): Focuses on increasing employee
response to simulated phishing exercises that are designed to increase employee
awareness and establish good cybersecurity behaviors. To build a positive,
resilient cyber safety culture, measures failure rate on numerous social
engineering simulations to protect Company operations and systems. Reducing
cyber incidents promotes operational stability and supports safety and reliable

service.

Employee Safety and Safety Culture Enhancements:

Lost Time Incident Rate (LTIR) (SoCalGas and SDG&E): Focuses on reducing
the number of OSHA Recordable Injuries or Illnesses resulting in lost time (time
away from work). Fewer employee injuries improve workforce availability,
which supports timely maintenance and capital work, avoiding costly delays and
emergency repairs, and reducing replacement labor and workers’ compensation
costs.

Safety Observation Rate (SoCalGas): Leading metric that tracks the number of
safety observations of front-line employees. Proactive hazard identification helps
prevent incidents that could result in costly system damage or service disruptions
while minimizing related operational and insurance costs.

Driving Observation Rate (SoCalGas and SDG&E): Leading metric that measures
driving observations of employees who drive a company vehicle in performance
of their work. Proactive identification and correction of unsafe driving behaviors
help reduce vehicle accidents, repair and insurance expenses, improves workforce
reliability, promotes public safety, and avoids service interruptions that may cause
higher emergency response costs.

Field Safety Engagements (SDG&E): Leading metric to help mitigate the risk of
serious injuries and fatalities by creating appropriate controls in areas where
hazards involving high-voltage electricity or other significant energy sources are
present. Proactive identification of hazards and creation of controls helps prevent
serious injuries and fatalities and reduces medical, emergency response, and

disruption-related costs.
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Near Misses Reported (SoCalGas and SDG&E): Leading metric that encourages
reporting of unplanned events that typically do not result in injuries, illnesses, or
damage, but have the potential to do so. Near miss reporting provides early
identification of hazards, helping prevent costly accidents, equipment damage,
and service disruptions, while reducing future corrective costs.

Employee Impact through Base Visits and Executive/Director Completed and
Documented Field/Desk Rides (SoCalGas): Advances safety culture through
structured engagement between members of the Leadership Team (officers and
directors) and field-based employees. Strong leadership engagement and safety
culture improves operational discipline that reduces incidents and supports
efficient execution of rate-funded work.

b. Customers and Stakeholders

Customers, Community Service, and Responsible Business Practices

System Average Interruption Duration Index (SAIDI) (SDG&E): Measures the
cumulative outage time experienced by the average SDG&E customer in a year.
Tracking and setting performance measures around SAIDI strengthens reliability
by enabling data-driven investment and operational decisions, reducing outage
duration, lowering restoration and emergency costs.

Customer Service Value (SDG&E): Incentivizes operational behaviors and
outcomes that are highly correlated with customer satisfaction industry wide,
including customer service energization timelines, average speed of answer, and
unplanned outage notifications. Responsive service, timely outage
communications and faster project energization reduce customer uncertainty and
build customer trust.

Touchpoint Action Program (TAP) (SoCalGas): Measures ease of doing business
with SoCalGas. Efficient customer processes enhance customer interactions,
while reducing rework, call volumes and lower transaction costs.
Resiliency/Ready for Tomorrow (SoCalGas): Focuses on advancing system
resiliency through a portfolio of projects that enhance reliability, improve system
capacity, and strengthen supplier diversity. Improved system resiliency reduces

outages during constraints and avoids high-cost emergency supply procurement.
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Business Transformation (SoCalGas): Focuses on timely completion of projects
that promote business and operational efficiency through technological
innovations, process improvements, and other optimization initiatives.
Advancing these projects promotes affordability, safety, sustainability, and
customer experience improvements, by delivering the same or better service at
lower-per-unit cost, and reduction of manual efforts and errors.

Business and Technological Transformation (SDG&E): Promotes business and
technological transformation by executing projects that each reduce costs by at
least $500,000. Improved forecasting, scheduling, and digital tools reduce
unnecessary field visits and operating costs, and support self-service capabilities
for customers.

Employee and Community Engagement (SoCalGas) and Advancing
Organizational Culture (SDG&E): Promotes employee engagement and employee
volunteerism in our communities. Community engagement builds trust and
customer relationships, while employee engagement supports productivity,
reduces operational risk and inefficiencies, and reinforces safety-focused
behaviors.

c. Financial Performance Measures

Financial performance measures under the Companies’ ICP are designed to reinforce
employee accountability for maintaining the long-term financial health of SoCalGas and
SDG&E in a manner that directly supports safe, reliable, and cost-effective utility service. These
measures encourage disciplined decision-making, efficient use of resources, and prudent
financial management across the organization. Strong financial performance is not solely a
shareholder outcome; it produces tangible and ongoing benefits for customers as described in the

following section.

4. Financial Performance Measures Support Prudence and Ratepayer
Value

Financial performance measures included in the ICP are designed to reinforce prudent
and disciplined execution of Commission-authorized funding and investment programs, not to
reward profit maximization or shareholder enrichment. These measures operate within the cost-

of service regulatory framework by incentivizing effective resource management, cost control,
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and adherence to approved operating and capital plans. In doing so, financial performance
metrics support outcomes that are directly aligned with the Commission’s expectations for
efficient utility operations.

In the absence of financial performance measures, ICP design would emphasize non-
financial outcomes without corresponding accountability for cost discipline, creating an
imbalanced incentive structure that could unintentionally encourage over-spending or inefficient
execution in pursuit of other goals. Financial performance measures provide an essential
counterbalance by reinforcing the expectation that safety, reliability, and customer outcomes be
achieved efficiently and within authorized revenue requirements.

Importantly, financial performance metrics do not operate in isolation and do not offset or
override safety, compliance, or reliability performance. Rather, they function within a balanced
framework in which safety-related measures remain paramount. Including financial metrics
within the ICP aligns strong safety and service quality expectations with incentives for cost
discipline, encouraging efficient execution of operational objectives without compromising
safety, reliability, or customer service. In this way, the ICP reinforces prudent operational
behavior while maintaining appropriate safeguards against cost-cutting practices that could
adversely affect service quality or safety.

Financial performance measures further function as an enterprise risk management tool
by reinforcing behaviors that support credit quality, liquidity management, and effective
execution of Commission-authorized capital programs. Strong financial discipline contributes to
stable access to capital markets and lower financing costs, which directly benefits ratepayers by
reducing the cost of funding infrastructure necessary to maintain and improve safe and reliable
service.

Finally, the benefits of financial performance measures extend beyond the current test
year. General rate cases rely heavily on historical recorded costs to establish future revenue
requirements. Sustained operating efficiencies lower the costs used to set future test-year
budgets, which helps keep future rates lower and supports long-term customer affordability. To
the extent ICP financial metrics incentivize employees to prudently manage costs below forecast
levels while maintaining performance expectations, those efficiencies accrue to customers

through lower future cost levels reviewed in subsequent proceedings.
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For these reasons, the financial performance component of ICP represents a reasonable,
prudence-based element of total compensation that supports outcomes the Commission already
promotes through its ratemaking framework. When total compensation is demonstrated to be
market-based and reasonable, recovery of ICP costs — including the portion tied to financial
performance — is consistent with the Commission’s long-standing practice to avoid
micromanagement of compensation design and permitting utilities discretion in structuring
reasonable compensation programs. '’

5. How 2026 ICP Performance Measures Support Affordability,
Reliability, and Safety

The tables below summarize how the 2026 ICP performance goals for SoCalGas and
SDG&E are designed to deliver tangible benefits to ratepayers across the core outcome areas of
affordability, reliability, and safety. Each goal reflects a deliberate linkage between employee
performance and outcomes that support safe, reliable, and cost-effective utility service. Some
ICP goals are structured to generate more immediate benefits, such as reduced operational costs
or faster restoration of service, while others produce cumulative benefits over time through
sustained investment, disciplined execution, and risk mitigation. Together, these performance
measures demonstrate that ICP is aligned with Commission priorities and provides value to
customers by reinforcing behaviors that support long-term system performance and prudent cost

management.

17" See D.04-07-022 at 217 (Commission rejecting a substitution of its judgment for that of SCE
managers regarding the appropriate mix of base and incentive pay. “That is the sort of
micromanagement that the Commission rejected in D.92-12-057, and that we reject here.”).

27



N —

TABLE-LM-6
SoCalGas 2026 ICP Performance Goals

ICP Goal Mapping to Affordability, Reliability, and Safety

Key: v Near-Term Results

& Results Achieved Owver Time

@ Improved workforce availability v Directly reduces worker injury

Lost Time Incident Rate

Safety Observation Rate

Driving Observation Rate
A1l Gas Leak Order Response
Time

Damage Prevention — Damages
per USA Ticket Rate

Gas System Methane Emissions
Reductions

Gas Transmission Safety —
Test/Replace Completion

DIMP — Bare Steel Replacement
Program

Cybersecurity

WE Lead Base Visits & Field/Desk
Rides

Mear Miss / Stop the Job / Good
Catch Reporting

Business Transformation

Resiliency / Ready for Tomorrow

Touchpoint Action Program
(Ease of Doing Business)

Employee & Community
Engagement
Sempra 2026 ICP Earnings

SoCalGas 2026 ICP Earnings

SoCalGas Balance Sheet Health

& Lower injury-related and
productivity-related costs

& Prevents costly incidents before
they occur

& Reduces accident-related repair
and insurance costs

& Avoids escalation and higher
repair costs

v Lowers risk of expensive
third-party damage repairs

v Avoids loss of customer-funded
gas supply

& Planned work avoids higher
emergency costs

& Risk-based spending maximizes
value of expenditures

& Avoids high data/system
recovery and remediation costs

& Fewer incidents lower
downstream costs

& Preventive actions to avoid
costly incidents and rework

+ Direct O&M savings through
automation & efficiency

V' Avoids higher-cost emergency
procurement actions

v Lower transaction and
administrative costs

& Higher productivity lowers
operational risk and inefficiency

v Supports credit quality and

lowers cost of capital

v Incentivizes cost-disciplined
utility operations

v Lower financing and customer
arrears costs

supports timely work

& Improves consistency of field
execution

& Maintains dependable field
maobility

v Motivates fast containment of
system issues

v Reduces unplanned outages

& Supports sustainable system
operations

V' Strengthens long-term system
integrity

V' Improves reliability of
distribution system

V' Prevents system disruptions

& Improves execution quality

& Reduces operational
disruptions
& Improves operational

consistency

v Enhances reliability during
constraints

& Faster, efficient customer
interactions

& Reduces project delays and
disruptions
V' Enables ongoing infrastructure

investment

V' Supports reliable system
performance through sustained
investment

risk
V' Identifies and corrects hazards
early

v Improves driver and public road

safety

v Protects customers and public
from hazards

V' Prevents leaks and incidents

v Reduces environmental and
operational risk

v Reduces risk of serious safety
incidents affecting the public

V' Replace pipeline segments that
pose higher safety risk to
communities

V' Protects operational controls
and data

V' Strengthens safety culture and
accountability
v Identifies hazards before

injuries or incidents occur

& Reduces safety risks caused by
manual or process errors

& Reduces risk during abnormal
conditions

& Reduces service errors that
affect customers

& Supports safer behaviors and
decision-making

& Financial stability supports safe
operations

& Financial stability supports safe
execution of work

V' Sustains the ability to fund long- & Strong balance sheet supports

term reliability investments

safe execution of operations

28




N —

TABLE-LM-7
SDG&E 2026 ICP Performance Goals

SDGE&E 2026 ICP Goal Mapping to Affordability, Reliability, and Safety

Key: f Mear-Term Results 8 Results Achieved Over Time

Goal _____[affordability

Wildfire & PSP5 System Hardening

Vegetation-Caused Dutages in
HFTD |Elevated/Extreme FPI)

PSPS Average Circuit Restoration
TiFne

Electric Overhead Fault Rate
(Elevated Fire Patential)

Cyber safety

Gas Integrity Management [DIMP -
Aldyl & Replacemeant)

Damage Prevention Rate

P1 Gas Response Time

Last Time Incident Rate (LTI}

Driving Dbservations

Field Safety Engagements

Mear Misses Reported

Sysbern Average Interruption
Duration Index [SAMDM)

Customer Service Value

Basiness & Technological
Transformation

Advancing Organizational Culture

Serpra 2026 ICP Earnings

S[MGEE Earnings

SOGEE Balance Sheet Health

& Reduces long-term maintenance
and outage costs

& avaids costly incidents and
restoration activities

S Minimizes additional labor,
cantractor, and patral costs

& Reduces emergency repairs and
material mobilization

& Avaids costly datafaystanm
recavery and rermed iation costs
& Avaids costly ermergency
repairs/lowers maintence costs

S Lowers risk of costly third-party
damage repairs

& Controls incident seope and
related casts

& Lower injury-related and
productivity-related costs

8 Reduces accident-related repair
and insurance costs

& Preventitve hazard contrads helps
prewent incident oosts

& Preventative actions to avaid
castly future incidents

@ Minirnizes autage, restoration
and disruption costs

o Lowers transaction and
administrative costs

S Improves productivity and
reduces laborfoperating costs

& Higher productivity lowers
operational risk and inefficiency

S Supports credit guality and
lawiers cost of capital

S Incentivizes cost-disciplined
utility operations

S Lower financing and customer
arrears costs

S Lowers PSPS impacts and outages

S Reduces outage frequency during
high-risk conditions

S Restores service more guickly
after PSPS events

S Improves system performance
during high-wind events

S Prevents cyber-ralated
aperational disruptions

f Improwves long-term gas system
performance

W Reduces unplanned outages

S Limnits service disruptions from
B84 ermefgencias

& Improved workforee availability
supports timely work

& Maintains dependable field
respanse capability

& Reduces work disruption from
sefious incidents

& Reduces operational disruptions

S Reduces duration and frequency
of sutages

& Improves coordination and
efficient customer interactions

& Enhances work planning and
axecution

& Reduces project delays and
disruptions

-+ Enables angoing infrastructure
investment

+f Supports reliable systerm
performance through sustained
investment

S Sustains the ability te fund long-
term reliability inwestrents

o Reduces wildfire risk and protects
public safety

+ Reduees fire risk from
wvegetation/equipment contact

& Reduces prolonged exposure to
outage-related risks

W Reduces wildfire ignition amd
aquipment-related risk

o Protects operational systems and
data

- Reduces leak and ignition risk

-+ Prevents leaks and safety
incidents

- Protects customers and public
from hazards and property risks

- Directly reduces emplayee injury
risk

S Improves vehicle and public road
safety

+ Reduces risk of serious injuries or
fatalities

- Identifies hazards before injuries
of incidents ooour

& Supports safer systern operating
conditions

& Reduces sarvice errors that affect
CUSTOMErS

& Reduces operational risk from
manual of process errors

& Supports safer behaviors and
decision-making

& Financial stability supports safe
operations

& Financial stability supports safe
execution of work

& Strong balance sheet supports
safe execution of operations
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6. ICP Efficiency Study
a. Background and Purpose of the Study
In its 2024 General Rate Case Decision, the Commission directed SoCalGas and SDG&E

to have an independent efficiency study performed that focused on improving management
efficiency and cost-effectiveness without compromising safety.'® The Commission sought an
independent assessment of management efficiency, including an evaluation of whether ICP
design could further support prudent cost management while preserving safety-critical priorities.

In response to that directive, the Companies engaged Meridian Compensation Partners
(Meridian), an independent compensation consulting firm with experience advising utilities and
other regulated, capital-intensive industries, to conduct an ICP efficiency study for SoCalGas and
SDG&E.! The study evaluates ICP design and cost-efficiency considerations in the context of
industry practices, California regulatory expectations, and the Companies’ operating and safety
obligations. The Meridian independent assessment is contained in Appendix B.

b. Meridian Study — Analytical Approach

Meridian’s analysis focused on annual incentive compensation programs applicable to
both executive and non-executive employees. The study reviewed existing ICP frameworks and
performance measures at SoCalGas and SDG&E and assessed those designs within the broader
regulated utility landscape.

As part of this review, Meridian examined incentive plan practices across a peer group of
large U.S. utilities, with specific consideration of California’s distinct regulatory environment
and its emphasis on safety-related performance measures. The analysis considered how utilities
balance financial, operational, and non-financial metrics within incentive plans, including the
prevalence and role of cost-efficiency considerations alongside safety and reliability objectives.?

Meridian also examined cost-efficiency outcomes using standardized financial measures

to provide comparative context, recognizing that utility cost performance is influenced by many

8 D.24-12-074 at 742 and, OP 54 at 1102-1103.

See Meridian Compensation Partners, Incentive Compensation Plan Cost-Efficiency Metrics for
SDG&E and SoCalGas (May 2026) (Meridian Study), at Appendix B. The Companies also
engaged Accenture to conduct management organizational efficiency studies, which is presented in
the Compliance testimony (Ex. SCG-30/SDGE-36).

2 Meridian Study at 3.
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factors beyond incentive plan design.?! Accordingly, the analysis was not intended to establish a
direct causal relationship between individual incentive metrics and cost outcomes, but rather to
inform an overall evaluation of incentive design within the regulated utility environment. The
comparative analysis further indicates that the inclusion of explicit cost-efficiency metrics in
incentive plans does not, in and of itself, result in consistently lower cost structures or improved
cost-efficiency outcomes across utilities, reinforcing the importance of evaluating incentive
design in a broader operational and regulatory context.
c. Study Observations and Application to the 2026 ICP Design

The Meridian study underscores that there is no single incentive design element,
including the use of cost-efficiency metrics, that independently drives cost outcomes, as
comparative analysis of peer utilities shows no consistent relationship between the inclusion of
such metrics and relative cost performance, and that incentive plans must be evaluated
holistically, particularly for California utilities operating under heightened safety, wildfire
mitigation, and reliability requirements.?? Within this context, the study indicates that cost-
efficiency considerations can be incorporated through approaches such as operational and
transformation-focused performance measures and, where appropriate, individual accountability,
without diluting the emphasis on safety-critical performance measures or introducing undue
complexity.

Consistent with these findings, and recognizing that a majority of peer utilities do
not incorporate explicit cost-efficiency metrics within annual incentive plans,?® the
Companies’ 2026 ICP designs incorporate targeted efficiency-focused performance
measures that promote disciplined execution and prudent cost management while
maintaining safety and reliability as primary objectives. As the Meridian Study
concluded as part of its Key Findings:

“In 2026, SDG&E added metrics related to business and technological
transformations by executing cost reduction projects and SoCalGas added metrics
related to completing projects that promote business and operational efficiency,
both promoting cost effectiveness.”?*

21 Id. at 3-5.
2 Id at5.
2 Id. at4-5.
2% Id at8.
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These measures were developed in direct response to the Commission’s guidance and
emphasize the timely and effective completion of specific operational and business
transformation initiatives that can deliver both immediate and cumulative benefits to
customers.?

As discussed in Section V.B.5, these ICP performance goals reinforce behaviors
and outcomes that support reliability and safety at reasonable cost to customers. The
Meridian study provides additional context supporting the reasonableness of this
approach. Meridian analyzed the performance of peers that included financial cost
efficiency metrics in their ICPs and found no consistent difference in performance,
measured by total costs as a percentage of revenues and O&M costs as a percentage of
revenues. Meridian also found no consistent difference in cost outcomes between
companies that use financial cost efficiency metrics and companies that do not use such
metrics.?® The Meridian study found that the efficiency-focused metrics included in the
Companies’ 2026 ICPs are responsive to the Commission’s feedback on promoting cost
effectiveness without compromising safety.?’

Taken together, the Meridian study and the Companies’ 2026 ICP designs demonstrate a
prudent, balanced approach to incorporating efficiency considerations within a safety-centered
incentive framework, consistent with the Commission’s direction and the long-term interests of
customers.

7. Non-Executive and Executive ICP Costs

SoCalGas’s and SDG&E’s TY 2028 ICP costs were forecast to reflect the updated pay
mix implemented under the 2026 Compensation Modernization initiative. This approach aligns
projected ICP costs with the updated program design, utilizing historical experience and

remaining consistent with market-based compensation levels.

2> See Section V.B.3 ICP Safety Metrics at 19-24 (e.g., Business Transformation (SoCalGas) and
Business and Technological Transformation (SDG&E) promoting business and operational efficiency
through technological innovations, process improvements, and other optimization initiatives), and
Tables LM-6 and LM-7 at 27-28.

% Meridian Study at 5-7.
2T See id. at 8-9.
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ICP costs were forecast separately for executive and non-executive employees based on
2026 salaries and target ICP opportunities, reflecting Compensation Modernization pay mix
adjustments and annual merit increases. The forecast incorporates a five-year historical average
of actual ICP performance results to normalize incentive outcomes and mitigate year-to-year
variability. Forecasted 2026 ICP costs were divided by ICP-eligible headcount to determine an
average ICP award per employee, which was then multiplied by the projected ICP-eligible
headcount to forecast ICP costs for 2027 and 2028. Officers subject to the compensation
limitations of SB 901 are excluded from the forecast.

SoCalGas’s and SDG&E’s cost forecast for ICP is provided in Table LM-8 below:

TABLE LM-8
2025 2026 2027 2028
Actual Forecast Forecast Forecast
Variable Pay/ICP (S000)  (S000)  ($000)  ($000)
SoCalGas
Non-Executive $103,140 $ 76,995 $ 79,746 $ 82,497
Executive (Excluding SB 901 Exec Officers) §$§ 4377 $ 3846 § 3846 §$ 3,846
Total $107,517 $ 80,841 $ 83,592 § 86,343
SDGE
Non-Executive $100,455 $ 67,697 $ 69,983 $ 72,270
Executive (Excluding SB 901 Exec Officers) $§ 4,703 $ 4506 § 4506 $ 4,506
Total $105,158 $§ 72,203 $ 74,489 $ 76,776

8. ICP Should Be Fully Recoverable: Costs are Reasonable and
Performance Is Tied to Goals That Benefit Ratepayers

Independent compensation benchmarking demonstrates that total compensation for both
SoCalGas and SDG&E is reasonable and aligned with relevant labor markets. As reflected in the
WTW Study, the Companies’ target total compensation is within 3.4 percent of market,
SoCalGas’s target total compensation is within 1.4 percent of market, and SDG&E’s target total
compensation is within 7.6 percent of market. These results, as well as results based on actual
total compensation, fall within the plus or minus 10% range commonly used by compensation
professionals to assess market alignment. Because total compensation is reasonable, it is
reasonable to authorize full recovery of SoCalGas’s and SDG&E’s ICP cost forecasts.

Variable pay is a standard and integral component of competitive, market-based

compensation programs, is designed to reinforce performance expectations that benefit
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customers, and should be treated no differently from base pay for ratemaking purposes. The

Commission has long recognized that utilities are entitled to recovery of reasonable

compensation costs. In D.03-02-035, the Commission reaffirmed that “the utility is entitled to

all of its reasonable costs and expenses, as well as an opportunity to earn a rate of return on the

utilities rate base.”?® Consistent with this principle, the Commission has repeatedly concluded

that “incentive pay is part and parcel of the overall compensation scheme,” *° and that “the

allocation of total cash compensation between salaries and incentives should be left to each

utility’s discretion.

9930

The Commission reiterated this reasoning in D.04-07-022, quoting D.92-12-057 for the

conclusion that it is “clear how the issue of incentive compensation programs should be

handled.”®' In that decision, the Commission explained its position with respect to Southern

California Edison Company as follows:

We also note that it would be within SCE’s managerial discretion to offer all cash
compensation to employees in the form of base pay instead of a mix of base pay
and incentive pay. In the event SCE were to do so, we would not take issue with
ratepayer funding of the resulting compensation as long as total compensation is
reasonable. If total compensation does not exceed market levels, a disallowance
of reasonable expenses for the Results Sharing program would in effect be a
substitution of our judgment for that of SCE managers regarding the appropriate
mix of base and incentive pay. That is the sort of micromanagement that the
Commission rejected in D.92-12-057, and that we reject here.>?

The Commission reached the same conclusion in SoCalGas’s 2008 General Rate Case.

In D.08-07-046, the Commission stated that incentive compensation should be funded by

ratepayers when it is part of a reasonable total compensation package:

Because total compensation is reasonable (defined as prevailing market rates for
comparable skills), the ratepayers should reasonably fund a revenue requirement
that includes the full market-based employee compensation for the adopted levels
of staff. Thus, there is no basis to exclude the incentive component and force
shareholders to assume a portion of the reasonable cost of employee
compensation. We find no merit in DRA’s argument that shareholders should fund

28

29

30

31

32

D.03-02-035 at 6.
D.92-12-057, 1992 Cal. PUC LEXIS 971 at *128.
Id. at *127.

D.04-07-022 at 206 (citing D.92-12-057).

Id. at217.
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any portion of the incentive portion of market-based employee compensation. We
do not agree that incentives solely benefit the company: if employees work harder
or smarter to earn incentives (even just to achieve the target incentives) then
ratepayers should benefit too.?

The Commission further found:

Finding of Fact 23: The incentive compensation of certain employees is an

integral part of employee total compensation. Total compensation studies show

both SoCalGas and SDG&E are at-market. Incentive compensation is reasonably

included in the test year forecast.>*

Although the compensation section of D.08-07-046 was later deleted® because the final
decision reflected a settlement,*® the Commission’s underlying ratemaking principle remains
unchanged. The Commission continues to set rates based on the well-established principle that
utilities are entitled to recovery of their reasonable costs necessary to provide service.’’ That
principle applies equally to compensation costs, including incentive compensation, when those
costs are market-based and reasonable.

ICP is part of a reasonable total compensation package and should therefore be fully
funded. The variable, performance-based nature of ICP provides clear demonstrable benefits to
customers by aligning employee incentives with priorities that benefit ratepayers, including
safety performance, customer and stakeholder outcomes, and efficient, financially sound
operations.

C. Long-Term Incentive Compensation

Long-term incentive compensation is also an integral component of a competitive
compensation program for key management and executive employees. Consistent with
prevailing market practices, SoCalGas’s and SDG&E’s compensation philosophy places a

greater proportion of total compensation at risk and tied to company performance as

3 D.08-07-046 at 22 (emphasis added).
3 Id. at 92, Findings of Fact (FOF) 23.
% D.09-06-052, OP 2m at 23.

3 Id at 13n.22, 14.

37 D.03-02-035 at 6 (emphasis added); see also D.14-08-011 at 31 (citing Southern California Gas
Company v. Public Utilities Commission (1979) 23 Cal.3d 470, 476) (“[ T]he basic principle [of
ratemaking] is to establish a rate which will permit the utility to recover its cost and expenses plus a
reasonable return on the value of the property devoted to public use[.]”).
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responsibility and accountability increases. Absent long-term incentives, total compensation
opportunities for senior leaders would be materially below relevant market benchmarks, which
could impair the Companies’ ability to attract and retain experienced leadership.
Notwithstanding the role of long-term incentives in maintaining competitive compensation for
senior leaders, SoCalGas and SDG&E have voluntarily elected to exclude long-term incentive
costs from their Test Year 2028 GRC forecasts.

1. A Long-Term Incentive Program Benefits SoCalGas and SDG&E
Customers

A strong and stable leadership team is essential to the delivery of safe and reliable service
to customers and to the effective management of operational, financial, and safety risks. Long-
term incentive programs support the attraction, motivation, and retention of skilled and
experienced leaders by aligning compensation with sustained company performance over
multiple years. The multi-year (three-year) performance period and vesting structure of long-
term incentives serves as an effective retention mechanism, promoting leadership continuity and
encouraging decision-making that supports long-term system reliability and financial discipline.

2. Long-Term Incentive Program Design

Long-term incentive awards are designed to promote sustained, long-term performance
and alignment with corporate objectives. The compensation ultimately realized by participants is
contingent on Sempra’s performance and, therefore, is not guaranteed. Long-term incentive
awards consist of a combination of performance-based restricted stock units, which align
compensation with achievement of long-term performance goals, and service-based restricted
stock units, which support leadership continuity and retention over the multi-year vesting period.

3. Long-Term Incentive Costs

SoCalGas and SDG&E have voluntarily elected to exclude long-term incentive
compensation costs from their revenue requirements. Long-term incentive plan costs are based
on the accounting expense associated with awards issued to SoCalGas and SDG&E employees.
As summarized in Table LM-9 below, these costs are not included in SoCalGas’s or SDG&E’s

GRC forecast and are provided for informational purposes only:
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TABLE LM-9

2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
LTIP ($000) ($000) (3000) ($000)
SoCalGas $ 7,620 $ 8,423 § 8,750 § 9.074
SDG&E $ 7,409 $ 9,336 $ 9,638 $ 0,932
D. Special Recognition Awards
1. Spot Cash and Employee Recognition Programs

SoCalGas and SDG&E use special recognition awards to acknowledge individual
employees and teams for outstanding achievements, exceptional customer service, and
demonstrated process improvements and innovations. Recognition awards are a standard
component of competitive compensation programs and are widely used by employers to
reinforce performance expectations, encourage engagement, and support a positive workplace
culture. Recent industry research indicates that formal recognition programs are widely
maintained by employers as a core component of total rewards strategies, consistent with
prevailing market practice. ** Companies use these programs to motivate high performance,
foster teamwork, and strengthen employees’ connection to organizational goals - outcomes that
have become increasingly important in a sustained, competitive labor market.

Recognition awards generally are provided under the Energy with Purpose program.
This program is designed to recognize and reward high-performing employees and teams and to
reinforce values-driven behaviors aligned with the Companies’ operational priorities and
organizational culture. The program supports a consistent culture of recognition and
appreciation while encouraging employee engagement and retention.

The Energy with Purpose program includes employee recognition awards branded as
“Spotlight Awards,” which allow managers to acknowledge and reinforce outstanding
achievements in a timely manner, as well as spot cash awards branded as “Builders Awards” and
“Beacon Awards,” which are intended to recognize more significant individual and team
achievements. Spotlight Awards typically consist of modest, non-cash recognitions such as
restaurant gift cards, movie passes, or similar items. SoCalGas and SDG&E maintain formal
policies governing the administration, eligibility, and budgeting of the Energy with Purpose

program for appropriate oversight, consistency, and cost control.

¥ World at Work, Maritz Motivation, Trends in Employee Recognition (2019) at 3.
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2. Special Recognition Award Cost Forecasts
Spot Cash awards were forecast based on a five-year historical average and Employee
Recognition programs were forecast at $100 per non-executive, non-represented employee.

Costs are summarized in Table LM-10 below:

TABLE LM-10
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Recognition ($000) ($000) ($000) ($000)
SoCalGas
Spot Cash $ 1,725  § 3526 § 3,526 $ 3,526
Employee Recognition $ 307§ 335 § 347 $ 358
SDG&E
Spot Cash $ 2398 § 3,045 § 3,045 S 3,045
Employee Recognition $ 426 $ 267 $ 276 $ 285
E. Summary — Compensation Programs

SoCalGas’s and SDG&E’s compensation programs have been effective in managing
labor costs through a combination of conservative base pay practices and performance-based
incentive designs. The Companies’ variable pay programs are structured to reinforce key
operational priorities, including safety and safety management systems, customer and
stakeholder outcomes, and efficient, financially sound operations. Program costs are designed to
align with market benchmarks and remain reasonable, as demonstrated by independent
compensation benchmarking results reflected in the WTW Study.*”

Projected costs for SoCalGas’s and SDG&E’s incentive and recognition pay programs

are summarized in Table LM-11 below:

3 See WTW Compensation Study, Tables 1A — 1D at 5-8.
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TABLE LM-11

2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Summary of Pay Programs ($000) ($000) ($000) ($000)
SoCalGas
Variable Pay/ICP $ 107,517 $ 80,841 $ 83,592 $ 86,343
Spot Cash $ 1,725 $ 3,526 $ 3,526 $ 3,526
Employee Recognition $ 307§ 335 § 347 $ 358
SDG&E
Variable Pay/ICP $ 105,158 $ 72,203 $ 74,489 $ 76,776
Spot Cash $ 2,398 $ 3,045 § 3,045 § 3,045
Employee Recognition $ 426 $ 267 $ 276 $ 285

VI. EMPLOYEE BENEFITS

A. Overview

Benefit programs are a critical component of a competitive total rewards program.

SoCalGas and SDG&E offer comprehensive and balanced employee benefits programs that

include:

o Health benefits: medical, dental, vision, wellness, employee assistance program
(EAP);

o Welfare benefits: long-term disability, workers’ compensation, life insurance,
accidental death and dismemberment (AD&D) insurance, and business travel
accident insurance;

o Retirement benefits: pension, post-retirement benefits, and retirement savings
plans; and

o Other benefit programs.

Certain benefits are covered in other volumes. The Pension and PBOP testimony covers

broad-based pension benefits and post-retirement health and welfare benefits in Ex. SCG-

17/SDGE-21, post-test year compensation and benefits costs, including post-test year medical

escalation, are discussed in the Post-Test Year Ratemaking testimonies in Exs. SCG-28 and

SDGE-33, and SoCalGas and SDG&E Safety and Culture testimonies cover long-term disability

and workers’ compensation benefits in Exs. SCG-18 and SDGE-22.

Each company monitors its benefit programs on an ongoing basis to provide the

appropriate balance between benefit cost and maintaining a competitive position in the market.
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Cost projections for the various benefit components reflect increases or decreases attributable to
benefit cost inflation and other changes in the external environment, legislative and regulatory
requirements, changes in the size and demographics of the workforce, and plan design changes.
My workpapers (Exs. SCG-16-WP and SDGE-20-WP) contain supporting documentation for
each benefit category in my testimony.

SoCalGas and SDG&E and their employees share the cost of medical, dental, and vision
insurance. The level of cost sharing between the company and employee varies depending on
the type of benefit and the level of coverage selected. The company provides certain basic
benefits at no cost to the employee including basic life, basic accidental death and
dismemberment, long-term disability, employee assistance program, and business travel accident
insurance. Employees may also participate in several other benefit plans by paying the full cost
through payroll deductions. These additional benefit choices include group universal life
insurance, pet insurance, health care flexible spending, dependent care flexible spending, and
transportation flexible spending.

Health and welfare benefits are provided to employees under an Internal Revenue Code
(IRC) Section 125 cafeteria plan. The cafeteria plan provides employees with a tax-advantaged
means of selecting the benefits that best suit their needs.

Retirement benefits are earned during the employee’s working career and distributed
following termination or retirement. Retirement benefits are generally tax-deferred while
employees are working and allow employees to accumulate resources to support themselves
during their retirement years.

B. Health Benefits

SoCalGas and SDG&E provide employees with group health benefits, including medical,
dental, vision, employee assistance, and wellness programs.

1. Medical

As shown in Table LM-12 below, SoCalGas’s forecasted TY 2028 medical costs are
$143.91 million, and SDG&E’s forecasted TY 2028 medical costs are $80.47 million. The
increase between 2025 and 2028 costs reflects forecasted medical cost escalation, as well as
anticipated changes in headcount. Cost projections assume similar enrollment mix to the current

population, including percentage waived and percent enrollment by plan and type of coverage
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(employee only, employee/spouse, employee/child(ren), employee/family). Employees who

waive coverage receive a monthly credit, which has been reflected in the forecasted costs. 4°

TABLE LM-12
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Medical ($000) ($000) ($000) (3000)
SoCalGas $ 116,303 § 114,464 §$ 128,890 $ 143,913
SDG&E $ 64,532 § 60,801 §$ 73471 $ 80.473
a. Medical Plan Overview

SoCalGas and SDG&E offer several medical plan designs to meet the varying needs of
employees and their dependents and consistent with its collective bargaining agreements. These
include:

o Health Maintenance Organizations (HMOs): Anthem and Kaiser Permanente

HMOs;

o Health Care Plus+: Anthem high-deductible health plan with health savings

account; and

o Anthem Out-of-Area.

SoCalGas and SDG&E monitor medical plan performance and costs, as well as new plan
offerings from our medical insurance carriers. For example, over the past fifteen years,
SoCalGas and SDG&E introduced Anthem Health Care Plus” with a health savings account,
discontinued the Anthem Point of Service and Anthem SafetyNet plans, and transitioned to the
Anthem Select HMO. In addition to adding or discontinuing medical plans, SoCalGas and
SDG&E have made changes to plan designs and plan funding. For example, HMO co-pays for
office visits, emergency room, and urgent care visits have been adjusted from time to time and
the Anthem plans were migrated from a fully-insured funding structure to a fundamentally self-
funded design. The intent of these plan changes is to continue to deliver high-quality health care
while mitigating health care cost increases.

b. Health Maintenance Organizations

SoCalGas offers three HMO plans, an Anthem Select HMO, an Anthem California Care

HMO, and a Kaiser Permanente HMO. SDG&E offers an Anthem Select HMO and a Kaiser

40 See Supplemental Workpapers (Ex. SCG-16-WP/SDGE-20-WP) for more details.
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Permanente HMO. HMOs promote preventative care and early identification and treatment of
health conditions. Annual physical examinations and preventative screenings are emphasized in
support of this objective. Preventive care is fully covered by the plan and not subject to out-of-
pocket employee expenses.

Upon enrollment in an HMO, employees select a primary care physician. All care is
coordinated through the primary care physician. Managing access to specialized care promotes
more efficient utilization of the medical system and helps control costs, while maintaining
quality care. Services are accessed through a closed provider network.

c. Health Care Plus+ High-Deductible Health Plan with Health
Savings Account

The Anthem Health Care Plus® plan is a high-deductible health plan. The insured
employee or dependent is responsible for all healthcare costs until the annual deductible has been
met. Preventative care, such as annual physical exams and well-childcare is fully covered by the
plan and is not subject to the deductible. After the deductible has been met, the plan and the
participant share the cost of covered services. If the total cost for covered services exceeds the
plan’s annual out of pocket maximums, the plan pays 100%. To encourage the use of Anthem
network providers, deductibles, coinsurance (participant cost sharing for claims), and out of
pocket maximums are lower for network providers and higher for non-network providers.

Participants in the Health Care Plus” plan are eligible to participate in a health savings
account. A health savings account is a tax-advantaged combined savings and investment account
that may be used to reimburse participants for qualified medical expenses.

d. Anthem Out-of-Area Plan

The Anthem Out-of-Area plan provides coverage within the Anthem network or through
non-network health care facilities. Out-of-pocket costs are lower if a network provider is used.
The Out-of-Area plan is only offered to employees who do not reside in an area covered by an
HMO.

e. Medical Plan Enrollment

Eighty-nine percent of SoCalGas’s employees and 89% of SDG&E’s employees are
covered under the company’s medical plans. Enrollment for each medical plan is shown in
Figures LM-3 and LM-4 below. Eighty percent of covered SoCalGas employees and 73% of
covered SDG&E employees are enrolled in HMO plans. The high HMO enrollment level is
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indicative of the cost-effectiveness of the plan design and the long-established network of
managed care facilities in California.

FIGURE LM-3

SoCalGas Enrollment by Medical Plan

Anthem Health Anthem Out-of-Area
Care Plus+ Ia 1%

19%

Anthem Select HMO

Kaiser HMO 11%

64%

Anthem CA
Care HMO
5%

FIGURE LM-4

SDG&E Enrollment by Medical Plan

Anthem Health

. Care Plus+
Kaiser HMO 26%

43% — Anthem Out-of-Area
1%

SoCalGas’s and SDG&E’s HMO enrollment level far exceeds the nationwide average.
According to the 2025 Kaiser Family Foundation Employee Health Benefits survey, 12% of
covered workers are enrolled in HMOs, while 46% are enrolled in preferred provider

organizations (PPOs), 33% in high-deductible health plans, 9 percent in point-of-service plans,
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and 1 percent in indemnity plans. *! Regional data for the Western U.S. reflects higher HMO
enrollment of 24%%* but still falls far below SoCalGas’s and SDG&E’s HMO enrollment.
f. Medical Cost Trends

Healthcare costs are expected to remain under significant upward pressure in 2026,
driven by persistent inflationary forces and structural changes in delivery. Industry surveys
indicate that medical cost trends will continue to exceed historical norms. WTW’s Global
Medical Trend Survey reports a 9.6 percent increase from 2025 to 2026 for the U.S.** Primary

cost drivers include:

J Adoption of new medical technologies;

° Pharmaceutical advancements; and

o Increased prevalence of chronic conditions such as cancer and cardiovascular
disease.

Inflationary pressures also remain a key concern. While healthcare inflation historically
outpaces general inflation, many healthcare costs (e.g., labor contract, reimbursement rates) are
locked in for multiple years and recent economic factors are not yet fully realized. Future
healthcare costs will reflect rising labor costs due to workforce shortages and increasing supply
chain expenses for medical goods and services.*

In addition to the factors discussed above, SoCalGas’s and SDG&E’s premiums are
impacted by workforce demographics (e.g., age, gender, family size, and health care costs in
specific geographic areas), utilization experience, and overall program efficiency. Compared to
the average general industry employer in WTW’s database, SoCalGas’s and SDG&E’s
workforces are older, and family sizes are larger. These factors tend to increase medical
premium costs by comparison.

SoCalGas’s and SDG&E’s medical trend forecast was prepared by WITW, SDG&E’s,

and SoCalGas’s actuary and benefits broker. WTW considered California and national data and

4" The Kaiser Family Foundation and Health Research Educational Trust, Employer Health Benefits

Annual Survey (2025) at 81.
2 Id. at 82.
$ WTW, 2026 Global Medical Trend Survey (November 10, 2025) at 8.

# McKinsey & Company, Contending with Rising Healthcare Costs: Gathering Storm 2.0 (November

18,2025) at 1.
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prepared a forecast specifically for SDG&E and SoCalGas, taking into account workforce
demographics, historical utilization data, and medical plan design. The factors influencing
healthcare cost escalation are further discussed in the Pension and PBOP testimony (Ex. SCG-
17/SDGE-21). Projected rate increases are 6.5 percent for 2027 and 6.25 percent for 2028.
Projected post-test year increases decline from 6.0 percent in 2029 to 5.75 percent in 2030 and
5.25% in 2031. Post-test year medical escalation is covered in the Post-Test Year Ratemaking
testimonies, (Ex. SCG-28 and Ex. SDGE-33).

g. Employee Contributions

Medical benefits represent one of the largest and most important non-cash components of
a competitive compensation and benefits package. Despite increases in annual premium costs,
the Companies’ strategies have been successful in maintaining a competitive position compared
to the marketplace.

SoCalGas’s and SDG&E’s employees share in the cost of medical benefits. Employees

45 co-payments for office visits and prescriptions, and in

pay a portion of the medical premiums,
some plans, deductibles and coinsurance. Sharing the plan expense with employees reduces the
Companies’ costs, but more importantly, it promotes a better understanding of health care
choices. The cost-sharing mechanisms encourage employees to take greater responsibility for
their decisions at the point of care, including the selection of physicians, hospitals, outpatient

clinics, and pharmaceuticals.

2. Dental
As shown in Table LM-13 below, SoCalGas’s and SDG&E’s forecasted TY 2028 dental

plan costs are $5.12 million and $4.11 million, respectively.

TABLE LM-13
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Dental ($000) ($000) (8000) (8000)
SoCalGas $ 3949 § 4334 % 4714 % 5,118
SDG&E $ 3,306 $ 3,563 § 3827 §$ 4.106

4 Refers to the premiums for insured plans and the premium equivalents for self-insured or minimum

premium plans.
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a. Dental Plan Overview:

SoCalGas and SDG&E offer the following dental plans to its employees and their eligible
dependents:

° Delta Dental; and

. MetLife Dental.

Ninety-four percent of SoCalGas and SDG&E employees are enrolled in a dental
insurance plan. As shown in Figures LM-5 and LM-6, most employees elect to participate in
Delta Dental.

FIGURE LM-5

SoCalGas Enrollment by Dental Plan

Delta Dental
87%

FIGURE LM-6

SDG&E Enrollment by Dental Plan

MetLife
Dental
13%

DEEDELIE]
87%
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Employees enrolled in Delta Dental may select any dentist, but out-of-pocket costs are
lower if the employee selects a dentist within Delta Dental’s PPO network. The Met Life dental
plan is a Dental Maintenance Organization. Like a medical HMO, all care is coordinated
through the employee’s primary care dentist.

b. Dental Cost Trends

Costs for dental coverage are summarized above in Table LM-11. 2025 and 2026 costs
reflect actual rates. 2027 and 2028 costs are based on rate increases of four percent per year, as
well as anticipated changes in headcount. Cost projections assume similar enrollment mix to the
current population, including percentage waived and percent enrollment by plan and type of
coverage. Employees who waive coverage receive a monthly credit, which has been reflected in
the forecasted costs.*¢

3. Vision
As shown in Table LM-14 below, SoCalGas’s and SDG&E’s forecasted TY 2028 vision

plan costs are $0.56 million and $0.32 million, respectively.

TABLE LM-14
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Vision ($000) ($000) (8000) (8000)
SoCalGas $ 426 % 466 % 510 $ 556
SDG&E $ 252§ 281 § 302§ 324
a. Vision Plan Overview:

SoCalGas and SDG&E offer employees vision coverage under the Vision Service Plan
(VSP). Employees enrolled in VSP may select any provider, but out-of-pocket costs are lower if
the employee selects a provider within VSP’s network. The plan provides a higher benefit if a
network provider is used, resulting in little or no expense above the co-payment.
b. Vision Cost Trends:
Costs for 2025 and 2026 reflect actual rates. 2027 and 2028 costs per covered employee
are forecasted based on 2026 costs, adjusted for projected rate increases of four percent per year,

as well as anticipated changes in headcount. Cost projections assume similar enrollment mix to

4 See Supplemental Workpapers (Ex. SCG-16-WP/SDGE-20-WP) for more details.
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the current population, including percentage waived and percent enrollment by plan and type of
coverage. Employees who waive coverage receive a monthly credit, which has been reflected in
the forecasted costs.*’

4. Wellness
As shown in Table LM-15 below, SoCalGas’s and SDG&E’s forecasted TY 2028

wellness costs are $1.35 million and $1.30 million, respectively. Wellness program costs are
projected to increase in 2026, primarily due to re-establishment of onsite and virtual clinically-
focused initiatives such as biometric screenings, expansion of our chronic condition management
programs, and enhanced mental health services that will scale across SoCalGas’s and SDG&E’s
vast service territory. These investments aim to improve early detection, support preventive
care, address rising and high-cost health risks within the population, and support employees

holistically so they are able to show up to work at their best.

TABLE LM-15
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Wellness ($000) ($000) ($000) ($000)
SoCalGas $ 395§ 1,300 $ 1,316 $ 1,349
SDG&E $ 548 $ 1,301 § 1,282  § 1,298
a. Wellness Programs Overview:

The objective of the SoCalGas and SDG&E wellness programs is to improve employee
health and productivity. Wellness programs promote healthy lifestyle changes and illness
prevention, facilitate early detection and management of illness and disease, and help support
employees diagnosed with health conditions to receive optimal and effective treatment.
SoCalGas’s and SDG&E’s wellness programs also focus on financial wellbeing.

Employers are uniquely positioned to reach employees with these programs. Many
programs include both onsite and virtual options. Programs delivered onsite and remotely
provide convenient, easy access and encourage participation through peer and leadership
examples.

o Healthy Lifestyle and Illness Prevention: SoCalGas and SDG&E partner with

health care providers and non-profit agencies to offer classes and educational

47 See Supplemental Workpapers (Ex. SCG-16-WP/SDGE-20-WP) for more details.
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materials to promote healthy behaviors to prevent illness. Current programs

include safety stand down events and health fairs, fitness programs, weight

management, and stress management. Annual onsite influenza vaccinations help
to increase the number of employees protected from influenza, resulting in
reduced time off due to illness.

@ Linking wellness programs to employee safety programs through
participation in safety stand down and safety congress events further
reinforces the Companies’ safety culture and promotes a focus on healthy
behaviors and prevention of illnesses and injuries.

o Based on data provided by SoCalGas’s and SDG&E’s medical benefit
providers, a significant number of employees and dependents exceed the
national healthy weight guideline. Recent data shows that obesity remains
one of the most significant health challenges in the United States.
According to the Centers for Disease Control and Prevention (CDC), more
than 40% of U.S. adults are living with obesity, and severe obesity affects
nearly one in ten adults.*® In order to encourage sustainable weight
management, which directly impacts the severity and duration of chronic
medical conditions, SoCalGas and SDG&E offer weight management
programs, fitness programs, and other resources to encourage employees
to achieve and maintain a healthy weight.

o Early Detection and Disease Management: Educational presentations promote
healthy lifestyle choices, such as good nutrition, and address management of
chronic conditions, such as asthma, diabetes, and cardiovascular disease. These
educational programs facilitate early detection and intervention and help
employees manage their health, reducing the need for emergency treatment and
preventing disease progression.

o Financial Wellness: Employees have access to Goldman Sachs Ayco Personal
Financial Management financial coaches who advise on issues like debt

management, retirement planning and other financial goals, such as paying for

48

California Center for Disease Control (CDC), Obesity Data and Statistics (2025) at 1.
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their children’s education, estate planning, or building an emergency fund. The
program is designed to meet employees where they are on their financial wellness
journey and provide education to help employees address financial concerns
which may impact their physical and mental wellbeing. The financial wellness
program can also help employees to better understand and value their company-
provided benefits.

Wellness programs remain a common feature among employer-sponsored health benefits.
According to the 2024 Kaiser Family Foundation Employer Health Benefits survey, 79% of large
employers offer one or more wellness programs as part of their benefit offerings.** Overall,
wellness and health promotion programs continue to be widely adopted as employers seek to
improve employee health and manage costs.

5. Employee Assistance Plan (EAP)

As shown in Table LM-16 below, SoCalGas’s and SDG&E’s forecasted TY 2028 EAP
costs are $0.18 million and $0.10 million, respectively. The decrease in EAP spend reflects our
decision to partner with a provider that achieves quality outcomes without the incremental costs
tied to message-based or between-session platform interactions, allowing the Companies to

deliver exceptional services at an affordable cost.

TABLE LM-16
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Employee Assistance Program ($000) ($000) (3000) ($000)
SoCalGas $ 624 $ 159 § 167 $ 176
SDG&E $ 508 $ 90 $ 93 § 96
a. EAP Program Overview:

The EAP program reflects SoCalGas’s and SDG&E’s commitment to employee health
and a safe workplace environment. EAP provides employees and their eligible dependents with
cost-effective, confidential counseling and treatment services for various personal matters that
may negatively impact job performance.

The EAP also provides support to managers and supervisors in handling sensitive

employee issues such as workplace violence, substance abuse, crisis management, and employee

4" The Kaiser Family Foundation, Employer Health Benefits Annual Survey (2024), Section 12: Health
Screening and Health Promotion and Wellness Programs, at 183.
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morale. Situations in which the EAP vendor is available to provide assistance include workforce
realignment and downsizing, co-worker accidents or deaths, and mitigating workplace impacts of
events such as riots, earthquakes, fires, terrorism, and acts of violence.

Employee emotional and mental health remains a critical concern, with rising stress,
burnout, and complex behavioral health needs driving demands for more comprehensive support.
According to the World Health Organization, more than 1 billion people globally are living with
mental illness conditions, with anxiety and depression among the most common disorders and a
leading cause of long-term disability.>® In response to these challenges, SoCalGas and SDG&E
transitioned to CuraLinc Healthcare’s Employee Assistance Program, which delivers evidence-
informed care that leverages best practices validated by research to provide rapid access to
licensed clinicians, and multiple-modalities including in-person, virtual, and digital behavioral
health tools. CuraLinc’s model is differentiated by its use of personalized navigation, cultural
competency, and achieved high quality satisfaction and clinical outcomes, allowing employees
and their families to receive timely, appropriate mental health support across the full spectrum of
care.

Under the EAP program, employees and eligible dependents have private counseling
sessions available throughout the year. Sessions may be in person or virtual. In addition,
employees can call or access CuraLinc for referrals to legal, identity theft, dependent care, and
financial services at discounted cost.

Ongoing treatment beyond what is covered under the EAP or treatment for more serious
mental health conditions is covered under the mental health and substance abuse benefits
provided under the medical plans.

C. Welfare Benefits

Welfare benefits provide financial resources to employees in the event of injury or
disability and to survivors in the event of the employee’s death. This prepared direct testimony
focuses on survivor benefits, which include life insurance, accidental death and dismemberment

insurance (AD&D), and business travel insurance. Disability and workers’ compensation

% World Health Organization, World Mental Health Atlas 2024 (2025).
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benefits are covered in the Safety and Culture testimonies (Ex. SCG-18 and Ex. SDG&E-22). A

summary of projected TY 2028 welfare benefit expenses is shown below in Table LM-17:

TABLE LM-17

2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast

Welfare Benefits ($000) ($000) (8000) (8000)

SoCalGas

AD&D Insurance $ 162 $ 158 § 173§ 189

Business Travel Insurance $ 42 3 42 $ 43 3 44

Life Insurance $ 1,431 $ 1,421 § 1,559 % 1.704
SDG&E

AD&D Insurance $ 136 $ 135 $ 144 $ 154

Business Travel Insurance $ 24 3 24§ 24 $ 24

Life Insurance 3 555  $ 532 $ 568 $ 604

1. Accidental Death and Dismemberment

SoCalGas and SDG&E provide employees with basic AD&D insurance coverage equal

to one times annual pay (base salary plus ICP, if applicable).>! Coverage is adjusted each year to

reflect increases or decreases in employee pay. AD&D insurance provides a level of protection

and additional security to employees and their families in the event of an unexpected accident.

Premiums for AD&D coverage are projected to remain flat at $0.156 per $1,000 of

coverage. Changes in total costs reflect wage escalation and projected headcount.

2. Business Travel Insurance

SoCalGas and SDG&E provide an additional life insurance benefit that covers employees

while traveling for business purposes. Projected premiums are adjusted for inflation and changes

in headcount.

3. Life Insurance

SoCalGas and SDG&E provide employees with basic life insurance coverage equal to

one times annual pay (base salary plus ICP, if applicable). Coverage is adjusted each year to

reflect changes in employee pay. Basic life insurance is a cost-effective benefit that provides

employees with peace of mind in knowing that a financial safety net will be provided to their

beneficiaries in the event of their death.

51

Two times annual pay for SDG&E represented employees.
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The premium per $1,000 of coverage is based on the actual 2026 premium. Projected
2027 and 2028 costs are adjusted for wage escalation and headcount changes.

D. Retirement Plans

SoCalGas and SDG&E retirement benefits provided to all regular employees include a
defined benefit pension plan, a defined contribution (401k) retirement savings plan and post-
retirement health and welfare benefits. Employees whose benefits or pay exceed Internal
Revenue Service (IRS) limitations specified under the IRC also participate in the Cash Balance
Restoration Plan, which maintains contributions at the same percentage level as all other
employees. Certain management employees participate in a non-qualified retirement savings
plan, also known as the deferred compensation plan.

This prepared direct testimony covers the 401(k) retirement savings plan, the
nonqualified savings plan and the supplemental pension plans. The defined benefit pension plan
and post-retirement health and welfare benefits are covered in the Pension and PBOP testimony
(Ex. SCG-17/SDG&E-21).

1. Retirement Savings
As shown in Table LM-18 below, SoCalGas’s and SDG&E’s forecasted TY 2028

Retirement Savings Plan costs are $38.40 million and $24.03 million, respectively.

TABLE LM-18
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Retirement Savings Plan ($000) ($000) (5000) (3000)
SoCalGas $ 32910 $ 32287 $ 35,283 $ 38,397
SDG&E $ 21,487 % 21,184  $ 22,594 ' $ 24,028
a. Retirement Savings Plan Overview

The SoCalGas and SDG&E Retirement Savings Plans (RSP) provide employees with a
tax-advantaged means of saving for retirement. Approximately 91% of employees participate in
the plan, and the average elective deferral contribution rate is 12% of eligible pay. Employees
are eligible to participate in the plan upon hire. SoCalGas and SDG&E encourage participation
in the plan by providing a company matching contribution. The basic company matching
contribution is equal to one-half of the first six percent of the employee’s contributions of
eligible pay. In addition, employees receive a “stretch match” equal to one-fifth of the next five
percent of the employee’s contributions of eligible pay. Company matching contributions vest

after one year of service.
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Participation is further encouraged through auto-enrollment of new hires at a six percent
employee contribution rate with auto-escalation of employee contributions by one percent per
year until employee contributions reach 11%.

Company matching contributions apply to pre-tax, Roth, and after-tax contributions, so
employees may continue to save even after reaching the IRS pre-tax/Roth contribution limit
($24,500 in 2026 with an additional “catch-up” contribution limit of $8,000 for employees age
50 and older, and a higher catch-up contribution of $11,250 for employees age 60 through 63).

b. Retirement Savings Plan Costs

Projected costs for the company match on base pay and ICP contributions are based on
actual 2025 company match. Projected costs are adjusted for a one-time Compensation
Modernization impact on base pay and ICP, wage escalation, and headcount changes.

2. Non-qualified Savings Plan

As shown in Table LM-19 below, SoCalGas’s and SDG&E’s forecasted TY 2028 costs

for company matching contributions under the non-qualified retirement savings plan are $0.38

million and $0.32 million, respectively.

TABLE LM-19
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Non-Qualified Savings Plan ($000) ($000) (3000) ($000)
SoCalGas $ 341 § 355 § 369 $ 383
SDG&E $ 280 §% 200 % 309§ 318

The non-qualified retirement savings plan, or deferred compensation plan, allows pre-tax
employee contributions and company matching contributions beyond qualified plan IRS
compensation and contribution limits. Company matching contribution percentages mirror the
company matching contribution percentages provided under the RSP. Participants are eligible for
company matching contributions after one year of service.

Projected costs are based on actual 2025 costs adjusted for wage changes.
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3. Supplemental Pension

As shown in Table LM-20 below, SoCalGas’s and SDG&E’s forecasted TY 2028

expense for supplemental pension plans is $1.81 million and $2.25 million, respectively.

TABLE LM-20
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast
Supplemental Pension (3000) (3000) (3000) ($000)
SoCalGas $ 13,703  § 1,670 § 1,600 $ 1.810
SDG&E $ 2,789 $ 2,100 § 2,190 $ 2,250

SoCalGas and SDG&E offer two supplemental pension plans, the Supplemental
Executive Retirement Plan, which covers a small number of senior executives, and the Cash
Balance Restoration Plan.

The Cash Balance Restoration Plan restores benefits for employees whose earnings or
benefits exceed the limitations established by the Employee Retirement and Income Security
Act, allowing employees who exceed the limits to continue to accrue benefits. Benefits are
accrued under the same formula and are subject to the same vesting conditions as the broad-
based retirement plan. The plan merely restores benefits that would otherwise be lost due to
statutory limits under broad-based retirement plans.

Supplemental retirement benefits form an important component of the total reward
package for key managers, directors, attorneys, and executives. These plans are a key
component of a competitive compensation and benefits package to attract and retain the
leadership talent required to operate the company.

Cost forecasts represent the projected benefit payments. These include future benefit
payments to current retirees receiving monthly annuity benefits or annual installments, vested
terminated employees entitled to future benefits, and active employees entitled to, or expected to
be entitled to, plan benefits. As with other contingent cash flows, the amount and timing of
future benefit payments are based on actuarial assumptions such as the lump sum rate, future
salary increases, mortality and retirement rates, and changes to statutory limits.

Although benefit payments for retirees and vested terminated participants tend to follow
predictable patterns, the payments anticipated for active employees can fluctuate considerably
from year to year. This variability is largely due to the relatively small size of the population
accruing benefits, the prevalence of lump sums as the form of payment elected, and the

uncertainty surrounding exactly when employees will begin receiving their benefits.
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Nevertheless, when viewed over a long-time horizon, these year-to-year differences become less
significant. Higher actual benefit payments in one year are typically offset by lower payments in
future years, and vice versa.

E. Other Benefit Programs and Fees

The Companies offer additional benefit programs that are designed to provide
opportunities to enhance financial and technical knowledge through external education
programs, reduce lost time, and promote a collaborative team-oriented environment. In addition,
recognition programs are in place to foster a work environment that recognizes the value of the
Companies’ most critical asset — employees.

A summary of projected costs to support SoCalGas’s and SDG&E’s other benefit
programs is included in Table LM-21 below:

TABLE LM-21
2025 Actual 2026 Forecast 2027 Forecast 2028 Forecast

Other Benefit Programs and Fees ($000) ($000) ($000) ($000)
SoCalGas

Benefit Administration Fees $ 1,588 $ 1,558 $ 1,588 $ 1,616

Educational Assistance $ 1938 $ 1,867 $ 2,002 $ 2,137

Emergency Care $ 268 $ 390 $ 406 $ 422

Green Transportation $ 766 $ 853 $ 1,260 $ 1,323

Retirement Activities $ 358 $ 268 $ 114 °$ 70

Service Recognition $ 196 $ 223§ 225§ 276

Special Events $ - $ 1,000 $ 1,000 $ 1,000
SDG&E

Benefit Administration Fees $ 995 $ 1,025 $ 1,039 § 1,055

Educational Assistance $ 670 $ 656 $ 686 $ 718

Emergency Care $ 201§ 200 $ 203 $ 205

Green Transportation $ 22§ 21§ 21§ 22

Retirement Activities $ 173 $ 212 $ 77 $ 43

Service Recognition $ 79 $ 105 § 115§ 127

Special Events $ - $ - $ - $ -

1. Benefit Administration Fees and Services

As shown in Table LM-21 above, SoCalGas’s and SDG&E’s forecasted TY 2028 costs
for benefit adminstration and services fees are $1.62 million and $1.06 million, respectively.

Benefit administration and service fees include expenses for:

o Legally required audits: audits of the Retirement Savings Plan and post-retirement

medical and life insurance plans;
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J Third-party administrator and record-keeper fees: administrative fees to record-
keepers, claims administrators, and other third-party providers that administer
programs such as the health and flexible spending account reimbursements;

o Actuarial and other professional services: professional fees associated with
actuarial valuations of the benefit plans, and other actuarial and professional costs
related to supporting administration and compliance of the benefit plans;

o Benefit communication materials: annual open enrollment communications,
summary plan descriptions, summary annual reports, and benefits education.

The forecast also includes the cost of a recognition platform that is designed to continue to
strengthen the Companies’ culture of recognition and employee engagement while streamlining
program administration.

2. Educational Assistance

As shown in Table LM-21 above, SoCalGas’s and SDG&E’s forecasted TY 2028 costs
for educational assistance reimbursement benefits under the Professional Development
Assistance Program (PDAP) are $2.14 million and $0.72 million, respectively.

The PDAP provides reimbursement of tuition for degree and certificate programs that
maintain or enhance the skills necessary to perform current or prospective jobs within the
company. The program is open to all regular full-time employees, and it is a key part of
SoCalGas’s and SDG&E’s efforts to develop employees and promote from within the company
to supervisory and management positions. Program participation reflects SoCalGas’s and
SDG&E’s strong commitment to diversity. Over 80% of 2025 program participants are people
of color or women.

Objectives of the program are as follows:

J Encourage lifelong learning and developing new skills that are consistent with the

company’s business objectives;

o Promote employee retention by facilitating career paths that lead to positions of

greater responsibility or enhancement of knowledge and understanding regarding
current position responsibilities;

o Provide a competitive advantage when recruiting new employees; and
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o Allow the company to effectively implement succession planning using internal
resources, thereby reducing the expense associated with recruiting qualified
external hires to fill key positions within the organization.

The PDAP policy limits the annual benefit to $5,250 of qualified reimbursements, the
maximum annual amount of monetary assistance that an employee may exclude from personal
income tax liability under a qualified program.

The forecast assumes that the number of participants adjusts in line with changes in
headcount. Projected costs are also indexed for inflation.

3. Emergency Care

As shown in Table DR-19 above, SoCalGas’s and SDG&E’s forecasted TY 2028
expense for the emergency and backup caregiving program is $0.42 million and $0.21 million,
respectively.

Employees across every generation are navigating complex responsibilities associated
with providing care for children and aging family members. The Companies’ backup care
program provides emergency infant, child, and elder care services when an employee’s primary
resources are unavailable. This program reduces unplanned absences and work time lost due to
breakdowns in preplanned caregiving arrangements, and is critical for employees who must
report to work during emergencies or exigent circumstances.

Employees with children from three months to 13 years old may access services through
ChildrenFirst/Bright Horizons in both emergency situations and non-emergency situations
including business travel, relocation, school closings, and return from maternity or parental
leave. Employees may also use this offering for self and elder care. This program also offers
concierge referral services to connect employees to discounted in home care, after school care,
camps, senior and parenting support.

Program costs reflect projected headcount and rate increases of four percent per year in
2027 and 2028.

4. Green Transportation Incentive

As shown in Table LM-21 above, SoCalGas’s and SDG&E’s forecasted TY 2028 costs
for the employee green transportation incentive program (formerly known as the mass transit
incentive program) are $1.32 million and $0.22 million, respectively. This program now

supports a full range of sustainable commuting options — including biking, walking, bus and rail
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transit, carpooling, and vanpooling — rather than solely traditional mass transit. Participation
levels remain higher at SoCalGas due to the concentration of employees in the Los Angeles
metropolitan area, where heavy traffic conditions and the availability of numerous green
transportation alternatives contribute to higher utilization.

The increase in forecasted costs for SoCalGas reflects three primary factors. First, some
program subsidies are increasing to offset the significant rise in rail transportation costs since the
incentive levels were last updated more than six years ago. Second, additional employee
participation is anticipated as part of the move to the new downtown headquarters, where access
to multimodal transportation options is greater. Third, the program is being expanded to increase
green transportation participation and move closer to the South Coast Air Quality Management
District (SCAQMD) Rule 2202 emission-reduction and Average Vehicle Ridership (AVR)
targets. Under Rule 2202, with more than 900 employees at its downtown Los Angeles location
(well above the 250 or more employees at a single worksite threshold), SoCalGas is required to
implement commute-reduction strategies that reduce single-occupancy vehicle trips and increase
the use of alternative transportation modes.

5. Retirement Activities

As shown in Table LM-21 above, SoCalGas’s and SDG&E’s forecasted TY 2028 costs
for retirement activities is $.07 million and $.04 million, respectively.

Upon retirement, the Company gives the employee a retirement gift and hosts a
retirement breakfast or celebration in recognition of past service and contributions to the
company.

6. Service Recognition

As shown in Table LM-21 above, SoCalGas’s and SDG&E’s forecasted TY 2028 costs
for service recognition are $0.28 million and $0.13 million, respectively.

Service recognition awards are given to employees on their fifth anniversary and every
five years thereafter. Employees select from a variety of awards that vary depending on years of
service.

Most employers have a service recognition program, with five years being the standard
milestone for length of service designs. Recognizing service supports our goals of demonstrating

appreciation for and retaining a high-quality, tenured and knowledgeable workforce. Costs are
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projected based on the estimated number of employees with recognized service anniversaries in
each year multiplied by the estimated cost per award.

7. Special Events
As shown in Table LM-21 above, SoCalGas’s forecasted TY 2028 cost for special events

is $1.0 million. Special events bring together represented and management employees from
across the company to gather in one place. The event site varies each year and has included
locations such as Knott’s Berry Farm, Universal Studios, and Sea World.
VII. COMPENSATION CONTROLS

SoCalGas and SDG&E continuously evaluate the external labor market to ensure that
their compensation and benefits packages are competitive and cost-effective. The pay structure
and guidelines used by human resources and managers to administer pay support this objective.
This section describes how each Company uses external market data and internal controls to
maintain a competitive compensation and benefits package necessary to attract, motivate, and
retain its workforce.

A. External Compensation Surveys

1. Non-Executive Jobs

To ensure that non-executive compensation reflects relevant external labor markets,
Sempra’s compensation and benefits departments participate in a range of professional
compensation surveys maintained by nationally recognized consulting firms. Primary survey
sources include WTW, Aon Radford, Mercer, and specialty surveys, where appropriate. In
addition, third-party consultants may be engaged to supplement standard survey data or to obtain
market information not otherwise available.

Market data from these survey sources is used to evaluate base pay, incentive
compensation, and total compensation for non-executive roles, supporting consistent and market-
aligned pay administration across the Companies.

2. Executive Jobs

SoCalGas and SDG&E also use external market data to monitor executive compensation.
Primary survey sources for executive roles include the Aon Radford and the WTW executive
compensation databases. In addition, the Companies review publicly disclosed executive
compensation and benefits information for utilities included in the S&P 500 Utilities Index, as

reported in company proxy statements.
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These sources provide market context for executive pay levels and incentive design and
support oversight by the Companies’ Boards of Directors.
B. External Benefits Surveys
1. Methodology for BENVAL Study

SoCalGas and SDG&E participate in the WTW Benefits Value (BENVAL) database, a
nationally recognized benefits benchmarking resource maintained by WTW. BENVAL provides
a standardized actuarial valuation of employee benefit programs, enabling consistent

comparisons of benefits value across participating employers.

The BENVAL database determines the value of individual benefit programs—such as
health care, retirement, and welfare benefits—by applying a uniform set of actuarial assumptions
and valuation methodologies. These standardized methods allow benefit plans with differing
designs and cost structures to be expressed as comparable dollar values reflecting the relative

value of benefits provided to employees, rather than employer accounting or funding costs.

For purposes of the WTW Study, each benefit was valued individually using BENVAL
methodologies and then combined to determine an overall benefits value for each job. This
consolidated benefits value was combined with cash compensation to calculate total
compensation and benefits levels for market comparison. A more detailed description of the
BENVAL valuation methodology is provided in the WTW Study.

C. Internal Review and Governance Controls

In addition to external benchmarking, SoCalGas and SDG&E maintain internal controls
to promote equitable, compliant, and disciplined pay practices. The Companies establish salary
and incentive compensation planning guidelines and pay administration policies to support
consistent decision-making by management.

Compensation staff regularly conduct job evaluations for appropriate placement within
salary structures, review job classifications for compliance with Fair Labor Standards Act and
California wage and hour requirements, and perform annual pay equity analyses to support
compliance with Office of Federal Contract Compliance Programs requirements. Compensation
policies and procedures are also maintained to conform with Sarbanes-Oxley requirements.

Executive compensation for SoCalGas and SDG&E is reviewed and approved by the
respective Boards of Directors. Compensation and incentive plan performance measures for

senior Sempra Corporate Center executives are reviewed and approved by the Compensation and
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Talent Development Committee of the Sempra Board of Directors, with advice from its
independent external compensation consultant, Exequity.
VIII. SEMPRA CORPORATE CENTER - COMPENSATION & BENEFITS

Sempra Corporate Center employees play a vital role in supporting SoCalGas and
SDG&E by providing finance, human resources, and legal services that help enable safe,
reliable, and efficient operations across the utilities. Given the critical nature of this work and
the competitive talent market for specialized skills, it is imperative that the Corporate Center
offer competitive compensation and benefits programs. The compensation and benefit programs
provided to Sempra Corporate Center employees are comparable to those provided to employees
of SoCalGas and SDG&E. Accordingly, the discussion set forth in Sections I through VII is
applicable to Sempra Corporate Center employees. As discussed previously, compensation and
benefits for Corporate Center roles were evaluated through the WTW Study (see Appendix D
and Appendix E) and were found to be consistent with the competitive market range. Corporate
positions were allocated and consolidated into the applicable job categories (i.e.,
Professional/Technical, Physical/Technical, Clerical, Manager/Supervisor, and Executive) for
SoCalGas and SDG&E.

Sempra Corporate Center compensation and benefit expenses, along with the allocation
of these costs to SoCalGas and SDG&E through labor overhead rates, are addressed in the
Corporate Center Administration testimony (Ex. SCG-14/SDG&E-18). Although Sempra’s
executive officers are not subject to the requirements of SB 901, SoCalGas and SDG&E have
voluntarily elected to exclude compensation costs associated with Sempra’s executive officers
from recovery.

IX. CONCLUSION

The compensation and benefits programs of SoCalGas and SDG&E are designed to
support the safe, reliable, and efficient delivery of utility service by attracting, retaining, and
motivating a skilled workforce while maintaining cost discipline and alignment with competitive
market benchmarks. As demonstrated by independent analysis, including the WTW Study and
the Meridian ICP efficiency review, the Companies’ total compensation levels are reasonable
and consistent with applicable labor markets, and the structure of incentive compensation
appropriately balances safety, reliability, affordability, and financial stewardship within the

California regulatory framework. The Companies’ programs are informed by external

62



AN LN B W -

benchmarking and internal oversight processes and are structured to reinforce behaviors and
outcomes that directly benefit customers, including strong safety performance, operational
effectiveness, and prudent cost management. Taken together, the requested compensation and
benefits costs represent reasonable and necessary expenditures to support ongoing operations and
to deliver long-term value to customers and communities.

This concludes my prepared direct testimony.
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X. WITNESS QUALIFICATIONS

My name is Lisa G. McCue. My business address is 488 8th Avenue, San Diego,
California. I am the Director of Compensation for Sempra.

In my current role, I am responsible for overseeing Sempra’s broad-based compensation
programs, as well as executive compensation and benefit programs. I joined Sempra in 2018.
Prior to assuming my current position, I held responsibility for management of the Company’s
executive compensation and benefit programs.

Sempra’s Compensation and Benefits department provides support to the Sempra
Corporate Center and Sempra’s operating companies, including SoCalGas and SDG&E.

I hold a Bachelor of Science degree in Finance from the Wharton School of Business at
the University of Pennsylvania and have more than 25 years of professional experience in the
compensation field.

Prior to joining Sempra, I held compensation-related positions at Qualcomm, Scripps
Health, William M. Mercer and Buck Consultants.

I have not previously testified before the California Public Utilities Commission.
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APPENDIX A - Glossary of Terms

AD&D Accidental Death and Dismemberment

Cal Advocates California Public Advocates Office
Companies SoCalGas and SDG&E

EAP Employee Assistance Program

HFTD High Fire Threat District

HMO Health Maintenance Organizations

ICP Incentive Compensation Plan

IRC Internal Revenue Code

IRS Internal Revenue Service

LTIR Lost Time Incident Rate

PDAP Professional Development Assistance Program
RSP Retirement Savings Plans

SAIDI Systems Average Interruption Duration Index
SCE Southern California Edison Company

WTW WTW (formerly known as Willis Towers Watson)
WTW Study WTW Total Compensation Study




APPENDIX B - MERIDIAN COMPENSATION PARTNERS
INCENTIVE COMPENSATION PLAN COST-EFFICIENCY METRICS
FOR SDG&E AND SOCALGAS
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APPENDIX C - COMPENSATION MODERNIZATION INITIATIVE PAY MIX
ADJUSTMENTS



APPENDIX C — Compensation Modernization Initiative Pay Mix Rebalancing

The Compensation Modernization initiative included an adjustment to the pay mix for
certain roles, effective January 2026, to more closely align with prevailing market practices.
“Pay mix” is the proportion of an employee’s total compensation that is allocated between fixed
pay, or base salary, and variable incentive compensation, or ICP. For some positions, a portion
of the target incentive compensation was shifted into base pay, increasing the share of fixed
compensation and improving pay predictability.

Table 1 is an illustration of the Compensation Modernization Initiative pay mix
rebalancing that shows the shift of a portion of the total compensation value from ICP to base
salary. It is a snapshot based on active employees as of January 2026 and adjusted for average 5-
year ICP payout rates from 2021 through 2025 (paid in 2022 through 2026).

As discussed in testimony, base salaries are included in the labor forecast for each
witness area. Table 2 (SoCalGas) and Table 3 (SDG&E) summarize the labor forecast

adjustments by witness area in connection with the 2026 Compensation Modernization pay mix

rebalancing.
Table 1
(5000,000)
51,200
51,058 $1,057
51,000 5107 386
%800
5698 S696
95
3500 >
5400
5200
50
SoCalGas Pre- SoCalGas Post- SDGEE Pre- SDGEE Post-
Compensation Compensation Compensation Compensation
Modernization Modernization Modernization Modernization

mSalary = ICP



Table 2

SoCalGas
Compensation Modernization (2026-2031)
(InThousands of 2025 $)

Functional Area o&M Capital Total

Administrative & General 1,499 - 1,499
Customer & External Relations 866 - 866
Customer Services 1,761 - 1,761
Cybersecurity 64 31 95
Gas Acquisition 181 - 181
Gas Distribution 1,071 2,686 3,757
Gas Engineering & System Integrity 3,293 964 4,257
Gas Major Projects 508 937 1,445
Gas Transmission & Storage 1,011 838 1,850
Information Technology 898 1,143 2,041
Operations Support 672 99 771
People & Culture 1,083 - 1,083
Sustainability & Environmental 422 - 422
Total 13,329 6,698 20,027

Table 3
SDG&E

Compensation Modernization (2026-2031)
(In Thousands of 2025 $)

Functional Area 0&M Capital Total

Administrative & General 2,397 - 2,397
Customer & External Relations 333 - 333
Customer Services 1,754 - 1,754
Cybersecurity* 327 37 364
Electric Distribution 1,038 3,848 4,886
Electric Generation 220 4 225
Energy Procurement 409 - 409
Gas Distribution 634 561 1,194
Gas Engineering & System Integrity 40 8 49
Gas Major Projects 77 304 382
Gas Transmission 34 65 99
Information Technology 1,255 1,206 2,461
Operations Support 1,060 74 1,134
Safety & Culture 781 20 801
Sustainability & Environmental 285 - 285
Wildfire Mitigation & Vegetation Management 758 397 1,155
Total 11,403 6,525 17,928

'No capitalfunding is requested for Cybersecurity in 2026, the $37 thousand
compensation modernization allocation is not applicable for thatyear.
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Introduction

WTW was selected by Sempra, acting on behalf of Southern California Gas Company (SoCalGas), to
conduct a comprehensive total compensation study (“study”) of selected representative jobs at
SoCalGas. The primary objective of this study was to assess the competitiveness of SoCalGas’s total
compensation offerings in comparison to industry standards and benchmarks. This analysis was
designed to provide a holistic, aggregate report that informs SoCalGas’ compensation strategy and
supports its 2028 General Rate Case (GRC) filing. The study was conducted as part of SoCalGas’
2028 General Rate Case (GRC) filing. The California Public Advocates Office (Cal Advocates) has
participated in prior general rate cases and was invited to participate in the 2028 General Rate Case
as well. Cal Advocates declined to participate in the study, however, and was therefore not involved in
the study.

The study and reporting of results were conducted by a joint project team comprising representatives
from Sempra and WTW. Decisions concerning methodology, the rationale for those decisions, and
various perspectives are referenced in this report and in the Project Team meeting notes (Volume II:
Appendix F).

Sempra Project Team

Compensation

e Debbie Robinson: Senior Director, Total Rewards
e Lisa McCue: Director, Compensation

e Eric Bayona: Manager, Compensation

e John Hutsler: HRIS Senior Il

Benefits

e Sarah Steen: Director, Benefits
e Stacey Dorsey: Manager, Benefits

e Troy Sage Thomas: Benefits Senior Il
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WTW Project Team

Compensation

e Catherine Hartmann: Managing Director, Work & Rewards
e Andrew Neidinger: Senior Director, Work & Rewards
e Rhonda Rhoden: Associate Director, Work & Rewards

e Nicholas Donahoe: Lead Associate, Work & Rewards

Benefits

e John Cassady: Senior Director, Health & Benefits
e Paul Bray: Senior Director, Retirement Actuarial
e Nicole Warno: Senior Director, BDS-US

e John Goudelias: Director, BDS-US

e Rachelle Green: Benefits Analyst

The results of the study and background on the process, methodology, assumptions, and information
used to conduct this study are included in this report.
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Scope of Study

This study evaluates the competitiveness of total compensation provided by SoCalGas to its
employees based on a selection of SoCalGas jobs (“benchmark jobs”). Benchmark jobs are those
positions that are common across comparable organizations and for which total compensation data is
available from published surveys. The study covers 278 benchmark jobs at SoCalGas representing
5,446 SoCalGas employees (63% of 8,060 total SoCalGas employees') as of December 31, 2025.
Inclusive of Corporate Center, the study covers 8,432 employees?.

The employee categories represented by the benchmark jobs selected by Sempra and WTW are:
e Executive
e Manager/Supervisor
e Professional/Technical
e Physical/Technical
e Clerical

Market total compensation is defined as total cash compensation (base salary and short-term
incentives) plus the value of employee benefits. We have voluntarily included long-term incentive
values, which are presented separately for reference only and are not included in total compensation.

The methodology examines each of the elements of total cash compensation and benefits separately
and then combines the values to obtain total compensation. The total compensation valuations and
comparisons in the study were based on the following components of total compensation?:

e Actual and target total cash compensation

— Base salary

— Actual short-term incentives (actual amounts for 2024 performance paid in 2025) and target
awards

e |long-term incentives
e Employee benefits

— Defined benefit pension and defined contribution retirement plans (inclusive of qualified and
non-qualified plans)

— Disability plans (short-term and long-term disability)

— Medical plans (active and retiree)

— Dental plans (active and retiree)

— Life insurance (active and retiree group life and active accidental death and dismemberment)
To determine competitive standing, total compensation levels for SoCalGas benchmark jobs were
compared to total compensation levels for similar positions at comparable employers. A group of utility

and general industry companies was selected as comparable employers (“peer companies”) for
benefits analyses. See pages 25 and 26 for the list of peer companies used in the study.

" Excludes part-time employees, and temporary employees such as apprentices and interns
2 Includes 47% of Corporate and all SOCALGAS employees as of December 31, 2025
3 Long-term incentive numbers have not been included in total compensation
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Overview of Study Results

WTW concludes that:
e SoCalGas’ target total compensation level for all SoCalGas jobs, including Corporate Center,
is estimated to be 1.39% above the average (mean) of the competitive market.
e SoCalGas’s actual total compensation for all SoCalGas jobs, including Corporate Center, is
estimated to be 2.08% above the average (mean) of the competitive market.

The methodology used to distribute Sempra Corporate Center jobs was based on the aggregate 2026
Operation and Maintenance expense from all of the various Corporate Center functions (i.e., Human
Resources, External Affairs, Finance, and Legal), based on the allocation process as described in the
Corporate Center Administration and General testimony. The distribution factor included labor and
non-labor expenses (including those parent company costs that are not distributable). The expense
factors used to distribute Sempra Corporate Center results were: SoCalGas (26.6%) and SDG&E
(23.6%).

Below is a summary of the Table 1 competitive summary components:

e Table 1A: All Sempra versus Market — Competitive Summary: Presents the competitive
positioning of total compensation for the combined Sempra population, including Corporate
Center, SDG&E, and SoCalGas employees. The table reflects market comparisons on an
aggregate basis to provide a consolidated view of total compensation competitiveness across
the enterprise.

e Table 1B: SoCalGas (Including Corporate Center) versus Market — Competitive Summary:
Presents the competitive positioning of SoCalGas’ total compensation, inclusive of allocated
Corporate Center employees, payroll, and compensation elements. The results reflect
SoCalGas-specific outcomes after applying the Corporate Center allocation methodology and
provide a view of overall competitiveness relative to the market.

e Table 1C: SoCalGas (Excluding Corporate Center) versus Market — Competitive Summary:
Presents the competitive positioning of SoCalGas’ total compensation based solely on
SoCalGas employee data, excluding any allocation of Corporate Center employees. The table
provides a view of SoCalGas’ standalone compensation competitiveness relative to the
market without Corporate Center adjustments.

e Table 1D: SoCalGas Represented & Non-Represented Population versus Market —
Competitive Summary: Presents the competitive positioning of SoCalGas’ total compensation
for represented and non-represented employee populations separately. This view provides
additional detail on how compensation competitiveness varies across key workforce segments
relative to the market.

The study covers 47% of Sempra Corporate Center’s employee population. Based on the factors
described above, the SoCalGas study results shown in Table 1B include 3% of Sempra Corporate
Center employees, payroll data, and the market-to-pay ratio for each element of compensation. The
study results are presented under Table 1B on the next page. The table shows SoCalGas’ competitive
standing for each element of total compensation.
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Table 1A: All Sempra’ versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Total Job Total # of . T . Target Total 5 Target Actual Beneit Target Actual

Employee Category Benchmark Employees S in arge Cash ase Total Total Total Total LTI
Count 4 Study Total Cash Frer Salary Value
Jobs (EEs) Weighting 2 2 3 3
Cash' Cash Comp.’ Comp.’

Executive 39 11 39 1" $5,072 0.48% -9.30% -8.68% 3.56% 3.49% -5.65% 3.32% 13.82%
Manager/Supervisor 933 189 2,025 1,049 $193,126 18.28% 2.82% 7.98% 12.58% 14.21% 9.73% 13.01% 8.58%
Professional/Technical 1237 309 4,224 2,521 $365,516 34.60% -8.45% -2.97% -0.33% 3.77% -1.13% 0.78% -
Physical/Technical 319 69 5,512 3,734 $425,084 40.24% 7.94% 3.46% 2.54% 4.89% 3.84% 3.18%
Clerical 155 58 1,076 676 $67,555 6.40% 9.80% 8.65% 9.07% 7.67% 8.32% 8.61% -
Total* 2,683 636 12,876 7,991  $1,056,352  100.0% 1.37% 2.33% 3.80% 6.38% 3.44% 4.49% 8.72%

TAll Sempra corporate, San Diego Gas & Electric and Southern California Gas employees as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
SActual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for Sempra (see Table 1A) are as follows:

1.1 Executive

Target total compensation for the Executive jobs is (5.65%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 9.73% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is (1.13%) below the average of the
competitive market.

1.4 Physical/Technical

Target total compensation for the Physical/Technical jobs is 3.84% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 8.32% above the average of the competitive market.
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Table 1B: SoCalGas (Including Corporate Center’) versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Total Job Lotale ot EEs in Target faracjiotl Base Toroet Aol Benefit Toraet et

Employee Category Benchmark Employees g Cash Total Total Total Total LTI
Count " Study Total Cash e Salary Value
Jobs (EEs) Weighting 2 2 5 5
Cash Cash Comp. Comp.

Executive 25 7 25 7 $3,062 0.43% -1217%  -10.71% 0.91% 1.59% -7.67% 0.84% 11.73%
Manager/Supervisor 542 115 1,271 696 $119,168 16.87% 0.31% 5.63% 9.10% 12.06% 7.44% 9.91% 8.37%
Professional/Technical 639 164 2,418 1,587 $225,517 31.93% -10.45% -5.02% -2.96% 1.82% -3.17% -1.68% -
Physical/Technical 139 26 3,878 2,807 $305,180 43.20% 5.53% 0.77% -0.01% 2.36% 1.19% 0.62%
Clerical 80 27 840 532 $53,444 7.57% 12.28% 9.37% 9.51% 7.76% 8.83% 8.93% -
Total* 1,425 339 8,432 5,629 $706,371 100.00% -0.02% 0.34% 1.31% 4.23% 1.39% 2.08% 8.46%

"SoCalGas’ population, including distribution of Corporate Center employees as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
Actual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by SoCalGas and allocated Corporate Center target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for SoCalGas including Corporate Center (see Table
1B) are as follows:

11 Executive

Target total compensation for the Executive jobs is (7.67%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 7.44% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is (3.17%) below the average of the
competitive market.

1.4 Physical/Technical

Target total compensation for the Physical/Technical jobs is 1.19% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 8.83% above the average of the competitive market.

* Includes 47% of total Corporate Center employees, actual and target compensation dollars and results, based on a formula related to Corporate Center operation and
maintenance expense
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For reference, Table 1B shows study results for SoCalGas including Corporate Center distribution.
SoCalGas target total compensation including Corporate Center distribution is 1.39% above market.
SoCalGas actual total compensation before Corporate Center distribution is 2.08% above. See
Volume II: Appendix B - Il for full Corporate Center results.

Table 1C: SoCalGas (Excluding Corporate Center®) versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Target Actual Target Actual
Total Job Lotale ot EEs in Target Lerastycta Base Benefit
Employee Category Benchmark Employees 9 Cash Total Total Total Total LTI
Count " Study Total Cash . Salary Value
Jobs (EEs) Weighting 5 2 5 5
Cash Cash Comp. Comp.
Executive 15 5 15 5 $2,194 0.32% -11.16% -9.00% 4.78% 2.57% -6.11% 3.93% 11.21%
Manager/Supervisor 458 93 1,161 656 $108,332 16.01% 0.33% 5.86% 9.22% 12.12% 7.63% 10.02% 8.13%
Professional/Technical 532 135 2,213 1,480 $210,820 31.16% -10.31% -4.82% -2.54% 1.99% -2.98% -1.33% -
Physical/Technical 135 24 3,859 2,792 $303,789 44.90% 5.22% 0.46% -0.33% 2.17% 0.92% 0.34%
Clerical 68 21 812 513 $51,419 7.60% 12.98% 9.71% 9.83% 7.76% 9.06% 9.15% -
Total* 1,208 278 8,060 5,446 $676,553 100.00% 0.13% 0.35% 1.30% 4.13% 1.37% 2.05% 1.34%

"SoCalGas’ population as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
3Actual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by SoCalGas target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for SoCalGas excluding Corporate Center (see Table
1C) are as follows:

1.1 Executive

Target total compensation for the Executive jobs is (6.11%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 7.63% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is (2.98%) below the average of the
competitive market.

1.4 Physical/Technical

Target total compensation for the Physical/Technical jobs is 0.92% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 9.06% above the average of the competitive market.

% Excludes 47% of total Corporate Center employees, actual and target compensation dollars and results, based on a formula related to Corporate Center operation and
maintenance expense
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For reference, Table 1D shows study results for SoCalGas including Corporate Center distribution by
represented and non-represented populations. SoCalGas target total compensation for the
represented population is 1.99% above market and 0.80% above market for the non-represented
population. SoCalGas actual total compensation for the represented population is 1.48% above
market and 2.53% above market for the non-represented population.

Table 1D: SoCalGas Represented & Non-Represented Population versus Market — Competitive
Summary

Variance Benchmark Jobs vs Competitive Market Average

Total # of ) Target Target Total Target  Actual Target  Actual
Employee Category I::fs' Be’;ﬁ:’:ark Employees ';fus " Total Cash si?:e Total  Total Benefits Total  Total LTI
(EEs)’ y Cash  Weighting v Cash? Cash? Comp: Comp
Represented 153 32 4,512 3,210 345,634 48.93% 6.69% 1.73% 1.03% 2.81% 1.99% 1.48% -
Non-Represented 1,224 300 3,906 2,412 360,737 51.07% -6.46% -0.95% 1.47% 5.43% 0.80% 2.53% 8.37%
Total* 1,377 332 8,418 5,622 706,371 100.00% -0.03% 0.36% 1.25% 4.15% 1.38% 2.02% 4.27%

"SoCalGas’ population as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
3Actual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by SoCalGas target total cash compensation for all jobs, both benchmark and non-benchmark

INTERPRETATION OF RESULTS BY WTW

WTW considers plus or minus 10 percent of the average or mean of the competitive market to be the
range of competitiveness. While some organizations define the competitive market zone as plus or
minus 10 percent of the market, other organizations elect to target competitive pay with plus or minus
20 percent®. However, a range of plus or minus 10 percent is generally considered by compensation
professionals, including WTW, as appropriately accounting for variations related to individual
employee, tenure, and organizational factors that naturally occur between an organization’s total
compensation levels and survey data.

These variances are typically attributed to:

e Differences in employees’ years of experience in a role and/or tenure within an organization
and/or industry;

e Expected and realized differences in employee performance levels that affect compensation;

e Different pay philosophies and strategies influencing a company’s total pay mix (e.g., pay-for-
performance environments can provide lower base salaries, yet higher short-term incentive
levels); and

e Market supply and demand for specific roles and skill sets.

Additionally, for certain SoCalGas employee categories, such as executives, and certain components
of total compensation, such as benefits, WTW acknowledges that larger variances, often exceeding
plus or minus 20 percent are common. This variation is especially true for retirement benefits.

% As referenced in The WorldatWork handbook of Total Rewards: A Comprehensive Guide to Compensation, Benefits, HR & Employee Engagement (2nd ed., p. 38).
Wiley
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Another key aspect to keep in mind when reviewing the study outcomes is that when job data from
several organizations are analyzed by survey vendors, several variations influence the pay statistics
reported for a particular job, such as:

e Matching of benchmark jobs: A job is considered a good match if 80 percent of the
responsibilities match, but not all organizations who submit data necessarily match the same
way.

e Incumbent (employee) counts: Lower-than-standard incumbent counts reported by an
organization providing data to a survey vendor can influence the pay statistics reported in the
survey.

e Matching career levels: Organizations use different job-leveling constructs, resulting in
variations in the number of levels and layers across companies. These differences can
influence the way the organization matches its jobs to survey levels, across different vendors.

e Developing market aggregates: To derive a market value for a job, typically one or more
survey sources are used. Although this approach provides a broader picture of the market, it
can also lead to more variability in the data points.

e Human interpretation factors: Job matching methodology and rationale interpretation can vary
between individuals.

While survey vendors use strict data quality assurance measures — such as reviewing data
submissions for errors and inconsistencies, conducting aggregate macro analyses to review salary
ranges against the previous year’s data, evaluating data progressions, assessing sample sizes and
differentials, and providing data checks and balances — the factors stated do not eliminate all
variances between an organization’s total compensation levels and survey data.

Accordingly, considering variability from the organizational and survey factors mentioned above, in a
total compensation study such as this one, we recommend that SoCalGas use a plus or minus 10
percent range when evaluating the competitiveness of total compensation. Further, we recommend
that competitiveness be evaluated in total rather than by individual job or by compensation element or
benefit component.

Compensation Modernization Efforts 2026 & Beyond

Sempra as an organization has embarked on a multi-year journey to further align market pricing, job
profiles, salary structures, and incentive governance. This effort is part of a larger organizational-wide
initiative to remain not only competitive but future-focused in recruiting, attracting, retaining, and
engaging the workforce of the present and future. As part of this effort, Sempra will shift a portion of
short-term incentives into base salary. This effort aligns with trends observed in other utilities. WTW
has concurred that this practice is well within norms and that other utility companies, including those
reflected in the peer group, have implemented or in the process of implementing similar practices.
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Summary of Population Coverage

Table 2A: Study Coverage of All Sempra' Population

Job Category

Sempra Total Total Employees % of Total

Total Job Benchmark Job

Sempra Employee Categories Study Employee in Benchmark Population
‘ e - (S (S HZadc:un)t, Jobs Rep’:esented
Executive 39 11 39 11 28%
Manager/Supervisor 933 189 2,025 1,049 52%
Professional/Technical 1,237 309 4,224 2,521 60%
Physical/Technical 319 69 5,512 3,734 68%
Clerical 155 58 1,076 676 63%

Total 2,683 636 12,876

" All Sempra corporate, San Deigo Gas & Electric and Southern California Gas employees as of December 31, 2025

Table 2B: Study Coverage of SoCalGas Population (Including Corporate Center)
Job Category

0,
Total Job Benchmark Job SCG Total Study Total Employees % of Total

Sempra Employee Categories Employee in Benchmark Population
‘ = - (TS (ST Hea':icgunt Jobs Rep’:esented
Executive 25 7 25 7 28%
Manager/Supervisor 542 115 1,271 696 55%
Professional/Technical 639 164 2,418 1,587 66%
Physical/Technical 139 26 3,878 2,807 72%
Clerical 80 27 840 532 63%

Total 1,425 339 8,432 5,629

Table 2C: Study Coverage of SoCalGas Population (Excluding Corporate Center)

Job Category
SCG Total Study Total Employees % of Total

Total Job Benchmark Job

Sempra Employee Categories Employee in Benchmark Population
‘ = - (TS (ST Hea':icgunt Jobs Rep’:esented
Executive 15 5 15 5 33%
Manager/Supervisor 458 93 1,161 656 57%
Professional/Technical 532 135 2,213 1,480 67%
Physical/Technical 135 24 3,859 2,792 72%
Clerical 68 21 812 513 63%
Total 1,208 278 8,060 5,446 63%

This competitive study is an analysis of total compensation levels for a significant sample of
SoCalGas’ total employee population. Due to the large number of SoCalGas employees in the
benchmark jobs selected for this study, WTW is confident that this study accurately represents the
competitive positioning for the organization.

Table 2A summarizes the percentage of the total Sempra employee population represented by the
benchmark jobs (“coverage”) that this study provides.
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Tables 2B and 2C summarize the percentage of the total SoCalGas employee population represented
by the benchmark jobs (“coverage”) that this study provides. They show the number of SoCalGas
employees that are in benchmark jobs compared to the total number of SoCalGas employees in each
employee category. Please note that the total number of employees excludes part-time, apprentices
and interns, but includes contract employees and employees on leave of absence (these employees
receive benefits). Overall, this study covers 63% of SoCalGas’ total employee population (excluding
Corporate Center; Table 2C). WTW believes that the study coverage is sufficiently high to obtain an
accurate representation of the competitive positioning for SoCalGas’ total employee population.
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Study Methodology

SoCalGas EMPLOYEE CATEGORIES

For purposes of this study, SoCalGas placed benchmark jobs into one of five employee categories.
The employee categories are as follows:

1)

Executive — This category includes the limited group of officers who are responsible for the
overall direction of the company. SB901 officers are not included in the study. Officers of
Sempra who have some responsibility for utility matters were included. Corporate Center
positions whose expenses were not shared by the utilities were not included in the study.
(Sempra is not seeking recovery for Executive Officers.)

Manager/Supervisor — Benchmark jobs in this category are classified as exempt under the Fair
Labor Standards Act 7 (FLSA). This category contains different levels of leadership jobs with
primary responsibility for directing the work of others and for the final work product in a unit of
the company.

Professional/Technical — These benchmark jobs generally are individual contributors that are
typically classified as exempt under the FLSA. These benchmark jobs usually require a college
degree, and the nature of the work involves extensive analysis and independent judgment. The
benchmark jobs in this category are not covered by a collective bargaining agreement.

Physical/Technical — Benchmark jobs in this category are nonexempt under the FLSA. This
category contains both field jobs requiring physical activities that are repetitive in nature and
individual contributor technical jobs, such as Estimators. Physical (field) jobs are found more
frequently in utility companies and are usually covered by a collective bargaining agreement.
They often have formal apprenticeship programs and typically do not require college study.
Technical jobs may require some college study, but a college degree is not required. Many have
formal training programs in the company.

Clerical — These benchmark jobs are nonexempt under the FLSA. Jobs in this group usually
are located in an office environment (although there are exceptions, such as meter readers) and
require activities that are generally administrative or clerical in nature. These jobs may require
some college study, but a college degree is not required. Some clerical jobs at SoCalGas are
covered by a collective bargaining agreement, unlike most clerical jobs in the competitive
market.

7 The Fair Labor Standards Act (“FLSA”) of 1938 is a federal law that governs minimum wage, overtime pay, child labor and record-keeping requirements. The law also
determines the type of positions that are exempt from minimum wage and overtime provisions. Under FLSA, “nonexempt” employees must be paid one-and-a-half times

their normal wage rates for all hours worked in excess of 40 in any work week. Some states, including California, require overtime pay for nonexempt positions for hours
exceeding 8 worked in one day
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SoCalGas BENCHMARK JOB SELECTION PROCESS

This study includes 278 unique benchmark jobs at SoCalGas representing 5,446 employees as of
December 31, 2025. Additionally, when benchmark jobs from the Corporate Center were included in
the study, the total SoCalGas employee coverage came to 5,629 employees.

Benchmark jobs were selected from the following five SoCalGas employee categories: 1) Executive,
2) Manager/Supervisor, 3) Professional/Technical, 4) Physical/Technical, and 5) Clerical.
SoCalGas provided WTW with an initial job list that included the following:

e All job classifications with one or more incumbents as of December 31, 2025

e All jobs initially identified for the 2028 GRC Study, including jobs excluded from that study for
reasons such as lack of sufficient market information (matches, survey data)

Jobs chosen to be benchmark jobs met all or most of the following criteria:
e Jobs that were usually found in existing surveys that provide reliable competitive market data

e Jobs that, in aggregate, represented the largest number of incumbents to provide a representative
cross-section of the employee population:

- Across the entire company (SoCalGas and Corporate Center)
- Across organization levels within the company
e Jobs that were representative of a job category or job family for cross-coverage
e Jobs that had a clearly definable scope of position, required education/experience, skills, and
abilities

JOB MATCHING PROCESS

The Project Team worked together and conducted the benchmark job matching for this study over
several weeks. The 2024 GRC Study benchmark positions were used as an initial starting point for
consistency and to maximize efficiency and help manage overall study costs. SoCalGas and WTW
began the job matching process by reviewing benchmark jobs that met the criteria established. The
Project Team also identified new survey positions that were comparable to benchmark jobs at
SoCalGas (this is referred to as the “matching process”).

Survey positions were selected for benchmark jobs based on:

e Matches of benchmark jobs to survey positions that were validated and used in the prior
SoCalGas GRC Study

e Knowledge of the benchmark job scope and function by Sempra Human Resources and line
operations

e WTW’s experience and knowledge of the survey positions and the survey job leveling guides

e Comparable survey position matches selected by the Project Team from compensation surveys
conducted by reputable consulting firms

A survey position was deemed to be an effective match to a benchmark job if the composition (e.g.,
scope, duties, or function) of a survey job reflected 80% of the SoCalGas benchmark composition. The
80% guideline is a standard guideline for compensation professionals. For executive benchmark jobs,
survey positions also reflected the reporting level of the benchmark jobs in the organization.
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Volume II: Appendix A - Il contains a list of SoCalGas benchmark jobs and corresponding employee
counts, by employee category that were included in the study.

The resulting coverage of SoCalGas (including Corporate Center) employees in the final results
ranged from 72% for Physical/Technical to 55% for the Manager/Supervisor employee category.
Overall, there was 62% coverage of the total SoCalGas population by benchmark jobs (see Tables 2A
and 2B on page 10).

SURVEY SOURCES

Multiple survey sources were selected to ensure relevant and representative total compensation data
for SoCalGas benchmark jobs. For each survey source, data pulled represented company-weighted
data to ensure that no one company influenced the market rates. The survey sources are as follows:

Survey/Data Source Data Type

WTW Compensation Data Bank (CDB) Compensation Data
®  General Industry Survey: Executive and Middle Management & Professional

Surveys
® Energy Services Survey: Executive and Middle Management & Professional

Surveys

e WTW American Gas Association Compensation Survey

Mercer Compensation Data

® Benchmark Database Survey
® US Energy Survey (MTCS)
Aon Radford McLagan Compensation Database - US Compensation Data

WTW Benefits Database Benefits Data
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COMPENSATION DATA SOURCES AND SCOPES

15

The U.S. labor market continues to evolve, reflecting a combination of economic factors, demographic
shifts, changing workforce participation patterns, and sustained demand for new and emerging skill
sets. Although volatility has moderated from peak post-pandemic levels, structural dynamics affecting
talent supply and demand remain present. Therefore, the survey data utilized in this assessment
represents a snapshot in time and may trail current market trends to a certain extent.

For each survey, specific data cuts were used for each different employee category to ensure an
accurate reflection of the labor market in which SoCalGas competes for talent. From our experience,
revenue scope provides a compensation differential at the Executive and Manager/Supervisor level.
For this reason and for comparability purposes with other larger employers, within these employee

categories, we scope the data by revenue size, where available, to provide the most relevant

comparator group.

Employee Revenue
Category Survey Industry Scope Scope
2025 WTW CDB General Industry Executive General Industrv Data Revenue =
Compensation Survey ry $5-20B
. 2025 WTW CDB Energy Services Executive . Revenue =
8
1) Executive Compensation Survey Energy Services Dala $5-208
2025 Aon Radford McLagan Compensation Database - General Industry Data Revenue =
us Energy Services Data $5-20B
2025 WTW CDB General Industry Middle Management & All Revenue
. . General Industry Data and Revenue
Professional Compensation Survey _
= $5-20B
2025 WTW CDB Energy Services Middle Management & . All Revenue
Professional Compensation Survey Energy Services Data and Revenue
2) Manager/ = $5-20B
Supervisor All Revenue
2025 Aon Radford McLagan Compensation Database — General Industry Data
us Energy Services Data and Revenue
= $5-20B
2025 Mercer Benchmark Database Compensation Survey | General Industry Data All Revenue
2025 Mercer US Energy Survey (MTCS) Energy Data All Revenue
2025 WTW CDB Genera.l Industry Middle Management & General Industry Data All Revenue
Professional Compensation Survey
2025 WTW CDB Energy Services Middle Management & . All Revenue
. . Energy Services Data
Professional Compensation Survey
3) . L .
All R
Professional/ éOEVSeWTW American Gas Association Compensation Energy Services Data evenue
Technical urvey
2025 Aon Radford McLagan Compensation Database — General Industry Data
. All Revenue
us Energy Services Data
2025 Mercer Benchmark Database Survey General Industry Data All Revenue
2025 Mercer US Energy Survey (MTCS) Energy Data All Revenue
4) Physical/ 2025 WTW CDB General Industry Middle Management & General Industry Data All Revenue

Technical and

Professional Compensation Survey

8 Executives in the Corporate Center were matched to General Industry only, in order to align with Sempra’s recruitment strategy and methodology utilized in PG&E and

Edison rate case studies

May 2026

wtw
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Revenue
Scope

5) Clerical 2025 WTW CDB Energy Services Middle Management & | .o corvicec Data All Revenue
Professional Compensation Survey 9y

Employee
Category

Survey Industry Scope

2025 WTW American Gas Association Compensation

Survey Energy Services Data All Revenue
2025 Aon Radford McLagan Compensation Database - General Industry Data

; All Revenue
us Energy Services Data

COMPONENTS OF TOTAL COMPENSATION?®

The compensation elements are effective December 31, 2025, and include°:
e Base salary (annualized rate) reflective of the most recent compensation structure
e Actual short-term incentives reflective of awards paid in 2025 for 2024 performance
e Target short-term incentives reflective of target awards
e Long-term incentives
e Employee benefits

- Defined benefit pension and defined contribution retirement plans (inclusive of
qualified and non-qualified plans)
- Disability plans (short-term and long-term disability)
- Medical plans (active and retiree)
- Dental plans (active and retiree)
- Life insurance (active and retiree group life and active accidental death and
dismemberment)
The following components of compensation will be excluded from the study because either most
survey sources do not include such data or the value of the benefit is included in base salary'":

e Vacation

e Overtime pay and shift differentials

e Paid time off (if in excess of vacation time)
e Special recognition awards or spot bonuses

We have voluntarily included long-term incentive values, which are presented separately for reference
only and are not included in total compensation.

9 Please note, long-term incentives have not been included in the in-depth analysis, as they are outside the scope of the study. Sempra is not seeking recovery for long-
term incentives

10 | ong-term incentive numbers have not been applied to total compensation

" Similar to previous Sempra rate cases we did not include the following elements: vision, recognition rewards and severance payments
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TOTAL COMPENSATION VALUE COMPUTATION

e Market cash compensation values by benchmark job were derived from multiple survey
sources based on agreed-upon matches and the availability of quality market data (i.e.,
sufficient number of companies, good correlations of average and 50th percentile, etc.).

- Geographic differentials were applied to market cash compensation values for
developing employee profiles for benefits analysis.

- Geographic differentials were also applied to market base values only for total
compensation value summation, i.e., total compensation as a summation of market
base, short-term incentives, and benefits. Further detail regarding methodology and
rationale is provided in the Cash Compensation Valuation Methodology section.

o A total of 25 employee profiles have been developed and associated with each job category.

e These profiles currently reflect demographic information (i.e., age, tenure and prevalent
gender) relevant to Sempra’s employee population. The following guiding principles were
followed to develop the employee profiles:

- Employee profiles were derived based on market data that aligns with WTW’s general
understanding of pay practices prevalent in the industry (e.g., similar range spreads).

- Employee profiles were segregated into union and non-union specific profiles for the
categories of Clerical and Physical/Technical as benefit plans vary across both
groups.

- Employee profiles were segregated for the executive population into specific profiles
as benefit plans vary for this group.

- To the extent market data was applicable, comparable jobs (based on job family, roles
and responsibilities) were aligned to a single employee profile.

e Benefit values were then calculated for each employee profile, using WTW’s standard benefits
valuation methodology, details of which can be found in Volume II: Appendix E.

e Benefit values by benchmark job were then derived as a percentage of base pay and target
short-term incentives (for pay-based benefits) plus a fixed amount (for non-pay-based
benefits) for each employee profile and applied to each benchmark job.

e Cash compensation and benefit values were added together to obtain total compensation
values for the 2028 GRC Study.

Details on the employee profiles developed, including market base pay information and demographic
detail, are available in Volume II: Appendix A - I.
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Cash Compensation ) . Total Cash
Values Employee Profiles A VAl Compensation
» JobA=$102000 |— 2) Employee Profile A =$100,0001—4) Empioyecprofien |—s5)° JOPA=$112200
Survey 1 « Demographics » Benefit Value + Job B =$110,000
- Survey 2 Age -3) £10,000 « Job C=$107,800
) s"":"ey 3 Service W%
« Job B =$100,000 Gender

« Job C =598,000

1. Market cash compensation values by benchmark job are derived from multiple survey sources based on agreed
upon matches

2. Atotal of 25 unique employee role profiles (i.e., job category, age, gender, service, compensation)

3. The demographic data for the benefits valuation aligns with Sempra incumbents in the same jobs as the employee
profile(s)

4. Market benefit values by benchmark job are derived as a percentage of base pay (for pay-based benefits) for each
employee profile and applied to each benchmark job

5. Cash compensation and benefit values are added together for total compensation values for the 2028 GRC-TCS

Sample: For lllustrative Purposes Only

CASH COMPENSATION VALUATION METHODOLOGY
Data Collection

WTW and the other survey providers used in this study collect compensation data directly from
companies participating in the databases and surveys. The surveys collect base salary, and short-term
incentive for actual incumbents at the companies participating in the surveys. Base salary and short-
term incentive data (where applicable) were collected from the various data sources and from
SoCalGas for each survey position and then combined at the position level to obtain compensation
values.

The analysis contains both actual and target data for short-term incentives. These short-term
incentives were awarded in 2025 for 2024 performance. In addition, cash profit sharing bonuses, when
used as a short-term incentive, are included in total cash for the competitive market job matches. In
certain cases where companies do not offer a short-term incentive or profit-sharing plan for selected or
all employees, base salary represents the entire total cash compensation package.

For certain benchmark job matches, WTW has weighted survey data from multiple data sources
according to a predetermined methodology. Energy services-oriented jobs were matched to energy
surveys, and jobs that fell in broader job categories were matched to both general industry and energy
services surveys, wherever possible (generally with a 50-50 weighting of general and energy services
industries). For nonexempt jobs, if an hourly rate of pay was reported by a data source, it was
multiplied by 2,080 hours to obtain an annualized rate of base compensation. For exempt jobs, WTW
used an annual rate of salary.

Multiple market statistics were developed for compensation analysis, including the 25™ percentile,
median, average, and the 75th percentile.

Geographic differentials were analyzed and developed for Sempra’s most populated locations. As per

WTW’s methodology, geographic differentials were applied to market base pay and total cash
compensation.
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Geographic Analysis

WTW analyzed the availability of geographic data in surveys to develop an appropriate geographic
variable for Sempra. Due to the inconsistency of survey data availability, as well as the sizeable
presence of the SoCalGas workforce in Southern California, WTW analyzed market data at a national
level and then applied a weighted geographic differential percentage, based on primary locations, to
achieve a statistically sound and less volatile approach to geographic differentials. WTW has adopted
a similar methodology in other rate cases.

WTW used Economic Research Institute’s (ERI) Geographic Assessor to obtain cost of labor and cost
of living differential data for the study. ERI was founded over 25 years ago and is known for having
one of the most robust cost of living and cost of labor databases in the U.S. Annually, it compiles data
from more than 1,000 industry sectors that the majority of Fortune 500 companies rely upon for expert
witness testimony, relocations, disability determinations, board presentations, and setting branch office
structures.

For the GRC, WTW reviewed ERI data for seven cities, selected based on employees’ work address,
which collectively represent the highest concentration of Sempra’s population (approximately 63.6% of
Sempra’s population works at these seven locations) across the enterprise. Employee work address is
a preferred anchor for geographic analysis such as this as compared with home address.

e San Diego, California

e Los Angeles, California

e Pico Rivera, California

e Monterey Park, California
e Anaheim, California

e Redlands, California

e Escondido, California

WTW used the cost of labor differentials for these cities for our analysis since the value reflects the
competitive difference for pay levels in the labor market, as understood by compensation
professionals. Since cost of living reflects the cost of goods utilized by a typical consumer, including
items such as housing, groceries and transportation, the cost of living index is not the best or preferred
indicator of geographic differentials.

WTW analyzed the salary levels of each GRC job category to see the range of salaries that typically
fall within a category. We then aligned the GRC job category specific salary levels to the ERI cost of
labor salary levels, and applied Sempra’s population coverage in the seven cities as a weight to derive
a weighted average cost of labor differential for each GRC job category.
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ERI Cost of Labor
Sempra
Sempra Locations Workforce ERI Cost of Labor Compared to National
Representation
Executive Manager Professional .F hysiqal/ Clerical
echnical

San Diego, California 30.3% -- 110.7 110.9 112.5 112.9
Los Angeles, California 13.0% -- 116.1 116.0 116.6 116.5
Pico Rivera, California 5.7% - 115.4 115.2 115.7 115.4
Monterey Park, California 5.2% -- 115.4 115.3 115.7 115.4
Anaheim, California 3.6% -- 114.2 114.1 114.7 114.5
Redlands, California 3.3% -- 109.0 109.1 110.3 110.5
Escondido, California 2.5% -- 110.8 111.0 112.5 112.8
Weighted Average Cost of -- 113.0 113.0 114.0 114.0
Labor
Final Cost of Labor -- 113% 113% 114% 114%
Applied

The cost of labor across all job categories and locations ranges between 9%-16% above national
average and the weighted average cost of labor ranges from 13%-14% above the national average.
We applied a 13% geographic adjustment across Manager and Professional job categories, and 14%
across Physical/Technical and Clerical job categories. No geographical adjustments were applied to
the Executive job category since WTW considers the labor market for this category to be at a broader
national level.

Additionally, as described in the Total Compensation Valuation Methodology and Data Collection
Sections above, geographic differentials were applied to market cash compensation values for
employee profiles and were only applied to market base for total compensation value summations and
build up.

Effective Date

The survey and database sources used in the study collect base pay and short-term incentive from
participating companies. Those sources and the effective dates are listed below:

Survey/Data Source ‘ Effective Date

WTW Compensation Data Bank (CDB)
April 1, 2025

® General Industry Survey: Executive and Middle Management & Professional Surveys Aoril 1. 2025
® Energy Services Survey: Executive and Middle Management & Professional Surveys Mprl h'1 2025
® WTW American Gas Association Survey arch 1,

) August 15, 2025
Aon Radford McLagan Compensation Database - US October 15,2025

Mercer

® Mercer Benchmark Database
® US Energy Survey (MTCS)

April 1, 2025
April 1, 2025




Sempra | Southern California Gas Company — 2028 General Rate Case Total Compensation Study — Volume | 21

To provide a common reference date for compensation values, the salary data from the surveys and
databases were aged to a common effective date of December 31, 2025. Data is aged since
compensation is paid over a year of employment and pay generally increases once per year, if at all.
Incentives are generally paid once per year. As a result, incentive awards are not aged.

The effective date of the competitive salary data to be aged varied by survey source since survey
providers collect data at different times. Aging compensation data, using general or industry-specific
rates of salary increase to provide current competitive market compensation levels, is a generally
accepted practice of major consulting firms. Typically, consultants and practitioners will age salary
data up to two years from the effective date of the data. Aging factors are based on general salary,
and wage increases that represent the actual experience of companies or represent the companies’
budgeted increases.

A single aging factor of 3.5% was applied to all jobs in all of SoCalGas employee categories for
surveys with effective dates in 2025. This 3.5% factor was applied on a prorated basis depending on
the effective date of the data. This factor was determined using multiple publicly available,
governmental, and proprietary data sources on national and Western region wage increases for hourly
and salaried positions in the utility and general industries based on mid-2025 data. Most companies
are predicted to deliver higher than forecasted salary increases in 2025, largely due to their continued
concern over talent supply and demand issues.

The data sources used to determine the aging factor are shown below:

Median Actual

Survey/Data Source Industry 2025 Increases
WorldatWork 2025-2026 United States Salary Utility Industry 3.0%
Budget Survey (National) All Industries 3.5%
WTW 2025 United States General Industry Salary Energy Services and Utilities Industry 4.0%
Budget All Industries 3.6%
SoCalGas Aging Factor 3.5%

As is typical practice, short-term incentives and employee benefit values were not aged. Benefit values
will reflect any aging applied to base salaries for salary-related components of pay and therefore are
not updated separately.
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Long-Term Incentive Benchmarking Approach

Long-term Incentives (LTI)

For the purposes of comparing SoCalGas’ LTI target award values versus market, WTW and Sempra
jointly agreed upon the methodology outlined below:

e Target LTl award values were calculated by Sempra for each employee included in the study,
and these figures were provided to WTW

o WTW compared values versus market for Sempra jobs where the matching survey job had an
LTI eligibility of at least half of the reporting incumbents, and where Sempra also provided an
LTI award for at least half the incumbents in said job

e Sempra’s target LTI comparison versus market was measured and tabulated independently,
and not aggregated as part of Total Compensation values referenced within this study
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Benefits Valuation Methodology

WTW’s benefits valuation methodology, BenVal®, was used to determine the benefit value delivered
by each peer company to its employees. This valuation methodology applies a standard set of
actuarial methods and assumptions to employee demographic profiles which have been customized
based on the demographics of employee categories within SoCalGas (i.e., age, service, and gender).
WTW’s methodology measures the value of benefits to the employee, not the cost of benefits to the
company. WTW developed the methods and assumptions on the basis of a number of factors:

o Consistency with Generally Accepted Accounting Principles (GAAP)

e Conformance with Employee Retirement Income Security Act (ERISA) and other employee
benefits standards

e Consistency with actuarial standards set by the American Academy of Actuaries and the
Actuarial Standards Board

e Consistency with other studies done for other WTW clients
o Experience within utility and general industries
Employee benefit values will be calculated for the following benefit plans:

e Defined benefit and defined contribution retirement plans (inclusive of qualified and non-
qualified plans)

e Disability plans (short-term and long-term disability)

e Medical plans (active and retiree)

e Dental plans (active and retiree)

e Life insurance (active and retiree group life and active accidental death and dismemberment)
As is typical practice, benefit values that were excluded from this analysis are:

e Vacation

e  Short-term disability

e Social Security

e Other government-mandated benefits

Employee benefit values were based on detailed descriptions of employee benefit programs
applicable to new hires for the peer companies that are contained in WTW’s Benefits Data Source
(BDS) database and were updated to reflect changes in plan provisions.

We used demographics reflecting 25 unique employee profiles (i.e., job category, age, gender,
service, and compensation) and data from 20 companies from the energy services/utility industry and
20 companies from general industry as the primary comparator groups for the study. A more detailed
explanation of the employee benefits valuation methodology is provided in Volume Il: Appendix E.
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BENEFITS PEER GROUPS

Relevant utility and general industry peer companies were selected based on size, industry segment,
and geographic parameters to develop the most accurate assessment of SoCalGas’ competitive labor
market.

The goal was to identify a combined peer group of 20 companies (large utilities nationwide and large
general industry companies with a substantial presence in Southern California) and to utilize an
appropriate subset of the peer group to obtain appropriate benefits data.

As part of the peer group company selection process, WTW provided the Sempra Project Team with
preliminary lists of companies that represent the labor market within which Sempra competes,
including both general industry companies as well as large utilities nationwide. As part of the decision-
making process, these preliminary lists were reviewed and select utility and general industry peer
group companies were picked using a set of selection criteria (i.e., size, industry characteristics,
primary geographic labor market, and 2019 and 2024 GRC Study peers). Based on the selection
criteria, 20 companies were identified as part of the peer group. For the executive and broad-based
employee profiles, benefits data reflect an equal weighting of general industry and utilities industry
data. For union specific employee profiles, benefits data were derived from utilities peer companies
only, since union benefit data were available only for utility companies.

Historically, benefits values have been affected by pay levels. So, when pay levels increase, it carries
over to the benefits package. However, we have noticed that this is less true for types of benefits
offered by organizations today, specifically due to the prevalence, or lack thereof, of non-qualified
retirement benefits. For executives at companies without non-qualified retirement benefit programs,
retirement benefits are not pay sensitive once their pay exceeds the IRS-mandated salary limitation for
qualified retirement plans. The IRS salary limit is indexed each year and is capped at USD 350K for
2025. The implication is that job profiles with pay levels in excess of the IRS limit will all have the same
dollar values of retirement benefits. This is also true of the peer group used in this study for the
executive job category.
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Utility Industry Peer Companies'?

#  Organization 2024 Sempra 2025 SCE 2027 PG&E Revenue
GRC Peer GRC Peer GRC Peer (Millions)'
1 | Ameren X X X $7,324
2 | American Electric Power (AEP) X X X $19,721
3 | AES Corporation? X X X $12,278
4 | CenterPoint Energy X X X $35,767
5 | Consolidated Edison X X $15,256
6 | Constellation Energy Corp X $23,568
7 | Dominion Energy X X X $14,459
8 | Duke Energy X X X $29,934
9 | Entergy X X X $11,879
10 | Eversource Energy X X X $11,900
11 | Hawaiian Electric X X $3,219
12 | National Grid USA3 X $23,450
13 | Pacific Gas & Electric X X Own GRC $24,419
14 | Pinnacle West Capital X X X $5,124
15 | Portland General Electric X X 3,440
16 | Public Service Enterprise Group X $10,290
17 | PPL X X $8,462
18 | Southern California Edison* X Own GRC X 17,599
19 | Tennessee Valley Authority® X X $13,672
20 | Xcel Energy X X X $13,441

1 Revenue reported for FY2025

2 Power & Light for AES, since the data is newer and the union is larger
3 Parent company of Arizona Public Services

4 Subsidiary of Edison International

5 Owned by the federal government, so not publicly traded

12 Broad-based, executive and union benefits plans are available for these organizations
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General Industry Peer Companies™

Organization 2024 Sempra 2025 SCE 2027 PG&E Revenue

GRC Peer GRC Peer GRC Peer (Millions)’

1 | Advanced Micro Devices X $22,700
2 | Amgen, Inc. X $33,424
3 | Bechtel Group X X $20,600
4 | Broadcom $51,574
5 | CBRE X X X $35,767
6 | Chevron X X X $195,568
7 | Cisco Systems X X $56,654
8 | Edwards Lifesciences X X $5,439

9 | Fluor Corporation X X X $16,315
10 | General Dynamics X X X $47,716
11 | Intuit X X X $18,831

12 | Lockheed Martin $71,043
13 | Northrop Grumman X X X $41,033
14 | Occidental Petroleum Corporation X X X $26,725
15 | Oracle Corporation X X X $57,399
16 | Qualcomm Incorporated X X X $44,284
17 | Sony Group Corporate $85,058
18 | Valero Energy Corporation X X $139,001
19 | Visa Inc. X X $32,653
20 | Walt Disney X $94,425

" Revenue reported for FY2025

'3 Union benefits plans are not available for general industry peers
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Supporting Documentation

The appendices supporting the study’s results can be found in Volume II:

Appendix A - | is a list of the employee profiles that were developed for benefits analyses.

Appendix A - Il is a list of the SoCalGas benchmark jobs organized by SoCalGas employee
category and includes profile numbers for each benchmark job.

Appendix B - | is a detailed competitive summary that provides the results for each SoCalGas
benchmark job within each SoCalGas employee category. Subtotals are provided at the end of
each employee category.

Appendix B - Il is a detailed competitive summary that provides the results for each Corporate
Center benchmark job within each Corporate Center employee category. Subtotals are provided at
the end of each employee category.

Appendix C provides the average total compensation dollars for each SoCalGas employee
category by compensation component.

Appendix D provides the aggregate total compensation dollars for each SoCalGas employee
category by compensation component.

Appendix E is a detailed summary of the methodology used to value employee benefits in the
study.

Appendix F provides summaries of each of the project team meetings. All decisions concerning
methodology and the rationale for making these decisions are referenced in the project team
meeting notes.

Appendix G is a glossary of compensation-related terms used throughout this report.
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APPENDIX A—I:
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APPENDIX A —1I:
Benchmark Jobs and Employee Profile
Alignment’

SoCalGas Executive Benchmark Jobs Included in Study

Number of
:02{3 .GRC S SoCalGas Benchmark Job Title Profile Number SoCalGas
osition #
Employees
GRC323 SoCalGas Executive - Role 1 Profile 24 1
GRC324 SoCalGas Executive - Role 2 Profile 24 1
GRC327 SoCalGas Executive - Role 3 Profile 25 1
GRC880 SoCalGas Executive - Role 4 Profile 24 1
GRC882 SoCalGas Executive - Role 5 Profile 25 1
TOTAL: 5
Benchmark Incumbents 5
Total Incumbents 15
Coverage 33.3%

" Jobs have been sorted by TCS Category for ease of view
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SoCalGas Manager/Supervisor Benchmark Jobs Included in Study

2028 GRC Study
Position #

GRC27
GRC36
GRC425
GRC35
GRC57
GRC814
GRC93
GRC813
GRC330
GRC808
GRC819
GRC89
GRC189
GRC807
GRC802
GRC818
GRC304
GRC39
GRC122
GRC340
GRC811
GRC828
GRC837
GRC812
GRC820
GRC809
GRC817
GRC823
GRC825
GRC829
GRC170
GRC269
GRC830
GRC832
GRC833
GRC845
GRC171
GRC172
GRC199
GRC821
GRC836
GRC840
GRC842
GRC847
GRC848
GRC849
GRC137
GRC162
GRC831
GRC198
GRC214
GRC260
GRC56
GRC227
GRC234
GRC235
GRC251
GRC261
GRC835
GRC839

May 2026

SCG Benchmark Job Title

Supervisor, Field Gas Operations Supervisor |l
Supervisor, Field Customer Service Il

Field Team Lead, Gas Operations

Field Team Lead, Customer Service

Branch Supervisor, Customer Contact Center
Supervisor, Cathodic Protection, Measurement, & Control
Senior Project Manager, Regional Pipeline
Supervisor, Station Maintenance

Area Manager, Gas Operations

Area Manager, Customer Service

Team Lead, Corrosion & Pipline Integrity
Supervisor, Measurement

Manager, Technology Manager

Supervisor, System Protection

Project Manager, Construction, Storage & Technical Services
Supervisor, Area Resource

Group Product Manager

Project Manager - |1

Managing, Principal Accountant - S

Team Lead, Capability & Product Owner
Supervisor, GIS & GPS Data Management
Manager, Materials, Equipment & QualityEngineering
Supervisor I, Gas Distribution Engineering
Supervisor, Design

Manager, District Operations & Gas Control
Manager, Integrity Management

Manager, Construction, Planning & Plant Operations
Supervisor, Customer Service Technology

Team Lead, Budgets & Business Analytics
Manager, Environmental Field Services

Supervisor, Fleet

Manager, Financial Performance & SEC Reporting
Manager, Value Capability

Team Lead, Construction Contract Performance and Construction Project Support Manag
Manager, Project & Construction Management
Team Lead, Gas Control & Technical Services
Supervisor, Logistics

Manager, Business Planning & Budget

Manager, Energy & Environmental Affairs

Manager, Strategy & Operations

Managing Attorney

Manager, Measurement & Regulation Operations
Supervisor, Employee Claims Services & Workers Compensation
Manager, Land & Right-of-Way

Manager, Market Development

Supervisor, Technical GIS

SCG Management - Role 1

SCG Management - Role 2

SCG Management - Role 3

SCG Management - Role 4

SCG Management - Role 5

SCG Management - Role 6

SCG Management - Role 7

SCG Management - Role 8

SCG Management - Role 9

SCG Management - Role 10

SCG Management - Role 11

SCG Management - Role 12

SCG Management - Role 13

SCG Management - Role 14

Benchmark Incumbents
Total Incumbents
Coverage

Profile Number

Profile 18
Profile 18
Profile 20
Profile 22
Profile 19
Profile 18
Profile 21
Profile 18
Profile 21
Profile 23
Profile 21
Profile 18
Profile 22
Profile 18
Profile 19
Profile 18
Profile 21
Profile 21
Profile 20
Profile 21
Profile 18
Profile 19
Profile 18
Profile 18
Profile 20
Profile 21
Profile 21
Profile 22
Profile 19
Profile 21
Profile 18
Profile 19
Profile 22
Profile 20
Profile 22
Profile 20
Profile 18
Profile 21
Profile 19
Profile 22
Profile 22
Profile 20
Profile 19
Profile 19
Profile 20
Profile 19
Profile 18
Profile 20
Profile 22
Profile 19
Profile 20
Profile 19
Profile 19
Profile 22
Profile 22
Profile 19
Profile 22
Profile 22
Profile 19
Profile 20
TOTAL:
656
1,161
56.5%

A5

Number of
SCG
Employees
89
78
49
46
33
23
22
16
15
15
15
13

S, L, A A A AN NNNNWWOWRARRDRMREDIMDRARAMDMDRADNOOOOAOOOOO OO NNO®OWWOWOLO®WO O

656

wtw
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SoCalGas Professional/Technical Benchmark Jobs Included in Study

Number of
202? .GRC Study Benchmark Job Title Profile Number SCG
Position #
Employees
GRC9% Construction Project Manager Il Profile 15 137
GRC11 Technical Advisor Il Profile 14 89
GRC18 Engineer | Profile 11 77
GRC19 Engineer I Profile 14 67
GRC86 Project Manager, Customer Programs & Technical/Intake Planning Profile 14 67
GRC26 Senior Customer Programs Advisor & Project Manager Profile 16 54
GRC806 Senior Engineer - PE Profile 15 42
GRC37 Senior Business Analyst Il Profile 14 41
GRC34 DOT Technical Advisor Il Profile 13 35
GRC805 Area Resource Scheduling Analyst Profile 14 35
GRC58 Customer Programs Advisor |l Profile 16 25
GRC25 Associate Engineer Profile 11 24
GRC803 Solution Analyst Il Profile 14 22
GRC922 Construction Project Manager | Profile 14 20
GRC159 Principal Environmental Specialist & Policy Advisor Profile 15 19
GRC333 Field Construction Manager - HP Profile 15 19
GRC915 Senior Software Engineer - Systems Profile 15 19
GRC123 Senior Accountant Il Profile 13 18
GRC200 Senior Store Field Engineer Profile 17 18
GRC48 Principal Business Analyst Profile 16 18
GRC73 Senior Environmental Specialist Profile 14 18
GRC913 Engineer I Profile 15 18
GRC334 Construction Manager - P/L Intgrty Profile 15 17
GRC917 Senior Gas GIS Specialist Profile 13 17
GRC413 Senior Customer Project Planner & Distribution Designer Profile 15 16
GRC53 Business System Analyst | Profile 12 16
GRC912 System Gas Contractoller Profile 14 16
GRC392 Senior Domain & Solution Engineer Profile 17 14
GRC84 Public Affairs Manager Profile 15 14
GRC95 Senior Customer Programs Advisor Profile 17 14
GRC911 Distribution Integrity Management Program Construction Inspector Profile 14 13
GRC928 Gas Operations Instructor Il Profile 17 13
GRC42 Business System Analyst Il Profile 15 12
GRC923 Technical Advisor Il - P/L Pol Profile 15 12
GRC153 Senior Account Executive |1 Profile 15 11
GRC925 Senior Category Management Advisor Profile 14 11
GRC926 Material Requirement Advisor Profile 12 11
GRC801 Construction Project Manager |11 Profile 17 10
GRC914 DOT Engineer | Profile 12 10
GRC918 Senior Business Sys Analyst Profile 14 10
GRC920 Construction Manager - PSEP Profile 15 10
GRC921 Field Safety Advisor Profile 14 10
GRC927 Gas Operations Welding Instructor |1 Profile 14 10
GRC12 Project Manager | Profile 15 9
GRC936 Capital Projects Construction Inspector Profile 14 9
GRC937 Gas Integrity Performance Program Construction Inspector Profile 14 9
GRC942 Construction Manager - LNG/CNG/PGC Profile 15 9
GRC957 Senior Solution Analyst Profile 15 9
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SoCalGas Professional/Technical Benchmark Jobs Included in Study

Number of
2028 GRC Study i Benchmark Job Title Profile Number ScG
Position #
Employees
GRC206 Account Executive Il Profile 14 8
GRC50 Principal Engineer Profile 17 8
GRC924 Market Advisor - Il Profile 13 8
GRC930 Staff Accountant Il - SCG Profile 11 8
GRC938 Lead System Gas Controller Profile 14 8
GRC943 Dstirbution Project Manager | Profile 15 8
GRC944 Senior Land Specialist Profile 13 8
GRC945 Damage Prevention Analyst Profile 12 8
GRC948 Gas GIS Specialist Profile 11 8
GRC953 EOC Watch Specialist Profile 12 8
GRC954 Business System Analyst Il - Vista Profile 13 8
GRC955 Solution Analyst | Profile 12 8
GRC956 Senior Business System Analyst - Vista Profile 14 8
GRC958 Senior Data Engineer Profile 15 8
GRC116 Principal Business / Economics Advisor Profile 15 7
GRC145 Accountant |l Profile 12 7
GRC188 Recovery Senior Claims Advisor Profile 14 7
GRC30 Operations Training Instructor Profile 14 7
GRC368 Project Planner & Manager Profile 15 7
GRC934 Distrbution Riser Field Inspector Il Profile 12 7
GRC935 SLIP Field Inspector | Profile 14 7
GRC941 Construction Manager - Storage Profile 15 7
GRC946 Project Manager - Vista Profile 16 7
GRC962 Product Owner Profile 12 7
GRC112 Senior Market Advisor | Profile 16 6
GRC117 Business System & Solution Analyst Il Profile 15 6
GRC139 Billing Analyst II Profile 13 6
GRC362 Business & Economics Analyst Profile 11 6
GRC76 Senior Software Developer Profile 16 6
GRC92 Environmental Specialist Profile 12 6
GRC939 Business Analyst | - R Profile 11 6
GRC961 Scrum Master Profile 13 6
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SoCalGas Professional/Technical Benchmark Jobs Included in Study

Number of
SCG Benchmark Job Title Profile Number SCG
Employees

2028 GRC Study

Position #

GRC174 Worker's Comp Claims Examiner |l Profile 12 5
GRC114 QA Specialist Profile 12 4
GRC82 Senior Business Analyst - | Profile 13 4
GRC98 Principal Accountant Profile 16 4
GRC131 SCG Professional/Technical - Role 1 Profile 14 3
GRC134 SCG Professional/Technical - Role 2 Profile 16 3
GRC150 SCG Professional/Technical - Role 3 Profile 14 3
GRC165 SCG Professional/Technical - Role 4 Profile 16 3
GRC344 SCG Professional/Technical - Role 5 Profile 17 3
GRC113 SCG Professional/Technical - Role 6 Profile 13 2
GRC152 SCG Professional/Technical - Role 7 Profile 14 2
GRC229 SCG Professional/Technical - Role 8 Profile 15 2
GRC303 SCG Professional/Technical - Role 9 Profile 15 2
GRC371 SCG Professional/Technical - Role 10 Profile 14 2
GRC209 SCG Professional/Technical - Role 11 Profile 14 1
GRC211 SCG Professional/Technical - Role 12 Profile 16 1
GRC223 SCG Professional/Technical - Role 13 Profile 15 1
GRC236 SCG Professional/Technical - Role 14 Profile 14 1
GRC29%4 SCG Professional/Technical - Role 15 Profile 15 1
GRC347 SCG Professional/Technical - Role 16 Profile 16 1
GRC77 SCG Professional/Technical - Role 17 Profile 11 1
GRC897 SCG Professional/Technical - Role 18 Profile 13 1
GRC899 SCG Professional/Technical - Role 19 Profile 17 1
TOTAL: 1,480

Benchmark Incumbents 1,480

Total Incumbents 2,213

Coverage 66.9%
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SoCalGas Physical/Technical Benchmark Jobs Included in Study

2028 GRC Study

", SCG Benchmark Job Title Profile Number Number of SCG Employees
Position #
GRC1 Energy Tech - Res Profile 8 529
GRC2 Construction Tech Profile 8 361
GRC4 Distirbution Energy Tech Profile 9 258
GRC420 Leadd Construction Tech | Profile 9 255
GRC3 Field Service Assistant Profile 8 221
GRC7 Planning Associate Profile 9 146
GRC892 Leak Survey Tech Profile 8 106
GRC8 Field Planning Associate Profile 9 100
GRC418 Commercial Services Tech Profile 9 87
GRC423 Pipeline Tech Profile 9 80
GRC14 District Operations Clerk 5 Profile 10 76
GRC22 System Protection Specialist Profile 9 70
GRC24 Instrument Specialist Profile 10 62
GRC893 Work Order Control Clerk 3 Profile 8 57
GRC17 Meter & Regulator Techn 1 Profile 9 55
GRC424 Pipeline Planning Assistant Profile 9 54
GRC28 Logistics Representative Profile 8 50
GRC31 Lead Fleet Tech Profile 9 49
GRC421 Station Operations Specialist Profile 9 48
GRC422 Lead Planning Associate Profile 10 45
GRC15 Field Collector Profile 10 39
GRC38 MSA Inspection Representative Profile 8 30
GRC419 Energy Tech Apprentice Profile 8 10
GRC157 Laboratory Tech Profile 9 4
TOTAL: 2,792
Benchmark Incumbents 2,792
Total Incumbents 3,859
Coverage 72.4%
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SoCalGas Clerical Benchmark Jobs Included in Study

2028 GRC Study

Positi SCG Benchmark Job Title Profile Number Number of SCG Employees
osition # n -
GRC10 Dispatch Specialist Profile 4 122
GRC9 Customer Service Representative 4 Profile 4 110
GRC13 Bilingual Customer Representative 4 Profile 4 107
GRC63 Admin Clerk 3 Profile 3 35
GRC45 Project Specialist 4 Profile 2 24
GRC49 Bilingual Customer Contact Representative 4 Profile 3 23
GRC32 Program/Project Specialist Profile 1 21
GRC887 Customer Billling Analyst 5 Profile 4 19
GRC890 Admin Associate Profile 1 16
GRC111 Executive Assistant Profile 2 10
GRC302 Customer Programs Specialist Il - SCG Profile 1 6
GRC173 Claims Associate Profile 1 5
GRC888 Project Specialist 3 - Electrical Profile 2 5
GRC178 SCG Clerical - Role 1 Profile 2 3
GRC201 SCG Clerical - Role 2 Profile 2 3
GRC144 SCG Clerical - Role 3 Profile 2 2
GRC886 SCG Clerical - Role 4 Profile 3 2
TOTAL: 513
Benchmark Incumbents 513
Total Incumbents 812
Coverage 63.2%
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Corporate Center Executive Benchmark Jobs Included in Study

2028 GRC Study Number of Corp Center

Corp Center Benchmark Job Title Profile Number

Position # Employees
GRC312 Corp Center Executive - Role 1 Profile 24 1
GRC314 Corp Center Executive - Role 2 Profile 24 1

TOTAL: 2
Benchmark Incumbents 2
Total Incumbents 10
Coverage 20.0%
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A12

Corporate Center Manager/Supervisor Benchmark Jobs Included in Study

2028 GRC Study
Position #

Corp Center Benchmark Job Title

Profile Number

Number of Corp Center
Employees

GRC142
GRC179
GRCB836
GRC219
GRC205
GRC218
GRC221
GRC193
GRC227
GRC263
GRC264
GRC266
GRC269
GRC275
GRC277
GRC280
GRC284
GRC285
GRC287
GRC289
GRC290
GRC825

May 2026

Manager, Tax

Manager, Audit Services

Managing Attorney

Corp Center Management - Role 1
Corp Center Management - Role 2
Corp Center Management - Role 3
Corp Center Management - Role 4
Corp Center Management - Role 5
Corp Center Management - Role 6
Corp Center Management - Role 7
Corp Center Management - Role 8
Corp Center Management - Role 9
Corp Center Management - Role 10
Corp Center Management - Role 11
Corp Center Management - Role 12
Corp Center Management - Role 13
Corp Center Management - Role 14
Corp Center Management - Role 15
Corp Center Management - Role 16
Corp Center Management - Role 17
Corp Center Management - Role 18
Corp Center Management - Role 19

Benchmark Incumbents
Total Incumbents
Coverage

Profile 20
Profile 20
Profile 22
Profile 23
Profile 19
Profile 21
Profile 22
Profile 19
Profile 22
Profile 20
Profile 23
Profile 21
Profile 19
Profile 23
Profile 20
Profile 21
Profile 22
Profile 21
Profile 23
Profile 22
Profile 19
Profile 19
TOTAL:
40
110
36.4%
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Corporate Center Professional/Technical Benchmark Jobs Included in Study

2028 GRC Study

Number of Corp Center

", Corp Center Benchmark Job Title Profile Number
Position # Employees
GRC393 Staff Accountant | Profile 11 19
GRC141 Staff Accountant I Profile 12 7
GRC152 Business Advisor & Senior Accountant Profile 14 7
GRC155 Principal Tax Analyst Profile 15 6
GRC176 Senior Auditor Profile 13 6
GRC220 Principal Financial Analyst Profile 15 6
GRC124 Senior Tax Analyst Profile 15 5
GRC427 Senior Service Protection Agent Profile 16 5
GRC431 Principal Corporate Development & Stratgey Advisor Profile 15 5
GRC118 Senior Financial Analyst Profile 12 4
GRC150 Senior Paralegal Profile 14 4
GRC154 Audit Services Project Manager Profile 16 4
GRC216 Financial Analyst Profile 11 4
GRC282 Tax Analyst Profile 12 4
GRC900 Principal Accountant - Corporate Profile 15 4
GRC177 Corp Center Professional/Technical - Role 1 Profile 12 3
GRC223 Corp Center Professional/Technical - Role 2 Profile 15 2
GRC432 Corp Center Professional/Technical - Role 3 Profile 12 2
GRC143 Corp Center Professional/Technical - Role 4 Profile 16 1
GRC148 Corp Center Professional/Technical - Role 5 Profile 13 1
GRC187 Corp Center Professional/Technical - Role 6 Profile 16 1
GRC202 Corp Center Professional/Technical - Role 7 Profile 14 1
GRC217 Corp Center Professional/Technical - Role 8 Profile 16 1
GRC222 Corp Center Professional/Technical - Role 9 Profile 16 1
GRC224 Corp Center Professional/Technical - Role 10 Profile 17 1
GRC271 Corp Center Professional/Technical - Role 11 Profile 16 1
GRC273 Corp Center Professional/Technical - Role 12 Profile 16 1
GRC274 Corp Center Professional/Technical - Role 13 Profile 12 1
TOTAL: 107

Benchmark Incumbents 107

Total Incumbents 205

Coverage 52.2%
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Corporate Center Physical/Technical Benchmark Jobs Included in Study

2028 GRC Study Number of Corp Center

Corp Center Benchmark Job Title Profile Number

Position # Employees
GRC268 Executive Protection Agent Il (Call-In) Profile 5 11
GRC428 Executive Protection Agent | (Call-In) Profile 6 4

TOTAL: 15
Benchmark Incumbents 15
Total Incumbents 19
Coverage 78.9%
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Corporate Center Clerical Benchmark Jobs Included in Study

2028 GRC Study Number of Corp Center

Corp Center Benchmark Job Title Profile Number

Position # Employees
GRC111 Executive Assistant Profile 2 9
GRC178 Corp Center Clerical - Role 1 Profile 2 3
GRC204 Corp Center Clerical - Role 2 Profile 2 3
GRC890 Corp Center Clerical - Role 3 Profile 1 3
GRC276 Corp Center Clerical - Role 4 Profile 2 1

TOTAL: 19
Benchmark Incumbents 19
Total Incumbents 28
Coverage 67.9%



Volume II: APPENDIX B - | — Detailed Competitive Summary by Employee Category — SoCalGas

APPENDIX B —I:
Detailed Competitive Summary by
Employee Category — SoCalGas

May 2026
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Introduction

WTW was selected by Sempra, acting on behalf of San Diego Gas & Electric (SDG&E), to conduct a
comprehensive total compensation study (“study”) of selected representative jobs at SDG&E. The
primary objective of this study was to assess the competitiveness of SDG&E’s total compensation
offerings in comparison to industry standards and benchmarks. This analysis was designed to provide
a holistic, aggregate report that informs SDG&E’s compensation strategy and supports its 2028
General Rate Case (GRC) filing. The study was conducted as part of SDG&E’s 2028 General Rate
Case (GRC) filing. The California Public Advocates Office (Cal Advocates) has participated in prior
general rate cases and was invited to participate in the 2028 General Rate Case as well. Cal
Advocates declined to participate in the study, however, and was therefore not involved in the study.

The study and reporting of results were conducted by a joint project team comprising representatives
from Sempra and WTW. Decisions concerning methodology, the rationale for those decisions, and
various perspectives are referenced in this report and in the Project Team meeting notes (Volume ll:
Appendix F).

Sempra Project Team

Compensation

e Debbie Robinson: Senior Director, Total Rewards
e Lisa McCue: Director, Compensation

e Eric Bayona: Manager, Compensation

e John Hutsler: HRIS Senior Il

Benefits

e Sarah Steen: Director, Benefits
e Stacey Dorsey: Manager, Benefits

e Troy Sage Thomas: Benefits Senior |l
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WTW Project Team

Compensation

e Catherine Hartmann: Managing Director, Work & Rewards
e Andrew Neidinger: Senior Director, Work & Rewards
e Rhonda Rhoden: Associate Director, Work & Rewards

e Nicholas Donahoe: Lead Associate, Work & Rewards

Benefits

John Cassady: Senior Director, Health & Benefits
Paul Bray: Senior Director, Retirement Actuarial
Nicole Warno: Senior Director, BDS-US

John Goudelias: Director, BDS-US

Rachelle Green: Benefits Analyst

The results of the study and background on the process, methodology, assumptions, and information
used to conduct this study are included in this report.
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Scope of Study

This study evaluates the competitiveness of total compensation provided by SDG&E to its employees
based on a selection of SDG&E jobs (“benchmark jobs”). Benchmark jobs are those positions that are
common across comparable organizations and for which total compensation data is available from
published surveys. The study covers 297 benchmark jobs at SDG&E representing 2,362 SDG&E
employees (51% of 4,444 total SDG&E employees') as of December 31, 2025. Inclusive of Corporate
Center, the study covers 2,545 employees?.

The employee categories represented by the benchmark jobs selected by Sempra and WTW are:
e Executive
e Manager/Supervisor
e Professional/Technical
e Physical/Technical
e Clerical

Market total compensation is defined as total cash compensation (base salary and short-term
incentives) plus the value of employee benefits. We have voluntarily included long-term incentive
values, which are presented separately for reference only and are not included in total compensation.

The methodology examines each of the elements of total cash compensation and benefits separately
and then combines the values to obtain total compensation. The total compensation valuations and
comparisons in the study were based on the following components of total compensation?:

e Actual and target total cash compensation

— Base salary

— Actual short-term incentives (actual amounts for 2024 performance paid in 2025) and target
awards

e |long-term incentives
e Employee benefits

— Defined benefit pension and defined contribution retirement plans (inclusive of qualified and
non-qualified plans)
— Disability plans (short-term and long-term disability)

— Medical plans (active and retiree)
— Dental plans (active and retiree)
— Life insurance (active and retiree group life and active accidental death and dismemberment)

To determine competitive standing, total compensation levels for SDG&E benchmark jobs were
compared to total compensation levels for similar positions at comparable employers. A group of utility
and general industry companies was selected as comparable employers (“peer companies”) for
benefits analyses. See pages 25 and 26 for the list of peer companies used in the study.

" Excludes part-time employees, and temporary employees such as apprentices and interns
2 Includes 47% of Corporate and all SDG&E employees as of December 31, 2025
3 Long-term incentive numbers have not been included in total compensation



Sempra | San Diego Gas & Electric — 2028 General Rate Case Total Compensation Study — Volume | 4

Overview of Study Results

WTW concludes that:
e SDGA&E'’s target total compensation level for all SDG&E jobs, including Corporate Center, is
estimated to be 7.63% above the average (mean) of the competitive market.
e SDG&E’s actual total compensation for all SDG&E jobs, including Corporate Center is
estimated to be 9.42% above the average (mean) of the competitive market.

The methodology used to distribute Sempra Corporate Center jobs was based on the aggregate 2026
Operation and Maintenance expense from all of the various Corporate Center functions (i.e., Human
Resources, External Affairs, Finance, and Legal), based on the allocation process as described in the
Corporate Center Administration and General testimony. The distribution factor included labor and
non-labor expenses (including those parent company costs that are not distributable). The expense
factors used to distribute Sempra Corporate Center results were: SoCalGas (26.6%) and SDG&E
(23.6%).

Below is a summary of the Table 1 competitive summary components:

e Table 1A: All Sempra versus Market — Competitive Summary: Presents the competitive
positioning of total compensation for the combined Sempra population, including Corporate
Center, SDG&E, and SoCalGas employees. The table reflects market comparisons on an
aggregate basis to provide a consolidated view of total compensation competitiveness across
the enterprise.

e Table 1B: SDG&E (Including Corporate Center) versus Market — Competitive Summary:
Presents the competitive positioning of SDG&E’s total compensation, inclusive of allocated
Corporate Center employees, payroll, and compensation elements. The results reflect
SDG&E-specific outcomes after applying the Corporate Center allocation methodology and
provide a view of overall competitiveness relative to the market.

e Table 1C: SDG&E (Excluding Corporate Center) versus Market — Competitive Summary:
Presents the competitive positioning of SDG&E’s total compensation based solely on SDG&E
employee data, excluding any allocation of Corporate Center employees. The table provides a
view of SDG&E’s standalone compensation competitiveness relative to the market without
Corporate Center adjustments.

e Table 1D: SDG&E Represented & Non-Represented Population versus Market — Competitive
Summary: Presents the competitive positioning of SDG&E’s total compensation for
represented and non-represented employee populations separately. This view provides
additional detail on how compensation competitiveness varies across key workforce segments
relative to the market.

The study covers 47% of Sempra Corporate Center’s employee population. Based on the factors
described above, the SDG&E study results shown in Table 1B include 7% of the Sempra Corporate
Center employees, payroll data, and market-to-pay ratio for each element of compensation. The study
results are presented in Table 1B on the next page. The table shows SDG&E’s competitive standing
for each element of total compensation.
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Table 1A: All Sempra’ versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Total Job Total#of Lo i Target TargetTotal o foroet - Actual Benefit feroet - Actua

Employee Category Benchmar Employees sk arge Cash ase Total Total Total Total LTI
Count 1 Study Total Cash e Salary Value
k Jobs (EEs) Weighting 2 2 3 3
Cash Cash Comp.’ Comp.’

Executive 39 11 39 11 $5,072 0.48% -9.30% -8.68% 3.56% 3.49% -5.65% 3.32% 13.82%
Manager/Supervisor 933 189 2,025 1,049 $193,126 18.28% 2.82% 7.98% 12.58% 14.21% 9.73% 13.01% 8.58%
Professional/Technical 1237 309 4,224 2,521 $365,516 34.60% -8.45% -2.97% -0.33% 3.77% -1.13% 0.78% -
Physical/Technical 319 69 5,512 3,734 $425,084 40.24% 7.94% 3.46% 2.54% 4.89% 3.84% 3.18%
Clerical 155 58 1,076 676 $67,555 6.40% 9.80% 8.65% 9.07% 7.67% 8.32% 8.61% -
Total* 2,683 636 12,876 7,991  $1,056,352  100.0% 1.37% 2.33% 3.80% 6.38% 3.44% 4.49% 8.72%

TAll Sempra corporate, San Diego Gas & Electric and Southern California Gas employees as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
3Actual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for Sempra (see Table 1A) are as follows:

1.1 Executive

Target total compensation for the Executive jobs is (5.65%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 9.73% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is (1.13%) below the average of the
competitive market.

14 Physical/Technical

Target total compensation for the Physical/Technical jobs is 3.84% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 8.32% above the average of the competitive market.
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Table 1B: SDG&E (Including Corporate Center’) versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Target Actual Target Actual
Total Job W EEs in Target zoctyictal Base Benefit
Employee Category Benchmark Employees Cash Total Total Total Total LTI
Count 1 Study Total Cash PR Salary Value
Jobs (EEs) Weighting 2 2 3 3

Cash’ Cash Comp. Comp.
Executive 24 6 24 6 $2,878 0.76% -7.75% -8.42% 2.54% 4.26% -5.27% 2.81% 15.99%
Manager/Supervisor 475 96 864 393 $84,795 22.33% 6.97% 11.51% 18.17% 17.70% 13.23% 17.99% 8.74%
Professional/Technical 705 174 2,011 1,041 $154,696 40.73% -5.80% -0.35% 2.80% 6.31% 1.51% 3.76%
Physical/Technical 184 45 1,653 942 $121,295 31.94% 15.59% 11.88% 10.59% 12.53% 12.06% 11.15% -
Clerical 87 37 264 163 $16,135 4.25% -0.19% 5.33% 6.70% 7.41% 5.99% 6.91% -
Total* 1,475 358 4,816 2,545 $379,799 100.00% 4.11% 6.39% 8.88% 10.87% 7.63% 9.42% 8.98%

"SDG&E’s population, including distribution of Corporate Center employees as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
SActual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by SDG&E and allocated Corporate Center target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for SDG&E including Corporate Center (see Table 1B)
are as follows:

1.1 Executive

Target total compensation for the Executive jobs is (5.27%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 13.23% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is 1.51% above the average of the
competitive market.

14 Physical/Technical

Target total compensation for the Physical/Technical jobs is 12.06% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 5.99% above the average of the competitive market.

“ Includes 47% of total Corporate Center employees, actual and target compensation dollars and results, based on a formula related to Corporate Center operation and
maintenance expense
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For reference, Table 1B shows study results for SDG&E including Corporate Center distribution.
SDGA&E target total compensation including Corporate Center distribution is 7.63% above. SDG&E
actual total compensation before Corporate Center distribution is 9.42% above market. See Volume Il:
Appendix B - Il for full Corporate Center results.

Table 1C: SDG&E (Excluding Corporate Center’) versus Market — Competitive Summary

Variance Benchmark Jobs vs Competitive Market Average

Target Actual Target Actual
Total Job Ul EEs in Target laoctiietal Base Benefit
Employee Category Benchmar Employees Cash Total Total Total Total LTI
Count 1 Study Total Cash L Salary Value
k Jobs (EEs) Weighting 2 2 3 3
Cash’ Cash Comp. Comp.
Executive 14 4 14 4 $2,011 0.57% -4.27% -5.12% 8.19% 6.83% -2.12% 7.66% 17.49%
Manager/Supervisor 391 74 754 353 $73,959 21.13% 7.76% 12.60% 19.43% 18.46% 14.24% 19.10% 9.32%
Professional/Technical 598 145 1,806 934 $139,999 40.00% -5.06% 0.50% 4.11% 7.09% 2.34% 4.94% -
Physical/Technical 180 43 1,634 927 $119,903 34.26% 14.87% 11.16% 9.86% 12.14% 11.45% 10.52%
Clerical 75 31 236 144 $14,110 4.03% 0.65% 6.01% 7.47% 7.35% 6.43% 7.41% -
Total* 1,258 297 4,444 2,362 $349,982 100.00% 4.72% 6.90% 9.48% 11.23% 8.12% 9.96% 9.54%

'SDG&E’s population as of December 31, 2025
2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
3Actual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits

“Results weighted by SDG&E target total cash compensation for all jobs, both benchmark and non-benchmark

Competitive positioning by employee category for SDG&E excluding Corporate Center (see Table 1C)
are as follows:

1.1 Executive

Target total compensation for the Executive jobs is (2.12%) below the average of the competitive
market.

1.2 Manager/Supervisor

Target total compensation for the Manager/Supervisor jobs is 14.24% above the average of the
competitive market.

1.3 Professional/Technical

Target total compensation for the Professional/Technical jobs is 2.34% above the average of the
competitive market.

1.4 Physical/Technical

Target total compensation for the Physical/Technical jobs is 11.45% above the average of the
competitive market.

1.5 Clerical

Target total compensation for the Clerical jobs is 6.43% above the average of the competitive market.

5 Excludes 47% of total Corporate Center employees, actual and target compensation dollars and results, based on a formula related to Corporate Center operation and
maintenance expense
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For reference, Table 1D shows study results for SDG&E including Corporate Center distribution by
represented and non-represented populations. SDG&E target total compensation for the represented
population is 12.30% above market and 4.80% above market for the non-represented population.
SDG&E actual total compensation for the represented population is 11.43% above market and 7.46%
above market for the non-represented population.

Table 1D: SDG&E Represented & Non-Represented Population versus Market — Competitive
Summary

Variance Benchmark Jobs vs Competitive Market Average

T . Total # of EE Target Target Total Berm Target  Actual Target  Actual
Employee Category Employees Total Cash Total Total Benefits  Total Total LTI
Jobs Jobs 1 Study L Salary
(EEs) Cash  Weighting Cash?  Cash?® Comp.® Comp.’
Represented 163 39 1,585 923 120,669 31.77% 16.24% 12.16% 10.94% 12.68% 12.30% 11.43% -
Non-Represented 1,302 313 3,216 1,616 259,130 68.23% -2.25% 3.09% 6.82% 9.18% 4.80% 7.46% 8.74%
Total* 1,465 352 4,801 2,539 379,799  100.00% 3.63% 5.97% 8.13% 10.29% 7.18% 8.72% 5.96%

'SDG&E’s population as of December 31, 2025

2Actual total cash reflects base pay plus short-term (annual) incentives, target total cash reflects base pay plus target short-term incentive opportunity
SActual total compensation is defined as actual total cash plus benefits; target total compensation is defined as target total cash plus benefits
“Results weighted by SDG&E target total cash compensation for all jobs, both benchmark and non-benchmark

INTERPRETATION OF RESULTS BY WTW

WTW considers plus or minus 10 percent of the average or mean of the competitive market to be the
range of competitiveness. While some organizations define the competitive market zone as plus or
minus 10 percent of the market, other organizations elect to target competitive pay with plus or minus
20 percentb. However, a range of plus or minus 10 percent is generally considered by compensation
professionals, including WTW, as appropriately accounting for variations related to individual
employee, tenure, and organizational factors that naturally occur between an organization’s total
compensation levels and survey data.

These variances are typically attributed to:

e Differences in employees’ years of experience in a role and/or tenure within an organization
and/or industry;

e Expected and realized differences in employee performance levels that affect compensation;

e Different pay philosophies and strategies influencing a company’s total pay mix (e.g., pay-for-
performance environments can provide lower base salaries, yet higher short-term incentive
levels); and

e Market supply and demand for specific roles and skill sets.

Additionally, for certain SDG&E employee categories, such as executives, and certain components of
total compensation, such as benefits, WTW acknowledges that larger variances, often exceeding plus
or minus 20 percent are common. This variation is especially true for retirement benefits.

% As referenced in The WorldatWork handbook of Total Rewards: A Comprehensive Guide to Compensation, Benefits, HR & Employee Engagement (2nd ed., p. 38).
Wiley
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Another key aspect to keep in mind when reviewing the study outcomes is that when job data from
several organizations are analyzed by survey vendors, several variations influence the pay statistics
reported for a particular job, such as:

e Matching of benchmark jobs: A job is considered a good match if 80 percent of the
responsibilities match, but not all organizations who submit data necessarily match the same
way.

® Incumbent (employee) counts: Lower-than-standard incumbent counts reported by an
organization providing data to a survey vendor can influence the pay statistics reported in the
survey.

e Matching career levels: Organizations use different job-leveling constructs, resulting in
variations in the number of levels and layers across companies. These differences can
influence the way the organization matches its jobs to survey levels, across different vendors.

e Developing market aggregates: To derive a market value for a job, typically one or more
survey sources are used. Although this approach provides a broader picture of the market, it
can also lead to more variability in the data points.

e Human interpretation factors: Job matching methodology and rationale interpretation can vary
between individuals.

While survey vendors use strict data quality assurance measures — such as reviewing data
submissions for errors and inconsistencies, conducting aggregate macro analyses to review salary
ranges against the previous year’s data, evaluating data progressions, assessing sample sizes and
differentials, and providing data checks and balances — the factors stated do not eliminate all
variances between an organization’s total compensation levels and survey data.

Accordingly, considering variability from the organizational and survey factors mentioned above, in a
total compensation study such as this one, we recommend that SDG&E use a plus or minus 10
percent range when evaluating the competitiveness of total compensation. Further, we recommend
that competitiveness be evaluated in total rather than by individual job or by compensation element or
benefit component.

Compensation Modernization Efforts 2026 & Beyond

Sempra as an organization has embarked on a multi-year journey to further align market pricing, job
profiles, salary structures, and incentive governance. This effort is part of a larger organizational-wide
initiative to remain not only competitive but future-focused in recruiting, attracting, retaining, and
engaging the workforce of the present and future. As part of this effort, Sempra will shift a portion of
short-term incentives into base salary. This effort aligns with trends observed in other utilities. WTW
has concurred that this practice is well within norms and that other utility companies, including those
reflected in the peer group, have implemented or in the process of implementing similar practices.
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Summary of Population Coverage

Table 2A: Study Coverage of All Sempra’ Population

Job Category

0,
Total Job Benchmark Job Sempra Total Total Employees % of Total

Sempra Employee Categories Study Employee in Benchmark Population
‘ o - et (S HZadc:un¥ Jobs Rep':esented
Executive 39 11 39 11 28%
Manager/Supervisor 933 189 2,025 1,049 52%
Professional/Technical 1,237 309 4,224 2,521 60%
Physical/Technical 319 69 5,512 3,734 68%
Clerical 155 58 1,076

Total 2,683 636 12,876

" All Sempra corporate, San Deigo Gas & Electric and Southern California Gas employees as of December 31, 2025

Table 2B: Study Coverage of SDG&E Population (Including Corporate Center)
Job Category

)
Total Job Benchmark Job SDGE Total Total Employees % of Total

Sempra Employee Categories Study Employee in Benchmark Population
‘ o - e (e HZadc:un!t, Jobs Repll?esented
Executive 24 6 24 6 25%
Manager/Supervisor 475 96 864 393 45%
Professional/Technical 705 174 2,011 1,041 52%
Physical/Technical 184 45 1,653 942 57%
Clerical 87 37 264 163 62%

Total 1,475 358 4,816 2,545

Table 2C: Study Coverage of SDG&E Population (Excluding Corporate Center)

Job Category
SDGE Total Total Employees % of Total

Total Job Benchmark Job

Sempra Employee Categories Study Employee in Benchmark Population
‘ o - e (e HZadc:un!t, Jobs Repll?esented
Executive 14 4 14 4 29%
Manager/Supervisor 391 74 754 353 47%
Professional/Technical 598 145 1,806 934 52%
Physical/Technical 180 43 1,634 927 57%
Clerical 75 31 236 144 61%
Total 1,258 297 4,444 2,362 51%

This competitive study is an analysis of total compensation levels for a significant sample of SDG&E’s
total employee population. Due to the large number of SDG&E employees in the benchmark jobs
selected for this study, WTW is confident that this study accurately represents the competitive
positioning for the organization.

Table 2A summarizes the percentage of the total Sempra employee population represented by the
benchmark jobs (“coverage”) that this study provides.
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Tables 2B and 2C summarize the percentage of the total SDG&E employee population represented by
the benchmark jobs (“coverage”) that this study provides. They show the number of SDG&E
employees that are in benchmark jobs compared to the total number of SDG&E employees in each
employee category. Please note that the total number of employees excludes part-time, apprentices
and interns, but includes contract employees and employees on leave of absence (these employees
receive benefits). Overall, this study covers 51% of SDG&E’s total employee population (excluding
Corporate Center; Table 2C). WTW believes that the study coverage is sufficiently high to obtain an
accurate representation of the competitive positioning for SDG&E’s total employee population.
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Study Methodology

SDG&E EMPLOYEE CATEGORIES

For purposes of this study, SDG&E placed benchmark jobs into one of five employee categories. The
employee categories are as follows:

1) Executive — This category includes the limited group of officers who are responsible for the
overall direction of the company. SB901 officers are not included in the study. Officers of
Sempra who have some responsibility for utility matters were included. Corporate Center
positions whose expenses were not shared by the utilities were not included in the study.
(Sempra is not seeking recovery for Executive Officers.)

2) Manager/Supervisor — Benchmark jobs in this category are classified as exempt under the Fair
Labor Standards Act 7 (FLSA). This category contains different levels of leadership jobs with
primary responsibility for directing the work of others and for the final work product in a unit of
the company.

3) Professional/Technical — These benchmark jobs generally are individual contributors that are
typically classified as exempt under the FLSA. These benchmark jobs usually require a college
degree, and the nature of the work involves extensive analysis and independent judgment. The
benchmark jobs in this category are not covered by a collective bargaining agreement.

4) Physical/Technical — Benchmark jobs in this category are nonexempt under the FLSA. This
category contains both field jobs requiring physical activities that are repetitive in nature and
individual contributor technical jobs, such as Estimators. Physical (field) jobs are found more
frequently in utility companies and are usually covered by a collective bargaining agreement.
They often have formal apprenticeship programs and typically do not require college study.
Technical jobs may require some college study, but a college degree is not required. Many have
formal training programs in the company.

5) Clerical — These benchmark jobs are nonexempt under the FLSA. Jobs in this group usually
are located in an office environment (although there are exceptions, such as meter readers) and
require activities that are generally administrative or clerical in nature. These jobs may require
some college study, but a college degree is not required. Some clerical jobs at SDG&E are
covered by a collective bargaining agreement, unlike most clerical jobs in the competitive
market.

7 The Fair Labor Standards Act (“FLSA”) of 1938 is a federal law that governs minimum wage, overtime pay, child labor and record-keeping requirements. The law also
determines the type of positions that are exempt from minimum wage and overtime provisions. Under FLSA, “nonexempt” employees must be paid one-and-a-half times
their normal wage rates for all hours worked in excess of 40 in any work week. Some states, including California, require overtime pay for nonexempt positions for hours
exceeding 8 worked in one day
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SDG&E BENCHMARK JOB SELECTION PROCESS

This study includes 297 unique benchmark jobs at SDG&E representing 2,362 employees as of
December 31, 2025. Additionally, when benchmark jobs from the Corporate Center were included in
the study, the total SDG&E employee coverage came to 2,545 employees.

Benchmark jobs were selected from the following five SDG&E employee categories: 1) Executive, 2)
Manager/Supervisor, 3) Professional/Technical, 4) Physical/Technical, and 5) Clerical.
SDG&E provided WTW with an initial job list that included the following:

e All job classifications with one or more incumbents as of December 31, 2025

e All jobs initially identified for the 2028 GRC Study, including jobs excluded from that study for
reasons such as lack of sufficient market information (matches, survey data)

Jobs chosen to be benchmark jobs met all or most of the following criteria:
e Jobs that were usually found in existing surveys that provide reliable competitive market data

e Jobs that, in aggregate, represented the largest number of incumbents to provide a representative
cross-section of the employee population:

- Across the entire company (SDG&E and Corporate Center)
- Across organization levels within the company
e Jobs that were representative of a job category or job family for cross-coverage
e Jobs that had a clearly definable scope of position, required education/experience, skills, and
abilities

JOB MATCHING PROCESS

The Project Team worked together and conducted the benchmark job matching for this study over
several weeks. The 2024 GRC Study benchmark positions were used as an initial starting point for
consistency and to maximize efficiency and help manage overall study costs. SDG&E and WTW
began the job matching process by reviewing benchmark jobs that met the criteria established. The
Project Team also identified new survey positions that were comparable to benchmark jobs at SDG&E
(this is referred to as the “matching process”).

Survey positions were selected for benchmark jobs based on:

e Matches of benchmark jobs to survey positions that were validated and used in the prior SDG&E
GRC Study

e Knowledge of the benchmark job scope and function by Sempra Human Resources and line
operations

e WTW’s experience and knowledge of the survey positions and the survey job leveling guides

e Comparable survey position matches selected by the Project Team from compensation surveys
conducted by reputable consulting firms

A survey position was deemed to be an effective match to a benchmark job if the composition (e.g.,
scope, duties, or function) of a survey job reflected 80% of the SDG&E benchmark composition. The
80% guideline is a standard guideline for compensation professionals. For executive benchmark jobs,
survey positions also reflected the reporting level of the benchmark jobs in the organization.
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Volume II: Appendix A - Il contains a list of SDG&E benchmark jobs and corresponding employee
counts, by employee category that were included in the study.

The resulting coverage of SDG&E (including Corporate Center) employees in the final results ranged
from 25% for the Executive to 62% for the Clerical employee category. Overall, there was 51%
coverage of the total SDG&E population by benchmark jobs (see Tables 2A and 2B on page 10).

SURVEY SOURCES

Multiple survey sources were selected to ensure relevant and representative total compensation data
for SDG&E benchmark jobs. For each survey source, data pulled representing company-weighted
data to ensure that no one company influenced the market rates. The survey sources are as follows:

Survey/Data Source Data Type

WTW Compensation Data Bank (CDB) Compensation Data
e  General Industry Survey: Executive and Middle Management &
Professional Surveys
e Energy Services Survey: Executive and Middle Management &
Professional Surveys
o  WTW American Gas Association Compensation Survey

Mercer Compensation Data

e Benchmark Database Survey
e US Energy Survey (MTCS)

Aon Radford McLagan Compensation Database - US Compensation Data

WTW Benefits Database Benefits Data
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COMPENSATION DATA SOURCES AND SCOPES
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The U.S. labor market continues to evolve, reflecting a combination of economic factors, demographic
shifts, changing workforce participation patterns, and sustained demand for new and emerging skill
sets. Although volatility has moderated from peak post-pandemic levels, structural dynamics affecting
talent supply and demand remain present. Therefore, the survey data utilized in this assessment
represents a snapshot in time and may trail current market trends to a certain extent.

For each survey, specific data cuts were used for each different employee category to ensure an
accurate reflection of the labor market in which SDG&E competes for talent. From our experience,
revenue scope provides a compensation differential at the Executive and Manager/Supervisor level.
For this reason and for comparability purposes with other larger employers, within these employee

categories, we scope the data by revenue size, where available, to provide the most relevant

comparator group.

Employee Revenue
Category Survey Industry Scope Scope
2025 WTW CDB General Industry Executive General Industrv Data Revenue =
Compensation Survey ry $5-20B
. 2025 WTW CDB Energy Services Executive . Revenue =
8
1) Executive Compensation Survey Energy Services Dala $5-208
2025 Aon Radford McLagan Compensation Database - General Industry Data Revenue =
us Energy Services Data $5-20B
2025 WTW CDB General Industry Middle Management & All Revenue
. . General Industry Data and Revenue
Professional Compensation Survey _
= $5-20B
2025 WTW CDB Energy Services Middle Management & . All Revenue
Professional Compensation Survey Energy Services Data and Revenue
2) Manager/ = $5-20B
Supervisor All Revenue
2025 Aon Radford McLagan Compensation Database - General Industry Data
us Energy Services Data and Revenue
= $5-20B
2025 Mercer Benchmark Database Compensation Survey | General Industry Data All Revenue
2025 Mercer US Energy Survey (MTCS) Energy Data All Revenue
2025 WTW CDB General Industry Middle Management & All Revenue
. . General Industry Data
Professional Compensation Survey
2025 WTW CDB Energy Services Middle Management & . All Revenue
. . Energy Services Data
Professional Compensation Survey
3) . 2025 WTW American Gas Association Compensation . All Revenue
Professional/ S Energy Services Data
; urvey
Technical
2025 Aon Radford McLagan Compensation Database - General Industry Data All Revenue
us Energy Services Data
2025 Mercer Benchmark Database Survey General Industry Data All Revenue
2025 Mercer US Energy Survey (MTCS) Energy Data All Revenue
4) Physical/ 2025 WTW CDB General Industry Middle Management & General Industry Data All Revenue

Technical and

Professional Compensation Survey

8 Executives in the Corporate Center were matched to General Industry only, in order to align with Sempra’s recruitment strategy and methodology utilized in PG&E and

Edison rate case studies

May 2026

wtw
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Employee Revenue
Category Survey Industry Scope Scope
5) Clerical i i
) 2025 WTW CDB Energy'Serwces Middle Management & Energy Services Data All Revenue
Professional Compensation Survey
2025 WTW American Gas Association Compensation ) All Revenue
Energy Services Data
Survey
2025 Aon Radford McLagan Compensation Database - General Industry Data
; All Revenue
us Energy Services Data

COMPONENTS OF TOTAL COMPENSATION?®

The compensation elements are effective December 31, 2025, and include°:

Base salary (annualized rate) reflective of the most recent compensation structure
Actual short-term incentives reflective of awards paid in 2025 for 2024 performance
Target short-term incentives reflective of target awards

Long-term incentives

Employee benefits

- Defined benefit pension and defined contribution retirement plans (inclusive of
qualified and non-qualified plans)

- Disability plans (short-term and long-term disability)

- Medical plans (active and retiree)

- Dental plans (active and retiree)

- Life insurance (active and retiree group life and active accidental death and
dismemberment)

The following components of compensation will be excluded from the study because either most
survey sources do not include such data or the value of the benefit is included in base salary'":

Vacation
Overtime pay and shift differentials
Paid time off (if in excess of vacation time)

Special recognition awards or spot bonuses

We have voluntarily included long-term incentive values, which are presented separately for reference
only and are not included in total compensation.

9 Please note, long-term incentives have not been included in the in-depth analysis, as they are outside the scope of the study. Sempra is not seeking recovery for long-
term incentives

10 | ong-term incentive numbers have not been applied to total compensation

" Similar to previous Sempra rate cases we did not include the following elements: vision, recognition rewards and severance payments

May 2026

wtw
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TOTAL COMPENSATION VALUE COMPUTATION

e Market cash compensation values by benchmark job were derived from multiple survey
sources based on agreed-upon matches and the availability of quality market data (i.e.,
sufficient number of companies, good correlations of average and 50th percentile, etc.).

- Geographic differentials were applied to market cash compensation values for
developing employee profiles for benefits analysis.

- Geographic differentials were also applied to market base values only for total
compensation value summation, i.e., total compensation as a summation of market
base, short-term incentives, and benefits. Further detail regarding methodology and
rationale is provided in the Cash Compensation Valuation Methodology section.

o A total of 25 employee profiles have been developed and associated with each job category.

e These profiles currently reflect demographic information (i.e., age, tenure and prevalent
gender) relevant to Sempra’s employee population. The following guiding principles were
followed to develop the employee profiles:

- Employee profiles were derived based on market data that aligns with WTW’s general
understanding of pay practices prevalent in the industry (e.g., similar range spreads).

- Employee profiles were segregated into union and non-union specific profiles for the
categories of Clerical and Physical/Technical as benefit plans vary across both
groups.

- Employee profiles were segregated for the executive population into specific profiles
as benefit plans vary for this group.

- To the extent market data was applicable, comparable jobs (based on job family, roles
and responsibilities) were aligned to a single employee profile.

e Benefit values were then calculated for each employee profile, using WTW'’s standard benefits
valuation methodology, details of which can be found in Volume II: Appendix E.

e Benefit values by benchmark job were then derived as a percentage of base pay and target
short-term incentives (for pay-based benefits) plus a fixed amount (for non-pay-based
benefits) for each employee profile and applied to each benchmark job.

e Cash compensation and benefit values were added together to obtain total compensation
values for the 2028 GRC Study.

Details on the employee profiles developed, including market base pay information and demographic
detail, are available in Volume Il: Appendix A - I.
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Cash Compensation = S Total Cash
Valubs Employee Profiles Benefit Value Compensation

& iohic=$102000 2) Employee Profile A =$100,000 4) Employee Profile A 5) & JUBASSHISRN
Survey 1 « Demographics +  Benefit Value * Job B =$110,000
~ Survey 2 ~ Age 3) $10,000 + Job C =$107,800

1) Survey 3 Sarvice 10%

= Job B = §100,000
+ Job C =$98,000

— Gender

1. Market cash compensation values by benchmark job are derived from multiple survey sources based on agreed

upon matches

A total of 25 unique employee role profiles (i.e., job category, age, gender, service, compensation)

The demographic data for the benefits valuation aligns with Sempra incumbents in the same jobs as the employee

profile(s)

4. Market benefit values by benchmark job are derived as a percentage of base pay (for pay-based benefits) for each
employee profile and applied to each benchmark job

5. Cash compensation and benefit values are added together for total compensation values for the 2028 GRC-TCS

@m

Sample: For lllustrative Purposes Only

CASH COMPENSATION VALUATION METHODOLOGY
Data Collection

WTW and the other survey providers used in this study collect compensation data directly from
companies participating in the databases and surveys. The surveys collect base salary, and short-term
incentive for actual incumbents at the companies participating in the surveys. Base salary and short-
term incentive data (where applicable) were collected from the various data sources and from SDG&E
for each survey position and then combined at the position level to obtain compensation values.

The analysis contains both actual and target data for short-term incentives. These short-term
incentives were awarded in 2025 for 2024 performance. In addition, cash profit sharing bonuses, when
used as a short-term incentive, are included in total cash for the competitive market job matches. In
certain cases where companies do not offer a short-term incentive or profit-sharing plan for selected or
all employees, base salary represents the entire total cash compensation package.

For certain benchmark job matches, WTW has weighted survey data from multiple data sources
according to a predetermined methodology. Energy services-oriented jobs were matched to energy
surveys, and jobs that fell in broader job categories were matched to both general industry and energy
services surveys, wherever possible (generally with a 50-50 weighting of general and energy services
industries). For nonexempt jobs, if an hourly rate of pay was reported by a data source, it was
multiplied by 2,080 hours to obtain an annualized rate of base compensation. For exempt jobs, WTW
used an annual rate of salary.

Multiple market statistics were developed for compensation analysis, including the 25™ percentile,
median, average, and the 75th percentile.

Geographic differentials were analyzed and developed for Sempra’s most populated locations. As per

WTW’s methodology, geographic differentials were applied to market base pay and total cash
compensation.
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Geographic Analysis

WTW analyzed the availability of geographic data in surveys to develop an appropriate geographic
variable for Sempra. Due to the inconsistency of survey data availability, as well as the sizeable
presence of the SDG&E workforce in Southern California, WTW analyzed market data at a national
level and then applied a weighted geographic differential percentage, based on primary locations, to
achieve a statistically sound and less volatile approach to geographic differentials. WTW has adopted
a similar methodology in other rate cases.

WTW used Economic Research Institute’s (ERI) Geographic Assessor to obtain cost of labor and cost
of living differential data for the study. ERI was founded over 25 years ago and is known for having
one of the most robust cost of living and cost of labor databases in the U.S. Annually, it compiles data
from more than 1,000 industry sectors that the majority of Fortune 500 companies rely upon for expert
witness testimony, relocations, disability determinations, board presentations, and setting branch office
structures.

For the GRC, WTW reviewed ERI data for seven cities, selected based on employees’ work address,
which collectively represent the highest concentration of Sempra’s population (approximately 63.6% of
Sempra’s population works at these seven locations) across the enterprise. Employee work address is
a preferred anchor for geographic analysis such as this as compared with home address.

e San Diego, California

e Los Angeles, California

e Pico Rivera, California

e Monterey Park, California
e Anaheim, California

e Redlands, California

e Escondido, California

WTW used the cost of labor differentials for these cities for our analysis since the value reflects the
competitive difference for pay levels in the labor market, as understood by compensation
professionals. Since cost of living reflects the cost of goods utilized by a typical consumer, including
items such as housing, groceries and transportation, the cost of living index is not the best or preferred
indicator of geographic differentials.

WTW analyzed the salary levels of each GRC job category to see the range of salaries that typically
fall within a category. We then aligned the GRC job category specific salary levels to the ERI cost of
labor salary levels, and applied Sempra’s population coverage in the seven cities as a weight to derive
a weighted average cost of labor differential for each GRC job category.
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ERI Cost of Labor
Sempra
Sempra Locations Workforce ERI Cost of Labor Compared to National
Representation
Executive Manager Professional .F hysiqal/ Clerical
echnical

San Diego, California 30.3% -- 110.7 110.9 112.5 112.9
Los Angeles, California 13.0% -- 116.1 116.0 116.6 116.5
Pico Rivera, California 5.7% - 115.4 115.2 115.7 115.4
Monterey Park, California 5.2% -- 115.4 115.3 115.7 115.4
Anaheim, California 3.6% -- 114.2 114.1 114.7 114.5
Redlands, California 3.3% -- 109.0 109.1 110.3 110.5
Escondido, California 2.5% -- 110.8 111.0 112.5 112.8
Weighted Average Cost of -- 113.0 113.0 114.0 114.0
Labor
Final Cost of Labor -- 113% 113% 114% 114%
Applied

The cost of labor across all job categories and locations ranges between 9%-16% above national
average and the weighted average cost of labor ranges from 13%-14% above the national average.
We applied a 13% geographic adjustment across Manager and Professional job categories, and 14%
across Physical/Technical and Clerical job categories. No geographical adjustments were applied to
the Executive job category since WTW considers the labor market for this category to be at a broader
national level.

Additionally, as described in the Total Compensation Valuation Methodology and Data Collection
Sections above, geographic differentials were applied to market cash compensation values for
employee profiles and were only applied to market base for total compensation value summations and
build up.

Effective Date

The survey and database sources used in the study collect base pay and short-term incentive from
participating companies. Those sources and the effective dates are listed below:

Survey/Data Source Effective Date
WTW Compensation Data Bank (CDB)

e  General Industry Survey: Executive and Middle Management & Professional Surveys
e Energy Services Survey: Executive and Middle Management & Professional Surveys
e  WTW American Gas Association Survey

April 1, 2025
April 1, 2025
March 1, 2025

August 15, 2025

Aon Radford McLagan Compensation Database - US October 15, 2025
Mercer

April 1, 2025
e Mercer Benchmark Database April 1, 2025

e US Energy Survey (MTCS)
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To provide a common reference date for compensation values, the salary data from the surveys and
databases were aged to a common effective date of December 31, 2025. Data is aged since
compensation is paid over a year of employment and pay generally increases once per year, if at all.
Incentives are generally paid once per year. As a result, incentive awards are not aged.

The effective date of the competitive salary data to be aged varied by survey source since survey
providers collect data at different times. Aging compensation data, using general or industry-specific
rates of salary increase to provide current competitive market compensation levels, is a generally
accepted practice of major consulting firms. Typically, consultants and practitioners will age salary
data up to two years from the effective date of the data. Aging factors are based on general salary,
and wage increases that represent the actual experience of companies or represent the companies’
budgeted increases.

A single aging factor of 3.5% was applied to all jobs in all of SDG&E employee categories for surveys
with effective dates in 2025. This 3.5% factor was applied on a prorated basis depending on the
effective date of the data. This factor was determined using multiple publicly available, governmental,
and proprietary data sources on national and Western region wage increases for hourly and salaried
positions in the utility and general industries based on mid-2025 data. Most companies are predicted
to deliver higher than forecasted salary increases in 2025, largely due to their continued concern over
talent supply and demand issues.

The data sources used to determine the aging factor are shown below:

Survey/Data Source Industry zl\f);(‘jlhf:c’:\ec;::l

WorldatWork 2025-2026 United States Salary Utility Industry 3.0%
Budget Survey (National) All Industries 3.5%
WTW 2025 United States General Industry Salary Energy Services and Utilities Industry 4.0%
Budget All Industries 3.6%

SDG&E Aging Factor 3.5%

As is typical practice, short-term incentives and employee benefit values were not aged. Benefit values
will reflect any aging applied to base salaries for salary-related components of pay and therefore are
not updated separately.



Sempra | San Diego Gas & Electric — 2028 General Rate Case Total Compensation Study — Volume | 22

Long-Term Incentive Benchmarking Approach
Long-term Incentives
For the purposes of comparing SDG&E’s LTI target award values versus market, WTW and Sempra

jointly agreed upon the methodology outlined below:

e Target LTI award values were calculated by Sempra for each employee included in the study,
and these figures were provided to WTW

o WTW compared values versus market for Sempra jobs where the matching survey job had an
LTI eligibility of at least half of the reporting incumbents, and where Sempra also provided an
LTI award for at least half the incumbents in said job

e Sempra’s target LTI comparison versus market was measured and tabulated independently,
and not aggregated as part of Total Compensation values referenced within this study
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Benefits Valuation Methodology

WTW’s benefits valuation methodology, BenVal®, was used to determine the benefit value delivered
by each peer company to its employees. This valuation methodology applies a standard set of
actuarial methods and assumptions to employee demographic profiles which have been customized
based on the demographics of employee categories within SDG&E (i.e., age, service, and gender).
WTW’s methodology measures the value of benefits to the employee, not the cost of benefits to the
company. WTW developed the methods and assumptions on the basis of a number of factors:

e Consistency with Generally Accepted Accounting Principles (GAAP)

e Conformance with Employee Retirement Income Security Act (ERISA) and other employee
benefits standards

e Consistency with actuarial standards set by the American Academy of Actuaries and the
Actuarial Standards Board

e Consistency with other studies done for other WTW clients
o Experience within utility and general industries
Employee benefit values will be calculated for the following benefit plans:

e Defined benefit and defined contribution retirement plans (inclusive of qualified and non-
qualified plans)

e Disability plans (short-term and long-term disability)

e Medical plans (active and retiree)

e Dental plans (active and retiree)

e Life insurance (active and retiree group life and active accidental death and dismemberment)
As is typical practice, benefit values that were excluded from this analysis are:

e Vacation

e  Short-term disability

e Social Security

e Other government-mandated benefits

Employee benefit values were based on detailed descriptions of employee benefit programs
applicable to new hires for the peer companies that are contained in WTW’s Benefits Data Source
(BDS) database and were updated to reflect changes in plan provisions.

We used demographics reflecting 25 unique employee profiles (i.e., job category, age, gender,
service, and compensation) and data from 20 companies from the energy services/utility industry and
20 companies from general industry as the primary comparator groups for the study. A more detailed
explanation of the employee benefits valuation methodology is provided in Volume Il: Appendix E.
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BENEFITS PEER GROUPS

Relevant utility and general industry peer companies were selected based on size, industry segment,
and geographic parameters to develop the most accurate assessment of SDG&E’s competitive labor
market.

The goal was to identify a combined peer group of 20 companies (large utilities nationwide and large
general industry companies with a substantial presence in Southern California) and to utilize an
appropriate subset of the peer group to obtain appropriate benefits data.

As part of the peer group company selection process, WTW provided the Sempra Project Team with
preliminary lists of companies that represent the labor market within which Sempra competes,
including both general industry companies as well as large utilities nationwide. As part of the decision-
making process, these preliminary lists were reviewed and select utility and general industry peer
group companies were picked using a set of selection criteria (i.e., size, industry characteristics,
primary geographic labor market, and 2019 and 2024 GRC Study peers). Based on the selection
criteria, 20 companies were identified as part of the peer group. For the executive and broad-based
employee profiles, benefits data reflect an equal weighting of general industry and utilities industry
data. For union specific employee profiles, benefits data were derived from utilities peer companies
only, since union benefit data were available only for utility companies.

Historically, benefits values have been affected by pay levels. So, when pay levels increase, it carries
over to the benefits package. However, we have noticed that this is less true for types of benefits
offered by organizations today, specifically due to the prevalence, or lack thereof, of non-qualified
retirement benefits. For executives at companies without non-qualified retirement benefit programs,
retirement benefits are not pay sensitive once their pay exceeds the IRS-mandated salary limitation for
qualified retirement plans. The IRS salary limit is indexed each year and is capped at USD 350K for
2025. The implication is that job profiles with pay levels in excess of the IRS limit will all have the same
dollar values of retirement benefits. This is also true of the peer group used in this study for the
executive job category.
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Utility Industry Peer Companies'?

Organization 2024 Sempra 2025 SCE 2027 PG&E Revenue

GRC Peer GRC Peer GRC Peer (Millions)'

1 | Ameren X X X $7,324
2 | American Electric Power (AEP) X X X $19,721
3 | AES Corporation? X X X $12,278
4 | CenterPoint Energy X X X $35,767
5 | Consolidated Edison X X $15,256
6 | Constellation Energy Corp X $23,568
7 | Dominion Energy X X X $14,459
8 | Duke Energy X X X $29,934
9 | Entergy X X X $11,879
10 | Eversource Energy X X X $11,900
11 | Hawaiian Electric X X $3,219
12 | National Grid USA3 X $23,450
13 | Pacific Gas & Electric X X Own GRC $24,419
14 | Pinnacle West Capital X X X $5,124
15 | Portland General Electric X X 3,440

16 | Public Service Enterprise Group X $10,290
17 | PPL X X $8,462
18 | Southern California Edison* X Own GRC X 17,599
19 | Tennessee Valley Authority® X X $13,672
20 | Xcel Energy X X X $13,441

1Revenue reported for FY2025

2Power & Light for AES, since the data is newer and the union is larger
3Parent company of Arizona Public Services

4Subsidiary of Edison International

50wned by the federal government, so not publicly traded

"2 Broad-based, executive and union benefits plans are available for these organizations
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General Industry Peer Companies™

26

#  Organization 2024 Sempra 2025 SCE 2027 PG&E Revenue
GRC Peer GRC Peer GRC Peer (Millions)'
1 | Advanced Micro Devices X $22,700
2 | Amgen, Inc. X $33,424
3 | Bechtel Group X X $20,600
4 | Broadcom $51,574
5 | CBRE X X X $35,767
6 | Chevron X X X $195,568
7 | Cisco Systems X X $56,654
8 | Edwards Lifesciences X X $5,439
9 | Fluor Corporation X X X $16,315
10 | General Dynamics X X X $47,716
11 | Intuit X X X $18,831
12 | Lockheed Martin $71,043
13 | Northrop Grumman X X X $41,033
14 | Occidental Petroleum Corporation X X X $26,725
15 | Oracle Corporation X X X $57,399
16 | Qualcomm Incorporated X X X $44,284
17 | Sony Group Corporate $85,058
18 | Valero Energy Corporation X X $139,001
19 | Visa Inc. X X $32,653
20 | Walt Disney X $94,425

"Revenue reported for FY2025

'3 Union benefits plans are not available for general industry peers

May 2026
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Supporting Documentation

The appendices supporting the study’s results can be found in Volume II:

Appendix A - | is a list of the employee profiles that were developed for benefits analyses.

Appendix A - Il is a list of the SDG&E benchmark jobs organized by SDG&E employee category
and includes profile numbers for each benchmark job.

Appendix B - | is a detailed competitive summary that provides the results for each SDG&E
benchmark job within each SDG&E employee category. Subtotals are provided at the end of each
employee category.

Appendix B - Il is a detailed competitive summary that provides the results for each Corporate
Center benchmark job within each Corporate Center employee category. Subtotals are provided at
the end of each employee category.

Appendix C provides the average total compensation dollars for each SDG&E employee category
by compensation component.

Appendix D provides the aggregate total compensation dollars for each SDG&E employee
category by compensation component.

Appendix E is a detailed summary of the methodology used to value employee benefits in the
study.

Appendix F provides summaries of each of the project team meetings. All decisions concerning
methodology and the rationale for making these decisions are referenced in the project team
meeting notes.

Appendix G is a glossary of compensation-related terms used throughout this report.
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Volume Il: APPENDIX A - Il — Benchmark Jobs and Employee Profile Alignment

APPENDIX A —1I:

A3

Benchmark Jobs and Employee Profile

Alignment’

SDG&E Executive Benchmark Jobs Included in Study

2028 GRC Study
Position #

SDGE Benchmark Job Title

Profile Number

Number of SDGE

GRC317 SDGE Executive - Role 1
GRC320 SDGE Executive - Role 2
GRC322 SDGE Executive - Role 3
GRC879 SDGE Executive - Role 4

Benchmark Incumbents
Total Incumbents
Coverage

" Jobs have been sorted by TCS Category for ease of view

May 2026

Profile 24
Profile 25
Profile 25
Profile 24
TOTAL:
4
14
28.6%

Employees

Hh A
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SDG&E Manager/Supervisor Benchmark Jobs Included in Study

HPDEISEITY SDGE Benchmark Job Title Profile Number R iSECE
Position # Employees
GRC29 Supervisor, Electrical Construction Profile 22 52
GRC304 Group Product Manager Profile 21 29
GRC415 Supervisor, Gas Construction Profile 20 28
GRC340 Team Lead, Capability & Product Owner Profile 21 27
GRC816 Supervisor, FSD Scheduling & Dispatch Profile 18 18
GRC407 Supervisor, Distribution Construction Management & Service Order Supervisor Profile 20 15
GRC104 Supervisor, Customer Contact Center Profile 19 14
GRC107 Manager, Construction Project Management Profile 21 13
GRC416 Manager, Gas Construction Profile 20 10
GRC841 Supervisor I, System, Transimission, & Substation Design Engineering Profile 21 9
GRC135 Manager, FSD, Scheduling & Dispatch Profile 22 8
GRC831 Senior Group Product Manager Profile 22 8
GRC400 Manager, Civil Construction Profile 21 7
GRC815 Manager, Electrical System & Grid Planning Profile 22 7
GRC213 Portfolio Manager Profile 20 6
GRC821 Manager, Strategy & Operations Profile 22 6
GRC822 Supervisor, Customer Programs/Projects Profile 19 6
GRC824 Supervisor, Operations Shift Profile 21 6
GRC826 Manager, Strategic Initiatives Profile 20 5
GRC830 Manager, Value Capability Profile 22 5
GRC839 Supervisor, GIS, Design & Drawing Governance Profile 20 5
GRC160 Supervisor, Electric Meter Operations Profile 19 4
GRC162 Supervisor, Technical Profile 20 4
GRC242 Team Lead, Customer Generation & Project Management Profile 19 4
GRCB838 Team Lead, Electrical Distribution Operations Profile 20 4
GRC843 Supervisor, Business Planning Profile 19 4
GRC844 Supervisor, Plant Operations Profile 19 4
GRC166 SDGE Management - Role 1 Profile 18 3
GRC170 SDGE Management - Role 2 Profile 18 3
GRC171 SDGE Management - Role 3 Profile 18 3
GRC260 SDGE Management - Role 4 Profile 19 3
GRC837 SDGE Management - Role 5 Profile 18 3
GRC193 SDGE Management - Role 6 Profile 19 2
GRC199 SDGE Management - Role 7 Profile 19 2
GRC817 SDGE Management - Role 8 Profile 21 2
GRC836 SDGE Management - Role 9 Profile 22 2
GRC189 SDGE Management - Role 10 Profile 22 1
GRC197 SDGE Management - Role 11 Profile 18 1
GRC208 SDGE Management - Role 12 Profile 22 1
GRC227 SDGE Management - Role 13 Profile 22 1
GRC233 SDGE Management - Role 14 Profile 19 1
GRC234 SDGE Management - Role 15 Profile 22 1
GRC235 SDGE Management - Role 16 Profile 19 1
GRC239 SDGE Management - Role 17 Profile 19 1
GRC240 SDGE Management - Role 18 Profile 21 1
GRC241 SDGE Management - Role 19 Profile 20 1
GRC245 SDGE Management - Role 20 Profile 21 1
GRC251 SDGE Management - Role 21 Profile 22 1
GRC252 SDGE Management - Role 22 Profile 23 1
GRC257 SDGE Management - Role 23 Profile 21 1
GRC277 SDGE Management - Role 24 Profile 20 1
GRC341 SDGE Management - Role 25 Profile 19 1
GRC56 SDGE Management - Role 26 Profile 19 1
GRC802 SDGE Management - Role 27 Profile 19 1
GRC811 SDGE Management - Role 28 Profile 18 1
GRC829 SDGE Management - Role 29 Profile 21 1
GRC842 SDGE Management - Role 30 Profile 19 1
GRC847 SDGE Management - Role 31 Profile 19 1
TOTAL: 353

Benchmark Incumbents 353

Total Incumbents 754

Coverage 46.8%
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A5

SDG&E Professional/Technical Benchmark Jobs Included in Study

2028 GRC Study
Position #
GRC364
GRC5
GRC392
GRC86
GRC412
GRC368
GRC48
GRC381
GRC99
GRC37
GRC393
GRC413
GRC72
GRC88
GRC103
GRC108
GRC112
GRC113
GRC116
GRC117
GRC121
GRC123
GRC128
GRC131
GRC132
GRC133
GRC139
GRC141
GRC146
GRC150
GRC152
GRC153
GRC158
GRC159
GRC165
GRC181
GRC182
GRC183
GRC185
GRC186
GRC187
GRC188
GRC19
GRC192
GRC194
GRC206
GRC207
GRC209
GRC210
GRC229
GRC230
GRC236
GRC244
GRC249
GRC25
GRC250
GRC254

May 2026

SDGE Benchmark Job Title

Project Planner & Manager |
Project Manager Il
Senior Domain & Solution Engineer

Project Manager, Customer Programs & Technical/Intake Planning

Distribution & Substation Designer
Project Planner & Manager
Principal Business Analyst

Electircal Construction Project Coordinator

Project Advisor
Senior Business Analyst 11
Staff Accountant |

Senior Customer Project Planner & Distribution Designer

Senior Accountant - 11
Field Utility Specialist

Customer Contact Center Associate Supervisor

Senior Safety Advisor

SDGE Professional/Technical - Role 1
SDGE Professional/Technical - Role 2
SDGE Professional/Technical - Role 3
Business System & Solution Analyst I
SDGE Professional/Technical - Role 4
Senior Accountant |l

Regulatory Case Manager I

SDGE Professional/Technical - Role 5
SDGE Professional/Technical - Role 6
SDGE Professional/Technical - Role 7
SDGE Professional/Technical - Role 8
Staff Accountant Il

Area Forester

SDGE Professional/Technical - Role 9
SDGE Professional/Technical - Role 10
Senior Account Executive |l

SDGE Professional/Technical - Role 11

Principal Environmental Specialist & Policy Advisor

Regulatroy Case Manager 1|

SDGE Professional/Technical - Role 12
SDGE Professional/Technical - Role 13
Senior Transaction Scheduler

SDGE Professional/Technical - Role 14
SDGE Professional/Technical - Role 15
Principal Business System Analyst
SDGE Professional/Technical - Role 16
Engineer Il

SDGE Professional/Technical - Role 17
SDGE Professional/Technical - Role 18
SDGE Professional/Technical - Role 19
SDGE Professional/Technical - Role 20
SDGE Professional/Technical - Role 21
SDGE Professional/Technical - Role 22
SDGE Professional/Technical - Role 23
SDGE Professional/Technical - Role 24
Regulatory Case Manager |

SDGE Professional/Technical - Role 25
NERC System Operations Trainer
Associate Engineer

SDGE Professional/Technical - Role 26
SDGE Professional/Technical - Role 27

Profile Number

Profile 12
Profile 17
Profile 17
Profile 14
Profile 14
Profile 15
Profile 16
Profile 17
Profile 13
Profile 14
Profile 11
Profile 15
Profile 14
Profile 12
Profile 13
Profile 14
Profile 16
Profile 13
Profile 15
Profile 15
Profile 17
Profile 13
Profile 13
Profile 14
Profile 12
Profile 12
Profile 13
Profile 12
Profile 13
Profile 14
Profile 14
Profile 15
Profile 14
Profile 15
Profile 16
Profile 12
Profile 12
Profile 16
Profile 12
Profile 13
Profile 16
Profile 14
Profile 14
Profile 13
Profile 17
Profile 14
Profile 17
Profile 14
Profile 16
Profile 15
Profile 16
Profile 14
Profile 16
Profile 17
Profile 11
Profile 16
Profile 13

Number of SDGE
Employees
76
70
28
27
26
24
21
19
18
15

—\Aoﬁ-thDA—\—\w—\(A)(A)m(ﬂ—\mMNm—\A\IOAOﬁ—\M\IO(»wAAhCD—kgww—ku‘lm
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SDG&E Professional/Technical Benchmark Jobs Included in Study

2028 GRC Study
Position #
GRC26
GRC272
GRC30
GRC336
GRC337
GRC338
GRC344
GRC345
GRC346
GRC347
GRC348
GRC349
GRC352
GRC353
GRC358
GRC380
GRC73
GRC83
GRC98
GRC385
GRC81
GRC916
GRC919
GRC58
GRC82
GRC933
GRC382
GRC411
GRC53
GRC910
GRC940
GRC951
GRC952
GRC959
GRC67
GRC932
GRC947
GRC950
GRC960
GRC366
GRC9%4
GRC360
GRC371
GRC384
GRC389
GRC42
GRC897
GRC362
GRC367
GRC79
GRC931
GRC44
GRC401
GRC92

May 2026

SDGE Benchmark Job Title

Senior Customer Programs Advisor & Project Manager

SDGE Professional/Technical - Role 28
Operations Training Instructor
SDGE Professional/Technical - Role 29

Area Resource Scheduling, Construction & Operations Planner

Software Engineer I

Program Delivery Manager

Principal SAP Domain Engineer

Claims Advisor

SDGE Professional/Technical - Role 30
Regulatory Case Manager & Compliance Advisor
Senior Marketing Comms Advisor
SDGE Professional/Technical - Role 31
SDGE Professional/Technical - Role 32
Princiapl Product Owner

Senior Field Utility Specialist

Senior Environmental Specialist

Billing Analyst |

Principal Accountant

Senior Software Engineer - B

Business Analyst Il - Supply Chain
Senior Product Owner

Domain Engineer |l

Customer Programs Advisor I

Senior Business Analyst - |

Senior Data Analyst

Construction Management Specialist
Distribution Designer |

Business System Analyst |

Principal Data Analyst

Business / Economics Advisor

Principal Engineer, Electrical System & Grid Planning
Senior Engineer, Electrical Distribution
Cybersecurity Domain Engineer Il
Associate Billing Analyst

Senior Construction & Operations Planner
Design Supervisor

Senior Engineer, Electrical System & Grid Planning
Cybersecurity Senior Domain Engineer
Senior Welding Training Specialist
Construction Project Manager Il

Senior Construction Standards AdMeter
Community Relations Manager

Senior Software Engineer - A

Domain Architect

Business System Analyst I

Senior Technology Analyst

SDGE Professional/Technical - Role 33
SDGE Professional/Technical - Role 34
SDGE Professional/Technical - Role 35
SDGE Professional/Technical - Role 36
SDGE Professional/Technical - Role 37
SDGE Professional/Technical - Role 38
SDGE Professional/Technical - Role 39

Benchmark Incumbents
Total Incumbents
Coverage

Profile Number

Profile 16
Profile 14
Profile 14
Profile 14
Profile 15
Profile 13
Profile 17
Profile 16
Profile 13
Profile 16
Profile 14
Profile 16
Profile 14
Profile 11
Profile 16
Profile 14
Profile 14
Profile 12
Profile 16
Profile 15
Profile 12
Profile 16
Profile 14
Profile 16
Profile 13
Profile 14
Profile 13
Profile 11
Profile 12
Profile 15
Profile 12
Profile 17
Profile 15
Profile 15
Profile 11
Profile 16
Profile 16
Profile 16
Profile 17
Profile 15
Profile 15
Profile 17
Profile 14
Profile 16
Profile 16
Profile 15
Profile 13
Profile 11
Profile 16
Profile 14
Profile 12
Profile 15
Profile 17
Profile 12
TOTAL:
934
1,806
51.7%

Number of SDGE
Employees
40
2
4

-
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Volume Il: APPENDIX A - Il — Benchmark Jobs and Employee Profile Alignment A7

SDG&E Physical/Technical Benchmark Jobs Included in Study

2028 GRC Study SDGE Benchmark Job Title Profile Number Number of SDGE
Position # Employees
GRC6 Lineman Profile 10 156
GRC16 Service Tech Profile 9 72
GRC21 Locator Profile 9 64
GRC20 Substation Electrician Profile 10 51
GRC329 Apprentice Lineman Profile 8 50
GRC23 Meter Services Person Profile 9 46
GRC33 Troubleshooter Profile 10 43
GRC41 Fleet Maintenance Tech Profile 9 37
GRC43 Electrical Distribution Working Foreman Profile 10 34
GRC51 Inspector A Profile 10 30
GRC65 Gas / Ug Tech (A) Profile 8 29
GRC328 Apprentice Electrician Profile 8 26
GRC47 Gas Patroller Profile 8 23
GRC129 Electrical GIS Tech Profile 5 20
GRC52 Distirbution System Operations Profile 10 18
GRC372 District Crew Dispatcher Profile 9 17
GRC403 Gas/UG Tech (A) - Emergency Response Profile 9 17
GRC395 Gas/Ug Tech (B) - GROC Profile 7 16
GRC402 Working Foreman - Gas Emergency Response Profile 10 15
GRC394 Gas/Ug Tech (A) - GROC Profile 8 14
GRC80 Traffic Control Assistant Profile 7 13
GRC106 Working Substation Foreman Profile 10 11
GRC377 Material Scheduler Profile 8 10
GRC91 Electrician NACE Profile 9 10
GRC379 Garage Working Foreman Profile 10 9
GRC61 Electrical Meter Tester Profile 10 9
GRC126 Gas Welder - GROC Profile 8 8
GRC373 District Stockkeeper Profile 9 8
GRC374 Electrician Assistant Profile 7 8
GRC375 Field Mechanic Profile 10 8
GRC378 Transmission System Operator Profile 10 8
GRC414 Meter Shop Tech Profile 8 8
GRC62 Line Assistant Profile 7 7
GRC151 Technical Support Assistant Profile 6 5
GRC167 Gase, Transmission & Instrument Control Tech Profile 10 5
GRC105 Operations Coordinator Profile 5 4
GRC301 Laborer - GROC Profile 7 4
GRC398 Electrician - Shops/PET Lab Profile 10 4
GRC78 SDGE Physical/Technical - Role 1 Profile 10 3
GRC138 SDGE Physical/Technical - Role 2 Profile 10 2
GRC376 SDGE Physical/Technical - Role 3 Profile 7 2
GRC896 SDGE Physical/Technical - Role 4 Profile 6 2
GRC895 SDGE Physical/Technical - Role 5 Profile 5 1
TOTAL: 927
Benchmark Incumbents 927
Total Incumbents 1,634
Coverage 56.7%
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SDG&E Clerical Benchmark Jobs Included in Study

2028 GRC Study SDGE Benchmark Job Title Profile Number Number of SDGE
Position # Employees
GRC10 Dispatch Specialist Profile 4 28
GRC68 FSD & Gas Utility Coordinator Profile 1 20
GRC890 Admin Associate Profile 1 19
GRC408 Project Supply Coordinator Profile 1 18
GRC32 Program/Project Specialist Profile 1 10
GRC111 Executive Assistant Profile 2 8
GRC383 Customer Programs Specialist Il - SDGE Profile 1 7
GRC178 Senior Legal Admin Associate Profile 2 6
GRC109 Customer Program/Project Specialist | Profile 2 4
GRC144 Accountant/Invoicing Specialist Profile 2 4
GRC184 SDGE Clerical - Role 1 Profile 2 3
GRC357 SDGE Clerical - Role 2 Profile 2 3
GRC397 SDGE Clerical - Role 3 Profile 2 3
GRC173 SDGE Clerical - Role 4 Profile 1 2
GRC195 SDGE Clerical - Role 5 Profile 2 2
GRC370 SDGE Clerical - Role 6 Profile 1 2
GRC404 SDGE Clerical - Role 7 Profile 2 2
GRC45 SDGE Clerical - Role 8 Profile 2 2
GRC40 SDGE Clerical - Role 9 Profile 2 1
TOTAL: 144

Benchmark Incumbents 144

Total Incumbents 236

Coverage 61.0%
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Corporate Center Executive Benchmark Jobs Included in Study

AT ERLS Sy Corp Center Benchmark Job Title Profile Number [ £ 1 (SRl

Position # Employees
GRC312 Corp Center Executive - Role 1 Profile 24 1
GRC314 Corp Center Executive - Role 2 Profile 24 1

TOTAL: 2
Benchmark Incumbents 2
Total Incumbents 10
Coverage 20.0%
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Corporate Center Manager/Supervisor Benchmark Jobs Included in Study

Manager/Supervisor
2028 GRC Study

Number of Corp Center

Corp Center Benchmark Job Title Profile Number

Position # Employees
GRC142 Manager, Tax Profile 20 7
GRC179 Manager, Audit Services Profile 20 5
GRC836 Managing Attorney Profile 22 4
GRC219 Corp Center Management - Role 1 Profile 23 3
GRC205 Corp Center Management - Role 2 Profile 19 2
GRC218 Corp Center Management - Role 3 Profile 21 2
GRC221 Corp Center Management - Role 4 Profile 22 2
GRC193 Corp Center Management - Role 5 Profile 19 1
GRC227 Corp Center Management - Role 6 Profile 22 1
GRC263 Corp Center Management - Role 7 Profile 20 1
GRC264 Corp Center Management - Role 8 Profile 23 1
GRC266 Corp Center Management - Role 9 Profile 21 1
GRC269 Corp Center Management - Role 10 Profile 19 1
GRC275 Corp Center Management - Role 11 Profile 23 1
GRC277 Corp Center Management - Role 12 Profile 20 1
GRC280 Corp Center Management - Role 13 Profile 21 1
GRC284 Corp Center Management - Role 14 Profile 22 1
GRC285 Corp Center Management - Role 15 Profile 21 1
GRC287 Corp Center Management - Role 16 Profile 23 1
GRC289 Corp Center Management - Role 17 Profile 22 1
GRC290 Corp Center Management - Role 18 Profile 19 1
GRC825 Corp Center Management - Role 19 Profile 19 1

TOTAL: 40
Benchmark Incumbents 40
Total Incumbents 110
Coverage 36.4%
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Corporate Center Professional/Technical Benchmark Jobs Included in Study

Professional/Technical

2028 GRC Study
Position #
GRC393
GRC141
GRC152
GRC155
GRC176
GRC220
GRC124
GRC427
GRC431
GRC118
GRC150
GRC154
GRC216
GRC282
GRC900
GRC177
GRC223
GRC432
GRC143
GRC148
GRC187
GRC202
GRC217
GRC222
GRC224
GRC271
GRC273
GRC274

May 2026

Corp Center Benchmark Job Title

Staff Accountant |

Staff Accountant Il

Business Advisor & Senior Accountant
Principal Tax Analyst

Senior Auditor

Principal Financial Analyst

Senior Tax Analyst

Senior Service Protection Agent

Principal Corporate Development & Stratgey Advisor

Senior Financial Analyst

Senior Paralegal

Audit Services Project Manager

Financial Analyst

Tax Analyst

Principal Accountant - Corporate

Corp Center Professional/Technical - Role 1
Corp Center Professional/Technical - Role 2
Corp Center Professional/Technical - Role 3
Corp Center Professional/Technical - Role 4
Corp Center Professional/Technical - Role 5
Corp Center Professional/Technical - Role 6
Corp Center Professional/Technical - Role 7
Corp Center Professional/Technical - Role 8
Corp Center Professional/Technical - Role 9
Corp Center Professional/Technical - Role 10
Corp Center Professional/Technical - Role 11
Corp Center Professional/Technical - Role 12
Corp Center Professional/Technical - Role 13

Benchmark Incumbents
Total Incumbents
Coverage

Number of Corp Center
Employees

Profile 11 19

Profile 12
Profile 14
Profile 15
Profile 13
Profile 15
Profile 15
Profile 16
Profile 15
Profile 12
Profile 14
Profile 16
Profile 11
Profile 12
Profile 15
Profile 12
Profile 15
Profile 12
Profile 16
Profile 13
Profile 16
Profile 14
Profile 16
Profile 16
Profile 17
Profile 16
Profile 16
Profile 12
TOTAL:

107
205
52.2%

Profile Number

~
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Corporate Center Physical/Technical Benchmark Jobs Included in Study

2028 GRC Study Number of Corp Center

Corp Center Benchmark Job Title Profile Number

Position # Employees
GRC268 Executive Protection Agent Il (Call-In) Profile 5 11
GRC428 Executive Protection Agent | (Call-In) Profile 6 4

TOTAL: 15
Benchmark Incumbents 15
Total Incumbents 19
Coverage 78.9%
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Corporate Center Clerical Benchmark Jobs Included in Study

Clerical
2028_ .GRC Study Corp Center Benchmark Job Title Profile Number U 257 EF D COuTED
Position # Employees
GRC111 Executive Assistant Profile 2 9
GRC178 Corp Center Clerical - Role 1 Profile 2 3
GRC204 Corp Center Clerical - Role 2 Profile 2 3
GRC890 Corp Center Clerical - Role 3 Profile 1 3
GRC276 Corp Center Clerical - Role 4 Profile 2 1
TOTAL: 19
Benchmark Incumbents 19
Total Incumbents 28
Coverage 67.9%
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APPENDIX B — I:
Detailed Competitive Summary by
Employee Category — SDG&E?

2 Jobs have been sorted by Sempra GRC Code.

May 2026
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BenVal® Valuation Methodology

Overview

WTW’s BenVal is a method for determining the value of benefits provided by participating companies by
applying a standard set of actuarial methods and assumptions to a common employee population.
BenVal results provide a quantitative evaluation of each company’s benefit provisions and overall benefit
program, and facilitate a comparison of these benefit values against peer companies.

The valuation methodology reflects the timing of benefits -- whether deferred or immediate:

= Retirement benefits such as pension and retiree medical benefits are valued using projected unit
credit (service prorate) methodology.

= Values for defined contribution plan benefits reflect amounts expected to be contributed for the
year.

= Benéefits potentially payable immediately such as life insurance and disability benefits are valued
on a term cost basis, reflecting the probabilities of the various events occurring within the year,
multiplied by the value of the benefit.

The employee population and the actuarial methods and assumptions are described in the following
sections. The last section provides additional details with regard to plan-specific methodology used in
valuing particular benefit plans.

Note that the relative values generated are not intended to represent actual costs incurred by plan
sponsors. Plan sponsors may experience differences in benefit costs due to factors not reflected in
BenVal -- varying participant demographics, regional cost differences, or differences in funding or
provider arrangements.

Benefit Provisions Reflected

The benefit provisions reflected in BenVal are those applicable for new hires at each member company.
BenVal assumes that these plans have been in place over each employee's full career and does not
reflect the value of any transition or grandfathered provisions.

Where a plan summary reflects more than one plan for an organization, the plan values are based on the
highest enrolled plans for salaried nonunion — general employees.

Benefit plan provisions are regularly updated, with update requests going out to all participating
companies each year. You can see the “as of’ date for any BDS U.S. company by referring to the
effective year shown on the plan summary for each topic.

Demographics

Benefit values depend on a number of factors including age, pay, sex and length of service of the
employee population. The standard population chosen is a representative sample of large U.S.
companies. Key demographic statistics are as follows:

Count 850 Base salary Bonus assumption
average age 44 < $60,000 7% of pay
average service 10 years $60,000 — $89,999 9% of pay
% female 42% $90,000 — $119,999 11% of pay
average base salary $92,600 $120,000 — $159,999 15% of pay
average total compensation $103,918 $160,000 + 20% of pay

May 2026
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Actuarial Assumptions

Economic
Discount rate

Cash balance plan accumulation

1-year Treasury

5-year Treasury
10-year Treasury
30-year Treasury

PPA Segment Rate 1
PPA Segment Rate 2
PPA Segment Rate 3

Compensation increase 3.5%
Wage index (SSWB) 3.0%
Inflation (CPI) 2.5%

Healthcare cost trend (postretirement medical)

Demographic

Retirement Traditional defined benefit pension plans:

6.5%

3.9%
4.6%
4.8%
5.0%

4.0%
5.0%
6.0%

7.0% graded to 5% over 8 years

E3

Incidence varies by the age at which retirement
benefits are available on an unreduced basis;
illustrative rates are shown below:

Age for unreduced benefit

Age at
retirement

65

62

60

55

50

2%

2%

2%

2%

55

4%

4%

4%

15%

60

10%

10%

15%

15%

62

20%

30%

30%

30%

65

100%

100%

100%

100%

Example: for a plan that provides an
unreduced benefit at age 62, 30% of employees
are expected to retire upon reaching that age

Cash balance, other account-based plans and
retiree medical: the rates for unreduced at age
65 are used.

Turnover Illustrative rates are shown below:

age

rate

25

13.2%

35

8.1%

45

5.2%

55

2.2%

56+

0%

May 2026
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Mortality

Disablement (LTD)

Termination of disability

Morbidity (STD)

Percentage married

Baseline active medical,
retiree medical and active
dental coverage level elections

May 2026
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Pri-2012 Mortality Tables projected (static)
20 years using scale MP-2018, applied on a
sex-distinct basis (post-decrement only);
illustrative rates are shown below:

Deaths per 10,000 lives
Age Male Female
25 6 2
35 9 3
45 10 6
55 57 37
65 101 76
75 248 190

1987 Commissioner’s Group Disability Table,
with six-month elimination period; adjusted
where more restrictive LTD requirements apply

1987 Commissioner’s Group Disability Table
(adjusted +11% to remove insurer margin)

Developed based on (1) large company
experience, (2) Society of Actuaries STD
experience data, (3) 1987 Commissioner's
Disability Table

65%
Active employees
Coverage level % electing
Single 40%
Employee + 1 21%
Employee + family 20%
Opt Out 19%
Retirees
Coverage level % electing
Retiree only 38%
Retiree + spouse 42%
Opt Out 20%
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Plan-Specific Methodology

Defined Benefit Plans

The present value of the annual benefit accrual is developed using the projected unit credit (service
prorate) methodology. Benefits are allocated evenly over an employee’s entire working history, reflecting
projected pay and the plan's provisions for normal or early retirement (including any early retirement
supplements), vesting, and refund of employee contributions.

Plan values are indexed based on the employer’s stated policy. In addition, breakpoints in step-rate
formulas at levels based on the Social Security Taxable Wage Base are assumed to increase with the
wage index.

For cash balance plans, the assumed rate of interest credited on accumulated account balances is set to
reflect the plan provisions.

Defined Contribution Plans

Included in this category are money purchase plans, profit-sharing plans and any type of savings plan
(thrift or stock purchase). Plan values are determined as an estimate of current year contributions.

For savings plans, expected participation and contribution levels are determined based on the employee’s
total pay and age. The calculation differentiates, for example, between the total value of a profit-sharing
plan with an average annual contribution of 3% of pay and a savings plan which allows the employee to
contribute 6% of pay with a company match of 50% of matched employee contributions. It is expected
that even for the most generous matched plans, some percentage of employees will not elect to join the
savings plan or contribute the full matched amount.

The participation and deferral rates are determined based on the product of Table A and the sum of the
weighted rates in Table B and Table C.

Table A
Assumed Participation Rates for Savings Plans
(other than stock purchase plans)

Total pay Participation assumption
< $30,000 80%
$30,000 to $50,000 90%
$50,000 to $75,000 95%
$75,000 to $100,000 95%
$100,000 to $150,000 95%
$150,000 + 95%
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Table B — Average Deferral Rate

Total Pay Deferral rate
< $30,000 4%
$30,000 to $50,000 6%
$50,000 to $75,000 7%
$75,000 to $100,000 8%
$100,000 to $150,000 10%
$150,000 + 12%

Table C — Additional Average Deferral Rates

Age Deferral rate
< Age 25 5.0%
Age 25 to age 34 6.5%
Age 35 to age 44 7.0%
Age 45 to age 54 8.0%
Age 55 to age 64 10.0%

Table D — Deferral Rate Weightings

Category Weight
Total pay 70%
Age 30%

For example, an employee age 45 with 10 years of service and making $80,000 of pay would have a
participation rate of 95% and a weighted deferral rate of 8% * 70% + 8.0% * 30% = 8%

For example, a savings plan that matches 50% up to 6% of pay for the above employee would have the
following result:

Employee Contribution = ($80,000 x .08 x .95) = $6,080
Employer Contribution = ($80,000 x .06 x .50 x .95) = $2,280

The assumed value of a stock purchase plan is determined by the offering period if there is a lookback
feature, the level of price discount and the assumed participation rates — see below.
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Assumed Participation Rates for Stock Purchase Plans

Combined Up to Over
discount/option value 8% of pay 8% of pay

none 0% 0%

1% - 24% 35% 17.5%

25% - 29% 38% 19%
30% - 39% 42% 21%
40% - 49% 46% 23%
50% and over 50% 25%

Note: The assumed subsidy reflects the discount applied to the stock price along with the value of the
fixed price option determined based on the Black Scholes method, if applicable. (For a typical plan,
the option value is generally in the range of 10% - 15%.)

For profit sharing plans and ESOPs, assumed contribution levels reflect the average of the past five
years' actual contributions to the plan or the company’s projected future contributions (if provided).

Life Insurance Plans

Values for pre-retirement basic group life and employer subsidized accidental death and
dismemberment are calculated. Flat dollar life insurance benefits are assumed to remain constant.
Occupational coverage is not valued, due to its assumed negligible value.

Disability Plans

Short-term and long-term disability benefits are valued. Short-term disability (STD) benefits include
sick pay, salary continuance, intermittent and extended coverage, and sickness and accident policies.

Long-term disability values reflect the level and duration of benefits, the plan's definition of disability,
definition of pay, and the plan’s benefit integration provisions (e.g., coordination with Social Security).

Differentiation is made between plans with varying definitions of disablement. When more than one
option for STD or LTD coverage is available to employees, the highest enrolled option is valued.

Medical and Dental Plans

Where multiple plans or options are available, it is assumed that all employees will elect the most
prevalent choice as reported by the plan sponsor, i.e., the plan with the highest enrollment. Medical
benefit values reflect such factors as: type of plan, deductibles and coinsurance, stop loss provisions,
type and level of benefits provided, benefit limits, and the level of required employee contributions.
Where coverage varies by network tier, the highest tier of coverage is valued. Out-of-network benefits
are not reflected in the BenVal values.

The value for prescription drug coverage is reflected in the healthcare plan value even if covered
under a separate plan.

Separate values are calculated for active employee coverage (term cost) and for postretirement
coverage (projected unit credit service cost). The value for postretirement coverage reflects the plan’s
coordination with Medicare benefits at age 65. Postretirement dental coverage is not valued.

For ABHPs, the amount provided by the employer as an HRA or HSA contribution is added to the total
value of the plan. The model assumes 100 percent utilization of the account during the year.
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Contributions to accounts that are attributed to wellness incentives assume 60% participation in
wellness activities.

Medical benefits continuing after retirement are valued on a projected unit credit cost basis.

For retiree medical plans that offer a retiree medical savings notional account at retirement to offset
retiree medical costs, the account is assumed to be paid out over the life of the retiree and spouse. If
the account can only be used to pay premiums or a portion of the premiums, the annual payout is set
equal to the percent of the estimated per capita medical cost payable by the plan each year until the
account is exhausted. If the account can be used to pay premiums and other healthcare expenses,
such as deductibles and co-pays, the annual payout is set equal to 120% of the estimated per capita
medical cost each year until the account is exhausted. Actual accounts that the company contributes
to while the participant is an active employee are valued the same as other defined contribution plans.

Vacation and Holiday Plans

The values for vacation and holiday benefits reflect the employer’'s schedule of benefits. If an employer
has multiple schedules, the schedule representing the largest group of employees being studied is
valued. If this information is not known, the schedule representing the largest group of employees
being studied in the $50,000 to $100,000 range is valued. For organizations that provide unlimited
days, the assumptions used represent approximately the 90 percentile based on an average
database employer and a mid-career employee.

The values for PTO plans reflect the permitted use of PTO days and the design of the employer's STD
plan and holiday provisions, in addition to the aspects reflected for vacation and holiday benefits. If
PTO days can be used for iliness, the allocation to STD is determined based on the elimination period
before subsequent STD/sick pay benefits are payable, to a maximum of the average annual absence
day usage.

PTO days may be allocated to holidays depending on the number of plan holidays and PTO days
available. The holiday allocation amount is 10 days minus the number of specified employer
scheduled plus specified employee scheduled holidays. If the total scheduled holidays equals or
exceeds 10 days, there is no allocation to holidays. The remaining days are allocated to vacation.
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Meeting Project Planning Kick-off Meeting

Attendees Eric Bayona Andrew Neidinger
John Hustler Catherine Hartmann
Lisa McCue Rhonda Rhoden
Debbie Robinson

When Monday, November 17, 2025

Timing 3-4 PT/5-6 CT

Location Teams Call

MEETING AGENDA

TopIC
1. General Pulling LTI into the assessment
Discussion e LTl is necessary component to Total Compensation Study (TCS)
e Vesting date is not tied back to the original grant or in EE census
Timeline for the Census Data
e Data refresh available by first week of January 2026
2. Key ltems e Include LTl in the assessment

e GRC due in May 26’, meaning report delivery in March 26’

e Confirm previous matches used from the 2020 EAPDIS Energy Technical Craft
Clerical Survey as the survey has transitioned to WTW survey

e Determine geographic differential early in the process

3. Action Items | Sempra

e Setup “Sempra 2028 TCS - GRC” email box to ensure all communications are run
through this email

e Send through all documentation, meeting notes and correspondence

e DatalLink set up by the end of the week November 11, 25’
e Reach out for Sempra benefits data to complete the BENVAL analysis

e Email for Non-Disclosure Agreements (NDAs) for the third-party surveys that are
needed for the market pricing exercise
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F3

Meeting Benchmarking Methodology Meeting

Attendees Eric Bayona Catherine Hartmann
Bryce Naanos Andrew Neidinger
Lisa McCue Rhonda Rhoden
John Hustler
Debbie Robinson

When Thursday, November 20, 2025

Timing 3:30-4:30 PT /5:30-6:30 CT

Location Teams Call

MEETING AGENDA

DISCUSSION POINTS

ToPIC

1. Benchmark
Selection
Process

Consistent with past rates cases, we will continue to use the previous five
employee categories: 1.) Executive, 2.) Manager/Supervisor, 3.)
Professional/Technical, 4.) Physical/Technical and 5.) Clerical

A meeting will be scheduled upon receipt of job and employee data, process will
remain consistent with past rate cased to determine the appropriate benchmark
coverage by employee category, for each entity, and for representation

2. Benchmark
Methodology

All compensation surveys will be aged to December 31, 2025, a change to our
previous rate cases with Sempra (January 31st of the test year)

o This change is aligned with current comparative CA utility cases and
allows a full-year aging of the market data

All compensation survey market data will be aged by the annual factor of 3.5% that
is aligned with World@Work, WTW and current Sempra annual aging factors

o Considers both General Industry and Utility industry 2025 salary increases

Geographic differentials will continue to be applied to all employee categories
except for Executive

Survey scopes will be weighted equally between Utilities and General Industry,
where applicable and when data is available

3. Data
Gathering and
Approach

Mercer MTCS will replace Mercer SIRS survey matches, as it is the same survey
house

Long-term incentive data will be provided by Sempra as a percentage of base pay

Long-term incentive evaluations and comparisons will only be eligible when market
median / average eligibility is greater than 50 percent
o Additionally, the eligibility for Sempra incumbents must also exceed 50
percent

4. Action Items

Sempra to provide employee data to WTW the week of 11/24
WTW to provide draft Benefit peers to Sempra the week of 11/24
WTW / Sempra to schedule meeting for Benefit peer selection for 12/1

May 2026
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Meeting Benefits Peer Group Selection

Attendees Eric Bayona Andrew Neidinger
Debbie Robbinson Rhonda Rhoden
Lisa McCue

When Monday, December 1, 2025

Timing 6:00-7:00 CT

Location Teams Call

MEETING AGENDA

For consistency with past rate cases as well as other rate cases WTW and Sempra have
established guiding principles in selecting benefit peer groups

Consistent organizations from past rate cases for Sempra

Peer utility organizations from previous GRCs

Other General Industry organizations that CA peer utilities have leveraged in GRCs
Appropriate size in both employee and revenue (where applicable)

Local geography considerations, in particular for the general industry peer group

Consideration of talent (people) competitors, organizations that Sempra competes
for in broad and especially in technical roles

ToPIC

1. Guiding
Principles

2. Benefits
Peer Group
Challenges

Since the previous rate case there have been some fluctuations in data ability in both
the General Industry peers and Utility peers

For the rate case, we will still continue to target and leverage 20 peers for both the
General Industry and Utility industry

3. Action Items
and Next
Steps

Determined peer group will be reviewed, finalized and jointly signed-off by WTW team

May 2026
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Meeting Benchmark Jobs Selection

Attendees Eric Bayona Andrew Neidinger
Debbie Robbinson Rhonda Rhoden
Lisa McCue
John Hutsler

When Thursday, December 4, 2025

Timing 4:00-5:00 CT

Location Teams Call

MEETING AGENDA

ToPIC
1. Establishing Before reviewing and finalizing efforts around the benchmark selection, WTW has
Guiding recommended a set of guiding principles around selecting benchmark roles
Principles e Select roles in which are able to me measured in the market
e Maintain or increase representation for each TCS category
e Target high incumbent jobs that are operationally critical to the organization
e Leverage recent compensation modernization efforts to help focus appropriate job
clean-ups — leveraging Family, Sub-family, Track and level to determine a job
2. Benchmark e Initial benchmark selections have produced similar number of jobs, with similar
Selection representations across categories
e Our efforts have focused on ensuring appropriate GRC codes and current job
codes are grouped by the work that is being completed to help increase
representations and selection
3. Compensation | Sempra has recently conducted Compensation Modernization efforts that resulted in

Modernization
Efforts

refinements to job variables; these clean-up efforts have led to direct changes to previous
GRCs, specifically:

e Job codes changing TCS category
e Benchmark match and family/sub-family alignments
e Realignments of GRC codes

4.

Action Items &
Next Steps

WTW will provide the following analysis to help Sempra understand the impact of the
Compensation Modernization efforts on the GRC:

e Changes in representation
e Where have job codes/GRC codes contracted/expanded
e  Which job codes have changed TCS categories

May 2026
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Meeting BENVAL Peer Group Discussion / Benchmark Jobs Selection / NDAs
Attendees Eric Bayona Catherine Hartmann
Lisa McCue Andrew Neidinger
Debbie Robinson Rhonda Rhoden
John Hutsler
Sara Steen
When Monday, December 15, 2025
Timing 3:00-4:00 PST / 5:00-6:00 CST
Location Teams Call

MEETING AGENDA

TorIiC

1. Discussion

BENVAL Peer Group
e WTW is currently gathering executive data
e WTW has documented why selected; revenue size, employee size and geography
e  WTW uploaded some ancillary retirement and benefits questions
Benchmark jobs selection
e File includes summarization of selections compared to previous rate cases
e Focused on Career Level and Job Family

e Documented TCS category job changes as result of the comp modernization and
GRC consolidation

NDAs
e Complete - all are in place

2. Key items

First draft of testimony due mid-February
No significant changes to benefits

3. Action Items

WTW to schedule joint session for H&B team / Sempra team to assign responsibility /
Sempra to provide times

Sempra to provide any job descriptions
WTW to send an email for Sempra to confirm regarding BENVAL approval

May 2026
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Report Format Meeting

Attendees Eric Bayona Andrew Neidinger
Lisa McCue Catherine Hartmann
Debbie Robinson Rhonda Rhoden

When Tuesday, February 17, 2026

Timing 4:00-5:00 PM CST / 2:00-3:00 PM EST

Location Teams Call

MEETING AGENDA

ToPIC
1. Report e Sempra will include long-term incentive plan values for reference purposes only
Structure - outside of the calculation of total compensation.
updates o  WTW will leverage language and efforts from the Compensation Modernization
efforts conducted by Sempra in recent months as part of the study.
e The Compensation Modernization effort was an update to Sempra’s job
architecture, leveling system, market pricing, and pay structures.
2. Benefits e There have been slight delays in the Benefits Analysis that will result in a Mid-to
Late March report delivery date.
o  WTW will deliver a draft report, prior to the benefit analysis, to allow Sempra to
review current cash-based analysis (without benefits).
e The report's benefit evaluation methodology will remain consistent with past rate
cases.
3. Action Items o WTW to deliver a draft report in March.
e Sempra will provide revised SDG&E and SCG corporate expense percentages for
2025, so that WTW can conduct the right calculations.
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Average
The sum of all values of a data set divided by the number of values in that set. Equivalent to the mean.

Base Pay
The fixed compensation paid (hourly, weekly, monthly, or annual) to an employee for performing
specific job responsibilities. Usually, these amounts are guaranteed.

Benchmark Job

A job that is commonly found and defined, used to make pay comparisons, either within the
organization or to comparable jobs outside the organization. Pay data for these jobs are readily
available in published surveys.

Black-Scholes Model

A mathematical model originally developed by Fisher Black and Myron Scholes to value stock options
traded on public markets. It estimates the theoretical price an individual would pay for a traded option
and considers stock price on grant date, option exercise price, number of years until exercise, dividend
yield, risk free rate of return, and stock price volatility.

Career Level

A series of defined levels within a job family where the nature of the work is similar (e.g., accounting,
engineering). The levels represent the organization’s requirements for increased skill, knowledge and
responsibility as the employee moves through a career.

Collective Bargaining Agreements

Agreements between employee groups and employers detailing work conditions including working
hours, vacation and holiday entitlements, termination of service provisions, and sometimes benefit
entitlements. These agreements may be specific to one company or industry or apply nationally.

Defined Benefit (DB) Pension Plan

Defined by the Employee Retirement Income Security Act of 1974 (ERISA) and the Internal Revenue
Code (IRC) as any retirement plan that provides for future income and is not an individual account
plan. It is a pension plan that specifies the benefits, or the methods of determining the benefits, but not
the level or rate of contribution. Contributions are determined actuarially on the basis of the benefits
expected to become payable.

Defined Contribution (DC) Pension Plan

Defined by the Employee Retirement Income Security Act of 1974 (ERISA) and the Internal Revenue
Code (IRC) as a plan that provides for future income from an individual account for each participant
with benefits based solely on (1) the amount contributed to the participant’s account plus (2) any
income, expenses, gains and losses, and forfeitures of accounts of other participants that may be
allocated to the participant’s account. The benefit amount to be received by the participant at
retirement is unknown until retirement.

Exempt Employees

Employees who are exempt from the Fair Labor Standards Act of 1938 (FLSA) minimum wage and
overtime provisions due to the type of duties performed. Includes executives, administrative
employees, professional employees, and those engaged in outside sales as defined by the FLSA.

Fair Labor Standards Act of 1938 (FLSA)
A federal law governing minimum wage, overtime pay, child labor, and record-keeping requirements.

Incumbent
A person occupying and performing a job.

Long-Term Disability (LTD)
A form of long-term income protection that provides for some continuation of income in the event of
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disability. Definitions of disability become increasingly narrow in LTD plans (e.g., disabled from
engaging in one’s own occupation or from any occupation).

Long-Term Incentive

Any incentive plan that requires sustained performance of the firm for a period longer than one fiscal
year for maximum benefit to the employee. Some plans are based on capital shares (i.e., stock) of the
organization and may require investment by the employee (i.e., Employee Stock Purchase Plan), while
others are based on financial performance (i.e., profit sharing cash plans).

Mean
A simple arithmetic average obtained by adding a set of numbers and then dividing the sum by the
number of items in the set.

Nonexempt Employees
Employees who are not exempt from the minimum wage and overtime pay provisions of the Fair Labor
Standards Act of 1938 (FLSA), for example, employees in clerical jobs.

Paid Time Off (PTO)
Refers to vacation, holidays, sick leave, lunch periods, and other miscellaneous leave for which an
employee is compensated.

Performance Share/Performance Unit/Cash Awards

A stock (or stock unit) grant/award plan in which the payout is contingent upon achievement of certain
predetermined external or internal performance goals during a specified period (e.g., three to five
years) before the recipient has rights to the stock. The employee receiving the shares pays ordinary
income tax on the value of the award at the time of earning it.

Profit Sharing Plan

An employee benefit plan established and maintained by an employer whereby the employees receive
a share of the profits of the business. The plan normally includes a predetermined and defined formula
for allocating profit shares among participants, and for distributing funds accumulated under the plan.
However, some plans are discretionary. Funds may be distributed in cash, deferred as a qualified
retirement program or distributed in a cash/deferred combination.

Restricted Stock

Stock that is given (or sold at a discount) to an employee, who is restricted from selling or transferring
it for a specified time period (usually three to five years). The executive receives dividends, but must
forfeit the stock if he/she terminates employment before the restriction period ends. If the employee
remains in the employ of the company through the restricted period, the shares vest, irrespective of
employee or company performance.

Salary
Compensation paid by the week, month or year rather than hourly. A salary is usually a guaranteed
amount that is not reduced for time not worked.

Shift Differential

Extra pay allowance made to employees who work on a shift other than a regular day shift (e.g., 9
a.m. to 5 p.m., Monday through Friday) if the shift is thought to represent a hardship, or if competitive
organizations provide a similar premium. Shift differentials usually are expressed as a percentage or in
cents per hour.

Short-Term Disability (STD)

A benefits plan designed to provide income during absences due to non-occupational-related iliness or
injury, when the employee is expected to return to work within a specified time, usually within six
months. Usually coordinated or integrated with sick leave at the beginning and with long-term disability
(LTD) at the end of STD.
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Short-Term Incentive

Usually a lump-sum payment (cash) made once a year in addition to an employee’s normal salary or
wage for a fiscal or calendar year. Generally based on predetermined performance criteria or
standards.

Spot Bonus
A one-time discretionary bonus given to key contributors. Spot bonuses are performance related, not
for length of service or equity.

Stock Option
A right to purchase company shares at a specified price during a specified period of time.

Third-Party Survey
For purposes of this study, this term refers to all other survey sources used in the study other than
Willis Towers Watson’s surveys, such as the EAPDIS Energy Technical Craft Clerical Survey.

Total Cash Compensation
Total annual cash compensation (base salary plus annual/short-term incentives).

Target Total Cash Compensation
Target total annual cash compensation (base salary plus target annual/short-term incentives).

Total Direct Compensation
Total cash compensation plus the annualized expected value of long-term incentives.

Target Total Direct Compensation
Target total cash compensation plus the annualized expected value of long-term incentives.

Total Compensation

The sum of all elements of compensation provided by an employer to an employee. For this study, the
total compensation was defined to include base salary, annual/short-term incentives, annualized
expected value of long-term incentives, and the value of employee benefits.

Target Total Compensation

The sum of all elements of compensation provided by an employer to an employee. For this study, the
target total compensation was defined to include base salary, target annual/short-term incentives,
annualized expected value of long-term incentives, and the value of employee benefits.

Vesting

A term typically used in conjunction with a pension or stock plan. For a stock option, vesting refers to
the point in time when stock options or stock appreciation rights become exercisable or when a
pension benefit becomes a non-forfeitable benefit.

Note: Selected definitions included in this glossary were obtained from WorldatWork’s Glossary of
Compensation & Benefits Terms.
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